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[bookmark: _Toc227770690]Abstract
The fast growth of remote and hybrid work models has greatly redefined organisational practices especially in the United Kingdom Information Technology (IT) industry, which has raised new issues of sustaining employee work-life balance. The aim of this research is to assess the efficacy of Human Resource (HR) well-being policies in regulating work-life balance in remote and hybrid work settings of IT employees. The main goals are to locate the current challenges related to the work-life balance, observe HR well-being programs, evaluate how effective they are by reducing stress and burnout, and suggest any amendments to improve the well-being of employees. The research philosophy and methodology are an interpretivist research philosophy and inductive approach to develop subjective experience of HR professionals. A qualitative research design that is exploratory was used to acquire in-depth knowledge about changing forces in the workplace. The data were gathered through semi-structured interviews of 10 HR professionals who work in the UK-based IT firms including Infosys and Tata Consultancy Services. The thematic analysis was applied to the data analysis to discover the main patterns and themes concerning HR practices and well-being of employees. The results indicate that remote and hybrid work settings exacerbate issues like unclear work-life boundaries, digital fatigue, social isolation, and workload. Even though organisations have adopted HR well-being policies that include flexible working hours, mental health programs, and digital detox programs, the effectiveness of these programs has been inconsistent because of various factors, such as poor implementation, limited employee participation in the programmes and lack of managerial support. The paper indicates that there is a disconnect between policy establishment and implementation. To summarise, although policies related to HR well-being are essential in assisting employees in maintaining their work-life balance, organisations should be keen on effective implementation, interventions that are personalised and enhanced management participation to achieve long-term results in digitally intensive workplaces.
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[bookmark: _Toc227770691]Chapter 1: Introduction
[bookmark: _Toc227770692]1.1 Introduction 
The growing use of remote and blended work has radically changed organisational setups and their experiences in the IT sector. These developments have placed more pressure on human resource (HR) policies to take care of employees and their performance. The chapter presents the context of the research by laying the background of the study, problem statement, aim, objectives, scope and significance of the study.
[bookmark: _Toc227770693]1.2 Origin of the Study
This paper is specifically on the IT sector of the United Kingdom where remote and hybrid working has become ingrained through the high level of digital infrastructure and international project requirements. The shift to remote and hybrid working has been notably high in the Information Technology (IT) industry, where electronic infrastructure allows employees to operate through geographically distributed areas (Mateen et al., 2025). IT organisations had been among the first to adopt flexible work mechanisms as a result of the software development, cloud computing, and virtual collaborative tools. Consequently, a fast reorganisation of the traditional workplace practices has been observed in the IT sector, which has generated new issues associated with communication, productivity tracking, and employee welfare. 
[bookmark: _Toc227770694]1.3 Background of the study 
The high rate of remote and hybrid working patterns has substantially changed the organisation of contemporary working environments, especially in the Information Technology (IT) sector. The IT sector is an industry that has embraced the practice of remote work as a norm rather than a temporary accommodation because of the industry being digital and project-oriented. The change has changed the way employees interact, work with each other, and handle their day-to-day duties (Žiedelis et al., 2022). Although the benefits of flexible working arrangements in IT organisations have been beneficial to the organisation in terms of less commuting time, they have also enhanced autonomy and accessibility to global talent pools (Bello et al. 2024). It has also come with some challenges of long screen time, working irregularities and heightened workload pressures. This has led to the inability of many IT professionals to get out of work-related duties after working hours because the physical and time boundaries dividing work and personal life are not clear anymore. This has seen problems like burnouts, digital fatigue, and role conflict become more common in the sector. Such changes underscore the need to come up with effective HR interventions that could help the employees to balance work and life in a digitally intensive workplace (Tripathi, 2026). 

[bookmark: _Toc227770695]1.4 Problem statement
Although remote and hybrid work systems have flexibility, workers are becoming more and more challenged separating work and personal experiences. The constant connectivity, long hours of working and role ambiguity have been factors that have led to stress, burnout and job dissatisfaction (Zhang et al., 2023). Social isolation is another important concern to consider since remote work minimizes the physical contact between individuals, which is a crucial component when it comes to cooperation, emotional support and cohesion (Ali et al., 2022). Other complexities come about in the hybrid settings because of the differences between the workforce in the office and the remote staff. Such differences may lead to the development of inequality perceptions on resource availability, exposure and career prospects. Role conflict is also a common problem among employees who have to juggle work and family lives, especially in a home-based environment (Wang, 2022). 
The issue is even more acute in the sphere of IT, where workers regularly engage in deadline-related projects, hold virtual meetings in various time zones, and keep being connected to organisation-related communication tools even outside of the regular working hours. This ongoing digital interaction heightens the chances of emotional depletion and cognitive overload, as the two are primary signs of work burnout. Thus, the question arises how the HR practices in the IT industry, in particular, may be used to overcome these issues and enhance sustainable work-life balance among the employees who operate in the remote and hybrid environment.
[bookmark: _Toc227770696]1.5 Aim 
The aim of this study is to evaluate the effectiveness of Human Resource (HR) well-being policies in supporting work-life balance among employees working in remote and hybrid environments within the Information Technology (IT) sector.
[bookmark: _Toc227770697]1.6 Objectives
· To examine the work-life balance challenges faced by employees in the IT sector under remote and hybrid working conditions.
· To identify the HR well-being policies implemented by IT organisations to support employees in flexible work environments.
· To evaluate the effectiveness of these HR policies in reducing stress, burnout, and work-life conflict among IT employees.
· To propose recommendations for improving HR well-being strategies to enhance work-life balance in the IT sector.
[bookmark: _Toc227770698]1.7 Research question
How effective are HR well-being policies in managing work-life balance among employees in the Information Technology sector working in remote and hybrid environments?
[bookmark: _Toc227770699]1.8 Scope of the study 
This study is dedicated to the investigation of the importance of Human Resource (HR) employee well-being practice in the management of work-life balance within remote and hybrid working conditions. It considers the ways HR policies such as flexible work hours, work management and rules and regulations of digital communication help employees manage work and personal roles. Existing studies support that in remote and hybrid environments, the HR intervention can be relevant and increase productivity, job satisfaction and performance (Tripathi, 2026). Furthermore, the work-life balance policies by the HR help to create a healthier organisational culture and enhance employee engagement (Bello et al. 2024).
The UK IT industry is chosen due to the fact that it is a mature environment that is highly innovative and is experiencing severe problems of employee burnout, digital burnout and work-life imbalance. The necessity to find out how HR well-being policies can be developed to respond to those issues motivates the research. The research results will help the researcher, organisations to enhance HR practices and society who will develop a healthier and more sustainable working environment in the digitally intensive working environments.
[bookmark: _Toc227770700]1.9 Significance of the study 
This study has an important role to play in the academic and practical field. Academically, the research adds to the existing body of knowledge by discussing the changing role of HR in the management of work-life balance in remote and hybrid work environments. It gives a better insight into the emerging issues such as digital overload, employee burnout and boundary management that are not fully represented in the available literature. Such issues can be identified with the help of the study. As a result, it leads to the creation of more specific and relevant research in the sphere of Human Resource Management. 

[bookmark: _Toc227770701]1.10 Rationale of the study  
The justification of this research is based on the growing use of remote and hybrid working models that have brought a lot of changes to the conventional work arrangements. As much as the models are flexible, there are also increased challenges that are associated with employee well-being and work-life balance (Dong et al., 2025). The increase in digital overload, in which employees are supposed to be available all the time and are thus becoming stressed and less productive, is one of the most important issues. This argument is further encouraged by the increasing gap between the expectations and the demands of the employees and the organisations. Whereas the employees need flexibility and autonomy, organisations need performance and accountability. This paper will fill this gap by critically examining HR practices and defining how best work-life balance can be enhanced in remote and hybrid environments.
[bookmark: _Toc227770702]1.11 Dissertation structure 
This study is divided into a number of chapters systematically. Chapter 1 presents the base of the research, its aim and significance. Chapter 2 will provide literature and theoretical reviews. Chapter 3 outlines the research methodology that is used in the study. Chapter 4 consists of the data analysis and interpretations of the findings. Lastly, Chapter 5 is the conclusion of the study that summarises important findings, implications and recommendations for future research.
[bookmark: _Toc227770703]1.12 Summary of Chapter 1
In the introduction chapter, the study was introduced by providing an overview of the increasing significance of work-life balance management in the remote organisational culture. It explains how technological innovations and shifting work patterns have heightened the roles of the Human Resource (HR) functions. The chapter has also stated the research problem, aim, objectives and research question, scope, significance as well as the rationale of the study. 


[bookmark: _Toc227770704]Chapter 2: Literature Review 
[bookmark: _Toc227770705]2.1 Introduction
The chapter provides a review of the current literature on the role of Human Resource (HR) in the management of work-life balance in a remote and hybrid working environment. It addresses the idea and roles of HR, the changing role of HR in flexible workplaces, the most important challenges, potential solutions and theoretical viewpoints with gaps of research.
[bookmark: _Toc227770706]2.2 HR Well-being Policies in Contemporary Organisations
Human Resource management in contemporary organisations has grown beyond its administrative and recruitment solutions, to a point of great consideration to the welfare of employees and their psychological safety. HR well-being policies include programs such as flexible working, mental health support programs, employee assistance services, monitoring workloads and digital communication guidelines (Elufioye et al. 2024). The policies could be of special significance in remote and hybrid workplaces, as employees might feel socially isolated, tired of the digital world, and unable to disconnect work and personal life. Studies have shown that organisations that uphold the well-being of their employees with well-organised HR interventions are said to record greater job satisfaction levels, organisational commitment, and productivity (Makhanya and Roboji, 2025). Thus, the HR well-being policies have become a key strategic tool to sustain the performance and contribute to employees in balancing their work and life in digitally mediated workplaces. IT professionals have been known to work in globally dispersed teams, experience constant online communication and work in various time zones. Such conditions have compounded the difficulty of work-life balance management since the demarcation between work and personal life has become unclear (Oliveira and Costa, 2024). Therefore, it follows that Human Resource (HR) departments within organisations in the IT sector must create purposeful policies and support systems that will accommodate the special needs of remote and hybrid workplaces.
[bookmark: _Toc227770707]2.3 Remote and hybrid work in IT Sector
Another industry that has embraced remote and hybrid work patterns is the Information Technology (IT) industry, which depends extensively on electronic instruments, digital infrastructure, and web-based participation systems (Nakash and Bouhnik, 2023). IT organisations are able to carry out software development, system maintenance, and customer support activities at geographically spread locations, unlike traditional industries that use physical presence. Consequently, telecommuting has turned out to be an operational pattern, as opposed to a situation-specific practice, in this industry. Nevertheless, the virtual aspect of IT employment has also added to difficulties relating to work-life equilibrium, such as screen time, odd work hours, and the necessity to maintain contact with teams located around the world (Tahir, 2024). These circumstances tend to lead to prolonged availability on demand in professional and personal life. Therefore, HR functions in IT organisations must adopt specific well-being policies and flexible work policies that respond to the specific needs of this industry and retain the productivity and interest of employees.
[bookmark: _Toc227770708]2.4 HR Roles in Remote and Hybrid Work
In the IT sector, these HR functions are further complicated by the fact that the work is based on a project, and they have to rely on daily digital communication (‌Vahdat, 2022). IT professionals often have to work with colleagues who are in other nations, and they need to attend the meeting beyond the usual working hours. Such a globalised workflow poses a threat of work-life conflict and digital burnout (Molwitz et al. 2026). As a result, the HR department within IT organisations has to draft industry-specific well-being approaches, including regular work schedules, time-zone-sensitive meeting policies, and compulsory offline hours to ensure that employees are psychologically unattached to work. The relevance of these specific interventions is that the HR practices should be aligned with the operational realities of the IT industry.
[bookmark: _Toc227770709]2.5 HR Roles in a Remote and Hybrid Work Environment 
In this respect, the HR role has changed greatly. Under remote work conditions, the HR will handle virtual teams, introduce digital communication channels and make employees interact with each other even when they are not physically close (Haque, 2023). It should also overcome other problems such as isolation, burnout, lack of motivation through implementing well-being programs and support programs. HR functions in hybrid environments are complicated because they have to handle both offsite and on-site workforce at the same time (Lamovšek et al., 2025). These are the need to be fair in performance assessment, organisational culture and communication gaps. HR should come up with work policies that are flexible enough to meet the various work arrangements and yet are consistent and inclusive. 
[bookmark: _Toc227770710]2.6 Challenges or issues for HR
These issues are mainly felt in the IT sector, where workers are sometimes given strict deadlines to work on a project, and they also find themselves spending long durations of time connected to organisational communication systems (Ritonummi et al. 2024). High stress levels amongst IT professionals are also exacerbated by the expectation to solve problems fast and the availability of the system. As has been demonstrated, the long-term effects of these digital workplace conditions are emotional exhaustion, decreased job satisfaction, and turnover intentions. Consequently, IT HR managers are under highly intense pressure to adopt policies that ensure sustained productivity and at the same time protect the mental health and work-life balance of employees. Moreover, the IT workers are also under pressure to perform because of the fast evolution of technology and the necessity to update their skills constantly, which also complicates their chances of leading a balanced lifestyle. Even though most IT organisations have established flexible work policies, these policies largely hinge on the way the HR departments design, execute and review employee well-being programs
[bookmark: _Toc227770711]2.7 What HR can do to address those challenges
The difficulties associated with remote and hybrid work can be resolved through human resource management with flexible policies, better digital collaboration systems and employee well-being. The HR can restructure work processes and virtual working conditions to accommodate effective communication and teamwork among distributed teams (Meluso et al. 2022). Digital tools and technologies can be implemented by organisations to enhance coordination, productivity and employee engagement in remote environments (Kraus et al. 2023). HR may also offer managerial training on how to lead a remote team, set clear communication rules and promote wellness programs to promote healthy work-life balance. 
[bookmark: _Toc227770712]2.8 Theoretical implication
The Boundary Theory, initially proposed by Clark, describes how people cope with the work-personal life boundaries (Steffens et al. 2023). Whereas the Job Demands-Resources (JD-R) Theory, introduced by Evangelia Demerouti, emphasises that job demands such as workload and digital pressure cause burnout unless they are offset by the organisational resources (Demerouti and Bakker, 2023).
[image: ]
Figure 2.7.1: The JD-R theory 
(Source: Demerouti, 2025)
The Job Demands Resources (JD-R) Theory points out that workload and digital connectivity are examples of excessive job demands which can result in burnout unless organised further through organisational resources including support, autonomy and flexible policies (Demerouti, 2025) [Figure 2.7.1]. These theories are useful for explaining how HR interventions enhance employee well-being and work-life balance. Boundary Theory and the Job Demands Resources (JD-R) Theory have been used to support this study to gain a better insight into these challenges. Boundary Theory describes the process of separation of work and personal life in individuals (Kossek et al., 2023). These borders are obscured in remote and hybrid settings and it is hard to find a balance between employees. This theory is applicable because it emphasizes the significance of the HR policies in helping employees to set boundaries.
JD-R Theory
Besides psychological and organisational behaviour theories, the framework of 5C offers organisations a strategic viewpoint for assessing HR initiatives in remote or hybrid work environments. To achieve this, the 5C framework identifies and evaluates five key aspects of the organisation, including Company, Employees (Clients), Competitors, Collaborators and Context. The technology sector can use the 5C framework to evaluate the influence on the design and implementation of wellness initiatives created by these companies using HR policies submitted to employees' expectations, competition in external labour markets related to the technology sector, partnerships between organisations that utilise technology, and general economic conditions in their areas of service. The evaluation of these multiple variables offers the organisation a more comprehensive understanding of the factors that influence HR strategies that improve the work-life balance for employees.

[bookmark: _Toc227770713]2.9 Literature gap
 According to empirical research in the UK IT sector, policies related to HR well-being, like flexible hours and digital disconnection, can alleviate burnout and enhance job satisfaction (Khan et al. 2024). These results support the necessity to investigate HR policy effectiveness further prior to defining the gaps in literature. The current literature is extensive on the roles of Human Resource management and the growing significance of flexible work practices in contemporary organisations (Ochieng, 2023). Studies have also explored the use of technology and artificial intelligence in managing a distributed workforce and organisational culture in remote and hybrid workplaces (Saeed et al. 2025). A number of studies point out the advantages of hybrid working to enhance flexibility, engagement and employee wellbeing (Krajčik et al. 2023; Eng et al. 2024). There is a gap in the practical research that specifically analyse the issue of work-life balance management by HR professionals and define emerging challenges including digital overload, boundary management and employee burnout in remote and hybrid work environments, are addressed (Mujtaba and Lawrence, 2024). This identified gap justifies the need for the present study.
Since there is available literature on remote work, flexible working arrangements and broad HR practices, there have been few studies that specifically look at the functioning of HR well-being policies in the Information Technology field (Molwitz et al. 2026). The IT industry has special working patterns because of the coordination of the global team, constant monitoring of the system, and high cognitive workload, unlike other sectors. Nevertheless, no sector-specific research has critically discussed the efficacy of HR interventions in overcoming the issue of work-life balance among IT professionals who work in remote and hybrid workplaces. This gap shows the necessity of specific studies in this field.
[bookmark: _Toc227770714]2.10 Chapter summary
It addressed the changing roles of HR and how the traditional roles have evolved to meet the demands of the complex nature of flexible working arrangements. The chapter also discussed the specific functions of the HR in the remote setting and the hybrid environment and the main challenges including employee burnout, communication barriers, and questions of fairness and engagement. The chapter also examined the appropriate theories, such as the Boundary Theory and the Job Demands- Resources Theory to offer a better insight into the behaviour of employees and organisational tasks. 


[bookmark: _Toc227770715]Chapter 3: Methodology 
[bookmark: _Toc227770716]3.1 Introduction 
In this chapter, the approach to methodological framework was presented to explore the role of Human Resource (HR) management in balancing work and life in the context of remote and hybrid working conditions. This chapter explores the research philosophy, approach and design and then the way the study collected the data and how it sampled it. It also describes the method of data analysis and the ethical concerns that were taken into account in the process of conducting research. Lastly, the chapter summarizes the credibility of the study and points out possibilities of limitations. The methodological decisions made are to guarantee that the research study can be considered systematic, credible and aligned with the purpose of the study which is to know more about HR practices in remote and hybrid working environments.
[bookmark: _Toc227770717]3.2 Research Philosophy 
Research philosophy means the convictions about the nature of knowledge and its possible way of acquisition. The philosophy of research applied in this study is an interpretivist one as it is founded on epistemology and aims at interpreting the subjective human experiences. Interpretivism presupposes the social construction of reality and deriving knowledge based on the perceptions, meaning and interaction of individuals (William, 2024). Various philosophies will help in the development of knowledge in research. Positivism involves objective, measurable data and generalisation, whereas realism involves both objective reality and the subjective interpretation. Conversely, interpretivism focuses on knowledge of human experiences and social contexts. The philosophy that this paper follows is interpretivism since it seeks to delve into the subjective experiences of HR professionals dealing with work-life balance in remote and hybrid work conditions in the United Kingdom IT sector. But this method can restrict the external validity of results since it is a subjective method (Tanlaka asnd Aryal, 2025). In spite of this monitoring, interpretivism can be used well in this study because of its rich and detailed information on HR practices and employee well-being. 

[bookmark: _Toc227770718]3.3 Research Approach 
The study adopts an inductive approach. This approach is the development of theories and insights through the collection of information and not testing pre-existing hypotheses (Kumar and Ujire, 2024). Inductive approach is mostly applied in the qualitative studies in which there is a need to understand some newly emerging or changing phenomena. Likewise, there are deductive and inductive methods of research. The former is used to test existing theories, and the latter is used to create new knowledge based on information. A deductive approach could not be used because the study does not seek to test preconceived hypotheses. Rather, the inductive approach is used to create themes and patterns based on the real-world HR practices and is therefore more suitable to the topic of exploring changing work environments. But a disadvantage with the inductive method is that the results can be affected by researcher interpretation and this can bring bias (Nuriman, 2024). Nonetheless, the inductive method would suit this study because it is suitable to the interpretivist philosophy and is effective in exploring organisational practices in the real world.
[bookmark: _Toc227770719]3.4 Research Design 
The research design adopted in the study is an exploratory research design which is appropriate in the exploration of areas where there is a lack of knowledge or understanding of the existing knowledge. Since the changed perspective on remote and hybrid working is comparatively recent, an exploratory design will enable the researcher to acquire more knowledge regarding HR practices and issues with working-life balance management. The study is qualitative in nature. This involves gathering non-numerical types of data with the aim of comprehending experiences, perceptions and behaviours (Oranga and Matere, 2023). Explanatory research is a cause-and-effect research, and narrative is individual story research in regard to the research design. Nevertheless, exploratory research is the most appropriate one since it enables exploring rather poorly studied fields like HR well-being policies in hybrid work environments.
The exploratory design will aid in the determination of new patterns, issues and approaches employed by HR practitioners. It is also applicable in allowing the researcher to look into the relationship between organisational policies and employee experiences in detail. One weakness of this design however is the lack of statistically generalisable results (Drew, 2023). Nevertheless, the design is suitable because the study focuses on in-depth knowledge rather than generalisation.

[bookmark: _Toc227770720]3.5 Data Collection and Sampling 
This paper will use a primary data collection approach to get first-hand information about the management of work-life balance among Human Resource (HR) professionals working remotely and in hybrid settings. Primary data is said to be suitable because it enables the researcher to collect present context-related data by collecting data directly on the subjects who are actively engaged in HR practices. Semi-structured interviews are used to gather the data and they are a flexible but guided way of investigating the experiences and views of the participants (Adeoye‐Olatunde and Olenik, 2021). The semi-structured interviews would be the best suited to the research because they provide predetermined questions and the interviewer has the chance to probe. In terms of data collection, it is possible to refer to primary data (first-hand) and secondary data (existing sources). Although secondary data would give the theoretical background, primary data was selected to acquire up-to-date, context-specific information. Ten HR professionals working in UK-based IT firms like Infosys and Tata Consultancy Services were interviewed (semi-structured) in their capacities as HR Manager and Talent Partner. The participants were invited using professional networking sites like LinkedIn and email.
In terms of sampling, the study uses a non-probability sampling method which is convenience sampling. This is a method where it is used to sample individuals according to their availability and desire to take part (Shukla, 2023). The sample size of 10 HR professionals is determined, and the professionals must have at least five years of experience in employee management and be exposed to remote or hybrid working conditions. This will be so to make sure that participants have the knowledge and practical understanding about the research topic. Challenges of remote work, effectiveness of HR policies, and work-life balance enhancement questions were part of the interviews. The reactions showed such problems as digital fatigue, long working hours, as well as the significance of flexible policies and mental health assistance. This was done to guarantee rich data with experience-based data in line with the study objectives.
[bookmark: _Toc227770721]3.6 Data Analysis 
Thematic analysis is used to analyse the collected data which is suggested by Braun and Clarke. This technique entails the discovery, the analysis and the interpretation of patterns or themes in the qualitative data (Lochmiller, 2021). Thematic analysis is a qualitative research method that is highly utilised and employed because of its flexibility and systematic nature. The process of analysis starts with familiarization of the data with the results of the semi-structured interview transcripts a number of times. This is after which initial codes, the meaningful parts of the collected data, are generated (Ahmed et al., 2025). These codes can subsequently be classified into major themes that exhibit major patterns in terms of HR practices and work-life balance. 
The themes identified are discussed and narrowed down to make them reflect the data. Lastly, the themes are explained and connected to the research objectives and available literature. This method will enable the researcher to have a closer insight into the issues and measures related to the management of work-life balance both in remote and hybrid working environments. Although thematic analysis offers well-informed information, it is subject to interpretation by the researcher and thus may cause subjectivity. Nevertheless, coding and systematical analysis can be used to achieve consistency and reliability in the findings. 
[bookmark: _Toc227770722]3.7 Ethical cosnsideration
During the research, ethical issues were addressed to protect participants' anonymity and the integrity of the study. Before data collection, participants provided informed consent and were well informed about the purpose of the research, their right to withdraw at any time, and how the data would be used. The confidentiality and anonymity were ensured by not revealing the identities of the participants and keeping the interview data in a safe place. The research did not entail any harm or misleading information. All the obtained data were intended only for academic purposes and were handled in accordance with the generally accepted research ethics principles.
[bookmark: _Toc227770723]3.8 Reliability and Limitations. 
The study was reliable as a clear and systematic research process was used. The semi-structured interview guide was also well-thought-out to ensure that consistency in the questioning was upheld without being too restrictive on the participants to share their experiences. The interviews were recorded and transcribed word for word in order to minimise the chances of misinterpreting data. A systematic code was applied to thematic analysis and assisted in enhancing the transparency of the interpretation of qualitative data and its consistency. These measures increased the reliability and the validity of the results.
The study is also limited by a number of limitations. To start with, the sample size of 10 HR professionals used is much smaller, and therefore limits the generalisability of the findings to a broader population. Second, convenience sampling could have led to selection bias since the sampling was done through the availability and not through random sampling. Third, with the self-reporting data source, the study is susceptible to social desirability bias or personal perceptions. Lastly, the interpretive and inductive nature of the study implies that the results can be interpreted by the researcher, which can influence objectivity. Nevertheless, the study presents useful exploratory information on HR practices within remote and hybrid work settings, despite the limitations.


[bookmark: _Toc227770724]Chapter 4: Data Analysis and Discussion 
[bookmark: _Toc227770725]4.1 Introduction 
This chapter discusses findings obtained from semi-structured interviews with 10 HR professionals in the IT sector who work from home or in hybrid settings. The objective of this analysis is to evaluate the efficacy of HR well-being policies in regulating employees’ work-life balance. The qualitative data collected were analysed using thematic analysis which enabled the identification of common patterns and themes across all participants’ responses. The results are grouped according to the research goals, which include problems with work-life balance, current HR well-being programs, how well they work, and where they could be better. This chapter goes into great detail about what the participants experienced and learned.
[bookmark: _Toc227770726]4.2 Data Analysis
Theme 1 - Work-Life Balance Challenges in Remote and Hybrid Work
The findings demonstrate that remote and hybrid work environments have exacerbated work-life balance challenges for IT personnel. For instance, P3 pointed out that “A lot of the time, work gets in the way of personal time,” while P2 pointed out that “Employees have a hard time mentally logging off.” This supports the findings of Kossek et al. (2023) who pointed out that flexible work environments such as the remote work environment led to boundary undermining which causes work to transcend personal life. The findings also indicated that workload is a significant challenge to work-life balance in remote work environments. For instance, P1 pointed out that “Stress went up because of more time spent on screens,” while P10 pointed out that “Emotional exhaustion has risen considerably.” These findings support the study of Babu, (2025) who pointed out that remote work causes cognitive overload which leads to burnout. Moreover, work isolation is an equal factor related to work-life balance when working remotely. As an instance, P4 pointed out that “Being alone and not talking to other people,” while P8 pointed out that “Not having a set work schedule.” This is consistent with what Van Zoonen and Sivunen (2022) found, who stated isolation from coworkers creates substantial workplace-related stress for employees.
Theme 2 - HR Well-being Policies and Organisational Support
Analysis revealed that companies have put in place a variety of HR well-being policies to support employee well-being in remote or hybrid environments. For instance, flexible working hours were mentioned by P1, mental health programmes were mentioned by P2 and employee assistance programmes were mentioned by P6. Conversely, Yunus et al. (2023) supported this finding by highlighting the importance of HR policy for enhancing employee well-being. Digital well-being policies were also identified in the data. For instance, P4 mentioned that the organisation has implemented “Days without meetings and shorter meeting times,” and P8 mentioned that the organisation has implemented “Digital detox programs.” This is in line with the research by Soomro et al. (2025) which emphasises the significance of managing digital overload in promoting the well-being of employees in remote working conditions. In terms of communication, the participants identified different channels for instance, P1 mentioned that the organisation uses “By using HR portals and internal emails,” P4 mentioned that the organisation uses “Communication led by the manager,” and P7 mentioned that the organisation uses “Announcements on Slack and Teams.” This is in line with the significance of transparent communication strategies. For instance, Raza et al. (2023) emphasises that transparent communication strategies are important in improving the well-being of employees and increasing awareness among them about the various organisational well-being strategies. Although, the data indicates that the implementation and accessibility of the various organisational well-being policies vary. This indicates that the organisational well-being policies are not universally implemented. The organisations have implemented various HR well-being policies though the implementation and effectiveness of these policies depend on the involvement of the manager with the awareness of the employees. This indicates a need to integrate various well-being strategies in the workplace. 
Theme 3 - Effectiveness, Gaps, and Future Improvements of HR Policies 
The results indicate that although HR well-being policies have a positive effect on employees’ well-being, their effectiveness is moderate and inconsistent. Examples include P1 rated the effectiveness of HR well-being policies as “Works well sometimes, but not always,” and P4 rated it as having “Not much effect because of the pressure of work.” These cases support the observation by Bellini et al. (2025) that flexible working arrangements may not lead to lower total core hours which limited their efficacy. Additionally, the participants identified low engagement and implementation issues as P2 argued that “Useful, but not many employees are taking part,” while P8 argued that “Not completely effective because of cultural problems” affect the outcomes. This is in line with Roczniewska et al. (2022), who argued that for positive outcomes to be realised, there is a need to utilise organisational resources effectively to reduce demands and enhance well-being. Despite the limitations, there are positive outcomes that are worth highlighting. For example, P3 argued that “no meeting days increase productivity,” while P6 argued that “EAP helped employees manage stress better.” This supports Peña et al. (2024) who argued that wellness programmes help in enhancing both employee and organisational performance. The participants proposed ways of improving the current situation, as P1 argued that “Better enforcement of work limits,” and P2 argued that “More personalised programs for health and well-being” are necessary. This shows a shift from general HR strategies to personalised approaches. The future trends proposed by the participants are “Tracking employee health with AI” (P2) and “Strategies for overall health will take over” (P10).  Therefore, the findings underscore the importance of developing more flexible, inclusive and effective HR policies to address emerging workplace challenges.
[bookmark: _Toc227770727]4.3 Discussion 
According to Bello et al. (2024), the contributions made by the HR departments are strategic and proactive with respect to employee work-life balance through the application of flexible working schemes, telework opportunities, and wellness programme offerings. These elements of HR have been linked with enhanced employee engagement, as well as minimised burnout and increased organisational performance. In spite of being implemented across several organisations, the findings of this study suggest that, while such initiatives exist in written form, the actual application of these policies is largely ineffective in practice. In this instance, participants indicated that flexible working arrangements and digital well-being initiatives exist on paper, but there are instances where these policies are not enforced or used effectively. As a result, these findings illustrate that there is a dichotomy between the development of policies and their related application in practice. Therefore, it follows that organisational culture, managerial and work expectations may constrain the intended benefits of HR policies.
Similarly, according to Alzadjali and Ahmad (2024), High-Commitment Work Systems (HCWS) influence both organisational support and work-life balance in a way that improves employee wellbeing. In contrast, the findings of this study demonstrated that employees working in remote and hybrid roles were subjected to increased workloads, cognitive fatigue, and a reduced ability to separate from work in a manner that diminished the supportive provisions of the HR policies in place. Further, the challenge associated with the IT sector is that expectations regarding performance, timelines for delivery, and continuous connectivity produce implicit societal expectations with respect to availability, thereby limiting the results obtained from organisations' supportive HR structures.
The results also differ from those of Nabawanuka and Ekmekcioglu (2022), who emphasise the significance of perceived supervisor support in enhancing work–life balance and well-being, especially among millennial employees. Although participants in this study recognised the role of managers in conveying HR policies, many indicated inconsistencies in managerial engagement and enforcement. Furthermore, Prasad et al. (2025) establish a significant positive correlation between work–life balance and psychological well-being among IT employees, suggesting that enhancements in balance directly improve mental health outcomes.  Participants reported blurred work–home boundaries, social isolation, and increased screen time as enduring stressors, suggesting that the structural conditions of remote work may undermine the potential psychological benefits identified in previous studies.
The findings reveal that although the HR well-being policies are highly implemented, their practical applications are restricted due to the structural and organisational constraints. The flexible work arrangements are meant for enhancing autonomy but they sometimes lead to long working hours and over-dependence on digital tools. Thus, the work life balance of the human resource managers is hampered. Moreover, the inconsistent managerial support weakens the efficiency of the policies and suggests that the organisational culture plays a more important role as compared to the adopted policies. The results also challenge the existing literature which indicates the positive outcomes of the human resource interventions and highlights that without proper enforcement and alignment with workload demands, such policies fail to meet the desired objectives.
[bookmark: _Toc227770728]4.4 Chapter Summary
The current chapter discussed and analysed the findings of the qualitative data collected through semi-structured interviews with HR professionals in the IT industry. Three themes emerged from thematic analysis of the data including challenges in maintaining work-life balance in remote/hybrid working arrangements, HR well-being policies and their effectiveness. The findings indicated that employees are experiencing challenges such as diminishing work-life boundaries, increased workload and digital fatigue. Despite organisations developing various initiatives to support employees’ well-being such as flexible working arrangements and mental health support, these initiatives are found to be ineffective due to challenges such as low response rates, increased workload and lack of support from managers. In addition, it is evident from the discussion in this chapter that it is also important to develop personalised, effective and technology-based HR policies though HR policies are effective in promoting employees’ well-being.


[bookmark: _Toc227770729]Chapter 5: Conclusion, Limitations and Recommendations 
[bookmark: _Toc227770730]5.1 Conclusion 
This paper has discussed how well-being policies that govern HR practices are effective in the management of work-life balance among employees working in remote and hybrid work environments within the IT sector. The results reveal that though organisations have adopted different HR practices like flexible work schedules, mental health programs, and digital detox where workforce is provided time off work, their efficacy has been scattered. One of the problems that are examined is the unresolved problem of work-life boundaries, heavy workload, and digital fatigue that still affect the well-being of the employees adversely. Another major issue brought out in the research is the large disconnect between policy formulation and practice. Despite the strategic formulation of HR policies aimed at improving employee well-being, managerial support, employee involvement and organisational culture are key success factors. The results demonstrate their consistency with the theoretical frameworks, such as the Boundary Theory and JD-R Theory, as excessive job demands tend to prevail over the organisational resources. Hence, the study arrives at the conclusion that HR well-being policies cannot work without additional factors. To have a valuable impact, organisations are to be effective, have an increased manager role, and personal solutions. This will assist in ensuring that a sustainable work environment is cultivated towards organisational performance as well as well-being of employees in the changing workspace of digital work environment. 
[bookmark: _Toc227770731]5.2 Limitations 
Although this study offers good insights, there are some limitations. First, the sample was not large enough (only 10 HR professionals) and this limits the generalisation of the results to the wider IT industry. Secondly, convenience sampling might have resulted in selection bias, where people were selected due to the availability and not on a random basis. Also, the research is based on self-reported information that can be subjected to the social desirability bias or personal impression. This can compromise the validity of responses especially on the practice of organisations and the efficacy of the policies. The qualitative and interpretivist character of study limits the opportunity to generate statistically generalisable findings. Finally, the paper is limited to the UK IT industry, which might not be a full reflection of the world trends. Hence, future studies may overcome these limitations by employing more varied and larger samples and quantitative methods for better validation of the concerned subject matter.
[bookmark: _Toc227770732]5.3 Recommendation 
Following the findings, it is possible to recommend a range of recommendations to enhance the efficiency of HR well-being policies. To begin with, organisations must concentrate on more enforcement and implementation of policies as opposed to formulation. Managers must be sensitized and made responsible towards promoting the welfare of employees Second, the HR strategies must be modified to individualised well-being plans, which will accommodate the specific demands of employees, rather than the universal approach (Alzadjali and Ahmad, 2024). Third, to reduce burnout and role conflict, organisations should develop obvious working boundaries, which could be working hours and the policy of digital disconnection. In addition, increased awareness and engagement of the employees through good communication and involvement programs are necessary. Lastly, organisations can leverage technology to monitor employee well-being and provide superior support, including AI-based tools. These practices will help to fill the policy-practice gap regarding remote and work-life balance in remote and hybrid workplaces.
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Semi-Structured Interview 
Transcript 1
	1. Can you tell me about your current job in HR and how you've managed employees who work from home or in a hybrid setting?

	Participants 
	Responds 

	P1
	HR Manager with seven years of experience leading cross-departmental hybrid teams.

	P2
	A senior HR executive in charge of onboarding new employees and keeping them engaged while they work from home.

	P3
	An HR business partner in charge of global remote IT teams.

	P4
	The Talent Manager is in charge of the policies and performance systems for a hybrid workforce.

	P5
	HR generalist with experience working with employees who work from home.

	P6
	HR Lead who works on programs that improve employee health and engagement.

	P7
	A hybrid setup for hiring and managing human resources.

	P8
	An HR analyst who helps with data and engagement metrics for a remote workforce.

	P9
	HR Manager in charge of IT teams that work in different time zones.

	P10
	The People Operations Manager is in charge of building a remote culture.



Transcript 2
	2. What are the biggest problems you've seen with work-life balance for IT workers who work from home or in a hybrid model?

	Participants 
	Responds 

	P1
	 It’s hard to stop working after hours.

	P2
	More work to do and longer hours at work.

	P3
	The lines between work and personal life are not clear.

	P4
	 Being alone and not talking to other people.

	P5
	Hard to keep up with family duties.

	P6
	The expectation to always be "online."

	P7
	Too much communication from meetings.

	P8
	Not having a set work schedule.

	P9
	Time zone differences that get in the way of personal time.

	P10
	Getting burnt out from always being online.



Transcript 3
	3. Based on your experience, how has working from home or in a hybrid setting changed the stress levels, workload, or personal boundaries of employees?

	Participants 
	Responds 

	P1
	Stress went up because of more time spent on screens.

	P2
	Employees have a hard time mentally logging off.

	P3
	A lot of the time, work gets in the way of personal time.

	P4
	More burnout in jobs with a lot of stress.

	P5
	People often don’t respect personal space.

	P6
	Workers feel like they have to answer right away.

	P7
	The amount of work has gone up in remote settings.

	P8
	Less distance between home and work.

	P9
	Stress from not having clear plans.

	P10
	Emotional exhaustion has risen considerably.



Transcript 4
	4. What kinds of HR well-being policies or programs does your company currently have in place to help employees who work from home?

	Participants 
	Responds 

	P1
	Policies for flexible working hours and time off.

	P2
	Counselling and mental health support programs.

	P3
	Apps for health and fitness and online fitness classes.

	P4
	Days without meetings and shorter meeting times.

	P5
	Allowances for working from home.

	P6
	Employee assistance programs (EAP).

	P7
	Policies that require breaks.

	P8
	Digital detox programs.

	P9
	Workload distribution that can change.

	P10
	Policies that allow for hybrid work flexibility.



Transcript 5
	5. How do you tell employees about and promote these well-being policies?

	Participants 
	Responds 

	P1
	By using HR portals and internal emails.

	P2
	Meetings and webinars for the team on a regular basis.

	P3
	Newsletters and the company's intranet.

	P4
	Communication led by the manager.

	P5
	Programs for onboarding and training.

	P6
	HR campaigns and drives to raise awareness.

	P7
	Announcements on Slack and Teams.

	P8
	Seminars and workshops.

	P9
	Talking to managers one-on-one.

	P10
	Digital dashboards and platforms for employees.



Transcript 6
	6. How well do you think these HR well-being policies help employees balance their work and personal lives?

	Participants 
	Responds 

	P1
	Works well sometimes, but not always.

	P2
	Useful, but not many employees are taking part.

	P3
	Good for improving mental health.

	P4
	Not much effect because of the pressure of work.

	P5
	Works well when managers help.

	P6
	Effective but needs better enforcement.

	P7
	Employees are a little happier.

	P8
	Not completely effective because of cultural problems.

	P9
	Helps lower stress to some degree.

	P10
	Good for keeping people interested but not for burning them out.



Transcript 7
	7. Can you give any specific examples or results of how these policies have helped lower stress, burnout, or work-life conflict?

	Participants 
	Responds 

	P1
	Flexible hours cut down on people missing work.

	P2
	Counselling sessions made people feel better mentally.

	P3
	Days without meetings made people more productive.

	P4
	Wellness programs cut down on cases of burnout.

	P5
	Support for working from home made people happier.

	P6
	 EAP helped workers deal with stress better.

	P7
	After the policy was put in place, turnover went down.

	P8
	Wellness activities lead to more engagement.

	P9
	Improved employee morale.

	P10
	Employees said they had a better balance between work and life.



Transcript 8
	8. What problems or limits have you run into when trying to put in place or manage HR well-being policies in a remote or hybrid setting?

	Participants 
	Responds 

	P1
	Employees don't know what's going on.

	P2
	Senior management is against it.

	P3
	A lot of work makes it hard for policies to work.

	P4
	It’s hard to keep an eye on remote workers.

	P5
	Not enough people taking part in programs.

	P6
	Not enough money in the budget.

	P7
	Cultural resistance to change.

	P8
	Gaps in communication.

	P9
	Policies are not always followed.

	P10
	No support from leaders.



Transcript 9
	9. What changes or improvements would you suggest to make HR well-being policies better for a better work-life balance in the IT sector?

	Participants 
	Responds 

	P1
	Better enforcement of work limits.

	P2
	More personalised programs for health and well-being.

	P3
	Lowered expectations for work.

	P4
	More training for managers.

	P5
	Employees should get feedback on a regular basis.

	P6
	More programs for mental health.

	P7
	Options for flexible scheduling.

	P8
	More campaigns to raise awareness.

	P9
	Clear rules about work hours.

	P10
	Using technology to keep an eye on health and happiness.



Transcript 10
	10. How do you think HR well-being strategies will change as more people work from home or in a hybrid setting?

	Participants 
	Responds 

	P1
	More help for mental health issues.

	P2
	Tracking employee health with AI.

	P3
	Hybrid work will be here to stay.

	P4
	Work policies that are more flexible.

	P5
	More focus on the experience of employees.

	P6
	Customised HR solutions.

	P7
	Digital health tools will become more popular.

	P8
	Make sure your work habits are good for the environment.

	P9
	Making HR decisions based on data.

	P10
	Strategies for overall health will take over.
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APPLICATION FOR ETHICAL APPROVAL – INTRODUCTORY NOTES

In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.

The University follows the OECD Frascati manual definition of research activity: 
“[C]reative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. 
As such this covers activities undertaken by:
· Members of staff (academic staff or support staff);
· Individuals holding honorary title from the University;
· Postgraduate research students;
In all of these cases ethical review is required regardless of discipline.
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	Does your research involve <<something specific>>?
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	Click to continue to appendix <<N>>
	NO
	Continue to the next section

	2
	Have you completed appendix <<N>>? 
	YES
	☐
	NO
	☐



Clicking in the appropriate box will take you to the appropriate location in the text. At the end of each appendix is a box. Clicking on this will return you to the question that originally took you to the appendix.
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APPLICATION FOR ETHICAL APPROVAL
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	2
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	Member of staff:
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	☐

	
	Undergraduate Student
	☒	Taught Postgraduate Student
	☐	Postgraduate Research Student
	☐
	3
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	4
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	5
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	6
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	7
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	8
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	9
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	10
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	11
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SECTION B: Grant or Contract Funding 
	1
	Has your research been awarded, applied for, or intend to apply for external funding?
	YES
	Click to continue to appendix 1
	NO
	Continue to the next section

	2
	Have you completed appendix 1? 
	YES
	☐
	NO
	☐



[bookmark: SEC_C]SECTION C:  Internal and External Ethical Guidance Materials
	Ethical Guidance Documents
Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.

	1
	UWTSD Research Ethics & Integrity Policy
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	2
	UWTSD Research Data Management Policy
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	3
	UWTSD Open Access Publications Policy
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	4
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Required if Appendix 8 completed
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	5
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Required if research is taking place outside the UK
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	6
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[bookmark: SEC_D]SECTION D: External Collaborative Research Activity 
	1
	Does your research involve collaborating partners at another institution or organisation?
	YES
	Click to continue to appendix 2
	NO
	Continue to the next section

	2
	Have you completed appendix 2? 
	YES
	☐
	NO
	☐



[bookmark: SEC_E]SECTION E: Details of Research Activity
	Aims, Vision and Approach of the Research (maximum 200 words per section)
Please outline what are you hoping to achieve with your proposed work and how will you deliver it?

	1
	Research aims and objectives

	Research Aim 
The aim of this study is to evaluate the effectiveness of Human Resource (HR) well-being policies in supporting work-life balance among employees working in remote and hybrid environments within the Information Technology (IT) sector.
Research Objectives
· To examine the work-life balance challenges faced by employees in the IT sector under remote and hybrid working conditions.
· To identify the HR well-being policies implemented by IT organisations to support employees in flexible work environments.
· To evaluate the effectiveness of these HR policies in reducing stress, burnout, and work-life conflict among IT employees.
· To propose recommendations for improving HR well-being strategies to enhance work-life balance in the IT sector.


	2
	Vision

	This dissertation is specifically on the IT sector of the United Kingdom where remote and hybrid working has become ingrained through the high level of digital infrastructure and international project requirements. The shift to remote and hybrid working has been notably high in the Information Technology (IT) industry, where electronic infrastructure allows employees to operate through geographically distributed areas. IT organisations had been among the first to adopt flexible work mechanisms as a result of the software development, cloud computing, and virtual collaborative tools. Consequently, a fast reorganisation of the traditional workplace practices has been observed in the IT sector, which has generated new issues associated with communication, productivity tracking, and employee welfare. The high rate of remote and hybrid working patterns has substantially changed the organisation of contemporary working environments, especially in the Information Technology (IT) sector. The IT sector is an industry that has embraced the practice of remote work as a norm rather than a temporary accommodation because of the industry being digital and project-oriented. 

 

	3
	Approach

	The inductive method constructs theories based on observed data as opposed to testing current theories. It justifies this research as it insights to surface in the literature and organisational studies of HR practices in flexible work environments. By means of studying secondary sources, it assists in creating conceptual frameworks that describe how HR can cope with work-life balance and respond to issues that are related to remote working models and hybrid working models. The exploratory research design explores areas in order to create new knowledge. It will allow researchers to investigate how HR addresses the problem of work-life balance in remote and hybrid work environments. The design helps to discover new HR practices, policies, and strategies to improve employee engagement, satisfaction, and performance in changing working environments. This research will adopt a non-probability sampling technique, such as a convenience sampling technique to recruit participants. Once the participants will be enlisted, data will be collected from 10 experienced people who has minimum of 5 years of working experiences as a HR in different industries in the UK. The approach will aid in the recognition of trends, an assessment of the HR interventions, and the comparison of the methods of organizations to enhance the work-life integration of employees and their overall satisfaction.

 




	4
	Location of research activity
Identify all locations where research activity will take place.

	London
(this box should expand as you type)



	5
	Will any of your research be undertaken outside of the UK?
	YES
	Click to continue to appendix 3
	NO
	Continue to the next section

	6
	Have you completed any of appendix 3? 
	YES
	☐
	NO
	☐



[bookmark: SEC_F]SECTION F: Research Methods 
	Will the research activity include:
	YES
	NO

	[bookmark: _Hlk153204538]1
	Use of a questionnaire or similar research instrument?
	☐
	☒

	2
	Use of interviews?
	☐
	☒

	3
	Use of focus groups?
	☐
	☒

	4
	Use of participant diaries? 
	☐
	☒

	5
	Use of video or audio recording?
	☐
	☒

	6
	Use of computer-generated log files?
	☐
	☒

	7
	Participant observation with their knowledge?
	☐
	☒

	8
	Participant observation without their knowledge?
	☐
	☒

	9
	Access to personal or confidential information without the participants’ specific consent?
	☐
	☒

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	☒

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	☒

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

	14
	Administration of any substance, agent or placebo?
	☐
	☒

	15
	Working with live vertebrate animals?
	☐
	☒

	16
	Procedures that may have a negative impact on the environment?
	☐
	☒

	17
	Other primary data collection methods. Please indicate the type of data collection method(s) below.
	☐
	☒

	Details of any other primary data collection method:



(this box should expand as you type)
	
	



SECTION G: Research Participants 

	Research participants include people who will be taking part in your research as providers of research data (e.g. being interviewed, answering questionnaires, or doing user testing of hardware or software). This includes animal participants.

	1
	Does your research involve human or non-human participants?
	YES
	Continue this section
	NO
	Click to continue to section N




	Participant numbers and source
How will you ensure an appropriately convened sample group in order to meet the aims of the research? Give details for subgroups separately, if appropriate. How will any potential pitfalls, for example dual roles or potential for coercion, be addressed?

	1
	How many participants will be recruited and how was the number decided upon?
	A total of around 10 participants will be sampled out of diverse IT organizations in UK. This sample size is accurate enough to allow for in-depth qualitative information and is feasible. 

	2
	Who will the participants be?
	IT EMPLOYEES

	3
	How will you identify the participants?
	
The purposive sampling will be carried out in UK, IT Buisnesses and professional networks to identify the participants. The contacts will be made through email or LinkedIn. People who have a minimum of six months of experience in the IT sector will be prioritised so that the responses provided are informed and experience-based to leadership and employee satisfaction.

	4
	Will you be excluding any groups of people, and if so what is the rationale for that?
	Yes, those less than six months in the hospitality industry or non-operational job group, including the external consultant, will be excluded. This exclusion will give the study enough reliable and contextually relevant findings based on experienced employees who have extensive exposure at the workplace.

	5
	Will the research involve any element of deception?  If yes, please describe why this is necessary and whether participants will be informed at the end of the study
	
No misleading will be formed in this study. 

	6
	Describe whether participants will be able to withdraw from the study, and up to what point (eg if data is to be anonymised). If withdrawal is not possible, after a certain point, explain why not. 
	
The respondents will be given the freedom to leave the research at any point without explanation. 

	7
	How long will the participant have to decide whether to take part in the research?
	
Every possible participant will take about one week to consider the participant information sheet and consent form and determine whether he/she will participate or not.

	8
	What arrangements have been made for participants who might have difficulties understanding verbal explanations or written information, or who have particular communication needs that should be taken into account to facilitate their involvement in the research?
	

The members who have difficulties in reading or communicating shall receive oral explanations of all information of the research. Upon request, digital or large-print consent forms will be given. Also, the interviews can be performed via a video or audio call, which is convenient because of the ease and convenience of the participants.





SECTION H: Research with Vulnerable People 
	1
	Are your participants classed as vulnerable people?
	YES
	Click to continue to appendix 4
	NO
	Continue to the next section

	2
	Have you completed appendix 4? 
	YES
	☐
	NO
	☒



[bookmark: SEC_I]SECTION I: Research Involving Animals 
	1
	Are your participants non-human animals?
	YES
	Click to continue to appendix 5
	NO
	Continue to the next section

	2
	Have you completed appendix 5? 
	YES
	☐
	NO
	☒



[bookmark: SEC_K]SECTION J: Research with the Prison Service or the Probation Service
	1
	Are your participants staff or offenders within the Prison Service or the Probation service?
	YES
	Click to continue to appendix 6
	NO
	Continue to the next section

	2
	Have you completed appendix 6? 
	YES
	☐
	NO
	☒



[bookmark: SEC_J]SECTION K: Health and Social Care Research
	1
	Are your participants selected due to their health or social care needs?
	YES
	Click to continue to appendix 7
	NO
	Continue to the next section

	2
	Have you completed appendix 7? 
	YES
	☐
	NO
	☒



[bookmark: SEC_L]SECTION L: Types of Personal Data
	Personal Data
Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 and the Data Protection Act 2018)?
	YES
	NO

	[bookmark: _Hlk153191083]1
	Personal data means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants and transcription of such are considered to be personal data.
	☐
	☒

	
	If you ticked YES, provide a description of the data and explain why this data needs to be collected:
	
	

	




(this box should expand as you type)



	Special Category Data 
Does the research involve the processing of special category data (as defined by the General Data Protection Regulation 2016 and the Data Protection Act 2018)?
	YES
	NO

	[bookmark: _Hlk153206093]2
	Racial or ethnic origin
	☐
	☒

	3
	Political opinions
	☐
	☒

	4
	Religious or philosophical beliefs
	☐
	☒

	5
	Genetic, biometric or health data
	☐
	☒

	6
	Sex life or sexual orientation
	☐
	☒

	7
	Trade union membership
	☐
	☒

	If you ticked YES to any of questions L2-L7, provide a description of the data and explain why this special category data needs to be collected to support the research and that it is in the public interest to do so:

	8
	


N/A


	9
	Please describe how the research has been designed to gather the minimum amount of personal data necessary for the specified research purpose:

	The study has been structured to receive slight personal information restricted to professional work experience, the profession, and the views of the people on the leader. No names, contacts or organizational identifiers will be entered. The information to be collected will be limited to what pertains to leadership style and employee satisfaction in the UK IT SECTOR

	10
	Demonstrate that the processing is not likely to cause substantial damage or distress to individuals and that their interests will be safeguarded:

	Sensitive or identifiable information is not going to be gathered or revealed in the research. During data processing and reporting, the anonymity of participants will be guaranteed. Data to be collected will not be associated with the personal, social, or occupational well-being of participants, so the study is not associated with the risk of any harm to individuals.

	11
	Demonstrate that the data will not be used to take any action or make decisions in relation to the individuals concerned:

	
Any data gathered will be used in an academic context and will be aggregated or anonymized. None of the findings will point to individuals or take up employment-related decisions. The results of the research will not assess or manipulate any particular individual or organization but will add to the academic knowledge on leadership styles.


	12
	Data should be anonymised wherever possible, either at point of capture or once collated. If the data cannot be anonymised, and if pseudonymisation is not possible, demonstrate why the that is possible.  If special category data cannot be anonymised, explicit consent to share that data must normally be obtained.

	
All the information will be anonymized during the collection process by eliminating personal data, by taking out personal names or company names. Every respondent will have a given code of confidentiality. There is no need to pseudonymize as no sensitive data is gathered. This guarantees complete privacy and ethical data protection.

	13
	If special category data cannot be anonymised, will you obtain explicit consent to share that data?
	YES
	NO
	N/A

	
	
	☐
	☐
	☒



SECTION M: Participant Information and Consent 

	Information for participants
It is normally expected that those participating in research should do so having given their informed consent. If this is not appropriate or practical, explicit justification must be provided, in line with prevailing disciplinary conventions.  Please note however, that informed consent to participate in the research is separate from consent to process (e.g. collect, analyse, store, reuse or share) personal data, as the University’s lawful basis for processing personal data in research activities is part of its ‘public task’. 
	YES
	NO
	N/A

	[bookmark: _Hlk156475507]1
	Will you obtain written consent for participation?
	☒
	☐
	☐

	2
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☒
	☐
	☐

	3
	Will you tell participants that their participation is voluntary?
	☒
	☐
	☐

	4
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☒
	☐
	☐

	5
	If the research is observational, will you ask participants for their consent to being observed?
	☐
	☒
	☐

	6
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☒
	☐
	☐

	7
	Will participants be made aware of how you will treat any information that may reasonably by considered as confidential? 
	☒
	☐
	☐

	8
	If your research requires your participants to sign up for a service provided by an external company or organisation will you inform them that their data may be stored and processed outside UWTSD?
	☐
	☒
	☐

	9
	Will you give participants the UWTSD Privacy Notice for Research?
	☒
	☐
	☐

	If you have answered NO to any of questions M1-M8, please provide justification detailing why this is necessary for the research.  

	10
	

N/A

(this box should expand as you type)

	Informed consent: Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before the research begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded. 

	11
	
· Every possible participant will be provided with a Participant Information Sheet (PIS) that will describe the title of the research.
· The PIS will articulate clearly the aim of the study, the voluntary nature of the participation, and guarantee that none of the adverse effects will befall the declining.
· The participants will be made aware of the approximate time frame, process of data collection, and the manner in which the data is to be analyzed and reported.
· The information on confidentiality, anonymity and data protection processes will also be emphasized, such as the storage and anonymization of personal information.
· The participants will have one week or more to evaluate the PIS and submit any questions to decide whether they want to participate or not.
· A signed consent form will be used to take a written informed consent before any interview.
· A signed form will be given to the participants so they can keep this copy as a reference.


	Confidentiality: Confidential information refers to information that can be related to an identifiable individual, whether living or deceased, which is not in the public domain and which is given with the expectation that it will be kept confidential.  Under Common Law when an individual entrusts a researcher or research team with confidential information, the team must handle this in line with ‘reasonable expectations’. In other words, confidential information should only normally be shared when there would be ‘no surprises’ for the individuals concerned. Where participants would not expect the researcher to be sharing their confidential information with others, researchers can manage their expectations by informing them of their intentions (e.g. in the participant information sheet or during discussions about participation) and asking them if they are happy with these plans. They should understand what is being proposed and what this might mean for them, before they decide whether the researcher can share their confidential information with others.  

	Please detail how you will treat confidential information:

	12
	

N/A

(this box should expand as you type)

	Copies of any written consent form, written information and all other explanatory material should accompany this application. If you have included these then please list the documents included here.

	13
	Sample information sheets and consent forms are available from the University ethical review intranet page at https://intranet.uwtsd.ac.uk/research/research-integrity-and-ethics 


	14
	Consent form attached?
	YES
☒
	NO
☐
	N/A
☐



SECTION N: Research with Potential Military Application
	1
	Does your research have any potential military application?
	YES
	Click to continue to appendix 8
	NO
	Continue to the next section

	2
	Have you completed appendix 8? 
	YES
	☐
	NO
	 ☒



[bookmark: SEC_O]SECTION O: Use of Artificial Intelligence Tools
	Use of generative AI and other AI-based tools
There are a number of ethical issues relating to the use of generative AI and other AI-based tools, including data security, output bias, and output errors. In general you should assume that any generative AI or other AI-based tool that you pay to use is more secure and accurate than one which is free to use.

Will the research use AI tools to do any of the following:
	YES
	NO
	N/A

	1
	Capture data?
	☐
	☐
	☒

	2
	Generate and/or edit text?
	☐
	☐
	☒

	3
	Generate graphics?
	☐
	☐
	☒

	4
	Generate video?
	☐
	☐
	☒

	5
	Generate sound/music?
	☐
	☐
	☒

	6
	Generate code?
	☐
	☐
	☒

	7
	Generate synthetic data?
	☐
	☐
	☒

	8
	Analyse data?
	☐
	☐
	☒

	9
	Analyse personal or sensitive data?
	☐
	☐
	☒

	10
	Classify data?
	☐
	☐
	☒

	11
	Do you intend to use the free version of any AI tools?
	☐
	☐
	☒

	If you have answered YES to any of questions O1-O11, please provide justification detailing why this is necessary for the research.  

	12
	



(this box should expand as you type)




Section P: Research Data Management Plan

	1
	Data Summary

	· Briefly introduce the types of data the research will create or access.


	2
	Responsibilities

	· Who will be responsible for data management? 
· Outline responsibilities for data management within research teams at all partner institutions


	3
	Assessment of existing data

	· Provide an explanation of the existing data sources that will be used by the research project (if applicable). 
· Provide an analysis of the gaps identified between the currently available and required data for the research.


	4
	Management and curation of data

	· Outline your plans for preparing, organising and documenting data.


	5
	Quality assurance of data

	· Describe the procedures for quality assurance that will be carried out on the data collected at the time of data collection, data entry, digitisation and data checking.


	6
	Short-term data storage

	· How will the data be stored in the short term during the research. 
· Describe the data access, security and backup procedures you will adopt to ensure the data and metadata are securely stored during the lifetime of the project.


	7
	Long-term data storage and preservation 

	· Which data are of long-term value and should be retained, shared, and/or preserved?
· How the data will be stored in the long term?
· Are the plans for preparing and documenting data for sharing and archiving with an external data repository (e.g. the UK Data Service) or the UWTSD data repository? 
· How long will it be stored for and why?


	8
	Documentation and metadata

	· What documentation and metadata will accompany the data?
· How will the data be documented during research to provide high quality contextual information and/or structured metadata for secondary users?


	9
	Data sharing

	· If you plan to share your research data explain how it will be shared and the value it will have to others
· If you are planning to share the data, please advise when you will be releasing it.  
· Are any restrictions on data sharing required?
· Identify any potential obstacles to sharing your data, explain which and the possible measures you can apply to overcome these
· If the data will have value to different audiences, how these groups will be informed?
· Will the data need to be updated? Include future plans for updating if this is the case.
· Will the data be open or will you charge for it? Justify if charging to access the data.


	10
	Copyright and intellectual property ownership

	· Who will own the copyright and Intellectual Property Rights (IPR) of any new data that you will generate?


	11
	Resources

	· What resources will you require to deliver your plan?
· Costs of storage – why are these appropriate? 
· How will these be met? (costs related to long term storage will be normally permitted by funders providing these are fully justified and relate to the project)




SECTION Q: Risk Assessment 

	
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  

	1
	Full risk assessment completed and appended? 
	YES
	NO

	[bookmark: _Hlk152919011]
	
	☐
	☒

	Risks to participants, researchers, and the University   

	2
	Social risks: disclosures that could affect participants standing in the community, in their family and their job.
	YES
	NO

	
	
	☐
	☒

	Risk:


(this box should expand as you type)
	How will you address any risks?


	3
	Legal risks: activities that could result in the participant, researchers and / or University committing an offence; activities that might lead to a participant disclosing criminal activity to a researcher which would necessitate reporting to enforcement authorities; activities that could result in a civil claim for compensation
	YES
	NO

	
	
	☐
	☒

	Risk:


(this box should expand as you type)
	How will you address any risks?


	4
	Economic harm: financial harm to participant, researcher and / or University through disclosure or other event.
	YES
	NO

	
	
	☐
	☒

	Risk:


(this box should expand as you type)
	How will you address any risks?



	5
	Reputational risk: damage to public perception of University or the University / researchers’ reputation in the eyes of funders, the research community and / or the general public.
	YES
	NO

	
	
	☐
	☒

	Risk:



(this box should expand as you type)
	How will you address any risks?




	6
	Safeguarding risks:  Risk to young people, vulnerable adults and / or researcher from improper behaviour, abuse or exploitation. Risk to researcher of being in a comprising situation, in which there might be accusations of improper behaviour.
	YES
	NO

	
	
	☐
	☒

	Risk:



(this box should expand as you type)
	How will you address any risks?


 

	7
	Sensitive, embarrassing or upsetting topics. If research activity may include sensitive, embarrassing or upsetting topics or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities.  
	YES
	NO

	
	
	☐
	☒

	



(this box should expand as you type)

	
	Health and safety risks

	8
	Location hazards: for example: fire; visiting or working in participant’s homes; working in remote locations and in high crime areas; overseas travel; hot, cold or extreme weather conditions; working on or by water. Also hazardous work locations, such as construction sites, confined spaces, roofs or laboratories. For overseas travel, researchers will need to check country / city specific information, travel health requirements and consider emergency arrangements as part of their research planning. In all cases the University’s International Travel Policy must be followed.
	YES
	NO

	
	
	☐
	☒

	Risk:


(this box should expand as you type)
	How will you address any risks?




	9
	Activity hazards: for example: potentially mentally harmful activities; distressing and stressful work and content; driving; tripping, or slipping; falling from height; physically demanding work; lifting, carrying, pushing and pulling loads; night time and weekend working.
	YES
	NO

	
	
	☐
	☒

	Risk:



(this box should expand as you type)
	How will you address any risks?



	10
	Machinery and equipment: for example: ergonomic hazards, including computer workstations and equipment; contact with electricity; contact with moving, rotating, ejecting or cutting parts in machinery and instruments; accidental release of energy from machines and instruments.
	YES
	NO

	
	
	☐
	☒

	Risk:



(this box should expand as you type)
	How will you address any risks?


	11
	Chemicals and other hazardous substances: the use, production, storage, waste, transportation and accidental release of chemicals and hazardous substances; flammable, dangerous and explosive substances; asphyxiating gases; allergens; biological agents, blood and blood products. 
	YES
	NO

	
	
	☐
	☒

	Risk:


(this box should expand as you type)
	How will you address any risks?




	12
	Physical agents: for example: excessive noise exposure, hand-arm vibration and whole body vibration; ionising radiation; lasers; artificial optical radiation and electromagnetic fields
	YES
	NO

	
	
	☐
	☒

	Risk:


(this box should expand as you type)
	How will you address any risks?



	13
	Environmental risks: for example: accidental spillage of pollutants, damage to local ecosystems
	YES
	NO

	
	
	☐
	☒

	Risk:


(this box should expand as you type)
	How will you address any risks?






SECTION R: Disclosure and Barring Service

	Disclosure and Barring Service

	1
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	
	Does your research require you to hold a current DBS Certificate?
	☐
	☐
	☒

	2
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	




[bookmark: SEX_S]SECTION S: Declaration
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Policy which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 


	1
	Name of applicant
	Jasmine Kaur

	2
	Electronic or written signature of applicant:
	Jasmine

	3
	Date
	27-4-2026

	4
	Name of Director of Studies
	

	5
	Electronic or written signature of Director of Studies:
	

	6
	Date
	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	1
	☐
	I have read the guidance notes supplied before completing the form.

	2
	☐
	I have completed all relevant sections of the form in full.

	3
	☐
	I have attached a copy of the Participant Information Sheet (PIS) or Consent Form

	4
	☐
	I have attached a completed copy of the Trusted Research and Innovation Checklist (where applicable)

	5
	☐
	I have attached a full risk assessment (where appropriate) 

	6
	☐
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice

	7
	☐
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Data Management Policy

	8
	☐
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Export Control Policy

	9
	☐
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Open Access Research Policy

	10
	I have completed the following appendices:
	1
	☐
	2
	☐
	3
	☐
	4
	☐

	
	
	5
	☐
	6
	☐
	7
	☐
	8
	☐



	
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.







[bookmark: APP_1]APPENDIX 1 – Grant or Contract Funding

	A1.1
	Has your research been awarded external funding?
	YES
	☐
	NO
	☐

	A1.2
	Have you applied for funding / awaiting decision?
	YES
	☐
	NO
	☐

	A1.3
	Are you intending to apply for funding?
	YES
	☐
	NO
	☐

	A1.4
	[bookmark: _Hlk152243903]Funding Body
	

	A1.5
	Lead institution (grant holder)
	

	A1.6
	If awarded, grant reference
	

	A1.7
	If awarded, grant value
	

	A1.8
	If awarded, start date and duration
	



	
	
	
	
	


	Return to the main form






[bookmark: APP_2]APPENDIX 2: External Collaborative Research Activity

	INSTITUTION 1                        

	[bookmark: _Hlk152247185]A2.1
	Name
	


	A2.2
	Researcher name and position 
	


	A2.3
	Role in project (e.g. co-investigator)
	


	A2.4
	Contact e-mail address
	


	A2.5
	External Ethical Approval
Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 
	Obtained?
	YES
	NO
	PENDING

	
	
	
	☐
	☐
	☐

	[bookmark: _Hlk152841402]
	
	




	INSTITUTION 2                      

	A2.6
	Name
	


	A2.7
	Researcher name and position 
	


	A2.8
	Role in project (e.g. co-investigator)
	


	A2.9
	Contact e-mail address
	


	A2.10
	External Ethical Approval
Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 
	Obtained?
	YES
	NO
	PENDING

	
	
	
	☐
	☐
	☐

	
	
	




	INSTITUTION 3                       

	A2.11
	Name
	


	A2.12
	Researcher name and position 
	


	A2.13
	Role in project (e.g. co-investigator)
	


	A2.14
	Contact e-mail address
	


	A2.15
	External Ethical Approval
Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 
	Obtained?
	YES
	NO
	PENDING

	
	
	
	☐
	☐
	☐

	
	
	




Add additional collaborators as needed

	
	
	
	
	


	Return to the main form


[bookmark: APP_3]


APPENDIX 3: Research Undertaken Outside of the UK

	A3.1
	Research activity outside of the UK
If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. Describe the measures you have taken to comply with these and provide evidence of approvals etc. If you live in the country where you will do the research then please state this. If you have a local research supervisor or research advisor then please give their contact details here.

	



(this box should expand as you type)

	A3.2
	Responsible Research and Innovation
If research is taking place overseas please refer to the UWTSD Trusted Research and Innovation Policy and complete the Trusted Research and Innovation Checklist and submit it with this form.

	A3.3
	Confirm that you have read the Trusted Research and Innovation Policy
	☐



	If you are a postgraduate research student working with a research supervisor or research advisor at your local university then you do not need to fill in any more sections of this appendix.
If you are working in a research collaboration with an overseas partner please complete the remaining sections of this appendix.
	Return to the main form


[bookmark: _Hlk160779412]
	Organisational Details

	A3.4
	Name of Organisation 

	

	A3.5
	Country where organisation is based:

	

	A3.6
	Registration number and name of registration body (examples of relevant registration bodies are government, tax, corporation, charity, educational authority):

	

(this box should expand as you type)

	A3.7
	What is the legal status of the organisation? (for example: public university, private university, charity, private company, non-profit making company, government research organisation, independent research organisation) Please include the date of foundation. Note: We may be required to ask for evidence of this at a later stage.

	

(this box should expand as you type)

	A3.8
	Is your organisation affiliated to any other organisation? (i.e. is the organisation legally part of a larger organisation or a group of larger organisations).

	

(this box should expand as you type)

	A3.9
	Name(s) of investigators in the organisation who will be responsible for the collaborative research and innovation 

	

(this box should expand as you type)




	About New Partners

	A3.10
	Why does a partner want to work with you?

	

(this box should expand as you type)

	A3.11
	What are they expecting in return for their financial support or involvement?

	

(this box should expand as you type)


	A3.12
	Is the organisation associated with a country which may be viewed as hostile to the UK or one which has different democratic and ethical values from our own? If you have ticked YES, please briefly describe below how you will maintain the UK’s democratic and ethical values within the research.
	YES
	NO

	
	
	☐
	☐

	


(this box should expand as you type)

	A3.13
	Has due diligence into the partner identified any involvement in research on behalf of the military or police with links to a hostile state? If you have ticked YES, please summarise below how you will prevent information from this research from being released to these organisations.
	YES
	NO

	
	
	☐
	☐

	


(this box should expand as you type)

	A3.14
	Set within the context of any information gained from due diligence, could your research be misused or have unintended applications which would be negative? If you have ticked YES, please summarise below how this might occur.
	YES
	NO

	
	
	☐
	☐

	


(this box should expand as you type)

	A3.15
	Are there any legal, regulatory or university policy constraints on undertaking your research with this partner? If you have ticked YES, please summarise these below.
	YES
	NO

	
	
	☐
	☐

	


(this box should expand as you type)

	A3.16
	Having considered the answers to questions A3.10-A3.15, are there potential reputational or ethical risks to you or the university? If you have ticked YES, please summarise these risks below.
	YES
	NO

	
	
	☐
	☐

	


(this box should expand as you type)




	About Research Relationships
	YES
	NO

	A3.17
	Are the terms of any proposed Memorandum of Understanding (MoU) in keeping with the expectations of your department and university?
	☐
	☐

	A3.18
	Are you providing existing intellectual property (IP), research data, confidential or personally identifiable data to the project? If so, how is this going to be protected?
	☐
	☐


	


(this box should expand as you type)

	A3.19
	Who will own any IP that is generated?

	

(this box should expand as you type)

	A3.20
	What plans do you have in place for protecting the resulting IP?

	

(this box should expand as you type)

	A3.21
	What contractual requirements are you able to put in place to protect the interests of your academic institutions?

	

(this box should expand as you type)

	A3.22
	What access will the research partner have to your IT network? If they do have access, what broader visibility might this provide?

	

(this box should expand as you type)

	A3.23
	Is there any physical separation or protection required between research in similar fields?

	

(this box should expand as you type)




	About Existing Partners

	A3.24
	Would proceeding with the research raise potential conflicts of interest with existing research partners? If you have ticked YES, please explain these conflicts below.
	YES
	NO

	
	
	☐
	☐

	


(this box should expand as you type)

	A3.25
	Have you spoken with your existing partners about any potential conflict of interest? If you have ticked YES, please briefly summarise their response(s) below.
	YES
	NO

	
	
	☐
	☐

	


(this box should expand as you type)

	A3.26
	Does any non-disclosure agreement for this project include an expectation that you will need to provide visibility to existing partners? If you have ticked YES, please explain below how this will be managed.
	YES
	NO

	
	
	☐
	☐

	


(this box should expand as you type)

	A3.27
	Will this research breach any existing contractual agreements that you, your department or university already have? If you have ticked YES, please explain below how this will be managed.
	YES
	NO

	
	
	☐
	☐


	


(this box should expand as you type)



	
	
	
	
	


	Return to the main form





[bookmark: APP_4]APPENDIX 4: Research with Vulnerable People

	Will the research involve data processing involving the following data subjects:
	YES
	NO

	A4.1
	Children under 16
	☐
	☐

	A4.2
	Adults with learning disabilities
	☐
	☐

	A4.3
	Adults with other forms of mental incapacity or mental illness
	☐
	☐

	A4.4
	Adults in emergency situations
	☐
	☐

	A4.5
	Prisoners or young offenders
	☐
	☐

	A4.6
	Those who could be considered to have a particularly dependent relationship with the investigator, e.g. members of staff, students
	☐
	☐

	A4.7
	People who have not given their explicit consent to participate in the project
	☐
	☐

	A4.8
	People engaged in illegal activities
	☐
	☐

	A4.9
	Any other people who can be considered vulnerable in the context of this project
	☐
	☐

	Please justify the inclusion of the above people (if applicable), explaining why the research cannot be conducted on non-vulnerable people.

	A4.10
	



(this box should expand as you type)

	Please give details of extra steps taken to assure the protection of vulnerable people participating in the research.  You should describe any arrangements to be made for obtaining consent from a legal representative.

	A4.11
	



(this box should expand as you type)

	It is the researcher’s responsibility to check whether a DBS check (or equivalent) is required and to obtain one if it is needed. Please confirm:

	A4.12
	DBS Check required? 
	YES
	NO

	
	
	☐
	☐

	A4.13
	DBS certificate obtained? 
	YES
	NO
	N/A

	
	
	☐
	☐
	☐



	
	
	
	
	


	Return to the main form





[bookmark: APP_5]APPENDIX 5: Research Involving Animals
	The use of animals in research is tightly governed and monitored by law and by the Home Office, specifically under the Animals (Scientific Procedures) Act 1986 and its accompanying codes of practice and processes. The Act regulates procedures that are carried out on protected animals for scientific or educational purposes that may cause pain, suffering, distress or lasting harm. Under the Act, a protected animal is ‘any living vertebrate, other than man, and any living cephalopod’. The University does not hold a Home Office issued Establishment Licence and therefore researchers must ensure that any proposed work involving animals is either exempt from the Act or falls outside of its scope. Exempted research, for example involving routine veterinary practice or clinical veterinary research, may still require external ethical approval from the Royal Society of Veterinary Surgeons. When undertaking collaborative research involving animals, the UWTSD Research Ethics Committee must be assured that the partner institution(s) conform to the appropriate regulatory framework or legislation, and have approval from their local Research Ethics Committee. Any such work must follow the guidance of the National Centre for the Replacement, Reduction and Refinement of Animals in Research, known as the 3Rs.  In all cases, advise must be sought from INSPIRE for any proposed research involving animals, either at UWTSD, or by research collaborators in partnership with UWTSD. This should be at the very early stages of research design, so that an appropriate due diligence exercise can be undertaken.

	Will the research involve any work with any of the following animals (including observation in their natural habitat)
	YES
	NO

	[bookmark: _Hlk156319509]A5.1
	Any living vertebrates, other than humans?
	☐
	☐

	A5.2
	Any living cephalopods?
	☐
	☐

	A5.3
	[bookmark: _Hlk156462984]Has INSPIRE undertaken an initial due diligence exercise?
	☐
	☐

	A5.4
	[bookmark: _Hlk156464303]Due diligence assessment appended to this application?
	☐
	☐

	Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. 

	[bookmark: _Hlk156464347]A5.5
	

(this box should expand as you type)



	
	
	
	
	


	Return to the main form





[bookmark: APP_6]APPENDIX 6: Research with Staff or Offenders in Prison Establishments and Probation Services 

	Research with staff and/or offenders in prison establishments, the Probation Service or within His Majesty’s Prison and Probation Services requires additional approvals.

	Will the research involve any of the following?
	YES
	NO

	A6.1
	Staff in prison establishments
	☐
	☐

	A6.2
	Offenders in prison establishments
	☐
	☐

	A6.3
	The Probation Service
	☐
	☐

	A6.4
	His Majesty’s Prison and Probation Services
	☐
	☐

	All researchers wanting to conduct research with staff and/or offenders in prison establishments, the Probation Service regions or within HM Prison and Probation Service (HMPPS) Headquarters are required to formally apply for research approval to the HMPPS National Research Committee (NRC). Before doing so, INSPIRE must undertake an initial due diligence exercise. If you have not contacted INSPIRE, please do so immediately. If YES to any of the above, please confirm:

	A6.5
	[bookmark: _Hlk156464314]Has INSPIRE undertaken an initial due diligence exercise?
	☐
	☐

	A6.6
	Have you applied to the HMPPS National Research Committee (NRC)?
	☐
	☐

	A6.7
	Has HMPPS National Research Committee approval been granted? If yes, please append to this application. 
	☐
	☐

	A6.8
	Due diligence assessment appended to this application?
	☐
	☐

	Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. 

	A6.9
	




(this box should expand as you type)



	
	
	
	
	


	Return to the main form





[bookmark: APP_7]APPENDIX 7:  Health and Social Care Research 
	All health and social care research must have a sponsor as defined by the Health Research Authority UK Policy Framework for Health & Social Care.  The University will under no circumstances act as the sponsor of health and social care research (i.e. that which requires approval by a NHS Research Ethics Committee). In all cases, therefore, an appropriate collaborating partner must lead the research.  Any health and social care research therefore requires an initial due diligence exercise, which will be undertaken by INSPIRE. The purpose of the due diligence exercise is to ensure that the University has the capability to undertake the research, either independently or in collaboration with research partners. This will include advice on suitable collaborative arrangements and the appropriate involvement of UWTSD researchers in the proposed research study.  This is likely to apply to the following areas:

	Will the data processing involve:
	YES
	NO

	A7.1
	Participants who have been recruited on the basis of medical and health conditions, life stage or other physical or mental attribute.
	☐
	☐

	A7.2
	Participants who will engage in physical exercise, activity or exertion of any kind, or who use exercise equipment, assistive devices or other apparatus for the purposes of the research study. This includes interventions that are minimally invasive.
	☐
	☐

	A7.3
	Patients and users of the NHS (including NHS patients treated in the private sector).
	☐
	☐

	A7.4
	Individuals identified as potential participants because of their status as relatives or carers of patients and users of the NHS.
	☐
	☐

	A7.5
	Patients who are cared for in private and voluntary sector nursing homes.
	☐
	☐

	A7.6
	Confidential patient information.
	☐
	☐

	A7.7
	Clinical trial of a medicinal product or medical device.
	☐
	☐

	A7.8
	Access to organs or other bodily material of past and present NHS patients, or any material consisting of or containing human cells.
	☐
	☐

	A7.9
	Use of human tissue (including non-NHS sources) where the collection is not covered by a Human Tissue Authority licence.
	☐
	☐

	A7.10
	Foetal material and IVF involving NHS patients.
	☐
	☐

	A7.11
	The recently deceased under NHS care.
	☐
	☐

	A7.12
	NHS staff or premises.
	☐
	☐

	A7.13
	Practising midwives conducting a clinical trial.
	☐
	☐

	A7.14
	Investigational medicinal product.
	☐
	☐

	A7.15
	Medical devices that are not CE-marked or CE-marked medical devices that have been modified or are being used for a new purpose.
	☐
	☐

	A7.16
	Exposure to ionising radiation.
	☐
	☐

	A7.17
	Other health and social care related research.
	☐

	☐


	Please specify 



(this box should expand as you type)
	
	

	Researchers proposing to work on projects involving health and social care research must check whether their study meets the HRA definition of research and whether it should undergo ethics review by a NHS Research Ethics Committee. If you have answered YES to any of questions A7.1-A7.17 then this is likely to be the case and sponsorship by a third party will be required. This can be checked via the Health Research Authority’s Decision Tool : https://www.hra-decisiontools.org.uk/research/  

	A7.18
	Does the research meet the HRA definition of research?
	YES 
	NO
	N/A

	
	
	☐
	☐
	☐

	A7.19
	Is the Research being sponsored by a collaborating partner?
	YES 
	NO
	N/A

	
	
	☐
	☐
	☐

	A7.20
	Has NHS ethics approval been granted?
	YES 
	NO
	N/A

	
	
	☐
	☐
	☐

	A7.21
	Has INSPIRE undertaken an initial due diligence exercise?
	YES 
	NO

	
	
	☐
	☐

	Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. If you have not contacted INSPIRE, please do immediately. 

	A7.22
	




(this box should expand as you type)



	A7.23
	Have you been granted NHS ethical approval?
	YES
	Click to continue to Section R
	NO
	Return to the main form






[bookmark: APP_8]APPENDIX 8: Export Control for Research with Potential Military End Uses
	Export controls apply to the physical, electronic or oral transmission outside the UK of applied research, sensitive technology, software and equipment that could potentially be misused, either directly or indirectly, for military purposes. These legal controls are a serious obligation and UWTSD researchers must actively manage the risks of these being misused to fuel conflict, threaten national security, support terrorism and crime, violate human rights or proliferate Weapons of Mass Destruction.  UWTSD’s Export Control Policy provides a clear six step process to determine if your research is covered by export controls. Please complete the following screening to judge if you need to compete a full export control assessment. If you are in any doubt, then please contact INSPIRE. Any research in UWTSD involving the following high-risk areas must be screened.
Will the research involve:

	Defence
	YES
	NO

	A8.1
	Military equipment and munitions
	☐
	☐

	A8.2
	Defence equipment, including satellites
	☐
	☐

	A8.3
	Technical data, including some border and port information
	☐
	☐

	A8.4
	Dual use research
	☐
	☐

	Materials and Technologies
	YES
	NO

	A8.5
	Nuclear materials, facilities and equipment
	☐
	☐

	A8.6
	Chemicals, microorganisms and toxins
	☐
	☐

	A8.7
	Electronics design, development and production
	☐
	☐

	 A8.8
	Computers
	☐
	☐

	A8.9
	Telecommunications
	☐
	☐

	A8.10
	Sensors and lasers
	☐
	☐

	A8.11
	Navigation and avionics
	☐
	☐

	A8.12
	Marine technology
	☐
	☐

	A8.13
	Composite materials
	☐
	☐

	A8.14
	Aerospace and propulsion
	☐
	☐

	Sensitive Information
	YES
	NO

	A8.15
	Cryptology
	☐
	☐

	A8.16
	Counterterrorism
	☐
	☐

	A8.17
	Counternarcotics
	☐
	☐

	A8.18
	Cyber-related
	☐
	☐

	A8.19
	Non-proliferation
	☐
	☐

	A8.20
	Transnational criminal organisations
	☐
	☐





	Genetic Resources
	YES
	NO

	A8.21
	Genetic material of actual or potential value
	☐
	☐

	A8.22
	Organisms, or parts thereof
	☐
	☐

	A8.23
	Populations (or organisms)
	☐
	☐

	A8.24
	Other biotic components of ecosystems
	☐
	☐

	A8.25
	Domesticated or cultivated species in which the evolutionary process has been influenced by humans
	☐
	☐



	Will you be exporting military or dual-use technology, now or possibly in the future? This information may take many forms, including:
	YES
	NO

	A8.26
	Physical transfer of goods, technologies, material or equipment
	☐
	☐

	A8.27
	Blueprints
	☐
	☐

	A8.28
	Plans
	☐
	☐

	A8.29
	Diagrams
	☐
	☐

	A8.30
	Models
	☐
	☐

	A8.31
	Formulae
	☐
	☐

	A8.32
	Tables
	☐
	☐

	A8.33
	Engineering designs and specifications
	☐
	☐

	A8.34
	Manuals and instructions
	☐
	☐

	A8.35
	Software
	☐
	☐

	A8.36
	Know-how
	☐
	☐



	Will your project transfer technology using any of the following physical methods?
	YES
	NO

	A8.37
	USB flash drives
	☐
	☐

	A8.38
	Portable hard drives
	☐
	☐

	A8.39
	Laptops
	☐
	☐

	A8.40
	Tablets
	☐
	☐

	A8.41
	Intangible forms by using electronic media, such as email, phone storage and cloud file sharing
	☐
	☐

	A8.42
	Physical exports
	☐
	☐



	Will your project involve any of the following?
	YES
	NO

	A8.43
	Oral transfer by phone or videoconferencing or presentations
	☐
	☐

	A8.44
	Travelling overseas for any purpose, while unintendingly carrying any of the above.
	☐
	☐

	A8.45
	Will you be hosting foreign visitors?
	☐
	☐





	If you answer YES to any of questions A8,1-A8.45 then you should complete a full export control assessment and append that to this application. Before doing this please contact INSPIRE who will advise further.
	YES
	NO

	A8.46
	Full export control assessment required?
	☐

	☐


	A8.47
	Full export control assessment completed?
	☐

	☐


	A8.48
	Full export control assessment appended?
	☐

	☐




	
	
	
	
	


	Return to the main form





Pariticipant information sheet
 Participant Information Sheet University of Wales Trinity Saint David (London Campus)
Winchester House
11 Cranmer Road
London – SW9 6EJ
Tel: +442075667600
Email: info.london@tsd.ac.uk 
            londonstudentservice@tsd.ac.uk 


[image: ]
	
	Rhif Adnabod Cyfranogwr: 
Participant Identification Number:
	

	
FFURFLEN GANIATÂD CYFRANOGIAD
	
SAMPLE PARTICIPANT INFORMATION SHEET


	Teitl Y Prosiect: / Project Title: 



Dear Sir/Madam, 

My name is …Jasmine kaur…..and I am a …… Undergraduate …………………..student in the School of Business, Finance and Management (London Campus), Faculty of Business and Management in University of Wales Trinity Saint David, United Kingdom. At present, I am conducting a research on…… ASSESSING THE ROLE OF HR WELL-BEING POLICIES IN MANAGING WORK-LIFE BALANCE IN THE UK IT SECTOR’S REMOTE AND HYBRID WORK ENVIRONMENTS …………………... The purpose of this research is to evaluate the effectiveness of Human Resource (HR) well-being policies in supporting work-life balance among employees working in remote and hybrid environments within the UK Information Technology (IT) sector. ………………..

I would like to invite you to participate in my research project by answering the attached short questions developed by the researchers. Those questions will assess your opinions, experiences, knowledge, suggestions and views. Through your participation in the interviews, I hope to ascertain my research purpose to get the best opinion from you. I believe your opinion will be extremely helpful to me to carry out this research. 

All questions will be kept strictly confidential to the researchers involved and at NO time will individual questions will be released to the general public. This gives you a chance to express your views on your programme a confidential and anonymous forum and still be able to make a difference. Your participation in this study is completely voluntary so you can withdraw from the questionnaire at any stage. 

Please note, questionnaire should take no more than 30 minutes to complete but however, there is no time constraint. There are also no right or wrong answers. Attached to this letter along with the questionnaire there is a consent form where you will better understand researchers intension As this is a new project, your feedback is also important to me and I would be much obliged if you could also complete the feedback sheet along with the questionnaire. I understand that your time is at a premium, but your opinions are very valuable to me. 
After careful and precise analysis of the data obtained from this questionnaires/interviews, I will be happy to provide you with a copy of the findings at your request. The results of this questionnaire will hopefully enhance my understanding of current level of knowledge and future findings. The results of the research will be feedback to Director of Studies, Supervisor, University and British Library. 

I thank you in advance for your time and participation. If any questions do arise, feel free to contact me at your convenience. 

NAME & ADDRESS OF RESEARCHER

University of Wales Trinity Saint David (London Campus)
Winchester House
11 Cranmer Road
London – SW9 6EJ
Tel: +442075667600
Email: info.london@tsd.ac.uk 
           londonstudentservice@tsd.ac.uk 



Participation Consent Form 
Participation Consent Form 
University of Wales Trinity Saint David (London Campus)
Winchester House
11 Cranmer Road
London – SW9 6EJ
Tel: +442075667600
Email: info.london@uwtsd.ac.uk 
            londonstudentservice@uwtsd.ac.uk 
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	Rhif Adnabod Cyfranogwr: 
Participant Identification Number:
	1

	
FFURFLEN GANIATÂD CYFRANOGIAD
	
PARTICIPATION CONSENT FORM

	Teitl Y Prosiect: / Project Title:  ASSESSING THE ROLE OF HR WELL-BEING POLICIES IN MANAGING WORK-LIFE BALANCE IN THE UK IT SECTOR’S REMOTE AND HYBRID WORK ENVIRONMENTS


	Enw'r Ymchwilydd / Name of Researcher: Jasmine Kaur  




	1
	I confirm that I have read and understand the information sheet dated __25-3-2026_______ for the above study. I have had the opportunity to consider the information, ask questions and have had these answered satisfactorily.
	· 

	2
	I understand that my participation is voluntary and that I am free to withdraw at any time, without giving any reason.

	· 

	3
	I understand that any information given by me may be used in future reports, articles or presentations by the research team.

	· 

	4
	I understand that my name will not appear in any reports, articles or presentations.

	· 

	5
	I agree to take part in the above study.

	· 

	Name of Participant

	Emma carney
	Signature
Emma

	Researcher

	Jasmine Kaur
	Signature
Jasmine




	You may decline to participate in this study. You may end your participation in this study at any time. If you decide to remain anonymous, maintaining your anonymity will be a priority and every practical precaution will be taken to disguise your identity. If you prefer anonymity, there will not be any identifying information on audiotapes or transcripts of this or any interview. No one will hear any audiotapes or see any transcripts without your prior consent. All materials generated from this or any interview will remain confidential.
When completed please return in the envelope provided. One copy will be given to you and the original to be kept on the file of the research team at:

NAME & ADDRESS OF RESEARCHER

University of Wales Trinity Saint David (London Campus)
Winchester House
11 Cranmer Road
London – SW9 6EJ
Tel: +442075667600
Email: info.london@uwtsd.ac.uk
         : londonstudentservice@uwtsd.ac.uk 
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