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Research Proposal 
[bookmark: _Toc129167196]Introduction 
As mentioned by Cheng and Hackett (2021), human resource management (HRM) defined to be the strategic approach considering the efficient handling of the workforce so that they could contribute for the organisation to gather competitive benefit. HRM contributes to the company with its various competencies like strengthening the organisational culture by increasing the cohesion among the workforce, train the employees to increase production, outline reasons of dissatisfaction among the employees, chose the best ones from the talent pool, and maintain regulations for healthy organisational beheviour (Mendy, 2018). Strategic partners and leaders are responsible for employee and organisational improvement. HR professionals have greater responsibilities. They drive change and enhanced productivity as well as increased sales. HR professionals engaged in searching and recruiting the best-talented employees for the changing market condition. HR department makes sure that the person whom they recruit is well-known about the goals, objectives, culture, vision and mission of the organisation (Hamadamin and Atan 2019). That provides benefits to the changing market situation while staying competitive. HR managers have a responsibility to provide a solution to problems that are related to corporate responsibility, ethical consideration, employee relations as well as cultural diversity in the changing industry condition. It helps to stay competitive within the changeable business organisation (Sweis et al., 2020). 
HRM is so necessary for better organisational growth in this changing market situation. HRM helps the employee for staying competitive. As per Maheshwari Samal and Bhamoriya (2020) the process of HRM to stay competitive within the changeable business condition is effective. It delivers positive benefits to the changeable organisation. HRM is a major part of the industry. Therefore, they take an important role in competition within the changing market. Nowadays, this era is a time of competition especially in the retail industry, as well as its market condition, is changing day by day (Moustaghfir El Fatihi and Benouarrek 2020). To be ahead in the competitive market in the retail industry, the production of the employees must be enhanced which is done by the HRM (Suharti and Sugiarto, 2020).  The HRM can guide the employees in the right way and good communication with the employees will help to solve problems easily. Therefore, in this scenario, HRM practice strategies are so important as well as this research topic is also essential. This study shades on the HRM practices that help in staying competitive in the changing market scenario as well as provide positive benefits on the better development of the organisations of the UK retail market. 
[bookmark: _Toc129167197]Methodology
The research is going to be primary qualitative. For the collection of primary qualitative data, a semi-structured interview questionnaire will be used to conduct an interview. 8 questions will be formed and 20 human resource managers from the UK retail sectors will be interviewed via telephonic conversation. A convenience sampling method will be used to choose the participants in which criteria will be at least 2years of experience in the industry.
A thematic analysis will be done and the themes will be formed from the objectives which will help the researcher to analyse how the motivation provided by the HRM will help to increase the productivity of the employees. The interview responses will be used to analyse the themes and thus comparison with the existing literature will also be done. 
The interview to be taken for the data analysis will be from the HR managers because they will be more aware about the changes in the HRM approaches with the changes in the marketing condition. The interview will be taken in physical to observe all the qualitative details to be shared by them. It is estimated that the entire interview process for the managers will be completed in 7-9 weeks. There will be no software to be used in the analysis as the qualitative data received will be analyzed to make an outcome. The prime focus of doing this primary qualitative research is to check the differences in the opinion among different HR managers and how each of them is reacting differently towards the same scenario. Only the HR managers belonging from the UK will be selected to have the constant business environment for all of them. 
[bookmark: _Toc129167200]Aims and Objectives 
Aim
The major research aim is the procedure of HRM to help in staying competitive in the changing market situation in the retail sector.
Objectives
The major objectives of this research are discussed as followed:
· To examine the correlation between target-oriented HRM and organisational success 
· To explore the role of HRM to cope with the constantly changing market environment in the UK retail sector
· To evaluate the impact of HRM in retaining the competitive edge in the UK retail sector in the long run
· To identify the challenges for HR managers while contributing to the future-ready HR initiatives within the UK retail industry
· To define the ideal mitigation strategies to reduce the challenges for HR managers to stay competitive within the changing market of UK retail


 Question
The main research question is
· What is the role of HRM in designing suitable plans for coping with the continuously changing market situation in the UK retail?  
· Why HRM is so important in today’s competitive business world? 
· How can HR help build a more competitive organization?
· Can HR strategies create a competitive advantage for the company?
· Is the competitive advantage based on investment in human assets?
[bookmark: _Toc129167201]Literature Review 
[bookmark: _Toc129167202]Correlation between HRM and organisational success 
HRM take an essential role in the success for an international company for acquisition, improving and serving the capabilities of the company that balanced the growth and application while both are on the current things. HRM functions have a measurable effect on development and business performance (Chadwick and Flinchbaugh 2021).  HRM care about the organisational branding in the mind of talent pool who seek to be attached with the organisations. On the other way, HR is aware of the worker branding of the company as workers in the minds of future employees and current employees of the industry. As mentioned by Huang (2020), HRM serves concentration on workforce growth while has direct link with the revenue and development of the company. However, both functions need clear strategies for the sustainable success of the business. HR professional focuses on the internal environment of the organisation which helps to tackle the issues of the external environment of the organisation and acquire financial success. 
[bookmark: _Toc129167203]Role of HRM to cope with the changing market environment 
HRM has the ability for making sure that people in the organisation belonged to the changes. Employees have a role in the development of the industry with the help of better communication and training. It makes the changes in the long term. The changes in the organisational environment happen on the basis of boosting competition, globalisation, consumer awareness and information flow (El-Dirani Hussein and Hejase 2019). Employee ability develops through recruiting and placement of the best talented employees. The organisation has a role in evolving work as well as it has a role in family work. HRM skilled storages and increase the service industry. The organisation suffers from various challenges for some reasons which are rapid change, workforce diversity, legislation and technology (Nutsubidze and Schmidt 2021). Organisations achieve a competitive advantage by managing low costs and strong cash flow. The organisation involves quality development in a continuous way for achieving competitive advantage. The organisation has an impact on the restructuring. It focuses on performance. HRM has a major role in the productivity of the organisation. HRM is responsible for ethics and social changes. Job security is focused on by the organisation in changing environment.  
[bookmark: _Toc129167204]Impact of HRM on retaining the competitive
HRM has a major effect on the competitive advantage with the help of personnel management actions. In this case scenario, employee happiness and productivity is an opportunity that depends on the standard customer service. The customer services support to drive sales. HRM effects the performance of the organisation (Thomas et al., 2020). It helps to boost the satisfaction of the employees as well as minimise the resistance of employees in changing environments for better growth. HRM focuses on a strong foundation in the business objectives and actions. It supports to make the constraints between the performance of the organisation and the strategic goals of the company. HRM has a negative impact on the competition that is rethinking employee value, reengaging the workforce, attracting talent to the organisation, promoting talent mobility and building skills (Shamout et al., 2021). HRM works in an effective as well as efficient way for retaining competitiveness in the changing market condition. It implements and improves the strategies within the industry. An organisation serves the positive impact and flexibility for attracting and retaining employees in organisational competition.
[bookmark: _Toc129167205]Challenges for HR managers while tackling changing market
There are various challenges which are faced by HR managers while making a contribution for the company. Engaging the workforce is a challenging task for HR managers. Often the workers in the organisation lack the motivation to do the work and their productivity decreases (Yi et al., 2020). This is harmful for the organisation as it will lead to less revenue. Therefore, keeping the employees engaged all the time is a challenging task for HR managers. Every employee is different from one other and it is a challenge for the HR managers to know how the different employees will be motivated. Attracting the best talents in the organisation is not an easy task and the HR managers find it difficult to attract talented employees to the organisation if the organisation is not that big. Another challenge that HR managers face is keeping a strong relationship with the employees (Han et al., 2019). Workplace conflict is common in an organisation and if it is not resolved, the company may suffer a loss because the work will get delayed. Without a strong relationship between the managers and the employees, they will not be able to solve the problems. 
[bookmark: _Toc129167206]Mitigation strategies to reduce the challenges
There are various strategies which can be taken up by HR managers to solve the problems. Proper incentives must be given by the HR managers to keep the employees motivated. Hiring the skills is not enough. It is the responsibility of the company to retain talented skills and for this, the HR managers must give proper incentives and awards to keep the employees motivated and engaged (De Alwis, Andrlić and Šostar, 2022). To attract talent to the organisation, a good salary and incentives are required. The HR managers must have good communication skills to establish a strong relationship with the employees which will enable the managers to know the problems of the employees and solve their problems. For keeping the employees engaged a strong relationship is needed between the employees and the HR managers. Managing workforce conflict is a major task of HR managers and if it is not managed properly it will lead to delays in the work (Pham, Vo-Thanh and Tučková, 2022). Understanding the goals and objectives of the company is a major task of the HR managers and it is their responsibility to make the employees work towards attaining the goals of the organisation. 
[bookmark: _Toc129167208]Limitations 
While conducting the research, the researcher faced various limitations. Restrictions include financial limitations where for collecting online data sources, the researcher could not collect information as the sites required paid subscription. There were many websites where the information was not given in English and the data could not be collected from those websites. Before conducting interviews, may be the participants at first will not accept the request to give the interview. 
[bookmark: _Toc129167209]Ethical considerations
While conducting the research, the researcher will follow all the ethical considerations. The university rules will be followed and it will be seen that no information is subjected to plagiarism. The Data Protection Act 2018 will be maintained (Pandey and Pandey, 2021). A consent sheet needs to be filled up by the participants before conducting the interview and the information will be used only for academic purposes and not for any commercial purpose. The information will be kept only by the researcher in a safe place and after a particular period of time, the information will be destroyed. 
[bookmark: _Toc129167210]Timeframe
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Figure 1: Gantt Chart
(Source: Author)
[bookmark: _Toc129167211]Conclusion
By doing the research, a relationship will be established between the HRM and the employees of the organisation to keep the organisation in a better competitive position. The HRM provides motivation to the employees and this will increase the productivity of employees which will be beneficial for the business organisations. A word of praise from the HRM will boost the confidence of the employees and they will be motivated to give their hundred per cent to the business organisation. The training of the employees is also necessary which is given by the HRM to keep the company at a better pace in the changing market conditions. 
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