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[bookmark: _Toc235262360]1.1Background of the Study
Microsoft UK is among the largest technology companies in the country, employing thousands of individuals across various corporate, technological and customer-based roles. The company has been steadily incorporating hybrid working practices as part of its organizational strategy through offering many of its workers the ability to split their time between office and remote workplaces. Hybrid working at Microsoft corresponds to the overall trend in the knowledge intensive industries, which have made flexible working conditions a consistent element of operations rather than just a solution for the COVID-19 crisis (Qiang, 2025).
Hybrid working has redefined the nature of the traditional employment relationship in terms of relations with colleagues, managers and organizational culture. The ability to offer flexible working hours becomes a major recruitment criteria for organizations in the current situation when flexible working conditions become one of the key requirements for attracting talented workers. As CIPD (2023) states, flexible working has become an important factor in the process of recruitment and retention of workers, especially among highly skilled specialists. On the one hand, hybrid working can promote employee satisfaction as it increases work-life integration and reduces commuting time. On the other hand, hybrid working may reduce organizational attachment as it leads to decreased social interaction, fewer career opportunities and poor managerial support. Thus, it appears that hybrid working itself does not necessarily increase employee retention and organizational practices determine whether it becomes an asset or another reason for dissatisfied workers.
Microsoft UK, like many other large corporations, faces the same challenge in the current competitive labour market situation. In particular, the digital and technology industries are still experiencing a high demand for skilled employees, thus, making the problem of voluntary turnover more expensive. Recruiting, hiring and training of new employees entail additional expenses and the departure of highly skilled specialists decreases innovation potential and organizational knowledge. According to Hom, Lee, Shaw and Hausknecht (2017), the problem of employee retention is the issue that needs to be considered from the perspective of the strategic goal of organizations because retaining experienced employees helps achieve organizational success and preserve human capital.
Current labour market situation makes understanding the factors of encouragement of workers to remain in the organization more important than ever before. Microsoft UK's continuous promotion of flexible working provides an excellent organizational context for studying the influence of various factors on employees' intentions to stay with the organization. It includes the issue of managerial support, career opportunities, employee engagement and work-life balance. Thus, the research will make a contribution to the discussion on employee retention in the form of analysis of the factors of retaining hybrid workers in Microsoft UK.

[bookmark: _Toc235262361]1.2 Research Problem
There could be retention advantages for Microsoft UK with regard to hybrid working owing to flexibility leading to autonomy and work-life balance; however, these are not inevitable. There is a possibility that hybrid working could lead to less socialization, visibility, and organizational attachment due to issues of isolation and lack of access to resources. According to research by Mazzei et al. (2023), adjustment and relationships at the workplace have an impact on affective commitment in hybrid working arrangements. In addition, according to Pereira et al. (2024), there is a relationship between job satisfaction and organizational commitment with turnover intention amongst technology workers.
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1.3 Research Aim, objectives and research questions
The aim of the present project is to investigate the factors influencing employee retention among employees working in hybrid roles at Microsoft UK.
The project will answer the above aim with the help of the below research objectives:
1. To examine the factors influencing employee retention within Microsoft's hybrid working environment.
2.To evaluate the influence of hybrid working practices on employees' intention to remain with Microsoft UK.
3.To investigate how organisational support, work-life balance and career development opportunities affect employee retention at Microsoft UK.
The above will be achieved with the help of the below research questions 
1. What factors influence employee retention among employees working in hybrid roles at Microsoft UK?
2.How do hybrid working practices influence employees' intention to remain with Microsoft UK?
3.How do organisational support, work-life balance and career development opportunities affect employee retention at Microsoft UK?
4.What recommendations could Microsoft UK implement to strengthen employee retention within its hybrid working environment?
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1.4 Significance of the Study 
The results of the proposed study can help Microsoft UK formulate a solid evidence-based approach to human resource management with respect to employee retention within the hybrid working model. The emergence of hybrid working has directed managers' attention from mere flexibility in working arrangements towards more complex topics like employee engagement, organisational commitment, and perception of organisational support. Such an awareness of the dynamics of these interrelated concepts will help the organisations adopt a certain policy in order to retain their skilled workforce without compromising the company's productivity and innovations. According to Allen et al. (2010), effective employee retention requires an understanding of the factors behind employee turnover which are not necessarily purely monetary, thus proving the necessity of a more comprehensive analysis of the employees' workplace experience.
The significance of the proposed research is also justified by the lack of consolidated evidence with respect to hybrid working and employee retention. Most of the evidence on employee retention was created prior to the emergence of hybrid working, while the recent evidence still studies flexible work in relation to employee attitudes and behaviours in different organisational settings. By considering a case of Microsoft UK, researchers will be able to analyse the connections between these constructs in a major technology company where hybrid working becomes an everyday practice. The results of the research will provide a good foundation for further research on hybrid working and employee retention.
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This literature review provides an assessment of the effect of hybrid working on employee retention by focusing on work-life balance, management support, organizational commitment, and career development of the employees. This literature review seeks to compare current literature as opposed to using the existing literature as final, because hybrid working could enhance flexibility but at the same time weaken social connections and visibility in the organization. According to Defosse and Mullier (2019), a literature review is supposed to bring together fragmented information and show where knowledge is lacking. The current literature review forms the foundation for the suggested Microsoft UK study.
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2.2 Employee Retention in Hybrid Workplaces
Retention is associated with the ability of an organization to preserve an employment relationship and avoid unnecessary voluntary turnover of its staff members. Hybrid working can be defined as an arrangement under which employees split up their working hours between the workplace of an organization and the remote location. The relationship between these two aspects is quite complicated because flexibility is able to enhance retention whereas inappropriate separation is likely to distance employees from the organization.
According to Bloom, Han and Liang (2024), there is quite solid causal evidence about the effects of hybrid working based on a randomised controlled trial involving 1,612 employees in a technology company. The research shows that hybrid working improves the level of job satisfaction and decreases the rate of resignations by nearly one-third, but does not affect performance negatively. It means that hybrid working enhances employee retention due to the opportunity to have flexible location for work. This effect is especially noticeable among non-managers, female employees and those who spend much time in commuting.
According to Wang et al. (2021), there is no unambiguous picture. Based on their analysis, it becomes clear that results of remote and hybrid working depend on job autonomy, workload, social support and monitoring policies. Therefore, flexible location cannot ensure engagement in the case when there are such factors as isolation, blurred work-life boundaries and lack of managerial support. Employee engagement can be defined as the level of energy, involvement and immersion into work, whereas organizational commitment relates to psychological affiliation with an employer. Lower employee engagement and affective commitment increases the risk of turnover intention despite flexibility preference.
Therefore, hybrid working is a conditional form of employee retention, and it is possible to assume that hybrid working can be effective only in the case when it is combined with autonomy, supportive management, proper career access and social interactions. Microsoft UK employees may have positive attitude towards their work and organization when these conditions are met. The study aims to prove the opposite idea.
[bookmark: _Toc235262367]2.3 Factors Influencing Employee Retention in Hybrid Workplaces
Employee retention in hybrid workplaces is influenced by the combined effect of organisational and personal factors rather than just flexible working alone. The importance of work-life balance becomes evident since hybrid working increases employees' flexibility about the place and, in some instances, the time of work. Employees, who have autonomy at work, experience less conflict between family and work and demonstrate a higher attachment to their organisation. At the same time, flexibility may create a blurring line between professional and personal life which results in longer working hours and emotional exhaustion in the absence of clear managers' expectations. Hybrid working offers potential opportunities for improving retention, but its quality is crucial and more important than flexible work itself (Allen, Golden and Shockley, 2015).
The next factor that determines retention rates is management support since managers shape employees' experience in the hybrid environment. Frequent communication, proper feedback and building trust may increase employees' attachment to their employer despite the lack of frequent face-to-face contact. On the other hand, sporadic communication and insufficient manager accessibility can contribute to isolation and decrease organisational commitment. Kniffin et al. (2021) note that effective leadership became more important in remote and hybrid workplace since managers have to build collaboration, wellbeing and inclusiveness instead of relying on physical presence to maintain employee relations.
Another key factor affecting the decision about leaving the current position is the level of job satisfaction. Hybrid working may enhance job satisfaction due to flexibility, decreased commute time and autonomy. At the same time, job satisfaction may suffer due to the perception of unequal treatment between office workers and remote workers and the belief that hybrid employees have fewer chances to prove themselves. Career development still matters since employees, who see limited opportunities for advancement, mentoring and growth, leave their current positions regardless of flexible work conditions. According to Deas and Coetzee (2020), perceived opportunities for career development are one of the factors that affect employees' willingness to stay within their employer, implying that retention strategies have to go beyond the flexible working policy.
Organisational culture and wellbeing constitute an additional part of the context that determines retention. Wellbeing can be promoted through flexible work by encouraging psychological safety, manageable workload and good working practices. Dispersed work may weaken organisational culture as a result of difficulties with identifying organisational values or lack of informal collaboration. Therefore, organisational culture is another important channel through which hybrid working affects retention since employees tend to assess how well they are recognised, supported and included rather than allowed to work from home. As Oakman et al. (2020) noted, sustainable hybrid work demands balancing employee wellbeing and organisational support, reaffirming the idea that retention depends on an integrated HR strategy rather than flexible working alone.
[bookmark: _Toc235262368]2.4 Theoretical Framework
Social Exchange Theory is the main theory that would be used in this proposed research, since this theory views retention of employees as reciprocal relationships between employees and the organisation they work with. According to Blau (2017), it is more probable that there will be commitment and maintenance of relationships if individuals believe that the rewards they get are worth the cost they have paid. In hybrid workplaces, those employees who are offered organisational support such as flexible work arrangement, supportive leadership, opportunities for career development, and recognition are more willing to reciprocate in terms of organisational commitment and intention to stay in their companies. Cropanzano et al. (2017) state that social exchange relationships facilitate employee attitudes and behaviour since being treated positively by organisations, employees are more willing to show their loyalty and affiliation to the organisation. Thus, it can be seen that Social Exchange Theory will be suitable to see whether the hybrid working arrangements of Microsoft UK lead to reciprocating behaviour and, consequently, to retention of employees.
Two-factor Theory of Herzberg is another theory that can be applied to explain employee retention complementing Social Exchange Theory. This theory distinguishes two types of factors, namely hygiene factors which prevent dissatisfaction and motivators which create satisfaction and commitment (Herzberg, 1959). Hygiene factors in hybrid workplaces include flexible work arrangements, organisational procedures, work conditions and organisational support. Motivators include achievement, development, recognition and opportunity for advancement. According to Herzberg, it is not possible to make employees feel committed to an organisation just by preventing their dissatisfaction, but by giving them a chance to grow personally and professionally. Thus, hybrid working conditions could increase employee retention rates in Microsoft UK if the company combines flexible working conditions with learning and recognition.
[bookmark: _Toc235262369]2.5 Literature Gap
There is an abundance of existing research on hybrid working and employee retention, but there are certain limitations. Most of the existing evidence is based on studies of hybrid working in different industries or even different countries; thus, there are no studies on how organisational settings affect employee retention. Additionally, there are not many existing studies conducted among large technology organisations in the UK where hybrid working is extensively used. Choudhury, Foroughi and Larson (2021) claim that flexible work policies should be considered as organisation-specific and not location-based, which means that there are certain limitations for generalisation of their findings. The proposed study will fill this gap through analysis of Microsoft UK employees' perceptions of the connection between hybrid working and employee retention.
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[bookmark: _Toc235262371]3.1Research Philosophy
For the proposed research, the positivist research philosophy is the most appropriate as it focuses on testing hypotheses about the subject matter by employing objective measurements rather than subjective interpretations. According to positivist philosophers, it is possible to observe, measure and analyse social phenomena in terms of their patterns and relationships using scientific approaches (Bell, Bryman and Harley, 2022). Therefore, the philosophy is relevant to the current study as it aims at finding out how factors like work-life balance, leadership support, organisational culture, career development, and employee wellbeing impact employee retention among Microsoft UK employees in hybrid roles. Thus, the purpose is not to delve into individuals' experience but to obtain objective measurements for detecting certain trends.
According to Saunders, Lewis and Thornhill (2003), research philosophy is the outermost layer of the Research Onion as it determines every single choice made during research such as research approach, strategy and methods of data collection. It means that in the case of the current research, the choice of positivist philosophy is the most appropriate as the research employs a structured questionnaire which involves closed-ended questions measured by means of a five-point Likert scale. Therefore, the emphasis should be made on obtaining objective data from respondents and analysing them rather than providing a narrative.
At the same time, positivism makes it possible to use deductive reasoning as the study uses some of the theories such as Social Exchange Theory and Herzberg's Two-Factor Theory to investigate if there are any relationships between variables postulated in the theoretical framework. Easterby-Smith, Thorpe, Jackson and Jaspersen (2021) maintain that it is particularly appropriate for positivist research to use a structure that minimises researcher influence. Therefore, it is reasonable to use deductive approach in the context of the current research.
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3.2Research Approach
The above mentioned approach to research will be deductive as the investigation will begin with the application of theory and knowledge in the academic field before empirical data collection. Deductive approach allows to form expectations according to the recognised theoretical framework and then to check if empirical data confirm these expectations (Sekaran and Bougie, 2016). The proposed approach will suit the current research because the purpose of research is to find out if the factors found in the previous researches, such as work-life balance, leadership support, organisation culture, career development and employee wellbeing affect employee retention among Microsoft UK employees who work in hybrid role.

The deductive approach differs from inductive approach as it focuses on testing an existing theory rather than developing a new one basing on observation. It is more appropriate for quantitative research because of its logical structure when going from theory to the collection and analysis of data in order to prove the relationship between the predetermined variables. In the proposed research, the Social Exchange Theory and Herzberg's Two-Factor Theory will be used to explain the process of employee retention within hybrid working environment before the primary data will be collected via a questionnaire. The responses to the questionnaire items collected using five point Likert scale will be measurable evidence that could be further processed and statistically analysed to prove if the theoretical relations found in literature apply to Microsoft UK.
According to Saunders, Lewis and Thornhill (2003), the research approach can be considered as one of the layers of the Research Onion and therefore deductive research is appropriate when researchers plan to test their theoretical explanation via structured quantitative method. Kumar (2018) also stated that deductive approach makes research more rigorous as it forms a link between theory, the research problem, the process of collecting and analysing data. Thus, the deductive approach is appropriate for the proposed research.
[bookmark: _Toc235262373]3.3Methodological choice
The suggested research uses a mono-method quantitative method because there is a need to gather quantitative data which will be analysed objectively. According to Saunders, Lewis, and Thornhill (2003), the mono-method quantitative method refers to the gathering of one set of quantitative data via only one type of research methodology. This is applicable when there is a need to analyse the relationship between two or more predetermined variables.
Primary data will be gathered from the participants through the administration of an online structured questionnaire which includes closed-ended questions and is scored using a five-point Likert scale. It allows for the standardized measurement of how the respondents perceive the work-life balance, leadership support, career development, and organizational culture (Creswell and Creswell, 2017).
It also allows for a consistent approach to be used in a deductive way of conducting research because the questionnaire has been developed based on theories and evidence that have been reviewed in the literature review section of the dissertation. According to Bell, Bryman, and Harley (2022), consistency in methodology improves research quality by ensuring methodological consistency of all components of the research process.
[bookmark: _Toc235262374]3.4Research strategy
This suggested research project would utilize a survey research approach owing to the need to gather standardized quantitative data from the employees who hold hybrid jobs at Microsoft UK. According to Saunders, Lewis & Thornhill (2003), surveys are some of the most appropriate strategies that can be used to conduct positivist research owing to the fact that they help researchers to gather comparable data from a certain sample in an efficient manner.

In the proposed research project, an online survey questionnaire will be sent out to 40 employees at Microsoft UK using the purposive sampling technique. Questions measured using a five-point Likert Scale will be included in order to enable the participants to rank the work-life balance, support of the leadership, organizational culture, career development and the wellbeing of employees. Online surveys are effective since they are cheap and easy to use especially when collecting data from various employees across various locations while ensuring their anonymity and enabling honesty (Dillman, Smyth and Christian, 2014).
This research strategy is consistent with the quantitative and deductive nature of this research project since the data collected in numerical form will be subjected to statistical analysis in order to establish the relationship between the variables identified during the literature review.
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The study has been planned using a cross-sectional time horizon since the research will involve collecting primary data on the perceptions of Microsoft UK employees at one particular instance in time and not throughout an extended period. According to Saunders, Lewis and Thornhill (2003), it is suitable for researchers conducting cross-sectional studies to investigate the current behaviours and attitudes of their respondents.
The use of the cross-sectional time horizon is justified by the nature of the research itself. The researcher will be able to analyse the current perceptions of the employees regarding the elements that affect their retention within the hybrid working system of Microsoft through using a cross-sectional design. Kumar (2018) stated that such designs are appropriate where efficiency and practicability in collecting data are required.
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For gathering the necessary data, the proposed study will use primary research. It means that primary data will be gathered from those employees who work in a hybrid working model at Microsoft. Primary data will reflect the actual information about the factors that affect retention and that are important for achieving the objectives of the research (Sekaran and Bougie, 2016).
Primary data will be gathered by means of the structured online questionnaire that will be filled out by approximately 40 Microsoft UK employees working in hybrid positions. The questionnaire will include closed questions, which will be measured on a five-point Likert scale from 'Strongly Disagree' to 'Strongly Agree'. Such a method will allow gathering standardized data on the work-life balance, organizational support, career development and employee retention (Brace, 2018).
The sample will include employees who work in hybrid positions at Microsoft UK due to their direct experience of the phenomenon under investigation (Etikan and Bala, 2017). For conducting the literature review, secondary data, which will be gathered from peer-reviewed academic journals and scholarly books, will be used (Hart, 2018).
[bookmark: _Toc235262377]3.7Data analysis 
The collected questionnaire data will be analysed through descriptive statistics for summary purposes. Data on frequencies, percentages, means, and standard deviations will be utilized in order to establish patterns among employees' perception of the factors affecting their retention in the hybrid working environment at Microsoft. Pallant (2020) notes that descriptive statistics will give a concise summary of the collected quantitative data which can be easily interpreted.
A simple correlation analysis may also be carried out to test the relationship between variables such as work-life balance, organizational support, career development and employee retention. According to Field (2024), correlation analysis is appropriate in establishing the relationship between two quantitative variables.
[bookmark: _Toc235262378]3.8Cost, access and ethical considerations
The proposed research will adhere to research ethics through obtaining informed consent from all participants prior to the start of data collection. Participants will fully be willing to participate in the research and they will have the right to pull out from the research without facing any penalties. As mentioned by Saunders, Lewis, and Thornhill (2003), informed consent and voluntary participation are core issues of business ethics.
Participants’ confidentiality and anonymity will be ensured through not collecting any personally identifying information from participants. All data will be stored safely in line with General Data Protection Regulation (GDPR) and will only be used for academic purposes. Online questionnaire will not only reduce the cost of research but will also provide an effective way of collecting data (Bryman, 2016).
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Some of the limitations of the proposed research include the fact that the results obtained from the sample of approximately 40 respondents in Microsoft UK will limit the ability to generalise the outcomes to other firms or different industries. Another limitation of the research is that self-administered questionnaire responses may cause a bias in the responses received.
[bookmark: _Toc235262380]4.Business Relevance and Practical Implications 
The proposed research has significant practical value for Microsoft UK by providing evidence on the factors that influence employee retention within a hybrid working environment. Understanding the drivers of employee retention will enable HR managers to make informed decisions regarding workforce planning, talent management and employee experience. The findings could identify which aspects of hybrid working, including flexibility, organisational support and career development, have the greatest influence on employees' intention to remain with the organisation. Such evidence would allow Microsoft UK to design HR policies that better reflect employee expectations while supporting long-term workforce stability and reducing avoidable employee turnover (Armstrong and Taylor, 2023).
The findings could also support the continuous development of Microsoft's hybrid working policies by identifying practices that strengthen employee engagement and job satisfaction. Managers may use the results to improve communication, performance management, wellbeing initiatives and professional development opportunities for hybrid employees. Implementing evidence-based improvements could enhance employees' commitment to the organisation, increase productivity and reduce the financial costs associated with recruitment, onboarding and training new employees. Organisations that align HR practices with employee needs are more likely to sustain higher levels of engagement and organisational performance (Boxall and Purcell, 2022).
The proposed study also offers practical benefits for HR professionals and line managers responsible for leading hybrid teams. The findings could inform decisions relating to leadership development, employee support programmes and retention initiatives by identifying the workplace factors that employees value most. Although the research focuses on Microsoft UK, the findings may also provide useful insights for other organisations seeking to strengthen employee retention within hybrid workplaces. Consequently, the study contributes both practical recommendations for organisational decision-making and a stronger understanding of effective people management in contemporary hybrid work settings (Parry and Brione, 2025).

[bookmark: _Toc235262381]5.Conclusion
In conclusion, the present report provided background information on employee retention in hybrid organizations, defined the research problem, set out the research aim and objectives, summarized existing literature, and explained the rationale behind the proposed research methodology before the actual research work is carried out on the topic of factors that influence employee retention among hybrid workers at Microsoft UK. The proposed research will use positivism as a philosophical orientation, deduction as an approach, and mono-method quantitative design by conducting an online survey on about 40 employees. The outcomes from the research are anticipated to offer practical suggestions for HR decision-making, improving hybrid work practices, increasing employee engagement, and facilitating employee retention. Generally, the proposed research is not only feasible but also worthy as it is focused on a contemporary organizational issue and an appropriate research methodology has been selected.
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An Evaluation of Talent Management Practices at John Lewis Partnership: Their Impact on Employee Retention and Development

1. Talent Management Awareness
I understand the talent management practices and employee development opportunities provided by John Lewis Partnership.
· Strongly Agree 
· Agree 
· Disagree 
· Strongly Disagree 
2. Access to Training
John Lewis Partnership provides sufficient training opportunities to help me develop my knowledge and skills.
· Strongly Agree 
· Agree 
· Disagree 
· Strongly Disagree 
3. Career Development Opportunities
I believe there are clear opportunities for career progression within John Lewis Partnership.
· Strongly Agree 
· Agree 
· Disagree 
· Strongly Disagree 
4. Leadership Support
My manager actively supports my learning, development and career progression.
· Strongly Agree 
· Agree 
· Disagree 
· Strongly Disagree 
5. Recognition and Reward
I feel that my work and contributions are recognised and appreciated by John Lewis Partnership.
· Strongly Agree 
· Agree 
· Disagree 
· Strongly Disagree 
6. Employee Wellbeing
John Lewis Partnership provides adequate support for employee wellbeing and work-life balance.
· Strongly Agree 
· Agree 
· Disagree 
· Strongly Disagree 
7. Employee Engagement
I feel motivated and engaged in my role at John Lewis Partnership.
· Strongly Agree 
· Agree 
· Disagree 
· Strongly Disagree 
8. Internal Communication
Information about training, development and career opportunities is communicated clearly within the organisation.
· Strongly Agree 
· Agree 
· Disagree 
· Strongly Disagree 
9. Learning and Development
The learning and development opportunities available have improved my ability to perform my job effectively.
· Strongly Agree 
· Agree 
· Disagree 
· Strongly Disagree 
10. Employee Retention
The talent management practices at John Lewis Partnership encourage me to remain with the organisation.
· Strongly Agree 
· Agree 
· Disagree 
· Strongly Disagree 
11. Performance and Feedback
Regular feedback and performance reviews help me identify areas for professional development.
· Strongly Agree 
· Agree 
· Disagree 
· Strongly Disagree 
12. Overall Talent Management
In general, I am satisfied with the talent management practices implemented by John Lewis Partnership.
· Strongly Agree 
· Agree 
· Disagree 
· Strongly Disagree
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