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Abstract
This research aimed to examine the hybrid working mode during the pandemic and its implication for h.r.m. strategy- an exploration of a case study of HSBC. It was discovered that several businesses made adjustments along these lines. In many workplaces, activities once conducted in person, such as job postings, meetings, and even training, have been shifted to the web. Implementing guidelines for COVID-19 has resulted in widespread changes to occupational safety. The culture had its ups and downs, but it also altered to become more employee-friendly and open to change. All workers were pleased with how these businesses adjusted to the pandemic's new realities. The ability of a company to adapt to its shifting environment was correlated with factors such as its size, the availability of resources, and the degree to which it had automated or otherwise eliminated the need for human intervention in its daily operations. Whereas large, internet-friendly industries like auto and finance saw great success, smaller ones like marketing struggled because of the necessity of human interaction. Businesses with high employee reliance and limited resources, such as Dealer, battled throughout but ultimately emerged unscathed. HSBC successfully adapted to the changing environment brought on by the COVID-19 pandemic, although facing numerous difficulties due to the epidemic.
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[bookmark: _Toc114588609]CHAPTER 1 INTRODUCTION

[bookmark: _Toc107852439]The Covid-19 Pandemic has significantly challenged society in ways no one would have imagined. Society has been forced to change various practices regarding leisure, daily tasks, basic travel, and, more importantly, work. The Covid-19 pandemic has had a very huge impact on employee management. Considering the rapid spread of the Covid-19 virus, many organizations were forced to adopt several non-pharmaceuticals such as remote working, travel restrictions, and social distancing, to name a few, as a means to reduce the commotion and mitigate the spread of the virus. Therefore, the pandemic created a very challenging and complex environment for human resource management practitioners who wanted to achieve organizational objectives and help employees cope with challenges brought about by the unprecedented situation. 
The work-from-home arrangement has become a policy strategy and priority for most organizations. The hybrid mode of working provides a unique insight into the effectiveness of remote working and how this hybrid mode of working may change future policies and reshape the current working structure to allow flexibility (Consuelo et al., 2022). Therefore, the primary focus of the following research is to examine the impacts of Covid-19 on HRM by clearly outlining its challenges and opportunities to provide insights into the future direction of Human Resource Management. Scientifically, the paper tries to widen the scope of employee Management in light of the scarcity of research on this topic. 


[bookmark: _Toc114588610]Statement Problem

There is no doubt that employees form a critical resource for any organization. Employees work to deliver on the task entrusted to them and support implementing various programs and strategies. The Covid-19 pandemic has, however, had a deep impact on employee management. The Covid-19 era witnessed a majority of organization change their operationalization. Employees were forced to work from home since it became required to maintain social distancing and reduce mobility to stop the spread. Many organizations were therefore forced to reorganize their modus operandi to allow employees to work remotely.
It is important to note that the changes brought out by the pandemic have not entirely been researched. Some studies do not show the effects on employees and organizational performance. However, some research shows the negative implication associated with the pandemic. Reduced employee performance was blamed on the uncertainty of employment, working environment, and disturbed work-life balance, to name a few. For instance, in the first half of 2020, about 60% of surveyed Chinese companies showed reduced performance due to the pandemic (Jaimee Felice Caringal-Go et al., 2022).
Conversely, lots of evidence points out the positive impact of working remotely. For instance, in their research, Narayamurthy & Tortorella (2020) revealed positive impacts associated with working remotely, such as no travel time, flexible work schedules, and the possibility of recruiting globally. Graves & Karabayeva (2020) back up these assertions concluding that remote working has led to job satisfaction and increased production translating to better job performance. Considering the inconsistencies in these researches' results in organizational performance, their research gap emerged.
In light of the above context and research gap, the primary focus of this paper is to examine how COVID-19 affects human resources to extend the focus of management research. It will highlight the critical difficulties and occasions brought on by this outbreak and provide administrators and H.R.M. experts with knowledge of potential future operating instructions that may affect these prospects. 
[bookmark: _Toc114588611]Background of the study
[bookmark: _Toc114588612]Fear and confusion have gripped the entire world as a direct result of the pandemic, which has also had a significant effect on the economy, society, employees, and institutions. The outbreak of the coronavirus that causes severe acute respiratory syndrome in Wuhan, China, began in December of the previous year. Due to the rapid spread of the disease, the World Health Organization (WHO) declared an international outbreak on March 11, 2020.
Because of the rapid spread of the COVID-19 disease in these countries, non-pharmaceutical countermeasures, such as increasing the amount of social distance between people, have been implemented in an effort to slow the disease's progression. Isolation was imposed on individuals; schools, businesses, and government offices were forced to close their doors in part; restrictions were placed on travel; planes were grounded; and big public gatherings and mass assemblies were made illegal.
In addition, the global economy has slowed dramatically as a result of the epidemic as well as the actions that have been taken, which has led to a major increase in the number of individuals who are unemployed all over the world. According to the ILO, the current unemployment estimates for the G7 countries differ significantly, from 30 million people in the United States to 1.8 million people in Japan (International Labor Organization). Because of COVID-19, it is possible that within a short period of time around fifty percent of the workers will be unable to perform their jobs.
Despite the fact that the outbreak is still ongoing, businesses have started up again despite the strange restrictions and new business models that have been implemented. No one can predict when the outbreak will end. As a consequence of this pandemic, executives and H.R.M. specialists were required to come up with innovative solutions in order to maintain their productions and assist their workers in coping with the immense demands that this crisis posed. However, there is research on this topic, and administrators and H.R. consultants need this information (Wontorczyk, & Ronowski 2022). Administrators and H.R. consultants need necessary details about how COVID-19 influences H.R.M., its difficulties, and its possible prospects for H.R.M. in businesses.
The vast majority of administrations lack the resources necessary to effectively manage crises when they occur. Therefore, researchers should lend a hand to organizations by supplying vital information about this possible outbreak. The fundamental objective of this study is to investigate the effects that COVID-19 has on HRM, determine the most significant challenges and probabilities, and offer recommendations for potential future directions in HRM. In light of the dearth of published works on the subject, this investigation makes an attempt to broaden the scope of administrative research from a technological standpoint.
Research objectives
To examine the impacts of Covid-19 on HRM by clearly outlining its challenges and opportunities to provide insights into the future direction of Human Resource Management.
[bookmark: _Toc107852440][bookmark: _Toc114588613]Research question 
1. How did the Hybrid mode of working during the pandemic impact HRM. Strategy exploration?
2. What are the impacts of the pandemic on recruitment, talent development and retention?
[bookmark: _Toc114588614]CHAPTER 2 LITERATURE REVIEW

[bookmark: _Toc114588615]Human resource management 

The lack of a single, agreed-upon definition of human resource management has resulted in the development of both "soft", and "hard" HRM approaches. Finding an accurate way to estimate how many new workers will be required and developing a strategy to recruit them to constitute the challenge. Complex human resource management treats workers like any other resource a business have at its disposal (Azizi et al., 2021). Quantifiable factors like expenses, contributions, and requirements allow businesses to tailor their strategies to meet their needs best. Soft HRM emphasizes the human element of human resources instead of hard HRM's cold logic. The focus of human resource management (HRM) from a soft HRM approach is on people management.[image: ]
Therefore, in soft HRM, the focus is on the needs and growth of employees to boost their motivation and loyalty to the company. From this vantage point, employees put out more significant effort when given more autonomy and responsibility within the company. Human resources under a gentle approach are seen as investments rather than costs (Azizi et al., 2021). 
In 2021, human resource management can be understood as an approach to managing workers in an organization. Human resource management (HRM) is described by the authors to be run by an HR system that prioritizes hiring, training, and supervising employees. According to Armstrong and Taylor, the goal of human resource management is to boost an organization's performance through investing in its people. Human resource management (HRM) is crucial to an organization's performance since human capital possesses unique and essential characteristics that are difficult to replicate.  A company's human resources are its most valuable asset. Some try to break down HRM's many roles into their parts. The acquisition, training, appraisal, and compensation of employees, as well as the management of labour relations, issues of fairness, and the health and safety of employees, are all considered core HRM responsibilities. Human resource management consists of four sub-functions: recruitment, education, upkeep, and inspiration. In other words, these are what the authors mean when discussing hiring, training, retaining, and inspiring workers (Collings et al., 2021). Human resource management (HRM) functions may be more specialized in large organizations and more generalized in smaller ones (Azizi et al., 2021).
Human resources departments' duties are not limited to those listed above; they may also provide administrative support and other services. Employees are key stakeholders with a vested interest in the company and should be kept abreast of developments within the workplace community (Hamouche, 2021). Human resource management (HRM) could also involve employee relations; wherein HRM-related tasks focus on fostering open lines of communication inside the company. Employees are the intended audience for human resource management messages. Human resource management communications include tasks like updating workers on company happenings and disseminating information about policies and practices that may affect them. Business and social trends of the time are reflected in HRM practices. In most organizations, human resources professionals handle the hiring process (Collings et al., 2021). One possible explanation is the HR department's responsibility for ensuring that all company policies and procedures regarding employee hiring and employment meet all applicable laws and regulations. Hiring can be delegated to the human resources department for several reasons. 
First, they are already responsible for communicating with and storing data on potential candidates.  Hamouche (2021) states that the typical participants in an organization's recruitment process include the hiring manager, a human resources (HR) representative, and a trusted colleague. However, the exact number of participants will vary depending on the position's nature (Collings et al., 2021). Human resources departments in businesses are finding it harder and harder to anticipate the future because of the rapid pace at which the world around them is changing. It's not enough to adjust to new circumstances; you must be ready for whatever lies ahead. When it comes to human resources management, it can be challenging to anticipate external occurrences, making it hard to plan the number of people to recruit. However, emerging paradigms can offer us a new perspective on HR tasks (Hamouche, 2021).
One possible upside of the epidemic is a chance to elevate human resources. the value of high-quality human resource management has increased due to the epidemic. The COVID-19 pandemic has fundamentally altered systemic approaches to human resource management. The reason for this is that due to the economic crisis, employment practices, workplace organization, the technology utilized in work activities, and types of work activities have all undergone significant shifts (Gigauri, 2020). In most cases, the pandemic causes work to be disrupted in organizations because it forces employees to become infected with the virus; according to Caligiuri et al. (2020, human resource management professionals are under tremendous stress because they are expected to educate their staff on new skilly rapidly ( Fraij, 2021). During this time of emergency, HRM will require more workers. Fraij (2021), states that the integration of digitalization and technology has resulted in a more significant burden, a decrease in morale, and an increase in the complexity of work, all of which provide challenges for HRM. In addition, the distinction between one's personal and professional life is becoming increasingly blurry, which is why companies must consider the employees' private lives when formulating their HRM policies. The only thing contemporary HRM frameworks and HRM theories consider is the organization itself, not everything that happens outside of it (Fraij, 2021). 
[bookmark: _Toc114588616]New Human Resource Management Practices 

Schuler and Jackson (1987) highlighted the need for a connection between HRM practices and the competitive strategy of firms, and they argued that middle-level employees are willing to take the lead in making changes and finding creative solutions to problems. Some not-entirely-new HRM techniques with broad applicability were mentioned; these practices have recently returned (Gigauri, 2020). Improved work-life balance and closer alignment between HR functions and business strategy result from this horizontal directness. E-HRM has a particular angle from which the practices can be observed. Other features of HRM include "flexibility," which allows for adaptation to novel circumstances.
Similarly, we might speak of strategic innovation, change initiatives, and novel approaches to resolving existing issues. Instead of focusing on conventional HRM activities like hiring and training, researchers have identified a set of techniques known as nonhierarchical relational management that aim to foster accountability, adaptability, creativity, independence, and participation in production. Innovation in performance can be achieved, and errors and hazards can be mitigated when information technology is integrated with HRM practices. Indeed, studies have shown an empirical link between HRM practices and businesses' capacity for innovative planning. Individual systems are given more weight, and bureaucracy is minimized through HRM techniques. However, employees' ability to conduct varied tasks is sometimes hampered by rigid hiring and promotion procedures (Flamholtz, 2011). 
Concurrently, several mechanisms are established within HRM practices to elicit workers' feedback on how to best benefit from recent adjustments, decentralize decision-making authority, foster a collaborative work environment, and improve output quality (Gigauri, 2020). The exponential growth of the internet and other forms of technology have profoundly affected every aspect of our lives, especially our educational systems. Since the 1990s, when in-person HRM activities were replaced mainly by web-based HRM digitalization through automation technologies, technology has profoundly impacted HRM procedures and practices in a new way. An increase in the value of performance and better results in HR-related duties directly result from the employee's abilities and actions, which in turn affect the outcomes of implementation at an organization. In addition, E-HRM is a forward-thinking application of HR technology to improve human resources management in terms of accuracy, effectiveness, task facilitation, and the reshaping of work and life communication and behavior. 
In the case of E-recruitment, for instance, applicants can submit their information through online job boards that house a database that can be used for searching, screening, and filtering purposes before an interview. A conscious support tool in a cutting-edge business, it uses the internet and several automated tools. Even more so now, when resources are tightest, these procedures mesh well with the trend toward upgrading personnel and automating operations like E-recruitment. Outsourcing, especially of IT specialists, has led to a new HR policy and procedure approach. In contrast, the traditional approach to HRM in recruiting focuses on reducing costs without sacrificing the ability to meet the company's human resource requirements (Flamholtz, 2011).
[bookmark: _Toc114588617]Hybrid work

When employees are allowed to perform their duties outside the traditional workplace is known as hybrid work. Hybrid workers are typically given flexibility regarding where they work and when they clock in and out. Independent contracting and traditional employment models both support remote work.   The work might be completed in whole or part, away from the traditional office setting (Tavares et al., 2020). Hybrid work does not intend to add more hours to a worker's week.   Several prominent features of hybrid work contribute to its unique appeal. Hybrid work typically refers to an arrangement where an employee works from home or another location, either occasionally or regularly. Typical forms of hybrid work involve information technology and work arrangements that are neither time- nor location-specific.
In most cases, the definition of "hybrid work" excludes traditional housework from its scope. Telecommuting typically entails some information work. Therefore, the definition of "e-work" might be expanded to encompass this practice.  According to Tavares et al. (2020), the evolution of ICT has allowed for the expansion of hybrid work beyond the traditional "office from home" model. Hybrid work relies heavily on information and communication technologies because they enable people to get their jobs done from afar, even if they're physically in separate places or in different time zones.
Additionally, improvements in transportation and communications technologies have contributed. More and more tasks are amenable to being completed via hybrid work. Organizing work through hybrid work is possible, assuming workers will not be negatively impacted. Hybrid work can occur practically everywhere, depending on the resources and connectivity available. In Finland, hybrid work is governed by the same laws and policies as "regular" jobs, except for the physical location of an employer's office. A hybrid worker's location is not limited to their regular office; it can take place anywhere from their house to a client's office to a hotel lobby to a coworking space with employees from different companies (Buomprisco et al., 2021).
Employees' work location is flexible and can be changed to suit their needs.  Hybrid working has grown in popularity. Most tasks do not have rigid requirements for when or where they must be completed. However, hybrid work is best suited to specific sorts of work, such as when activities are completed autonomously, as is the case at the executive level of an organization.  Modern hybrid work has undergone substantial transformations, one of which is expanding hybrid working opportunities to a broader range of employees. It means that hybrid work is becoming common at lower pay grades. There are four main types of hybrid work that are often used nowadays. The first is hybrid work, in which employees may perform some or all of their duties from home or another place of their choosing (Buomprisco et al., 2021). The option is to work remotely from home but in a shared office environment with people from different companies. There's also freelancing, where you may accomplish your work from anywhere with an internet connection and mobile work. It exemplifies how far-reaching the opportunities that hybrid work creates are. Both the company and the employee have responsibilities when hybrid working.  Explains that before an organization can begin using hybrid work, there are several crucial factors to think about. Some of these include a lack of bias toward the location or method of production that yields the best results, mutual trust between the worker and the supervisor, effective and open lines of communication, and regular feedback on performance. According to Buomprisco et al (2021), transparent principles in hrm and hybrid work exist, and work is supervised and organized in new ways. Hybrid work necessitates not just the information-technological systems and capacities of a business but also the know-how of its employees to effectively utilize information and communication technology. 
The use of digital work and other forms of flexible work arrangements is becoming more and more critical. However, not so long ago, it was often believed that an employer would send an employee to a predetermined location for work. Companies were unprepared to have employees work remotely before the epidemic, and few workers had expertise in doing so. Despite this, the phenomenon of removing a portion of the workforce from places of employment has rapidly become routine due to the social separation that occurred due to the pandemic. Since 2020, hybrid work has developed into a requirement in several locations. The epidemic has altered how hybrid working is done in HSBC Company (Morilla-Luchena et al., 2021). The management of HSBC has suggested that its workers use hybrid work to keep a physical distance. In the past, only a select few people in municipalities utilized hybrid working; nevertheless, this practice is increasingly widespread. Even though the pandemic is over, working from home is still not a foolproof method of employment (Mihalca et al., 2021).
During the epidemic, individuals faced four overarching difficulties when attempting to work remotely. Some of these factors were interference between job and family life, procrastination, loneliness, and poor communication. According to a study conducted in Finland, hybrid working reduces employees' sick days and boosts their sense of responsibility and autonomy on the job. The epidemic has led to difficulties for workers' mental health, such as worry and fear. Good management of the pandemic entails taking initiatives that have assisted employees in emotionally surviving the crisis. The use of hybrid work arrangements during the pandemic has considerably affected HRM. The full scope of HRM work should be adapted to perform remotely (Mihalca et al., 2021). The author concludes that this represents a change in HRM because hybrid work necessitates new approaches to the act of work itself, employee education and workplace safety, and the physical layout of the workspace. Human resource managers were expected to help their staff members accept and adapt to change. Even employees accustomed to working from home could not locate other places to work once non-essential firms were forced to close. The move toward hybrid works, along with other shifts in working conditions, presents human resource management with one of its most critical problems (Mihalca et al., 2021). 
[bookmark: _Toc114588618]The recruitment processes
The process of hiring new employees is broken down into five primary stages. The first step is to develop a recruitment strategy, which outlines the responsibilities and qualifications expected of the newly hired employee. The following action involves gathering information about prospective employees (Strujo et al., 2020). This process is known as short-listing. The third phase is interviewing candidates who have demonstrated the most promise for the position. The next step is to evaluate the potential prospects to narrow down the pool of available people. The parameters used in the evaluation could include things like work experience, attitudes, interests, and personality instance (Gerull et al., 2021). Additional examinations might also be carried out if the individual gives their permission. Extending job offers constitutes the final stage of the recruitment process. On the other hand, according to this idea, orientation is also considered a hiring process component. During the recruitment process, various recruitment sources are identified. The locations at which an organization makes its outreach efforts to members of the public are determined by the kind of applicants it hopes to attract. A company's recruitment strategy typically involves selecting various sources to source potential employees. The global labour market includes the world, yet the pool of qualified applicants from whom firms draw potential employees is only a tiny portion of the overall job market. There are internal and external, as well as combined, sources of recruitment (Gerull et al., 2021). When an employee does external recruitment, they are looking for potential candidates for a position from sources other than their own company. An example of internal recruitment is a person looking for other employment opportunities within the company they already work for.   There are pros and cons to hiring from within and seeking candidates from the outside. It is common practice to use both recruitment methods because doing so increases the likelihood of locating qualified candidates. Both advantages and disadvantages are associated with internal recruitment (Strujo et al., 2020). 
One of the benefits it offers is that it has the potential to act as a source of motivation for workers by facilitating career advancement. Internal recruitment is typically less expensive than external recruitment and can result in increased employee commitment and a more even distribution of skill sets. However, hiring individuals from within the company means the employee will need time to become familiar with new responsibilities, which may result in decreased productivity. In addition, there is the possibility that the internal competition for new job opportunities will hurt the environment (Strujo et al., 2020).   Internal recruitment allows the business to assess the candidate's current abilities and future potential. There are a few benefits to using external recruitment rather than internal recruitment. The organization benefits from the fresh perspectives brought in by using external approaches. In addition to that, this recruitment source may bring in more candidates (Gerull et al., 2021). Examples of external recruitment sources include job posts on the internet, college recruiting events, and advertisements in the newspaper. Employees' negative attitudes and behaviors are less likely to rub off on new hires. New employees typically stay out of the company's internal politics. This technique has "considerable upside potential," notwithstanding the risks associated with international recruitment (Strujo et al., 2020).
[bookmark: _Toc114588619]Strategic human resource management

[bookmark: _Toc114588622]Human Resource Management functions are horizontally consistent and vertically tied to them in terms of organizational strategy. Its fundamental objective is to make the organization's human resources as helpful as possible in achieving its unique aims. To guarantee that the administration's objectives are reachable during a disaster, deliberate agility is needed. Organizations should be able to plan and allocate their resources, incorporate key mechanisms, and suitably tailor company competence and resources. This system is necessary. Due of its novelty and complexity, this poses a serious risk to achieving organizational goals. Basic economic frameworks for organizations are primarily created to use information from the perspective of regular periods (Wontorczyk, & Ronowski, 2022).

As a result, it is difficult to make predictions concerning "strange places". In light of this, it might be difficult to set expectations for the corporation's activities, such as the planning and allocation of resources. There is uncertainty as a result. While some academics predict COVID-19 outbreaks, many economists predict the disease will persist at least through 2021.
No one is certain when this disease will be eradicated or whether its impacts on administrative work routines will be long-lasting at this time, even with the new phenomena of various immunizations. Directors and HR specialists may thus find it difficult to carry out tactical planning or to start executing it. As a result, many businesses were unable to provide enough information to their employees about how they intended to address the epidemic or how they wanted to reduce employee stress and increase employee confidence. Access to up-to-date information regarding the epidemic is positively correlated with employee engagement. Due to the nature of this outbreak, gathering this data may be difficult, especially for businesses that are operating in a proactive and endurance manner (Oseghale et al., 2022). In order for the organization to endure, it is difficult to increase its endurance during the time. Due to the unpredictability, this epidemic has forced organizations to implement creative ways that can help them deal with disturbances that threaten their survival.

Working Circumstances
The workplace serves as the hub for interactions, particularly those related to employment and paid labour. The "physical and psychological demands of the profession; working conditions; and remuneration" are a few of the themes and issues they touch on. The conditions of workers have been severely damaged by the crisis. As a result, many organizations have adopted hybrid working, requiring that employees work from home in order to maintain the efficiency of their operations. For instance, Google said its workforce would continue working remotely through the summer of 2021, while Twitter employees were given the opportunity to work indefinitely. Despite this, only a small portion of the workforce is made up of remote workers, mostly because not all jobs can be performed remotely and remote working is not ideal for businesses (Oseghale et al., 2022). You have two choices if your business cannot accept these kinds of working circumstances due to its industry. Workers must be accessible while adhering to safety regulations and donning protective equipment, or they risk being dismissed. People who can't perform their jobs from their homes are more likely to lose their jobs.
 Human resources management specialists are required to investigate tasks that can be accomplished remotely, in an occupational setting, and that call for layoffs due to the impact of the pandemic. These quick and abrupt organizational changes present substantial challenges for managers and HR specialists. In addition to having an effect on employees' psychological well-being and fit with their workplace, they may also have a significant impact on their work environment and interactions with coworkers and administrators (Oseghale et al., 2022).
Physical incidence in workstations has been protected with strict safety precautions thanks to the creation of work plans for various groups of workers. The most astounding challenge here is maintaining safety protocols and creating work plans that take into account the surroundings of the employees. Experts in human resource management and management have encountered significant challenges when working remotely. First, make sure remote workers have access to all the tools they need for productive work. Due to their disparate financial resources, this strategy means that no firm can afford to employ telecommuting. This necessitates the use of tools like Zoom and Microsoft remote desktops, team viewers, and corporate teams, which encourage communication between employees and administrators. Second, make sure remote workers are well-communicated with, well-supervised, well-supported, and whose success is being tracked and fairly compensated. Practitioners of HRM should assist managers who are inexperienced in leading remote teams (Adu et al., 2022).
Finally, HR professionals should keep in mind that telecommuting may cause employees to separate since low employee engagement, a lack of peer support, and a lack of one-on-one interaction can be unpleasant and harm employees' psychological well-being. These professionals may have trouble concentrating due to family interruptions and the various roles they must play when working remotely. Additionally, the increased use of I.C.T. may contribute to the perception of an unending urgency, leading to possible presumptions about the staff's constant availability. Home-based workers might have to deal with more information because they frequently check their electronic messages. According to several authors, employees who work from home or other remote places are more likely to experience technological stress. If workers only connect with their coworkers via email, it could be harmful to their mental health (Weerarathna et al., 2022).
Weerarathna et al. (2022) state that many HR managers have used virtual engagement occasions like lunches or coffee breaks to motivate their workforce. These procedures, however they may be far apart, will aid staff in getting through this trying time. Institutions thus face a significant challenge in implementing these techniques because staff and management are not accustomed to them and are not psychologically or emotionally prepared for them. If they want to maintain the in-person connections they had in the past, however, this could increase their understanding of person setting misfit and discontent. Virtual interactions may also have an impact on the socialization process, which is crucial in enabling employees to acquire tacit knowledge about the company's culture and fostering its growth (Weerarathna et al., 2022).
Staffing
The process of finding, attracting, hiring, and retaining qualified people to achieve corporate goals is known as staffing. The dynamics of organizations have been significantly impacted by the disease's aftermath. During this outbreak, there was a significant drop in business across a number of industries, leading to the partial closure of certain enterprises while increasing sales at others. As a result, the impact on employees varies depending on the organization (Brando et al., 2022).
In this case, businesses that were experiencing financial difficulties as a result of the pandemic have embraced downsizing by restricting the hiring of high-skill occupations rather than low-skill occupations in an effort to reduce costs and maintain their operations. They have also reduced all of their hirings or have laid off their employees. The outbreak rendered billions of people jobless, but as firms resumed operations in a number of U.S. states and employees went back to their actual places of employment following the closure, employment increased (Wontorczyk, & Ronowski 2022).
What Human Resource Management Can Do for Digital Transition 

Organizations and consumers alike have shifted to digital alternatives. Covid-19 has accelerated the pace of digital transformation in businesses, making it more important than ever for employees worldwide to be proficient in the digital tools to execute their tasks effectively anywhere in the world eff. Work can now be done virtually, and routine chores can be automated and judgments made, all thanks to digital technologies. The pandemic has made clear that digital and collaborative skills are in high demand and are also the most in-demand of all (Sheppard, 2020). Organizations of all sizes are compelled to react to and adapt to difficulties in the interconnected world and to manage their staff accordingly. Recent events, such as the wide spread of the Covid-19 virus, have created difficult contexts for managing human resources. Human resource managers assist staff in adapting to the fast-paced changes occurring in the workplace and the wider world. Covid-19 will also significantly affect the labor market and may even throw people off course in their chosen professions. Human resource management must now address the rising employee stress generated by hybrid working an era when the lines between work and family life have blurred. As predicted in earlier reports, employers and employees will need to update their skill sets as the trend toward online workers, and platform workforces continue. By introducing and adopting platform-based technology and designing business models accordingly, companies may experience better weather the inevitable future of change and turbulence. Previous research revealed that HR professionals' roles would shift due to introduction of new technologies such as digital platforms, AI, robotics, augmented reality, and blockchain. Employees who wish to remain competitive in the digital economy should upgrade their skill sets. 
HRM efforts should encourage staff members to take advantage of cutting-edge IT within their organizations. The recent pandemic has presented several hurdles that employees will need assistance navigating. HR professionals may greatly assist their staff in improving their digital literacy and taking care of their health. Online training sessions are planned; leaders understand the value of continuous education and potential cultivation (Flamholtz, 2011). A recent poll of Chinese businesses found that the country's corporations prefer to spend growing their competitive edge rather than hoard cash. It is worth noting that difficulties in maintaining operations, taking care of employees, and focusing on customers are all considered major obstacles.
Moreover, as new technologies increase flexibility and allow the workforce to work remotely, HR management needs to design suitable policies and performance systems to guarantee that workers meet standards while eradicating any unfavorable outcomes associated with digital working, especially concerning employees' interpersonal relationships. The large-scale study of 869 teams and 11,011 workers in 9 European nations indicates that remote working is not beneficial for all employees (Nakrošienė et al., 2019). Specifically, when employees work from home, team performance is negatively impacted, and knowledge sharing between coworkers is hindered. Team performance decreases when members work remotely for more than 8 hours per week, although individual performance is influenced by job qualities, satisfaction, and dedication. Agile teams, which are productive when working remotely, may not function well when operating in a purely remote capacity. Based on these results, it's clear that HR must organize flexible work around these concerns. While stress at work can hurt mental health, the opposite is also true. Although there are benefits to working remotely, studies show that employees encounter a "mix of business and home life," which can be stressful for managers and employees both in the long run. An individual's sense of well-being can influence their level of motivation and productivity on the job. As a result of the pandemic, the organization's focus has shifted to ensuring its employees' physical and mental well-being. Companies reimagining their workplaces should consider that some workers will be happier in an office setting while others would rather remain remote. The study based on Microsoft's Workplace Analytics found that remote workers' workdays were longer because they signed in and out earlier and later than usual, taking time out in the middle of the day to deal with personal matters. Managers were to help staff prioritize tasks and mitigate any negative consequences from having work and home life blend in a 30-minute online conference. But the rise in night and weekend employment is a symptom of the breakdown of the traditional work-life balance (Li et al., 2021).
Furthermore, employees suffer when they are isolated from others. HR professionals are responsible for ensuring that remote workers continue to have opportunities for social engagement. Since positive interactions with coworkers are essential to maintaining motivation on the job, it is important to set up opportunities for small-group meetings, networking, and virtual contacts.
Additionally, there is a shift toward retaining video meetings and virtual events, and many HR professionals are attempting to maintain adaptability and collaboration by restructuring roles and responsibilities (Nakrošienė et al., 2019). PwC believes that allowing workers to set their schedules "results in a happier, healthier, and more productive workforce" because it will enable them to "work in a fashion that is consistent with their lifestyles." According to a poll of Chinese businesses, audio apps like WeChat were used more frequently than emails by staff during the pandemic lockdown, making communication more personable. Managers have used digital data and online dashboards to analyze the workload and performance of human resources, such as the number of sales made, tickets closed, calls made, hours logged on, or customers served. Therefore, HRM should aid businesses in moving their operations into the digital realm by enhancing employees' technical abilities and fostering a culture that encourages flexibility in the face of digital disruption. A work-life balance allows workers to maintain their physical and mental well-being and commitment to the company's overall success.
[bookmark: _Toc114588623]Organizational Innovation 

Innovation has been defined in various ways by various academics and organizations. As one definition puts it, it is "a process that involves the development of new ideas or practices within an organization." also, they investigated the hypothesis that bigger businesses are more likely to engage in innovation actively (Li et al., 2021). Companies that hope to thrive in today's dynamic global economy must meet the challenges posed by rapidly developing technologies. Meanwhile, innovation is "a new capability to produce wealth with resources and discuss innovation comprehensively and systematically." The areas of management, technology, goods, and services where we excel are among the most cutting-edge in the world. Organizations must improve their ideas and implement them to adapt successfully to shifting environmental conditions. To define how HRM practices contribute to firms' creative performances to obtain a competitive edge (IP). Its initial emphasis was on IT professionals who put their skills to use for their companies. They then conducted IT-based training, which resulted in IP that had been missed in earlier studies of the impact of IT ambidexterity on business performance (Li et al., 2021). The research also showed that firms must implement novel human resource (HR) methods like autonomy, job rotation, training, and development, the most advanced information technology (IT) system possible, to achieve innovative performance. In addition, businesses are shifting toward adjusting to novel conditions, innovating to carve out a niche in the shifting political-economic landscape, and placing a premium on human capital investment. Human resource management practices positively affect organizational innovations as a result of employee and organizational behavior (Li et al., 2021).
HRM practices enable employees to gain knowledge and abilities to adapt to changing work environments and collaborate effectively with their colleagues to develop novel products and services. Due to technological release, web-based human resources (HR) have been increasingly influential on the HRM system force implemented by HR experts of behavioral, intention, and position. Researchers looked at Jordan since it is a developing country at the forefront of ground-breaking IT innovation. Most of Jordan's population is focused on the country's telecommunications industry. Organizations in Jordan consist of Orange, Zain, and Ummah. The authors chose to focus on the telecommunications industry because it is one of the most active investors in human capital and avid followers of innovation. To that end, they examined the factors that digitalize HRM in Jordanian telecommunications firms. They found that they had a significant impact on the organizations' overall usefulness in a variety of contexts.
[bookmark: _Toc114588624]Innovative Work Behavior 

Innovative work behavior (IWB) is defined as how workers come up with and apply novel ideas in the workplace, and it's also what allows them to demonstrate exceptional performance (Nakrošienė et al., 2019). Human resource management methods like flexible work design help employees in their innovation processes as they adapt to the ever-changing technological landscape. In the office, though, being innovative can sometimes cost you and cause friction, especially with coworkers. Meanwhile, academics investigate the many facets of creative problem-solving in the workplace, such as creativity, experimentation, and evaluation. In addition, R&D experts place a premium on encouraging innovation amongst their colleagues by providing more leeway for employees to make decisions on their work. While the complexity of researching individual innovative behavior in a natural work situation continues to grow, these factors are regarded as necessary boundary limits in patterns of creativity. Every employee's responsibility in businesses with consistently tumultuous settings hinge on their ability to think creatively. 
Directly, more excellent employee IWB helps raise the organization's innovative capabilities and results since it increases the intrinsic incentive of responsibility and engages the employees' IWB. Rapid technological advancements have bolstered creative output, efficiency, the availability of skilled workers, the quality of life at work, and the quality of life outside of work by strengthening psychological, physiological, and social barriers. There is a possibility that technology could help businesses enhance their approaches to hiring, training, managing employees, and assessing employees' performance. The study's results indicate that employees' job performance and the caliber of their behavior on the job are considerably negatively correlated with abusive management.
[bookmark: _Toc114588625]Motivation and hybrid work 

According to the existing scientific studies on inspiration during working remotely, the widespread adoption of the Work from Homestyle has resulted in shifts in job satisfaction and motivation (Virtanen, 2020). These changes have been brought about due to the increased flexibility that the Work from Home format affords employees. It was shown by a wide range of empirical investigations, although the results were contradictory regarding whether or not working increases motivation and productivity compared to working offline (Yu). These types of work-life aspects had a favorable influence on the motivation and productivity of employees.
On the other hand, more empirical research has uncovered various negative aspects of working remotely, such as blurring boundaries between individual activities and work (Virtanen, 2020). For instance, in the home office, many people are more likely to continue working despite having poor health conditions. In contrast, another portion of the workers continues answering emails and calls on the subject of work even after the end of the working day. This phenomenon is known as "telecommuting." Blurring lines between work and personal life causes additional stress for workers, reducing their motivation and desire to work. According to (Yu)The most common issues for workers who are required to perform their jobs remotely include procrastination, a deficiency in communication and knowledge, social isolation, and disruptions from the outside world. Therefore, the most effective tools management may use to improve motivation are open communication lines, including providing feedback, acknowledgment, and rewards that increase the value of positive outcomes (Virtanen, 2020).
[bookmark: _Toc114588626]Advantages of hybrid work for companies

Hybrid work is described as employees having the flexibility to fulfill their job duties from remote places via information and communication technologies (ICT). The previous discussion has established that hybrid work is defined by the fact that it takes place in more than one location. It has been regarded as an alternative approach to organizing responsibilities. The flexibility that comes with working from virtually any location and at any time has earned hybrid work the respect of working professionals and academics (Contreras et al., 2020). Many people and businesses see this as a win-win because it gives them more options to cut expenses, motivate employees, and create a work-life balance.
1.  businesses have the potential to reduce costs when hybrid working, which was discovered by previous research studies. Businesses might save money on wage expenses by allowing their staff to work from home rather than requiring their employees to report daily to the office.
2. Encourages planning skills: In the existing literature, hybrid work's time-planning skills and autonomy are significant advantages. It is because increased autonomy increases employee satisfaction, leading to higher/better productivity. In other words, hybrid work encourages better planning skills, leading to higher/better productivity.
3. Decreases the number of times an employee leaves their position: granting employees the opportunity to perform their jobs from home increases the likelihood that employee satisfaction will rise, leading to decreased turnover and fewer sick days taken. In addition, businesses benefit from increased autonomy, decreased informal communication, enhanced productivity, and elevated levels of job satisfaction (Filardi et al.,2020).

Pros of hybrid work for workers
Employees have reported recognizing several benefits associated with working from home as a result of hybrid working, and some of these benefits include the following:
(1) Adaptability: This quality goes hand in hand with workplace flexibility, in which a worker is free to choose when they are at their most effective on the job. Hybrid workers have more flexible schedules and can organize their work to best meet their needs. It is now a realistic option, thanks to hybrid work. When employees can work independently from home, the number of interruptions they experience can be reduced thanks to hybrid work.
(2) Employees can spend more time with their families since they can balance their job and personal lives through hybrid work. Because of this, hybrid workers can take care of their families alongside their careers. It's a great tool for remote employees, and it has the potential to improve productivity. Telecommuting allows employees to combine their work and personal lives better. 
(3) The option to work from home if the employee is ill Having the option to hybrid work if the employee is ill might be seen as an alternative to presenteeism in the workplace. It is feasible that individuals seeking to meet their job commitments regardless of the circumstances would experience less stress due to the possibility of hybrid working. In this sense, this aspect can be seen as an essential resource that can boost both the pleasure of workers and their productivity.
(4) Save money on transportation costs: because hybrid workers spend less time in the car getting to and from their homes, transportation costs are also lowered. Making financial savings on travel expenses, such as fuel-related ones, may also increase employee satisfaction.
[bookmark: _Toc114588627]Advantages of hybrid work for women 

Due to the absence of research in this field, questions concerning gender roles and hybrid working have been left unanswered. On the other hand, women have shown a greater appreciation for the option of working from home than men. It is likely because hybrid working makes it possible for mothers to spend more time with their children, which would not otherwise be possible. Women have shown a growing interest in hybrid working due to its adaptability, flexibility, and improved independence and autonomy. Hybrid working enables women to maintain a healthy balance between their professional and personal lives (Nakrošienė et al., 2019). In addition to this, it has the potential to expand professional options for women, given that they would be able to continue working from home while on maternity leave or while recovering from an illness. In addition to this, it encourages males to get more involved in family concerns, which has the potential to eradicate the current gender roles that are separated from one another—the cons of working from home. Hybrid work is not an exception to the rule that using any resource has some drawbacks, as this is true of everything else. The following is a list of some of the drawbacks that are associated with working from home or remotely:
(1) Feeling professionally isolated: Employees who work from home may experience feelings of professional isolation for several reasons, including the fact that they are not aware of what is going on in their companies and the fact that they may have little to no contact with their coworkers, causing them to feel left out of the loop. In addition, there is a possibility that hybrid workers' organizational identity will suffer if there is a lack of communication.
(2) The manager-employee relationship is altered when workers transition from in-office to remote work, both in terms of the frequency and content of their interactions. That's because hybrid work offers workers more freedom in determining when and how they do their tasks. Because hybrid work cuts down on in-person meetings, it can be difficult to get prompt responses to work requests from superiors. Therefore, there is a chance that hybrid work could alter the character of the relationship between employees and managers. 
(3) The employee-to-employee relationship: As employees begin to hybrid work, there will undoubtedly be shifts in coordination, flexibility, and task distribution among coworkers. Other changes include a decline in employee relationships, communication, and feedback on their work. Employees who rely on hybrid workers to do collaborative tasks may feel time pressure and exhibit lower individual productivity levels due to the inherent difficulties of working from different locations. The potential for error increases among hybrid workers as well. While there are benefits and drawbacks to hybrid working, it is important to investigate and address the psychological concerns of employees being asked to perform their jobs remotely. Understanding how the option of hybrid work affects employees' mental health is an important step in understanding how such choices influence employee performance, especially during the pandemic (Nakrošienė et al., 2019).

[bookmark: _Toc114588628]CHAPTER 3 THEORETICAL FRAMEWORK

[bookmark: _Toc114588629]Kurt Lewin’s three-step model for change 

Since its introduction in the 1950s, Kurt Lewin's theory of change has become one of the most influential in the field. The three-stage approach to transformation was developed to describe this process. Lewin theorized that organizational behavior resulted from the conflicting influences of two factors. There were two opposing groups: the change-averse and the change-friendly. According to Lewin's theory, transformation involves thawing, transforming, and refreezing. A state of suspended animation is required before moving on to the next stage, change. Unfreezing is the initial step in the transformation process, during which preparations are made (Burnes, 2020).
Long-standing norms and practices are challenged and eventually abandoned as a common goal is developed. At this stage, you'll work to convince your business that a change is necessary and outline the consequences of putting it off. Using negative psychological affirmation, such as demonstrating that people's current efforts are insufficient to achieve organizational goals, is one strategy for achieving this end. According to Lewin, this disruption of the status quo is essential at the outset of a transition to make room for the new. The second stage, "change," is making the change permanent by instituting new practices and policies, such as through training. In the second stage, workers put into practice the new strategies required to realize the revised objectives established in the previous location. The first and second stages collectively explain the procedure for making and carrying out the desired transformation. The third and last stage of change is freezing again. The process of institutionalizing a new practice is making it part of the regular operations of the business. The company's internal structures will be reshuffled at this stage to accommodate the new cultural norms. These modifications to the framework encourage action that is consistent with the revised shared goal. The group's new rituals were finally established (Nyamunda, 2022). Another theory of change was presented by Lewin, the force field theory of evolution. The theory posits the existence of two competing groups within an organization, both of which want to influence the pace and direction of a difference. One goal is to make the organization resistant to change, whereas the goal of the other is to bring about change (Burnes, 2020). The forces opposed to the shift may likewise attempt to counteract it. In a situation where all parties are in harmony, the establishment shows no signs of transformation. However, managers are responsible for amplifying the forces that support the adjustments to bring about the desired change. 
Managers may also focus on reducing pushback against the change, or they may do both. These tactics can tip the scales in favour of the change in a group where the forces had been evenly distributed before the troops. According to a study by Nyamunda (2022),  the combined effect of reactive and proactive change management influences through sharing knowledge is the most effective strategy for positive transformation. In a well-balanced company, one or more tactics will eventually take control and start the transition.
[bookmark: _Toc114588630]Kotter’s eight-step change model 

The eight-step transition paradigm exemplifies gradual, systematic change management. The Change Management Model is Generally Accepted as the De facto Reference Book in the Field. Researching the market and having a conversation about the circumstances that could lead to an opportunity or a catastrophe are the initial steps in this process (Kalina, 2020). The second step is to form a strong group that can effectively implement the necessary reforms. Group members should be motivated to cooperate. The third stage comprises formulating a vision that will guide the transformation. This stage also involves developing a plan to put that plan into action. The fourth stage is disseminating the vision and the strategy through as many channels as feasible. Following the first four steps, an executive team has been formed to set the pace for the transition.
According to Kalina (2020), an organization's human resources are given the green light to take action in a fashion guided by the vision somewhere in the middle. People are encouraged to take chances and develop novel ideas and methods of operation while institutional barriers to change, such as those that discourage innovation and prevent people from seeing the big picture, are dismantled. Moving on to Step 6, where rapid and noticeable development activities are carried out, and practical and creative workers are recognized. The seventh stage involves maintaining the progress made so far and enforcing the new ways of doing things. All other impediments are removed, and those who can contribute to realizing the vision are recruited, educated, and supported (Bhattacharyya, 2020).
Furthermore, fresh ideas are accepted, and change agents are deployed. The final stage is to recognize the shift officially. At the end of the transformation process, we deliver the outcomes of our transformation actions and the connections between them and our success.
[bookmark: _Toc114588631]Flamholtz and Randle’s management systems model for leading change

Flamholtz and Randle’s management systems model is a model of management systems for effectively leading change. According to the paradigm, the transformation process takes place in four stages. The first stage is planning, the second is getting started, the third is letting go, and the fourth and final stage is finishing (Flamholtz, 2011). During the first phase, it is determined whether or not there is a need for change and whether there are potential barriers to change. Additionally, the nature of the change and a strategy for it are formed during this step. The second phase is implementing the strategy, which entails generating excitement and ensuring people are accountable for the outcomes (Flamholtz, 2011). The subsequent stage is called "embracing the change in the organization," It entails letting go of old patterns, having management work to manage resistance, and monitoring whether or not the change is going according to plan. Once the initial goal of the change process has been met, and the business has reached a "new state," the last stage of the change process can begin. Finally, the results and level of success are assessed (Flamholtz & Randle 2021).
[bookmark: _Toc114588632]Prosci’s ADKAR model and three-step methodology

The 'journey' that an individual goes through during the change process is modeled by Prosci's ADKAR model. The model describes five dimensions necessary for an individual to accomplish the change's objectives. Prosci's 2018 study is widely accepted as the gold standard for quality standards in changing management (Kinnunen, 2021). They claim that their most current analysis, which includes 1,778 organizations from 85 countries, is the most thorough study. Prosci's ADKAR approach for handling transitions emphasises the individual's perspective. Therefore, individuals need to be motivated to make changes to achieve results for the organization. Management and leaders are responsible for planning activities, which are carried out through phases, and according to ADSKAR, specified steps are carried out in sequence. At first, the individual is made aware of the change, and they are encouraged to want the change. After an individual has been made aware of the changes in behaviour required for the organization to achieve its goals, they are then required to demonstrate an ability to put what they have learned into practice. 
The next stage is reinforcing the individual's new behavior, which brings us to the conclusion of this process. The whole effort to change can be described using the three-step methodology chain developed by Prosci. An organization will define a change management plan, assemble a change effort, and create a leadership model at the initial stage of a change effort. It's the first step toward change. Plans for organizational change and the actions to implement them will be developed in Stage 2. According to (Bullock, 2022), the perspectives of each worker are brought into this phase through the ADKAR dimensions. During the third phase, feedback, resistance management, and corrective actions are used to bolster the change initiated in the second phase. The Prosci approach comprises the three-step methodology chain created by Prosci and coupled with ADSKAR.
[bookmark: _Toc114588633]Discussion 

Every model has its detractors. Lewin's model receives heavy criticism since it is too broad to apply to any organization. The main point of this critique is that the model emphasizes the end stage, where the shift is so sudden. In addition, while Lewin's theory lays out the fundamental procedures, additional details may be required at specific points in the process due to the unique circumstances of individual cases. According to Kotter's philosophy, change can be successfully implemented by breaking down the development process into manageable tasks and goals. The transformation will fail if the steps are not completed in this particular order.
On the other hand, note that the process phases can be linked, with one beginning before the different finished. To be sure, the model gives key instructions and data to senior leadership regarding the requirements for successful transformation. However, Kotter's approach does ignore some facets of the development phase in favor of everyone else. While following best practices can help facilitate a smoother transition, this is no guarantee. More than 90% of projects are more likely to succeed when a structural approach is taken to managing people throughout the transformation (Burnes, 2020). However, optimal practices enhance the likelihood of getting the intended results. Change management steps are best carried out in the order laid forth by Lewin's three-step change model, Kotter's eight-step change model, and Prosci's integrated approach. While Kotter's eight-step model describes the comprehensive nature of the work involved in effecting change, Prosci's three-step methodology chain provides the same information while incorporating the personal perspective offered by ADKAR. A more realistic view of management theory is favored by this method. They claim the model is more applicable than Lewin's since it involves formal, often written strategies for managing change and developing, executing, and assessing models to determine whether or not the changes were successful. The authors argue that their approach provides a more realistic model for enacting change, while Lewin details the steps to follow to get from inertia to change. In the literature on managing transformation, an organization is frequently depicted as a machine (Flamholtz & Randle 2021). Preparation, implementation, and assessment are the three pillars of change management. Research in the field of change management provides unmistakable proof that the change processes they examine are perpetual. It's because few people have all the information they need while decide. It leaves them completely blind to the potential outcomes of any proposed adjustments (Bullock, 2022). As a result of the transition, the status quo changes. In addition, many change models stress the importance of a change's stages, which develop gradually through time. However, progress and shifts are ongoing even amid these transitions.

[bookmark: _Toc114588634]CHAPTER 4 METHODOLOGY

This study will employ both quantitative and qualitative research methods. I will gather relevant literature and then sift through it for relevant data. Developing survey questions is more manageable when accessing sample questionnaires available in some literature.
[bookmark: _Toc114588635]Design of the Study 

The study will use a descriptive survey as its research methodology.
[bookmark: _Toc114588636]A Guide to the Practice of Sampling

Respondents will be chosen by simple random sampling. I will compile a comprehensive list of everyone in the target population. A random number generator is used to select a representative sample from this list to ensure that each candidate has an equal chance of being chosen during the selection process.
[bookmark: _Toc114588637]Instrument of Study

Three sections of a questionnaire will be used to collect data.
[bookmark: _Toc114588638]Gathering of Data

Data will be collected offline using paper applications comprising the constructed questionnaire on paper pieces and handed out to the participants. After informing the subjects of the researchers’ intentions, they will be contacted. Respondents will be asked if they are willing to participate in the study, and their permission will be sought. Forms will be handed out to those participating in the study’s confirmatory round. As an added security measure, I’ll ask them not to include any personal information about the survey respondents. The collected data will be organized into tables and used for further research in the future.
[bookmark: _Toc114588639]Research design 

Because this study is descriptive and uses a survey with closed-answer questions, I relied primarily on quantitative methods. Data were collected from three different businesses (finance and banking, training and education, and gas and oil companies) utilizing a self-administered survey due to the flexible nature of the task. The major goal of this data-driven approach is to determine a component's influence on a group or a comparing factor. Hence it is best described as a causal-comparative strategy. This quantitative research method is also known as the empirical methodological approach, and it's used to conclude that a cause-and-effect relationship links two or more variables.
[bookmark: _Toc114588640]Questionnaire development 

Quantitative methods were the focus of this study, although a qualitative dimension cannot be discounted. The survey is a research instrument developed using the logic of a limited phenomenological approach to achieve the study's goal of collecting first-person accounts. This perspective was chosen to shed light on the collective experience of the study's participants. Phenomenological research describes how individuals do things and have adventures. A central tenet of the phenomenological method is that all backgrounds have a common core. In addition, an examination of the experience is necessary for a phenomenological study to identify the core aspects of the knowledge that a particular group of people shares. As a result of the lockdown situation, a phenomenological technique was employed to shape the survey's closed-ended questions by having a sample of respondents' friends and family members participate in in-person interviews (Kraaij& Garnefski 2019). Phenomenological studies typically involve the researcher interviewing eyewitnesses in person and asking them in-depth questions about their experiences. However, she addresses the topic from a more open-minded research viewpoint, acknowledging the value of remote interviews as a methodologically sound and cost-effective data gathering strategy in qualitative research. Qualitative research shouldn't rely solely on in-person interviews, stating that telephone interviews and other forms of remote interaction might yield just as much insight. Keeping this in mind and considering the enforced lockdowns caused by the epidemic, we had our meetings with close family and friends who are experiencing working from home virtually. After the phenom study was finished, a closed-ended quantitative survey was implemented because of pandemic constraints.
[bookmark: _Toc114588641]Techniques for Conducting Surveys

The online survey consisted of three question types across eight different items. Because English is a second language for most locals, we made the study available in English and Arabic to ensure the highest possible participation and remove any linguistic barriers. This study's questions were produced and grouped categorically to facilitate this comparison between respondents' experiences before and after COVID-19, taking into account the mentioned variables (workers' and employers' expectations of them in the workplace) (COVID-19 pandemic)
[bookmark: _Toc114588642]Methodology of Sampling

I used "purposeful sampling," which advocated for studies reporting quantitative data. Purposeful sampling is logical and practical because it allows me to focus on the most informative cases. Our research here focuses on those doing their jobs from home when the COVID-19 epidemic is in full swing. Since the present pandemic lockdown effects restrict data gathering opportunities, this nonprobability sampling method is also most appropriate. We kept an eye on the data to try to maintain parity between the sexes and across the various industries represented. It was crucial to keep tabs on responders and nonrespondents to give a balanced picture. We also adopted a snowball approach, in which we requested that our contacts share the survey with friends and relatives who might be interested in participating. The target number of participants was 150, requiring at least 50 come from each of the three distinct areas of the banking and financial industry. 
Participants: A total of 192 eligible respondents were surveyed after participants were urged to "snowball" the online poll to their coworkers who might also be interested in taking part.
CHAPTER 5: RESULTS, DATA ANALYSIS, AND DISCUSSION	
[bookmark: _Toc114588644]
Data analysis and findings 
The descriptive analysis and findings about the arguments of the study questions were derived using the raw data. Each inquiry is shown below, along with the result of the investigation and an explanation of what it means.
Q1. When asked how they felt about regular, pre-COVID-19 workplace conditions:
Findings:
Most individuals felt that the normal working day, which consists of eight to nine hours, and the typical working week, which consists of forty hours, are too lengthy. They also believed that traditional working hours could be cut down significantly and that most of their meetings could be conducted by email. In conclusion, it is reasonable to think that the conditions before COVID-19 should be investigated. 
Q2. In a survey about the pros and cons of working from home, respondents were asked how they felt their productivity stacks up: 
Findings: 
The vast majority of respondents expressed that they can concentrate better and consequently be more productive at home than at their workplace. It can be explained by the fact that people tend to feel more at ease in their homes and have fewer interruptions in the form of work demands, as seen in the table. When asked whether they could finish their work in less time at home, 51% of respondents indicated they agreed with the statement, while 49% claimed they could not do so. It can be described as a result of working from home: employees have the freedom to choose their working hours, which may be spread out across the entire day. While most respondents felt they were less resourceful in their own homes, the majority also stated that they could locate a comfortable spot at home to complete the task. Possible causes include a reduction in the time spent in face-to-face interaction, which is necessary for resolving lingering problems and a lack of contact amongst employees who could provide useful information.
	                                                                                                                                                    
	Agree
	Disagree

	The normal workday of eight to nine hours is excessive, and I can get more done in less time.
	75% 

	25%

	It's unreasonable to expect people to put in five or six days of labor every week.
	70%
	30%

	Minimizing time spent inside the workplace
	80%
	20%

	There's no need for us to meet face-to-face when most of what we discuss could be accomplished over email
	79%
	21%

	Working from home allows me to be more productive than at the office.
	56%
	44%

	When compared to my office, I find that working from home allows me to focus more easily.
	57%

	43%

	When I work from home, I feel I can get more done in a shorter amount of time than I would if I were at the office.
	61% 

	39%

	I've made myself at home in the office I built for myself.
	60%
	41%

	Home office workers like me tend to be more productive than their counterparts on the field.
	65%
	35%



Q3. In response to a question about their attitudes toward their current hybrid work situations: 
Findings: 
The table demonstrates that most respondents felt they were more productive due to their ability to select their working hours. These respondents also felt they valued having the flexibility to determine their operating hours. People can work at their own pace and devote the amount of time that is optimal for them to complete their tasks, which is especially helpful for those who may have had to tend to the needs of their families in the increased capacity as a result of the lockdown. It is a crucial issue to ask in the context of the Middle East since some Middle Eastern women may not feel socially comfortable exposing their faces during live meetings. The majority of people say they have no problem doing so. The vast majority of those surveyed expressed satisfaction with their decision to work from home since it relieved them of the burden of making the lengthy trip to and from their place of employment. They also stated that they valued the opportunity to spend more time with their family.

	
	Agree              
	Disagree

	Having the freedom to set my schedule is a perk of freelancing.
	86%
	14%

	When my schedule is more malleable, I can get more done.
	79%
	21%

	I don't mind face-to-face encounters in real-time.
face
	68%
	32%

	In this way, I am spared the hassle of a daily commute to and from work.
	74%
	26%

	It's been great to be able to spend more time with my loved ones
	89%
	11%





Q4. Respondents were asked how the COVID-19 pandemic had altered their performance goals in several work areas.
Findings: 
Most respondents stated that their capacity to run meetings effectively is roughly the same as before or has improved. It can be explained by the requirement for additional documentation to be completed before participating in virtual meetings, which enables participants to enter the sessions with a clear understanding of their goals. Another possible explanation for this phenomenon is fewer opportunities for idle chatter and other disruptions. Furthermore, the capacity to meet deadlines appears to be positively affected the most, which can be explained by the fact that employees are given the luxury of determining their hours when they feel they would be the most productive. In addition, the capacity to make decisions remained more or less the same or improved, as shown by the responses provided in Table 6 by 67 percent of the total respondents. According to most people's reports, the ability to collaborate on projects was either unaffected or negatively impacted.
Compared to an office environment, there is far less opportunity for social interaction, and decision-makers may not always be immediately accessible. In conclusion, opinions regarding the impact on team cohesion appear to be divided. 
	
	Greatly affected positively
	Affected positively
	It is the same
	Affected negatively
	Greatly affected negatively

	Capacity to efficiently run meetings
	26%
	18%

	32%
	14%
	11%


	Effective time management skills
	39%

	18%
	21%
	14%
	8%

	Capacity for independent thought and action
	12%
	20%
	47%
	17%
	5%

	Capacity to talk shop with coworkers about projects
	23%
	15%
	41%
	15%
	6%

	Consistency and effectiveness as a team
	20%
	12%
	27%
	36%
	5%



Q5. Respondents were asked how the COVID-19 pandemic had altered their performance goals in several areas of work:
Findings: 
More than 70% of respondents agreed with most assertions, suggesting they were satisfied with their company's timely response to the COVID-19 remote working conditions. However, as seen in the table below, more than 60% of respondents indicated that their company lacked a universally applicable contingency plan. If another epidemic or national disaster occurs after that, it is recommended that firms look into the possibilities of more extensive contingency planning. In addition, the clear majority of responders thought the company did a good job of reassuring workers, keeping lines of communication open, and backing up choices that were taken in the best interests of the staff during the pandemic. As was previously said, these factors are crucial because of their potential impact on worker satisfaction and the psychological contract.
	
	Agree
	Disagree

	During the pandemic, I had confidence that my employer was looking out for me.
	80%
	18%

	My employer was accommodating enough that I felt I had the necessary resources to execute my job.
	80%
	20%

	I had faith that my company would pay my full compensation.
	85%
	20%

	There was already a backup plan in place at my business for this kind of thing.
	40%
	60%

	In this period, management maintained clear lines of communication.
	65%
	35%

	The company told me they would do anything to keep me on staff.
	82%
	18%

	The environment at work was inspiring, and the management always ensured I was doing fine.
	76%
	20%

	When we are obligated to report back to work, I believe my employer will implement effective health and social distancing dealings.
	79%
	20%



Q6. After the COVID-19 epidemic, how much of their work do they think they can get done virtually?
Findings: 
According to the data, more than seventy per cent of employees working from home have claimed they can complete at least sixty to seventy per cent of the projected task. It suggests that working could be productive and effective in most anticipated job components. Therefore, firms could further adjust to the pandemic by reviewing their policies, procedures, and expectations to boost their efficiency.


Q7. If your organization adopted a hybrid model of remote and onsite workers, how much of your workload do you think you could get done?
Findings: 
The graphic shows that more than half of respondents believe they would be able to achieve at least 80-90% of the presently anticipated workload if a hybrid model of onsite and at-home work is implemented. This information was provided in response to a question. It suggests that workers could very well be capable of achieving complete efficiency when working remotely, provided that sufficient conditions are met and that a proper examination of the conventional workload expectations is conducted.

Q8. After the COVID-19 epidemic, employees were asked (multiple-choice) how they thought their workplace and working conditions will change.
Findings: 
As demonstrated in the table below, only 30% of respondents believe that things will return to normal, and even fewer endorse the idea of providing workers with the opportunity to carry out their jobs entirely from home. The table shows that more than half of the respondents support the idea of a hybrid approach. Given that employees may be more comfortable working from home and that the office environment may be better suited to the needs of the business, it stands to reason that both parties would benefit from a compromise that would allow workers to spend less time in the office while still meeting their productivity goals. The inclination for a hybrid solution may also be attributable to the increased pressures on families due to the pandemic. Surprisingly, only 12% of respondents to the survey agreed that the standard 5-day work week should be reduced to 4-days. One possible explanation is that working exposes one to many distractions, even in a secure environment.
In conclusion, 32% of respondents preferred more flexible working hours after the epidemic. It may suggest that most employees are pleased with their current pre-COVID-19 working conditions but also believe they could be just as productive with a hybrid model (see table). With possible additional family responsibilities during a lockdown, it's easy to see why people might desire more flexible work hours.
	
	Percentage 

	Those who were absent should return to their respective workplaces (business as usual)
	30%

	Allow them to work remotely (if it has been tried and tested during a pandemic).
	16%

	Make it possible for workers to split their time between working in the office and from home (hybrid model)
	32%

	Reduce the typical workweek from five days to four days.
	12%

	Work schedules should be more malleable 
	10%










CHAPTER 6: CONCLUSION AND RECOMMENDATIONS	

[bookmark: _Toc114588646]Conclusion and Contribution 

It was found that most employees agree that the status quo, or "OWC" (Old Working Conditions before COVID-19), should be reevaluated and that opinions are nearly split down the middle regarding whether or not the "CWC" (Current Working Conditions during COVID-19) are more productive than the "OWC," even though most employees report enjoying the increased freedom. In addition, the vast majority of respondents said that the standard components of their work had remained the same or had been improved rather than hindered by technology developments. An overwhelming number of employees also reported that they could accomplish at least 80% of their work tasks when given the option of a hybrid model that involves working remotely and onsite some of the time. Finally, it was found that employees' expectations are changing due to their thinking about life after COVID-19.
According to the findings, the following are some of the possible responses to the initial research questions that were posed as well as the aims that were indicated in this investigation:
(1) When traditional working conditions are contrasted to how they were before and after the pandemic, one can see that many things have altered. There appears to have been a beneficial impact on certain aspects, while there appears to have been a detrimental impact on other aspects.
(2) It has been observed that conventional notions of what constitutes a "good" workweek—including the number of hours worked and the number of days worked—are exaggerated and do not necessarily affect output. 
(3) Most respondents expressed satisfaction with how their organization communicated with employees and motivated them during the crisis.
(4) The vast majority of responders have expressed an interest in seeing modifications made to the customer expectations placed on workers following the COVID-19 outbreak. 
In conclusion, companies should reassess their current work norms and expectations to accommodate the emerging reality of hybrid work better. They may positively affect society if they can make the workplace more comfortable for workers, especially during a pandemic. These results are helpful to society as a whole since they show that shifts are happening and influencing multiple facets of traditional labor expectations, which is a generally beneficial trend. The gift has the potential to be seen as advantageous to the community.
[bookmark: _Toc114588647]Future research

This study contributes to the corporate world in conventional and cutting-edge ways. It is common to offer comments or suggestions to the undertakers throughout the process. This commentary provides useful insight into the difficulties and successes they have experienced. This knowledge is essential for managers to establish productive and cooperative distant environments. Second, it is crucial to consider the psychological components often overlooked in a pandemic like the one caused by COVID-19.
[bookmark: _Toc114588648]Research limitations 

There is probably something that can be made better, as is the case with most study queries. Although a survey was conducted for this study using virtual crowd-sourcing techniques, the overall quality of the research may have been improved if additional approaches had been unified for information collection. A more in-depth phenomenological methodology may have been employed in incorporating a qualitative research strategy into the investigation. This may mean answer bias and experience bias played less of a role in the findings. As a matter of course, quantitative and qualitative methods are both integral parts of any research project, and it is generally accepted that future studies would benefit from a broader pool of volunteers to provide a more accurate picture of the situation.
[bookmark: _Toc114588649]Word to policymakers and researchers

As part of our efforts to improve the world, we believe politicians must use the results of this study to improve the lives of the people whose interests they represent (Verma & Gustafsson 2020). The long-term gains from implementing a multi-layered strategy for traditional workplaces can open the door to new opportunities for those who need greater leeway in their place of employment. Given that these factors may affect the efficiency and productivity of the employees, we hope that the findings will encourage others to conduct investigations into issues of a similar nature and serve as a driving force for the review and modification of policies in the direction of sustainable workplace solutions and the social welfare of employees (Verma & Gustafsson 2020). It is highly recommended that businesses look into these issues, as doing so may result in more dedicated and effective workers. But to get the results we want; we need to talk about it and do more research on monitoring it. The increasing focus on hybrid work and related expectations calls on policymakers to rethink their practices in light of the changing nature of the workforce (Verma & Gustafsson 2020). Employers can benefit from employees' primary feedback by creating better conditions for hybrid working. Utilizing such analytical data may have beneficial results in terms of both short-term and long-term viability. Employers and researchers could benefit from looking into additional variables, such as gender, to provide a more nuanced evaluation.
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[bookmark: _Toc114588651]Appendixes 
[bookmark: _Toc114588652]Questionnaire 
1. Where are employees working now, and where will they work in the future?
2. What happens if organizations do not support remote flexibility?
3. Why do many remote-ready employees prefer hybrid work?
4. What will the future workweek look like?
5. How can we make hybrid work more productive and engaging?
6. How do you enjoy working from home?
7. How have you perceived your productivity during the pandemic?
8. What are the most significant benefits of working in an office?
9. What are the most significant disadvantages of working in an office?
10. How do you usually get to the office?
11. How long is your travel time to the office?
12. How much money do you save by working from home? (e.g., petrol, parking, SL-card, lunch, dry cleaning, etc.)
13. How many days per week would you prefer to work from home postpandemic?

Workload when working virtually

Workload	Less than 50%	50–60%	60–70% 	70–80% 	100%	0.11	0.15	0.24	0.17	0.15	

work load working partly virtually and partly onsite

work partly virtually and partly onsite	Less than 50%	50–60%	60–70%	70–80%	80–90%	100%	0.06	0.15	0.09	0.17	0.22	0.31	
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