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Abstract 
This research paper was designed for carrying out an exploration on the implication of digital transformation in the domain of human resource management by using the fashion sector of the UK as a case study. The first chapter of the paper set a string foundation for undertaking an extensive research by defining aim, objectives and research questions. The major research problem concerning the present paper states that retail HRM in fashion sector is under challenge on account of Covid-19 pandemic. Thus, the study has been undertaken to explore how digitalisation of HRM can assist professionals to overcome various challenges associated with HRM. The literature review chapter of the current paper deals with a number of subtopics associated with the main topic by synthesising a myriad of peer-reviewed journals and associated credible academic resources. The second chapter has used Human Capital Theory in order to explicate the pertinence of digital tools and technologies for the effective management and development of human capital. It has been observed that in recent times, fashion retail industry has been experiencing exponential issues on account of the pandemic, training issues, issues in succession planning, issues in handing emotional changes of the staff members. Based on the literary insights, it has been observed that digital technologies like artificial intelligence and machine learning bear the potentiality of optimising HR performance. 
Based on the methodology chapter, it is ostensible that interpretivism paradigm has been plumped for. The exploratory nature of the research problem has driven the observer to select so. Further, it has also been observed that that qualitative data has been fetched by interviewing the three HR Managers possessing five years of experience in handing human resource. Finally Six-step thematic analysis technique has been culled. The fourth chapter has dealt with the development of themes and their analysis based on the interview transcript. The final chapter has summed up the study standing that digital transformation has positive effects on HRM practices and assists fashion retail organisations in saving cost, retain talent and support the employees round the clocks and drive recruitment swiftly. Relevant recommendations have been demonstrated based on limitations. 

Table of Contents
Chapter 1: Introduction	9
1.1 Introduction	9
1.2 Background of Research	9
1.3 Aims and Objectives	10
1.4 Research Questions	11
1.5 Research Problems	11
1.6 Research Rationale	12
1.7 Significance of Research	13
1.8 Structure of Dissertation	14
Chapter 2: Literature Review	15
2.1 Introduction	15
2.2 Digital transformation and human resource management	15
2.3 Theoretical overview	16
2.4 HRM challenges encountered by the fashion retail industry in the contemporary times	18
2.5 Drivers associated with HRM digital transformation	19
2.6 Implication of digital transformation adoption in HRM practices	21
2.7 Adverse effects of digital transformation in HRM	22
2.8 Issues faced by human resource managers in digital transformation practices	23
2.9 Strategies and factors of smoothening successful digitalisation of HRM	24
2.10 Literature gap	25
2.11 Summary	26
Chapter 3: Methodology	27
3.1 Introduction	27
3.2 Applying research onion model	27
3.3 Research philosophy	28
3.4 Research approach	29
3.5 Research design	30
3.6 Choice	30
3.7 Data collection	31
3.8 Sampling procedure	32
3.9 Data analysis	33
3.10 Reflection of salient ethical issues	34
3.11 Limitations	34
3.12 Summary	35
Chapter 4: Key findings and discussion	36
4.1 Introduction	36
4.2 Qualitative data findings through interview	36
4.3 Thematic analysis	40
4.3.1 Development of themes	40
4.3.2 Interpretation of themes	42
4.4 Key implication of the findings	46
4.5 Discussion	46
4.5.1 Comparing and contrasting data findings with literature	46
4.5.2 Recording the contradictory findings	47
4.6 Summary	48
Chapter 5: Conclusion and recommendations	49
5.1 Conclusion	49
5.2 Linking with objectives	49
5.3 Recommendations	51
5.4 Limitations	52
5.5 Scope of further studies	52
5.6 Salient implication of the case study for the fashion retail sector	52
Reflection	54
Reference List	56
Appendices	64
Appendix 1: Ethics Form	64




List of Figures
Figure 1.1: Structure of Dissertation	13
Figure 3.1: Saunders Research Onion Model	26
Figure 3.2: Six Step Thematic Analysis model	31
Figure 4.1: Factors triggering changes in fashion retail HRM	41
Figure 4.2 Challenges of incorporating digital transformation in HRM in fashion retail sector	42



List of Tables
Table 4.1: Responses about the changes noticed in the HRM practices in recent years	35
Table 4.2: Responses about challenges faced in the domain of HRM in recent times	36
Table 4.3: Responses about key factors enhancing the importance of changes in retail fashion HRM practices	36
Table 4.4: Reponses about the application of digital technologies in the domain of HRM	37
Table 4.5: Responses about the advantages of digital transformation adoption in the domain of fashion retail HRM	37
Table 4.6: Responses about the challenges associated with digital HRM adoption	38
Table 4.7: Responses about strategies to overcome digital HRM challenges	39
Table 4.8: Responses regarding the effects of digital transformation in HRM practices and organisational performance	39
Table 4.9: Theme development based on identified codes	41


[bookmark: _Toc147453815]Chapter 1: Introduction
[bookmark: _Toc147453816]1.1 Introduction
Within the modern scene of trade, the meeting of innovation and operations has introduced a significant worldview move over businesses (Priyono et al. 2020). One field significantly influenced is Human Asset Administration (HRM), where the appropriation of computerized change has re-imagined customary hones. This thinking dives into the effect of computerized change on HRM inside the setting of the UK's design retail industry.The fashion retail division within the UK, famous for its energetic and fast-paced nature is a perfect background to explore the repercussions of advanced change on HRM hones (Creazza et al. 2022). This inquiry endeavors to disentangle the multifaceted ways technology-driven changes have revolutionized the scene of ability procurement, worker engagement, preparation, and execution appraisal (Gonzalo et al. 2020).By analyzing the digital change techniques utilized by key players within the UK design retail industry, this consideration points to dismembering the suggestions of mechanization, information analytics, fake insights, and other innovative headways on conventional HRM models. Moreover, the consideration will shed light on the challenges experienced amid the move to digitalized HRM hones and distinguish methodologies that have demonstrated fruitful exploring these challenges.
[bookmark: _Toc147453817]1.2 Background of Research
The effect of digital revolution on HRM procedures is a hotly debated and intriguing topic. While the potential advantages—increased productivity, data-driven decision-making, and better employee experiences—are acknowledged, there is also worry about the possible disadvantages, including job displacement, data security problems, and reluctance to change. This debate has become more heated as a result of the COVID-19 pandemic, with some seeing technological advancement as a means of survival and others being concerned about its effects on the workforce. This focuses on the UK's fashion retail sector as it offers a specific and pertinent background for this investigation (Crossley et al. 2021). The COVID-19 pandemic has had a significant impact on the industry, forcing quick digital reforms in order to stay resilient and competitive. Brands like Louis Vuitton, Gucci, Zara, and H&M have all benefited from digital tactics to prosper in this difficult time, demonstrating the potential advantages of embracing technology. However, the sector also faces particular difficulties related to supply chain management, staff well-being, and customer involvement (Elf et al. 2022). The research aims to find insights that might help industry stakeholders on their road toward digital transformation, assuring efficient human resources management in the face of changing expectations. It does this by concentrating on the fashion retailing industry in the UK.
The fast headway of innovation in later a long time has provoked businesses over businesses to experience noteworthy changes in their operations and techniques. Among the regions altogether influenced is Human Asset Administration (HRM), which has seen a move from customary hones to technology-driven approaches. This ponder is set against the background of the UK's mold retail segment (Fachrunnisa et al. 2020). The design retail industry faces one-of-a-kind challenges in ability securing, worker engagement, and execution administration, and as such, the integration of advanced arrangements holds extraordinary guarantees in tending to these issues. This inquiry builds upon the developing body of writing on advanced change and its effect on HRM, centring particularly on the setting of the UK design retail domain (Galgali, 2017).The appropriation of advances like counterfeit insights, information analytics, and cloud-based frameworks has the potential to revolutionize HRM hones, empowering more streamlined forms, educated decision-making, and improved representative encounters (Furr et al. 2022). By examining the methodologies and results of computerized change activities inside the UK's design retail companies. By looking at the victories learned from this advanced move, the investigation points to supplying profitable experiences that contribute to the scholarly understanding of the subject.
[bookmark: _Toc147453818]1.3 Aims and Objectives
Aims
The aim of this research is to ascertain how HRM practices in the UK's fashion retailing industry will be affected by the digital transition. The research aims to reveal how these innovations affect management of employees, company procedures, and performance as a whole within the framework of the fashion retailing industry by carefully investigating the junction of digital innovation and HRM methods. Through this investigation, the study hopes to provide useful information that will help stakeholders in the industry adjust and improve their human resources management procedures as they adapt to the changing digital landscape, giving them a competitive advantage and long-term success in the UK's rapidly changing fashion retail sector.
Objective
Objectives of the study of as follows:
· To identify and evaluate the importance and impact of digital transformation adoption in the human resource management practices.
· To identify the importance of digital transformation in the fashion retail industry of the United Kingdom.
· To evaluate the challenges that the human resource managers are facing in digital transformation practices.
· To identify the strategies that can be implemented by the human resource managers to ensure seamless adoption of digital tools and best practices.
[bookmark: _Toc147453819]1.4 Research Questions
Along with the aims and objectives of the study, the research questions also need to be identified. The most important research questions are as follows:
· What is the impact of digital transformation adoption in the human resource management practices in the fashion retail industry of the United Kingdom?
· What challenges the human resource managers in the fashion retail industry of the United Kingdom are facing in adopting digital transformation practices within organisations?
· What are the best practices that can be adopted by the human resource managers for seamless adoption of digital tools and techniques within the organisations?
[bookmark: _Toc147453820]1.5 Research Problems
Understanding the implications of digital transformation implementation on the management of human resources (HRM) procedures within the United Kingdom's fashion retail sector is the central research question of this study. The COVID-19 epidemic has accelerated digitalization throughout industries, including fashion retail (Al-Alawi et al. 2023) Critical questions concerning how these digital innovations affect HRM strategies, worker experiences, and general company results have been posed by this evolution (Lee et al. 2021). 
Understanding the effects of the digital revolution on human resources management procedures becomes crucial as organizations in the fashion retailing industry navigate this change. By examining both the favourable and unfavourable effects of the digital revolution on HRM in the specific setting of the fashion retailing sector, this research challenge aims to delve into the nuances of this intersection. Insights gained from addressing this issue will help industry professionals and academics develop strategies for efficient incorporation of technology in human resources management while taking into account the specific requirements and difficulties of the fashion retailing industry (Priyono et al. 2020).
[bookmark: _Toc147453821]1.6 Research Rationale
Industries have had to go through considerable changes as a result of the quick development of technology and unanticipated disruptions brought on by situations like the COVID-19 pandemic (Zhangand Chen,2023). The incorporation of digital technologies into numerous corporate tasks has become incredibly popular among these shifts. Practices in the management of human resources (HR) have been notably impacted, which brings up important issues regarding the impacts of this technological transition (Rodríguez-Espíndola et al. 2022). This study attempts to investigate these consequences in relation to the UK's fashion retail sector.
The global fashion business has been compelled to revaluate its operational methods in the aftermath of the pandemic. While some businesses have prospered as a result of adopting the digital revolution, others have found it difficult to stay up (Pandey, 2020). Taking advantage of technological advances and digital tools is becoming more important for survival than just being a matter of choice (Saha et al. 2022). This study attempts to explore the UK fashion retail industry's setting in order to comprehend how digital change has impacted HRM practices and results.
The main objectives of this study are to recognize and assess the significance and impact of adopting digital transformation in HRM practices, comprehend the difficulties HR managers face in doing so, highlight tactics for a smooth transition to digital transformation, and investigate the general importance of digital transformation in the fashion retail sector (Stroumpoulis and Kopanaki, 2022). These goals are supported by the objectives as well as study questions, which concentrate on the effects, difficulties, and optimal methods of digital advancement in HRM practices.
Due to its distinct challenges and opportunities, the fashion retailing sector serves as a relevant and concentrated setting for the purpose of this research. The COVID-19 crisis brought attention to the industry's urgent need for digitization. Leading brands in the market including Louis Vuitton, Gucci, Zara, as well as H&M have demonstrated the advantages of utilizing digital techniques. However, the industry also has to deal with complexities related to managing employees, dealing with customers, managing the supply chain, and altering consumer behaviour (Saha et al. 2022).
[bookmark: _Toc147453822]1.7 Significance of Research
This study has important ramifications for the academic community as well as the real world of the fashion retailing industry. The study adds to the academic conversation about the changing link between technology and the management of human resources (HRM) by examining the effects of technological change on HRM practices. The results of this study can provide theoretical insights that help us better grasp the potential and problems brought on by the integration of digital technology into HRM. The research's practical value also rests in its potential to assist HR managers and fashion retail business executives in making wise choices about the adoption and optimization of digital technologies and procedures. This study can provide as a road map for improving human resources management through the adoption of digital technologies, which will promote enhanced productivity, satisfaction with staff, and competitive advantages as the industry struggles with unheard-of changes brought on by the COVID-19 epidemic (Priyono et al. 2020). Therefore, the research's findings can aid in the implementation of strategies for strategic decision-making both within and outside of the fashion retail industry.
[bookmark: _Toc147453823]1.8 Structure of Dissertation
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[bookmark: _Toc147448225]Figure 1.1: Structure of Dissertation
(Source: Terrell, 2022)


[bookmark: _Toc147453824]Chapter 2: Literature Review
[bookmark: _Toc147453825]2.1 Introduction 
This chapter shows a synthesis of literature connected to the effectuation of digital transformation adoption in the domain of human resource management practices. At the onset, the chapter offers a conceptual clarity on digital transformation and human resource management in adherence to previous literature. Thereafter, the chapter offers theoretical overview to explain the topic in the light of available literature. Besides, the chapter dissects key human resource management (HRM) encountered by the fashion retail industry in the contemporary times, importance of digital transformation adoption in e-HRM practices, issues encountered by HR managers in digital transformation practices, strategies to facilitate seamless adoption of digital tools and practices. After a comprehensive elucidation of literature, the chapter figures out literature gap that the current project seeks to emphasise. A brief summary is attached at the end of the chapter containing a summarised format of key points from literature. 
[bookmark: _Toc147453826]2.2 Digital transformation and human resource management 
In recent years, digital transformation has emerged as a widely studied concept in the domain of organisational science literature and information systems. As defined by Mikalef and Parmiggiani (2022), digital transformation is explicated as a procedure that seeks to enhance the performance of an entity by causing a series of transitions to its properties through constellation of information, connectivity technologies and computing and so on. Digital transformation has transformed the mechanism companies engage with their consumers, govern their operations perceive their business structure and finally organise themselves. It is concerned with the integration of digital tools and technologies, like mobile, social, cloud and analytics and so on (Fenech, Baguant and Ivanov, 2019). In recent times, effective integration of digital technologies in the business procedures has become indispensable for the organisations in order to stay alive in business. 
It has been noticed that the notion of HRM has been explained by various scholars from various point of view. However, as defined by Opatha (2021), HRM entails formulation, incorporation and continuous maintenance of policies, strategies, rules, procedures, systems and practices of managing staff members strategically, sustainably and strategically. As averred by Fenech, Baguant and Ivanov (2019), human resource management has greater emphasis on the performance of an organisation. It is also regarded as a strategic asset of a business entity that can make effective contribution to the competitive edge of a company. On the other side, as argued by Palmer, Dunford and Buchanan (2017), human resource management is the outcome of a more wider and people-centric with the responsibility of crafting varied and daunting tasks in pursuit of increasing engagement among the employees. As pointed out by Fenech, Baguant and Ivanov (2019), digital transformation has raised a serious a question to the conventional human resource management practices that are still prevalent in a number of contemporary organisations. In recent times, with the emergence of digital transformation, HR practices have encountered significant implications regarding capabilities and competencies. Further, as contested by Larkin (2017), one of the major challenges encountered by the HR department is that digital technology can result in omni-directional and all pervasive outcomes across a company. As a result, digitalisation has caused remarkable effectuations on the HRM practices more than transformations in administrative practices of an organisation. Effective utilisation of technology can positively impact various domains of HRM, including HR planning, recruitment, reward management, health and safety, employee relationships and so on. However, in recent times, with the evolution of technology, there is a dire need that HR functions need to be adjusted to the strategic requirements of an organisation. 
As stated by Al-Alawi et al. (2023), the effects of digital transformation in the realm of human resource management are not a new phenomenon. In recent years, devastating situation caused by the Covid-19 epidemic has extended the requirement of digital transformation in the realm of HRM all over the globe. Digital transformation has gained exponential popularity in HRM procedure owing to its potentiality optimising organisational productivity by fine-tuning the HRM functions with the goal of the organisation. 
[bookmark: _Toc147453827]2.3 Theoretical overview 
Human Capital Theory: 
With the advent of knowledge-oriented economy, businesses have started to impart much emphasis on optimal utilisation of resources and knowledge supply for enhancing competitive edge and organisational efficacy. Skills, abilities and knowledge are considered as an invisible asset to ascertain sustainable organisation (Wuttaphan, 2017). In the realm of labour market, people are coming with diverse skills, abilities, level of education and knowledge. The value of human capital theory is highly accepted for enhancing organisational performance so that an organisation can depend in the skill, ability and knowledge of the employees as a predominant concept of generating value (Wuttaphan, 2017). As averred by Becker (2009), human capital can be consolidated in multiple forms of training, education, health and migration. With the assistance of such forms, employees can gain knowledge, abilities, and skills in a number of ways. Enterprises invest in human capital because these firms observe humans as a crucial asset and desire a great return against their investment. As argued by Ulrich (1998), conventionally, human resource pertaining to business function and labour has been considered as a cost that needs to be curtailed. However, in the contemporary times, human resource is regarded as human capital that that effectuates a source of enormous value. As observed by Wuttaphan (2017), in the contemporary times, a paradigm shift is observable in human resource management function as it is shifted from activity-oriented procedure to result-oriented procedure that is highly connected and adjusted to business strategy and observes human capital as a tool of creating value that needs to be utilised in strategic management. 
As averred by Štaffenová and Kucharčíková (2023), the contemporary age is highly influenced by sophisticated digital technologies that can make the personal as well as the work lives of the employees highly convenient (Štaffenová and Kucharčíková, 2023). Technologies have brought a number of positives, including accelerating and supporting business procedures. Human capital management demonstrates a range of activities to ascertain effective management of human capital of a firm. It includes preparation, recruitment, ascertaining the satisfaction of the employees and ensuring the effective management of individual as well as organisational competencies. As argued by Kianto, Sáenz and Aramburu (2017), the salient purpose of human capital management is to manage people in such a manner so that they can contribute to high level of organisational productivity. As far as the Human Capital Theory is concerned, as stated by Štaffenová and Kucharčíková (2023), there is a mutual connection of staff members with digital technologies. Digitalisation has become indispensable for the improvement of an economic entity’s competitiveness, productivity and motivation of the employees. The incorporation of elements like automation, robotisation and digitalisation can go a long way for the staff members to work more effectively. Besides, in recent times, owing to the advent of the pandemic, working habits of the employees have witnessed a paradigm shift (Kianto, Sáenz and Aramburu, (2017). Under the newly emerged situation, recruitment and selection has become a serious challenge for the employees. Further, educating and training the employees have also emerged as a serious challenge for the organisations during and after the pandemic. As a result, the role of digital technology is quire irreplaceable in terms of human capital development. 
[bookmark: _Toc147453828]2.4 HRM challenges encountered by the fashion retail industry in the contemporary times 
The fashion industry is regarded as a highly competitive, volatile and mature market. The amplification of customers’ income and growing popularity of e-commerce had amplified the demand of fast-fashion (Adam, 2018). However, rapid growth of fashion retailing has effectuated considerable effectuations on human resource management. High rate of turnover has emerged as a serious concern for the fashion retail sector. Besides, the sudden advent of the pandemic has enforced the whole world to face a standstill (Sulaiman, Ahmed and Shabbir, 2020). As an outcome of public health emergency, a large of number of employees associated with the fashion retail sector has encountered physical and mental issues. As an economic heavyweight, organised retail sector has huge number of front-line sales staff. However, with the emergence of public health crisis, training the employees to deal with crisis has emerged as a great challenge for the employees. As stated by Sulaiman, Ahmed and Shabbir (2020), as far as the context of training is concerned, cart-pushers, sales associates, cashiers and entry-level frontline workers have been overlooked. However, during and after the epidemic, offering training to frontline workers has become crucial so that they can serve consumers effectively in adherence to hygienic matters. 
Further, acute challenges have also become apparent in the realm of succession planning. During the pandemic, although retail workers have tried to follow government and management obligations regarding the maintenance of safety protocols, there was high possibility of virus transmission and the responsibility might to the HRM department regarding succession planning (Sulaiman, Ahmed and Shabbir, 2020). Besides, financial plunder and employment insecurity has also been regarded as major stressors explored during Covid-19 pandemic. The financial disaster encountered by a section of firms is so grave that is irreparable in a short duration (Mathushan, Kengatharan and Saravanabawan, 2022).It has also effectuated an adverse result in the finances of the employees as well as their psychological wellness. Further, the epidemic has effectuated demanding conditions for the supervisors associated with the fashion retail organisations. Due to sudden emotional changes across the planet, it has become challenging for HR mangers to react and acclimatise to the alterations and deal with the workforce effectively (Mathushan, Kengatharan and Saravanabawan, 2022). As averred by Carnevale and Hatak (2020), during the pandemic, the predominant duty of the HRM was to support their workforce so that they can conquer various challenges brought by invisible transitions within the working environment. However, in reality, it has been observed that employees are highly affected by a number of stressors, including insecurity, apprehension of disease, restriction and isolation, social avoidance and disgrace and so on. Under the challenging circumstances, training has emerged as a defensive factor in order to safeguard the employees from psychological distress (Mathushan, Kengatharan and Saravanabawan, 2022). However, during Covid-19, due to social distancing norms physical training was far-fetched for the employees. Further, as pointed out by Sulaiman, Ahmed and Shabbir (2020), communication has continued to become a major challenge for the HR managers starting from the pandemic. 
[bookmark: _Toc147453829]2.5 Drivers associated with HRM digital transformation 
Drivers are considered as internal and external triggers for a business entity connected to digital transformation. As averred by Zhang and Chen (2023), in the contemporary digital age, HRM subsists in an environment characterised by instability. The authors have further opined that in order to take advantage of digital transformation, a digital transformation of HRM is indispensable. Some of the salient drivers associated with HRM digital transformation has been mentioned below: 
Complying with internal consumer expectations: 
Consumer-oriented HRM relates to HRM that seeks to comply with the expectations of the consumers within a particular market segment. However, as averred by Schneider (1994), here, consumers relate to all staff members associated with the organisation. In order to make effective adjustment to an era characterised by rapid digitalisation, it is essential for the individuals to determine their expectations in a number of ways, including effective digital recruitment, training with the assistance of artificial intelligence, effective feedback mechanism, and better performance elucidation and so on. As avouched by Zhang and Chen (2023) successful digital transformation can go a long way in bringing enhanced satisfaction to internal staff members (Zhang and Chen, 2023). This internal satisfaction suggests that digital HRM transformations are regarded as fruitful when digital human resource management practices optimise internally determined standards of staff efficiency (Schneider, 1994). While utilising internal consumers as a pertinent yardstick for the evaluating the efficacy of digital HRM procedure and practices, it is imperative for the HR managers to pay attention to the senses and feelings into the yardstick of logic. 
Emergence of digital transformation in a number of industries: 
As averred by Zhang and Chen (2023), in recent years, penetration of digital technology is discernible across industries. Whether in the domain of general business management or in HRM field, every facet is now being innovated digitally (Yu and JInajun, 2020). One of the key merits of digital technologies is that they facilitate easier and faster implementation of various HRM functions, starting from the process of recruitment to training, from performance measurement to the management of compensation. However, human resource management has witnessed a paradigm shift and it is not just limited to imparting HR services as a support option. As averred by Zhang and Chen (2023), with the emergence of industry 4.0, it has become essential for the businesses to discover the requirement of distinctive aspects of the industry 4.0. The above-mentioned authors have also pointed out that industry 4.0 imposes considerable requirements of digital innovation pertaining to HRM. In an era dominated by industry 4.0, conventional HRM domain like recruitment, compensation management, performance and training has been immensely affected by digital economy. Thus, it has become the demand of the time that HRM needs to accept cutting-edge digital tools and technologies and alter HRM policies to accelerate digital transformation. 
Alteration of present-day competitive landscape:
As pointed out by Smirnova et al. (2019), in contemporary competitive business world, effective human resources are considered as a strategic resource that can confer the companies a significant edge in market competition. As a result, it has become a dire necessity for the HRM professionals to respond effectively to amplifying competition by resorting to digital transformation and development of technologies associated with HRM. As a result, it has become a dire necessity for the future HRM professionals to develop sound knowledge about digital technologies, competencies and skills (Zhang and Chen, 2023). 
[bookmark: _Toc147453830]2.6 Implication of digital transformation adoption in HRM practices 
As averred by Al-Alawi et al. (2023), nowadays, since HRM practices are administered online as an aftermath of the pandemic, HR managers has to come across some serious challenges. The aforesaid authors have further observed that emergence of virtual interview has made it highly challenging for the recruiters to accomplish the tasks effectively. Further, performance management has also appeared challenging in an era dominated by remote working. As stated by Al-Alawi et al. (2023), since remote working has become new normal, it has become a necessity for the organisations to ascertain that staff members have knowledge about relevant technology in pursuit of carrying out their professional practices. 
As averred by Al-Alawi et al. (2023), the incorporation of digital transformation is not a new phenomenon in the domain of HRM all over the globe. As far as the context of the optimisation of employee performance is concerned, as stated by Al-Alawi et al. (2023), the positive role of digital technology is discernible. Considering the drastic transformation effectuated by the pandemic, businesses were pushed forward in terms of incorporating digital transformation within their procedures. As an outcome, digital transformation has gone a long way for the organisations to accelerate the procedure of adoption e-HRM practices, including recruitment procedure and employee data elucidation. 
As averred by VARDARLIER (2020), digital transformation has emerged as a boon for the retailers in terms of excelling in cost reduction. The utilisation of smart applications and systems can play a pivotal role to decrease HR costs. Further, they can also extend necessary support to the organisations to accomplish exponential efficacy within their operations. Further, digitalisation in HR has made it convenient for the companies in terms of hiring staff members as per their requirement (Gilch and Sieweke, 2021). Thus, digital technology has made the recruitment procedure more precise Thanks to digitalisation of HRM practices, companies can hire prospective candidates who can adjust effectively with company culture, thereby contributing to organisational productivity. Further, digital transformation adoption has contributed to the improvement of data analytics in a number of organisations. Thanks to the presence of digitalised HRM tools, companies can conveniently access and expound data in pursuit of making effective decisions that can contribute to performance optimisation. 
Further, as observed by Al-Alawi et al. (2023), social media has facilitated the recruiters to access highly qualified talents in a short time-span. Analogising with the conventional patterns of recruitment, recruitment and selection with the assistance of social networking sites are regarded as highly cost-efficient. Thanks to digital technology, a number of business entities have started to utilise social media sites like LinkedIn, Glassdoor and Facebook as a tool of recruitment. It has been emerged as an indispensable tool for the staff members as well as job seekers in order to reach one another conveniently. As further pointed out by Al-Alawi et al. (2023), the utilisation of artificial intelligence has also become apparent to some extent in the domain of recruitment. Big data and associated technologies are extensively utilised in recruitment and selection and effective profiling. As averred by Benson et al. (2002), during 1990s, the utilisation of HRD technologies was predominantly limited to educational settings for supporting training. However, the emergence of contemporary digital technologies facilitated effective integration and flexibility. Digital technologies have been redefining the course of training and development functions for the coming days (Zhang and Chen, 2023). 
[bookmark: _Toc147453831]2.7 Adverse effects of digital transformation in HRM
Apart from a myriad of advantages, digital transformation in HRM can also create some adverse effects on the HRM practices. Based on a study accomplished by Aji et al. (2023), it has become apparent that cyber security threat is an emerging concern. The possibility of data breaches cannot be negated while transiting from traditional HRM to digitalised HRM. Data breaches not only affect the trust between an employer and employee but also deplete the brand value of an organisation. As stated by Foroudi et al. (2018), brand value holds immense importance for the fashion retail companies to get wider exposure in the market. It can also contribute to positive customer perception. Laxity of data policy and a full-proof system, digitalisation of HRM can generate significant risk for an organisation. Besides, as argued by Zhou (2022), digitalisation of HRM can result in loss of subjectivity in the HRM process. For instance, it may be thwart the HR professionals to devout time to engage with the employees personally during evaluation. On the other hand digital technology like artificial intelligence can only generate measurable elements and not the complete picture about an employee, especially his/her emotional state. As argued by Tsou and Chen (2023), over-reliance on computerised performance elucidations can effectuate impersonal performance appraisal and skip the effort exerted by a staff member to accomplish a work. 
An extensive study carried out by Manuti et al. (2018), there are some repercussion of digital transformation of HRM. Digital transformation can affect low-skilled staff members. The authors have further argued that, despite manifold advantages of digitalization of HRM, it is far-fetched to replace entire human experience. Further, coaching and mentoring has also been emerged as a major concern in the domain of digital HRM. HR technologies cannot be regarded as highly effective when it comes to the context of coaching and mentoring. Some AI-driven solutions may not provide expected result in the absence of required data. 
[bookmark: _Toc147453832]2.8 Issues faced by human resource managers in digital transformation practices 
In recent years HRM practices have been experiencing considerable transformation. Digital transformation in HRM necessitates more than just the optimisation of operation. It requires rethinking the newly emerged digital HRM business logic, the implication on performance and finally digital ethics. As pointed out by DiRomualdo, El-Khoury and Girimonte (2018), with the delivery of HRM become digital, a number of present roles are desired to be more specialised and even new role can appear. Therefore, it has become a dire necessity for the HRM to prepare effective planning regarding the change of role to cater to the requirements of digital transformation of the company and use such scopes for the enhancement of human resource management capabilities. As it is common to any change, digital transformation in HRM can pose a serious threat of layoff at the middle and low-skill level staff members. Moreover, HR managers can also encounter high level of resistance from the staff members. 
Another major issue that HR managers can come across during digital transformation is connected to the establishment of digital ecosystems. In order to achieve success within new framework, it is indispensable for the HRM to work effectively with the IT department in pursuit of acclimatising to thinking design.  Further, grave concern also lies in terms of data security. As averred by Zhang and Chen (2023), any glitches in the information system or algorithm can result in loss of crucial data, resulting in financial plunder of a company in a long run. Additionally, while transforming the HRM process of an organisation from traditional to digital one, data security issue may also emerge because information is exposed to cyberspace and they may encounter issues like data breaches and cyber-attacks.
As far as the context of digitally transforming HRM procedure is concerned, as stated by Bondarouk and Brewster (2016), there is a challenge of perceiving digital HRM. It has been argued by the aforesaid authors that an effective digital HRM necessitates policies and actions that can facilitate a company to stay alive for long-term. The performance related outcome of HRM digital transformation need a thorough evaluation depending on long-term advantages. 
Besides, ethical issues can also emerge as major stumbling blocks for the contemporary organisations while transforming their HRM digitally. The utilisation of digital technology often raises ethical issues (Zhang and Chen, 2023). In recent times, the notion of corporate data responsibility (CDR) has gained considerable popularity. These procedures are concerned with the establishment of technology, informed decision-making, enabling the access of data and refining technology and data. The new notion of CDR emphasises its cruciality depending on the perspective of various stakeholders. 
[bookmark: _Toc147453833]2.9 Strategies and factors of smoothening successful digitalisation of HRM 
In order to ascertain a highly successful HRM digitalisation procedure, it has been emphasised by scholars that there are some specific conditions that need attention. Some of the key conditions that can pave the way for successful HRM digitalisation encompass determining a specific objective, exploration of predominant figure, digital tools as a complement of conventional ones. 
At first, it is imperative that there is a precise and explicit exploration of the objectives that the organisation intends to attain (Mosca, 2020). Identification of objectives can go a long way for an organisation in terms of comprehending the actual direction pertaining to digital effort and enables employees to explore the way such digital technologies and tools redefine their role within the organisation. 
Secondly, another important condition for effective digital transition of HRM is concerned with figuring out predominant players in the organisation. As mentioned by Bloom and Bengtsson (2017), it is important that HR managers think that they are crucial for successful digitalisation. They need to adjust their strategy in the line of corporate vision; more specifically they necessitate digital awareness in pursuit of enhancing the advantage of digitalisation (Bloom and Bengtsson, 2017). 
Finally, as argued by Murphy (2018), digital tools need not be observed as alternatives for conventional HRM procedure. However, the aforementioned author has pointed out that in order to accomplish highest level of efficacy, some conventional procedure need to be altered in order to adjust to new situation and technologies. Supporting the aforesaid viewpoint, as averred by Ketolainen (2018), HR needs to create a bridge between standard and dynamic. One of the salient strategies for facilitating successful digital transformation is to provide pertinent administrative services effectively while remaining accountable to generate value for the stakeholders associated with business. 
Another crucial element for smoothening digital transformation is concerned with the assessment of application and features, integration and data features (Murphy, 2018). The author observed that this association is strong as well as positive in the context of perceived usefulness. Besides, organisational factors can also play a crucial role in terms of ascertaining the fate of HRM digitalisation. As observed by Mosca (2020), organisational determinants determining the fate of HRM is grouped into two aspects, including organisational features and resources and capabilities. Based on the study accomplished by Mosca (2020), it has been emerged that Ketolainen (2018), the kind of approach associated with HRM digitalisation incorporated by organisations and its success are highly impacted by the size, business area, geographic area and sector and so on. The size of a firm is also an important factor of HRM digitalisation. 
Organisational factors coming under the second category encompass resource and capabilities. Based on this point of view, difficulties in procuring and incorporating digital tools and technologies in the domain of an organisation can emerge as a result of tight budget (Mosca, 2020). Thus, an effective coordination between the HRM department and finance department can be effective to facilitate successful HRM digital transformation. 
[bookmark: _Toc147453834]2.10 Literature gap 
The existing literature sheds light on a the concept of digital transformation and human resource management, a relationship between human resource management and digital transformation, dissection of human capital theory and its pertinence in the digital HRM adoption, HRM challenges encountered by fashion retail industry, drivers associated with HRM, effects of digital transformation adoption in the HRM procedure, issues encountered by HR managers in digital transformation  practices and strategies of smoothening digital transformation. However, apart from artificial intelligence, existing studies have not offered any dissection regarding what kind of technologies can facilitate a successful HRM digitalisation in the fashion retail domain. Further, the association between digitalisation of HRM and organisational performance has left unexplored in the works accomplished by previous scholars. 
[bookmark: _Toc147453835]2.11 Summary 
The second chapter of the project has brought out a range of literary perspectives regarding implication of digital transformation incorporation in the retail HRM practices. Based on the observation made by a number of scholars, it has become apparent that due to the arrival of Covid-19, human resource management has witnessed a drastic transformation. Moreover, with the emergence of industry 4.0 demands has been rising regarding the digitalisation of HRM practices to support the staff members to the fullest possible extent. However, insufficient budget, opposition of the employees and lack of infrastructure can affect the process of digitalisation of HRM practices. Despite the manifold advantages of digital HRM practices, it has been observed that cybersecurity threat can affect the trust between employees and employer. Moreover, computerised HRM may not generate fruitful outcome in terms of coaching and mentoring. Moreover, emotional aspects of the employees were negated in digital HRM practices. AI driven performance-management tools may not generate favourable outcome if it lacked sufficient data. 








[bookmark: _Toc147453836]Chapter 3: Methodology
[bookmark: _Toc147453837]3.1 Introduction 
The third chapter of the research paper observers various methodologies and methods that are utilised by the observers in the realm of information systems. At first, the chapter has selected a model so that methodology construction can be attained systematically. Thereafter, salient layers of research onion model have been demonstrated along with reasoning in the context of the present topic under the study. Further, the chapter also comprises of a succinct reflection about the ethical issues encountered by the observer while carrying out the research procedure. 
[bookmark: _Toc147453838]3.2 Applying research onion model 
As averred by Saunders et al. (2007), administering the intended objectives necessitates accomplishing a research by accumulating data methodically and assessing them for figuring out a phenomenon. To ensure a successful research, the primary requirement is to determine a research strategy. In accordance with the Sanders’ research onion model, there are certain layers and an investigator must make a transit from the outer to inner one in order to make his/her discovery successful. Termed as ‘research philosophy’, the outermost layer determines the phase for the research procedure and expounds the approach that is known as research approach in the second phase (Sahay, 2016). The third phase is associated with the incorporation of research strategy and the subsequent layers are linked to data collection and analysis. 
Justification: 
The major reasoning behind the application of research onion in the concerned research is driven by the fact that it formulates a number of phases under which various approaches of data accumulation can be comprehended. Further, the model is also fruitful in terms of featuring the steps that are essential for a methodical study. 



[image: ]
[bookmark: _Toc147448226]Figure 3.1: Saunders Research Onion Model
(Source: Saunders et al., 2007)
[bookmark: _Toc147453839]3.3 Research philosophy 
As averred by Ragab and Arisha (2018), philosophical approach towards examining research methodologies perform with certain worldview established on the most primary aspects about the world. Research philosophies are identified as interpretivism, realism and positivism. Positive worldview possesses a long history of reassessment and explication (Ragab and Arisha, 2018). The logic behind positivism is that there is an independent truth which is regarded as an external to human actions. It boldly asserts that science is the best way of attaining the truth. In accordance with positivism methodological reasoning is utilised for speculating and validating theories. On the other hand, as demarcated by Ragab and Arisha (2018), interpretivism purview can be identified as anti-positivist. It can also be described as theory building framework. Supporters of interpretivism affirm that knowledge is impacted by the individual who gained it. Besides, realism philosophy emerged as an alternative to the extreme aspects of positivism. The realist purview emphasises on the fact that realities subsist that is not established by human awareness; however, comprehension of information is exponentially impacted by society at large. The observer’s choice for the present research was interpretivism. 
Justification: 
The current study is connected to the exploration of the effects of digital transformation in the domain of human resource management in reference to the UK’s retail sector. Thus, exploration of the topic necessitates an assessment of figuring out the association between digital transformation and HRM procedures. It will also enable the investigator to peep into the respondent’s inner mind to understand how they perceive digital transformation. The topic is purely about exploration rather than law-like generalisation. Thus, application of interpretivism has assisted the observer to develop effective comprehension about the reality of changing nature of human resource management and the role of digital transformation in it based on the experience gained by the HR managers. Since the advent of the Covid-19 pandemic has caused drastic alterations of employee emotions, it was important to consider whether digitalisation of HRM can evoke positive or negative employee emotions. Positive employee emotions towards HRM practices is crucial for successful digital transformation in the domain of HRM. Since realism obliterates the cruciality of imaginations and emotions, the observer has not considered this philosophy pertinent in the context of the present research. 
[bookmark: _Toc147453840]3.4 Research approach 
In the methodology literature, two approaches are evident, including inductive and deductive (Kumar, 2018). The deductive reasoning is well known as the top-down approach that facilitates the evolvement of an exhaustive theory before accomplishing an encapsulated hypothesis. Thereafter, investigators accumulate enough data on the topic under investigation in pursuit of agreeing or refuting the hypothesis. Contrarily, inductive approach stands opposite to deductive one (Ragab and Arisha, 2018). In accordance with the approach, a small aspect of broader subject has been studied comprehensively in pursuit in pursuit of reaching conclusion. The observer’s choice for investigating the effects of digital transformation within human resource management practice was inductive approach. 
Justification: 
Inductive approach has facilitated the observer to start the research journey with the assistance of observation and data concerning the key challenges encountered by the HR managers associated with the fashion retail sector of the UK and role of digital transformation in the domain of HRM, keeping larger context in mind. The investigator has not attempted deductive reasoning because the approach is specifically pertinent for positivism philosophy. Further, inclusion of inductive reasoning in the current research has gone a long way for the observer to conduct interview regarding specific phenomena and then data can be elucidated for various patterns between respondents. 
[bookmark: _Toc147453841]3.5 Research design 
As differentiated by Saunders et al. (2009), research designs are descriptive, exploratory and explanatory. The main purpose of carrying out exploratory research is to clarify the comprehension of a problem (Mishra and Alok, 2022). Besides, descriptive research is carried out for demonstrating accurate profile of situations and events. Besides, explanatory research is about determining the casual relationship between variables (Ragab and Arisha, 2018). Whereas exploratory research confluences literature synthesis with qualitative data in the form of focus group or interviews, explanatory and descriptive research comprises of quantitative data. To understand the effects of digital transformation in the UK’s fashion retail HRM practices, the observer has accrued exploratory design. 
Justification: 
The observer has opted for exploratory design for a number of reasons. Since the HRM practices have faced a paradigm shift suddenly owing to the unprecedented disruptions effectuated by the pandemic, availability of information on the given topic is meagre. Thus, conduction of exploratory research has been a pertinent choice because it has assisted the observer to overcome the challenge of data scarcity by performing interview. Further, it has also supported the researcher to give a foundation to the current research that can pave the way for comprehensive research. 
[bookmark: _Toc147453842]3.6 Choice 
The choice in Saunders’ research onion model is also called as research choice. This layer is crucial to know whether it is effective to conjoin both quantitative and qualitative data or to opt for a single methodology. As averred by Saunders et al. (2007), utilisation of mono method necessitates the observer to assemble one type of information, either qualitative or quantitative method. In adherence to mixed method, an observer enjoys the advantage of combining quantitative or qualitative methodology. As averred by Sahay (2016), the mixed method assembles methods in pursuit of creating a single dataset while multi method is utilised where the research is segregated into multiple segments where each generates a particular data set. 
Quantitative method seeks intends to quantify a fact and it is highly structured and enable the observer in terms of eradicating biases (Campbell, Taylor and McGlade, 2016). The nature of quantitative data is numerical in nature. It is chiefly concerned with measurable quantities like size, length, duration and price and so on (Queirós, Faria and Almeida, 2017). On the other hand, the feature of qualitative data is descriptive in nature and it is utilised for exploring details that assists in expounding the behaviour (Queirós, Faria and Almeida, 2017). To explore the effects of digital transformation in the domain of HRM, the observer has utilised mono method (qualitative). 
Justification: 
The selection of qualitative method is justified on a number of grounds. It has assisted the observer to interpret the relevance of digital transformation in the domain of HRM based on minute observations of an interaction with the knowledgeable person.  It has also assisted the observer to expound the experiences, beliefs, thoughts, attitudes of the interviewee. On the other hand, quantitative data has not been gathered in the concerned research since the topic is purely based on observation of human resource in retail setting rather than analysing organisational growth indicators or associated statistical analysis. 
[bookmark: _Toc147453843]3.7 Data collection 
Data sources are segregated as primary and secondary. Primary data is defined as data that have been gleaned from first hand sources directly (Ajayi, 2017). Techniques available for primary data collection include interview, survey and questionnaire. On the other hand, secondary data collection is defined as the procedure of gathering indispensable information from the work done by others. In adherence to secondary method, the researcher does not remain responsible for accumulating data directly from source or origin. Hence, secondary data collection happens through sources like journal articles, books, online newspapers, and government and semi-government sources, industry reports and so on (Ajayi, 2017). The observer of the present research has gleaned primary data. The tool incorporated for the accumulation of primary data encompass interview. Semi-structured interview was performed to derive relevant insights from knowledgeable person. Based on the knowledge gained from literature review and research question, eight questions were in use for the accumulation of relevant research data. To accrue deeper insights on the pertinence of digital transformation in fashion retail HRM in UK setting, open-ended type questions were utilised. The model of the interview was online and responses of the interviewees were recorded through transcription. 
Justification:
As already mentioned in the research design section that retail HRM has taken an unexpected turn in recent years owing to the unprecedented march of the pandemic and altering working relationship. Very few studies exist to develop effective comprehension of the topic under investigation. Therefore, it has emerged indispensable for the observer to glean primary insights regarding the implication of digital transformation and optimisation of HRM in order to address the unprecedented situation caused by the pandemic in the retail domain. Besides, it has also empowered the observer to gain updated insights about various obstacles of digitalising HRM. 
[bookmark: _Toc147453844]3.8 Sampling procedure 
Sampling is understood as a statistical tool where a fixed number of observations are adopted from a vast population (Etikan and Bala, 2017). It is regarded as one of the most crucial aspects that ascertains the relevance and accuracy of a research study. The branches of sampling are identified as probability and non-probability. Here, depending in the demand of the research project, the selection of the observer has been convenience sampling. As implied by its name, this method utilises people who are comfortable to complete a study. One of the salient justifications of utilising convenient sampling is linked to time and cost effectiveness. 
Here, the sample population was emerged from the fashion retail sector of the UK who has been working in the HR managerial position for at least five years. Social media platforms like LinkedIn have been leveraged to look for plausible sample population. At first, the researcher has established contact with them by sending a mail in their email Id that has been fetched from their LinkedIn profile. After sending email to 10 respondents, only three respondents expressed their interest. The researcher has sent them participant consent form along with detailed explanation about the aim and objective of the study. Finally, all the three participants gave their permission to be a part of the interview. 
[bookmark: _Toc147453845]3.9 Data analysis 
Data analysis is defined as the procedure of inspecting and interpreting data for fetching relevant insights and fetch conclusion from them (Lowe et al., 2018). Different techniques available for qualitative data analysis can be identified as discourse analysis, narrative analysis, grounded theory and thematic analysis and so on. The observer’s selection for the current study has been rested upon thematic analysis. Thematic analysis is considered as a typical method of qualitative research that emphasises on the identification, analysis and interpretation of the patterns connected to qualitative data (Lowe et al., 2018). The salient emphasis of thematic analysis rests on observing data patterns, reading and reading data, finding codes and finally joining codes to develop themes and finally analysing and interpreting themes in order to develop effective comprehension about a topic. In this research, the observer has depended on six-step thematic analysis procedure, a framework created by Braun and Clarke (2019). 
[image: ]
[bookmark: _Toc147448227]Figure 3.2: Six Step Thematic Analysis model
(Source: Braun and Clarke, 2019)

Justification: 
One of the major reasoning of applying thematic analysis in the concerned study is that it is all about exploration rather than description or establishing relations. The scope of thematic analysis goes beyond the domain of encapsulating data since it equally emphasises on data interpretation and developing a sense of it. Incorporation of six step thematic analysis has eased the process of complicated data handing by segregating the process of thematic analysis into six distinguishable steps. 
[bookmark: _Toc147453846]3.10 Reflection of salient ethical issues 
While carrying out primary research, ethical dilemma emerges as a major concern for the observers during data collection. While administering the present study, as a researcher I have come across the issue of confidentiality and anonymity. Initially respondents were apprehensive whether I would accumulate any personal information from them. Moreover, since all the respondents were working in various retail organisations of the UK, they were reluctant to publish sensitive data about them in my research. They were also apprehensive whether their partaking in the present research is voluntary or compulsory. Based on their concern, I have mentioned in the participant consent form that all kinds of measures would have been taken by me secure the confidentiality and anonymity of the participants. It has also been explained to partakers that partakers are free to revoke their permission any point of time during the concerned research process. The observer has never mentioned the real name of the participants while transcribing their responses. Some special characters have been used by the researcher so that sensitive information about the partakers may never get divulged. Further, as responsible researcher, I have protected all kinds of online data under lock and key and online files under encryption. I have also encountered ethical issue during questionnaire development. Some questions appear too much personal. Thus, I have discarded them and restructured questionnaires again and again in order to protect the privacy of the respondents and avoid controversy. 
[bookmark: _Toc147453847]3.11 Limitations 
As observed in other research studies associated with social science, some inescapable limitations are also discernible in the present study. For instance, sole reliance on primary data may effectuate biases in observation. Besides, limited number of samples may not represent the actual picture of the effects of the digital transformation in the retail HRM of the UK. Besides, thematic analysis can also face the issue of inconsistency and dearth of coherence. 
[bookmark: _Toc147453848]3.12 Summary 
The present chapter has revolved around the methods and methodologies that have been applied in the present study to comprehend the effects of digital transformation in the retail HRM. Based on the observatory and human-centric nature of the topic, the observer has opted for interpretivism philosophy and inductive approach. The exploratory aspect of the study has promoted the observer to opt for plump for qualitative data. Interview was the major tool of primary data collection for the present research. The sample population for the concerned study was four HR Managers associated with four distinguished retail organisations of the UK. The inclusion criteria were that they need to possess a work experience of minimum five years. Three managers have been interviewed after complying with relevant ethical protocols. For data analysis, six-step thematic analysis technique has been applied. This approach of thematic analysis has eased the procedure of theme development and carrying out their analysis. 


[bookmark: _Toc147453849]Chapter 4: Key findings and discussion
[bookmark: _Toc147453850]4.1 Introduction 
This chapter demonstrates what the researcher has found in terms of accumulated qualitative data. It is considered as one of the crucial chapter of the dissertation since it entails writing what the researcher has observed and explored. The salient goal of the chapter is to encompass relevant and important findings. The chapter is contains two major aspects, research findings emerged from interview and discussion. The findings section is formed of interview responses and thematic analysis. On the other hand, the discussion chapter contains analogy between literature review findings and data findings. 
[bookmark: _Toc147453851]4.2 Qualitative data findings through interview 
Q1. What kind of changes have you witnessed in human resources management in recent times? 
	HR Manager  1
	HR Manager  2
	HR Manager 3

	Based on my observation, I can say that HR practices have been undergoing radical changes. Some of the most noticeable changes are social media recruitment, changing role of staff due to e-commerce, increasing importance on employee safety. 
	A lot of changes are taking place in the domain of HRM. As you know digital recruitment is taking over traditional ones. Performance management is also getting digitalised as due to emerging trend of virtual working. 
	Your observation is correct as you know that HRM practices are facing changes over the last three years. However, it has become apparent after the arrival of the pandemic. Changes include changing roles of staff with the demise of physical retailing, digital training and performance management. 


[bookmark: _Toc147448266]Table 4.1: Responses about the changes noticed in the HRM practices in recent years
Q2. What kind of challenges are you encountering to manage human resource in your organisation in recent times? 
	HR Manager  1
	HR Manager  2
	HR Manager 3

	Starring from the pandemic acquisition and recruitment, training, safety compliance and high staff turnover appears major challenges before us in recent times. 
	We have witnessed a lot of challenges like attracting and retaining talents, employee well-being issues and motivational issues. 
	Due to digitalisation of workplace, we have encountered challenges like emotional outburst of the employees, issues in arranging training and motivational issues among front-line staffs. 


[bookmark: _Toc147448267]Table 4.2: Responses about challenges faced in the domain of HRM in recent times
Q3. What according to you are the major factors triggering the necessity of changes in HRM practices in the realm of retail fashion sector of the UK? 
	HR Manager  1
	HR Manager  2
	HR Manager 3

	In the context of the retail sector of the UK, Brexit has compelled us to implement some changes in our HRM practices. However, Covid-19 and digital trends remained most dominating factors demanding change in HRM. 
	In my opinion, Covid-19 is the biggest factor that has made necessary for all retailers to implement changes in HRM. 
	I think shift from traditional brick and mortar retailing to online retailing is the salient factor necessitating changes in HRM practices. Thu, Covid-19, development of e-commerce and changing workspace are prominent factor for HRM strategy change. 


[bookmark: _Toc147448268]Table 4.3: Responses about key factors enhancing the importance of changes in retail fashion HRM practices
Q4. What kind of digital technologies have you applied in your organisation to optimise HRM practices? 
	HR Manager  1
	HR Manager  2
	HR Manager 3

	We have started to use technologies like artificial intelligence, machine learning and digital analytics to streamline HRM process. 




	I have applied Artificial Intelligence in the domain of recruitment. Moreover, more recently, we have started to use digital analytics for performance management. 
	In our organisation, we have incorporated AI-driven compensation management. Further, we have also utilised AI during recruitment and sorting applications. Digital communication technologies like video-conferring have also been adopted. Recently, we have started to use global payroll software for handling workforce effectively. 


[bookmark: _Toc147448269]Table 4.4: Reponses about the application of digital technologies in the domain of HRM
Q5. What are the benefits of incorporating digital transformation adoption in the realm of fashion HRM practices? 
	HR Manager  1
	HR Manager  2
	HR Manager 3

	I have observed multiple advantages of digital HRM practices, including cost reduction, coping with the changes in the fashion retail industry, improving recruitment and saving time. 



	Digital transformation adoption in HRM has noticeable benefits like effective recruitment through social media platforms, biased-free performance management, taking care of employee safety and offering round the clock assistance to employees. 
	I have witnessed that digitised HRM is effective to enhance the communication among the employees. Further, it is also effective to foster effective employee engagement. Moreover, its role is also important in employee training to serve the consumers effectively. 


[bookmark: _Toc147448270]Table 4.5: Responses about the advantages of digital transformation adoption in the domain of fashion retail HRM
Q6. What kind of challenges have you witnessed while transitioning from traditional HRM to digital HRM practices? 
	HR Manager  1
	HR Manager  2
	HR Manager 3

	During the transition, we have faced stern opposition from the employees since they were apprehensive regarding their job security. Further, some employees have also demonstrated their reluctance since they were doubtful regarded their data security. 



	One of the major obstacles during the transformation was lack of training and digital knowledge among the HR personnel as well as the employees. During the Covid-19, organising training programme was really difficult. 
	As you know that digital transformation cannot take place abruptly. The role of a digital ready culture is indispensable in the process. We have experienced employee opposition, skill shortage and cultural barriers during digitalisation of HRM. 


[bookmark: _Toc147448271]Table 4.6: Responses about the challenges associated with digital HRM adoption
Q7. What kind of strategies can the HR managers adopt to address various challenges of digitising HRM practices? 
	HR Manager  1
	HR Manager  2
	HR Manager 3

	We have incorporated an effective change management program so that we can transform our HRM digitally while maintaining an effective communication with the employees and other stakeholders associated with the organisation. 
	We have started conducted several meetings with the employees before finalising the program. We have explicated the reasons behind the transformation of HRM. After securing the confidence of the employees, both managers and employees underwent training about latest technologies and their application. Thereafter, the transformation has been implemented at a limited scale to evaluate its efficiency. After getting positive result at the initial level, entire plan has been incorporated. 
	To overcome challenges associated with the digital transformation of HRM, we have decided to implement the process in various stages, including goal setting, getting everyone on board, maintaining effective communication, prioritisation of ideas, assessing performance and transforming organisational culture. 



[bookmark: _Toc147448272]Table 4.7: Responses about strategies to overcome digital HRM challenges 
Q8. What is your observation regarding the effects of digital transformation in HRM practices and the overall performance of your organisation? 
	HR Manager  1
	HR Manager  2
	HR Manager 3

	As I observed, digitalisation of HRM has facilitated the employees to serve consumers effectively under altered retail circumstances. In fashion retailing, faster selling matters for organisational success. Digital HRM has facilitated better coordination between the sales team and other departments of our organisation. As a result, we have excelled in market competition. 
	It has facilitated us to recruit the employees faster, thereby saving time and cost. Further, it has also facilitated the employees staying highly motivated. As I observed, digitalisation of HRM positively impacted the performance of the staff members. As I noticed, it has contributed to performance enhancement during new normal. 
	Digital transformation has facilitates us to optimise employee performance. It has also prompted our employees to serve consumes in best possible ways in both online and offline retail channels. 


[bookmark: _Toc147448273]Table 4.8: Responses regarding the effects of digital transformation in HRM practices and organisational performance 
[bookmark: _Toc147453852]4.3 Thematic analysis 
[bookmark: _Toc147453853]4.3.1 Development of themes 
Based on the Six-Step Thematic Analysis Procedure of Braun and Clarke (2019), the following phases have been pursued to develop themes from primary data. 
Phase 1: Developing familiarity with data 
At the first stage, current reading and re-reading the transcript has been accomplished to know data set effectively. 
Phase 2: Initial code formulation 
At the second stage, some important words and phrases have been traced that were emerging repeatedly. 
Phase 3: Looking for themes 
At the third stage, meaningful codes are examined and joined with each other to evolve a theme. The observer has managed to formulate four themes at this stage. 
Phase 4: Reassessment of themes 
At this phase, the researcher has refined themes through multiple techniques like combination, splitting and discarding. 
Phase 5: Defining and entitling themes 
At this stage, the researcher has provided each theme a concise and easily comprehensible name. 
Phase 6: Report preparation 
At the final phases themes have been explicated thoroughly based on the interview transcripts in order to address research questions. 
	Codes
	Themes

	Covid-19, Brexit, radical changes in HR, online retailing, fashion retail 
	Radical Changes in HRM practices due to Covid-19, Brexit and online retailing 

	Digital transformation in HRM, digital recruitment, cost reduction, performance management, employee engagement
	Digital transformation adoption in HRM contributed to digital recruitment, cost reduction, performance management, employee engagement in retail fashion sector of the UK 

	Employee opposition, lack of training, digital culture, skill shortage 
	HR digital transformation becomes challenging in fashion retail industry due to employee opposition, skill shortage and lack of digital culture

	Change management program, employee training, effective communication 
	Implementation of change management program and training can facilitate better adoption of digital technologies in fashion retail HRM of the UK


[bookmark: _Toc147448274] Table 4.9: Theme development based on identified codes 
[bookmark: _Toc147453854]4.3.2 Interpretation of themes 
Theme 1: Radical Changes in HRM practices due to Covid-19, Brexit and online retailing
The first theme deals with the necessity of incorporating digital transformation in the realm of HRM. Based on the response received from the HR Manager 1, it is that traditional HRM practices have been observing significant challenges with the emergence of social media recruitment, e-commerce, growing demand of employee safety and changing staff roles and responsibilities. The HR Manager 2 has recorded that challenges in performance management in a virtual working setting has made it indispensable for the fashion retail companies to embrace digital HRM. Although online retailing has become a trend in the fashion retail industry of the UK, some brick and mortar stores still exist. Thus, the issue of employee safety has become crucial. Based on the response received from the third manager, it has become apparent that fashion retail companies need digital HRM to accomplish performance management, job allocation and training. When asked about the factors challenging traditional HRM practices, all the managers have admitted Covid-19 as major ones. The other two factors include emergence of online retailing and Brexit. Based on the responses provided by managers, it has become apparent that if the fashion retail organisations have to ensure operational efficiency during challenging times and overcome losses incurred during Covid-19, they must demonstrate enough agility in HR management practices. Further, considering Brexit, digital HRM can be viable solutions for the organisations in terms of overcoming staff shortage issue. 

[bookmark: _Toc147448228]Figure 4.1: Factors triggering changes in fashion retail HRM
(Source: Self-developed)
Theme 2: Digital transformation adoption in HRM contributed to digital recruitment, cost reduction, performance management, employee engagement in retail fashion sector of the UK 
While securing answers about the cruciality of digital transformation in the yardstick of fashion retail HRM of the UK, it has been found that digital transformation can be boon for the fashion retail industry in order to ascertain HRM resilience in changing circumstances. As per the response received from the HR Manager 1, technologies like Artificial Intelligence, machine learning has played an import role to foster cost reduction and hasten the HRM procedures and practices. The second manager has averred that digital transformation in retail fashion sector has become indispensable for determining employee safety, executing biased-free performance management and supporting the employees round the clock. After analysing the response of HR Manager 3, it is ostensible that digital HR can facilitate retail fashion companies to keep employees engaged during challenging times and serve the consumers effectively, thereby improving brand image. 
Besides when asked about the implication of digital transformation in the fashion retail HRM, the first HR Manager has averred that by making effective coordination among various departments associated with fashion retail, it can trigger selling. Further, based on the purview of the second manager, employee motivation can be translated into performance improvement. The third manager has also admitted the increasing role of digitalised HRM on performance optimisation of the employees in both physical and online retail space. After elucidating the responses of the managers, it can be averred that digital transformation of HRM can enhance the performance of sales department of a fashion retail company. Thus, it has the potentiality of fostering performance improvement. Further, considering widening talent gap prevalent in fast fashion sector, digital HRM can facilitate fashion retail companies of the UK to get the access of creative talents who can bring more creativity and innovation. Thus, digitally transformed HRM can assist in the acceleration of innovation and creativity in an organisation. 
Theme 3: HR digital transformation becomes challenging in fashion retail industry due to employee opposition, skill shortage and lack of digital culture
As far as the challenges associated with the digital transformation of HRM is concerned, as averred by the first HR Manager, strong employee resistance emerged as a major barrier to implement digital transformation in HRM. On the other hand, as per the purview of the second HR Manager, it is evident that acute skill gap persisted among HR professionals and employees as a result of the pandemic can affect the implementation of digital transformation in the realm of retail HRM. Based on the response of HR Manager 3, it is evident that death of digital culture can affect digital transformation relating to HRM. Responses are diverse since challenges may vary from organisation to organisation. 
Based on the insights gained from the responses of the managers, it has become apparent that if the culture of an organisation is not ready enough to foster digital transformation, all effort associated with it may encounter failure. A supportive culture is important to secure support from the stakeholders. However, the response indicates that rather than technical risk, managers have emphasised on generalised risk.  

[bookmark: _Toc147448229]Figure 4.2 Challenges of incorporating digital transformation in HRM in fashion retail sector 
Theme 4: Implementation of change management program and training can facilitate better adoption of digital technologies in fashion retail HRM of the UK
As far as the context of exploring strategies for facilitating digital transformation in HRM is concerned, all the three managers have accepted the importance of incorporating a pertinent change management framework. Based on the insights gained from the responses, it has become apparent that no digital transformation can be sustained for long without changing the culture of an organisation. As per the response of HR Manager 1, it is apartment that an effective change management framework is crucial to make the employees prepared for the transition. The second HR Manager has responded that communication between HR managers and employees along with training can yield fruitful result in this context. The third manager has talked about a series of procedures like goal-setting, productive communication, prioritisation and performance assessment to facilitate the digitalisation of HRM. 
Based on the responses of the managers, it is discernible that a full-fledged change management model can act as a catalyst for the employees to eradicate their doubts and getting accustomed with the new HR Mechanism. However, digitalisation of HRM cannot take place overnight or abruptly. A step-by-step approach has the potentiality of bringing favourable outcome in this regard. 
[bookmark: _Toc147453855]4.4 Key implication of the findings 
The research findings bear a lot of relevance in the domain of modern retail fashion sector. The findings of the research serve necessary insights regarding the relevance of digitalisation in the domain of HRM. It has demonstrated salient factors that have compelled the modern organisations in terms of rethinking about their HRM strategies. Further, the findings can also assist the organisations associated with the retail fashion sector of the UK to accrue necessary insights regarding the importance of digital technologies like AI, HR analytics, machine learning. Moreover, research findings explicitly demonstrated a myriad of benefits of digital transformation in HRM, including cost advantages, quick recruitment to address turnover, cost reduction, addressing the concerns of the employees and finally improvement in organisational performance. Thus, the present paper can go a long way in terms of motivating the contemporary HR professionals to put much emphasis on digital transformation to gain most of the benefits from HRM practices. 
[bookmark: _Toc147453856]4.5 Discussion 
[bookmark: _Toc147453857]4.5.1 Comparing and contrasting data findings with literature
This sub-section offers a comparative dissection between data findings and literature review. The first theme of the paper has captured necessary insights regarding the elements that have propelled digital transformation in human resource management practices. These factors encompass Covid-19, Brexit and rapid growth of online retailing. Similarity exists between data findings and literature review. In the literature review, as averred by Mathushan, Kengatharan and Saravanabawan (2022), sudden emergence of the epidemic has necessitated the HR professionals to make some alterations in their existing approach to HRM. Further, as averred by Adam (2018), the popularity of e-commerce has also amplified the necessity of altering HR management.  
The second theme of the paper has talked about the importance of digital transformation in the fashion retail HRM context of the UK. Based on the data findings, it has been emerged that key advantages of digitalised HRM include digital recruitment, performance management, cost reduction and employee engagement. In literature review, as noted by VARDARLIER (2020), digital transformation has appeared as blessings for the retailers to reduce the ever-increasing operational costs. However, existing literature has not offered any concrete regarding the association between digital HRM and employee engagement. 
The third theme of the paper has dealt with the context of salient barriers of implementing digital transformation in HRM. Data findings point out that skill gaps, employee resistance and absence of digital culture are effectuating skill gaps among the employees. Similar findings have been found in existing literature. For instance, as noted by Zhang and Chen (2023), glitches in information system can affect the HRM implementation. As stated by Zhang and DiRomualdo, El-Khoury and Girimonte (2018), resistance from the staff members can also affect the implementation of digital transition in HRM. However, some different viewpoint has been observed between literature review and data findings regarding the challenges of HRM digital transformation. For instance, the literature review has emphasised on cyber security and data threat. On the other hand, data findings have emphasised on some frequently witnessed organisational barriers of digital transformation. 
The final theme of the paper has dealt with the incorporation of change management program and training to facilitate the adoption of digitalised HRM by overcoming barriers. Based on the findings emerged from primary data, it has become apparent that incorporation of an effective change management framework is crucial to accelerate the digitalisation of HRM. Moreover, effective communication between HR professionals and employees is also crucial to ensure success. A contrasting viewpoint is emerged from the literature review in this regard. For instance Bloom and Bengtsson (2017) has talked about the importance making strategy adjustment as a crucial aspect of corporate vision to facilitate digitalisation of HRM. Murphy (2018) has emphasised on the integration of data features to ascertain successful digitalisation in HRM. Mosca (2020) has emphasised on procuring necessary sources to ascertain successful digital transformation. 
[bookmark: _Toc147453858]4.5.2 Recording the contradictory findings 
After comparing and contrasting primary data findings with literature, it has become ostensible that there are both similarities and differences. Similarities exist regarding the advantages of digital transformation in HRM in the context of fashion retail HRM. Moreover, similarities between literary findings and data findings have also been recorded in terms of the factors triggering the digital adoption in HRM. However, while data findings have recorded Brexit as a major factor amplifying the necessity of digital adoption, literature review has not talked about it. Moreover, a differentiating point of view can also be observed regarding the strategies of accelerating digital adoption in HRM in fashion retail context. While data findings have imparted enormous attention on incorporation of change management program for successful digital transformation, literature review has rested emphasis on procuring resources and developing digital infrastructure.
[bookmark: _Toc147453859]4.6 Summary 
The chapter has presented the procedure of creating theme in accordance with Six-step thematic analysis framework. Based on the available data four themes have been formulated. The first theme has pointed out that Covid-19, Brexit and soaring popularity of online retaining has instigated the importance of digital transformation in retail HRM. The second theme has mentioned the positive effects of digitalised HRM, including cost reduction, employee engagement and performance management. The third thematic observation encapsulates that skill gap, poor digital culture and employee resistance can thwart the pace of HR digitalisation in a retail landscape. The final theme has rested importance on change management and communication to ensure success in HRM. A comparative discussion has been carried out between literature review and data findings in discussion section. 

[bookmark: _Toc147453860]Chapter 5: Conclusion and recommendations
[bookmark: _Toc147453861]5.1 Conclusion 
The first conclusion of the research paper is that digital transformation adoption is the need of the hour for contemporary HRM practitioners in order to develop their human resources effectively so that they can render optimal performance amidst various challenges. It can be summed up that Covid-19, Brexit and unprecedented growth of online retailing has faded the lustre of conventional HRM practices and made digital transformation a necessity. The second conclusion of the research paper was that digital transformation is crucial for the fashion retail sector of the UK since it can generate a number of positive outcomes like digital recruitment, cutting HRM cost, performance management, employee engagement. Moreover, it can also facilitate the retail fashion business to keep employees engaged and decrease the rate of turnover. The third conclusion of the paper is that digital transformation of HRM is a daunting task in the context of retail sector. Acute skill shortage and cultural obstacles and resistance from employees can make the procedure further complicated. However, in reference to data findings, it can be summed up that challenges may vary depending on the scope and size of retailing. The final research conclusion of the paper is that incorporation of a change management model is crucial for the digital transformation of HRM in retail context. In a fashion retail environment, there are multiple departments staring from product designing to front line staffs. Front-line staffs often face skill gaps since their skill requirements have long been overlooked by the organisations. Thus, it can be summed up that a change management model containing the provision of employee upskilling and communication is essential for accelerating the transformation. Requires resources are also essential to offer technical support to the process of digitalisation of HRM. 
[bookmark: _Toc147453862]5.2 Linking with objectives 
Objective 1: To identify and evaluate the importance and impact of digital transformation adoption in the human resource management practices
The first objective relating to identification of the implication of digital transformation adoption in HRM can be observed to be fulfilled in section 2.2 of literature review and first theme of the fourth chapter. It has been mentioned in the literature review section that devastating situation created by the pandemic has extended the cruciality of digital transformation in the domain of HRM. Further, in an era dominated by technology, digitalised HRM has become imperative for successful human resource development. Besides, in the first theme, it has been dissected that radical transitions in HRM practice due to external factors like Brexit, online retailing and Covid-19 has amplified the necessity of replacing traditional HRM with digital ones. 
Objective 2: To identify the importance of digital transformation in the fashion retail industry of the United Kingdom
The objective concentrating on the importance of digital transformation in the fashion retail sector of the UK can be observed to be complied in section 2.5 of literature review and theme 2 of the chapter four. Section 2.5 has explicated salient drivers of associated with retail HRM digitalisation, encompassing alteration of competitive landscape in fashion retailing, mounting consumer expectations and dominance of industry 4.0. More industry-specific insights have been accrued from theme 2. Based on the second theme, it has been observed that digital transformation is important for the fashion retail sector of the UK to garner a number of advantages, such as driving digital recruitment, performance management, cost reduction and employee engagement. 
Objective 3: To evaluate the challenges that the human resource managers are facing in digital transformation practices
The objective relating to the evaluation of challenges associated with digital transformation of HRM has been fulfilled well in section 2.6 of literature review and theme 3 of chapter four. Based on the literature appraisal, it has been emerged that some of the major challenges associated with the digitalisation of HRM include threat of lay-off among low-skilled staffs, issues in establishing digital ecosystems, lack of policies and actions and ethical issues. Based on the third theme, factors like employee resistance, skill lacking and absence of digital culture emerged as a major challenge for the fashion retailers to opt for digitalisation of HRM. 
Objective 4: To identify the strategies that can be implemented by the human resource managers to ensure seamless adoption of digital tools and best practices.
This objective is partially fulfilled in both literature review and theme 4 in chapter 4. In literature review section 2.7 states that setting objectives, figuring out condition for digital transition and procuring resources are essential for successful digital transformation of HRM. Besides, theme 4 has emphasised on effective change management, training and setting up digital culture to ensure success in digital transformation in HRM. 
[bookmark: _Toc147453863]5.3 Recommendations 
Based on the data findings, it has become apparent that a large section of front-line workers associated with the fashion retail sector of the UK lacks necessary skills pertaining to digitalisation. Thus, it is recommended that the fashion retail organisation needs to offer quality training to their front-line sales staff, warehouse staff and cart-pushers so that an inclusive culture can be developed. Since fashion retail sector is heavily dependent on staff members, it is suggested that incorporation of cloud-based HRMS platforms can be effective to extend necessary support to their training and development. Moreover, it is also the responsibility of the fashion retail organisation to extend peer-to peer learning and collaboration support to the staff-members working across departments. It is also recommended that HR leadership needs to ascertain a data-centric and tangible goals by adjusting program goals to wider organisational goals and track and record key metrics. 
As already emerged from data findings, determining a digital ready culture is one of the major success factors of digital transformation. In order to enhance the possibility of success in digital transformation, it is important for the organisation to develop a culture that can extend necessary support to digital innovation. Moreover, the role of effective leadership is equally important in order to ascertain success in digital transformation. It is recommended that HR leaders should incorporate transformational leadership style to keep the staff members motivated during the phase of transition. Since fashion retail companies face extreme pressure during festive sessions, transformational leaders can offer necessary emotional support to staff members through individualised consideration. Moreover, it is also recommended that the leaders of the fashion retail organisations should ensure that every staff member associated with the organisation comprehend the vision of the company. 
It is worth noting that digitalisation of HRM is not possible if a fashion retail organisation has been encountering the issue of resource scarcity. Digital transformation necessitates organisation to procure necessary technological resources and expertise to succeed. If required, it is recommended that fashion retailers need to outsource or collaborate with a technology partner. Moreover, it is also recommended that retail organisation needs to allocate sufficient budget for procuring technology and human resource development. Sufficient budget is also crucial for the maintenance and assessment of digital infrastructure and IT systems of the organisations. 
[bookmark: _Toc147453864]5.4 Limitations 
Despite making all possible efforts, some limitations continue to subsist in the present research paper. For example limited sample size may spark the question whether the findings gleaned from the paper can be taken under consideration for the entire fashion retail sector of the UK. Further, HRM practices can be different in online and offline retail setting. However, the study has not made a clear distinction regarding the implication of the digital transformation in the fashion retail HRM between online and online fashion retail stores. Further, the present study has not offered any information regarding the present status of digitalisation of HRM in the context of the small and medium-sized fashion retail companies. 
[bookmark: _Toc147453865]5.5 Scope of further studies 
Based on the limitations encountered by the current study, there is enhanced scope of developing the quality of the study in future. For example, a survey can be executed for delving more deep into the effects of digital transformation adoption into the fashion retail HRM practices in the UK. Further, pragmatism paradigm can be incorporated to accomplish a mixed method data analysis. Both primary and secondary data can be assembled for validating primary findings. Moreover, large sample size can also facilitate the observer to pay the attention to the present status of HRM digitalisation in fashion retail SMEs and possible effects of digital transformation in HRM. 
[bookmark: _Toc147453866]5.6 Salient implication of the case study for the fashion retail sector 
The subject matter of the study was exploring the implication of digital transformation adoption the fashion retail sector of the UK using the fashion retail sector as the case study. The observations and conclusions made in the study bears lot pertinence for the fashion retail industry of the UK. In recent years, HRM practices have been struggling across the industries. Fashion retail sector is not an exception in this regard. The arrival of the pandemic has caused a seismic shift in the working environment in retail. The growth of remote working can be considered as the latest development. Under the changing situation, existing approach of HRM is not longer effective. For instance, with the surge of online orders, retail organisations necessitate more staff members to fulfil such orders. However, during the pandemic, traditional paper-based recruitment procedure was no longer effective to yield the expected result. Thus, the present study can offer necessary insights to the retail HRM professionals to learn about the art and science of excelling in HRM practices under the altering circumstances. 
For instance, based on the primary data findings, it has become apparent, the digital transformation of HRM can assist the retails to address the issue of high staff turnover, a long standing issues prevalent in the retail sector of the UK. For instance, the present case study has talked about the benefits of digital recruitment that can be swift as well as cost effective. In future more research can be carried out regarding the effectiveness of virtual recruitment in the domain of HRM and organisational performance. Further, going though the paper, HR professionals can receive precise insights various challenges that can spoil HRM digitalisation in fashion retail context. Therefore, it can assist them to reduce the possibility of failure in terms of implementing digital HRM. 

[bookmark: _Toc147453867]Reflection
In this section I will provide a reflective account about my journey of accomplishing the present research project. As I think, accomplishment of the reflection is important for me to optimise my existing skills and knowledge and develop critical thinking ability. Moreover, it will also endow me with the advantage of auditing my merits and demerits in terms of skills and competencies and thereby providing a room for further improvement. The reflection will contain my overall experience during the research, difficulties and challenges encountered and areas of further development. To make my reflection systematic, I will abide by the Kolb’s Reflective Cycle Model. 
In this paragraph, I am supposed to disseminate my experience of undertaking the research. At first, I was sceptical whether I can handle such a vast research project. Later, as I have started to advance in the research process, I have started to gain confidence. Learning about a new topic has always attracts me. As a learner, I have thoroughly enjoyed the research process. However, accomplishment of the methodology chapter created some difficulties for me since I lacked knowledge about the construction of a plausible methodology for a management research topic. However, I have received support and encouragement from my supervisor and it has assisted me to overcome the aforesaid challenge. I have also faced issues in thematic analysis section. Initially I was failed to interpret responses received from interview. However, later I have looked for internet to learn about the art of data analysis. Finally, I become succeeded in the process.  Despite some challenges, the research journey was highly enthralling for me. 
Based on the two challenging incidents, I have learnt that I lacked certain skill-sets. For instance, I was devoid of analytical skills and it has created problem for me during the analysis of data. I have some leaning gap and it was major reason behind my difficulty to deal with methodology chapter. I also lacked self-confidence to some extent. Whenever I faced challenge, I have started to deplete my motivation level. 
I think if I had self-confidence I can accomplish the research project more conveniently. It could have facilitated me to keep my stressors under control. Moreover, possession of analytical skills is also important to carry out the study by engaging a large sample size. If I able to develop my analytical skill, I could have done the work by engaging more sample size that could have made the study more reliable and acceptable. However, I have managed to improve my research skill and writing skill during the research journey. Moreover, I have also managed to improve my critical thinking skills while accomplishing the discussion section. In the discussion section, I have accomplished a comparative study regarding the similarities and discrepancies between literature review findings and data findings. While comparing and contrasting such findings, I have always tried to be critical to find whether there are any contradictory findings. While accomplishing the literature review section, I have managed to develop critical thinking skills some extent. However, after accomplishing discussion section, I am feeling more confident. While formulating recommendation for the research work, I have got an opportunity to brush up my problem-solving skill. 
Based on my experience, I have decided to enhance my analytical skills, self-confidence and academic skills so that I can deal with similar projects more efficiently in future. My plan is to produce a personal development plan and formulate short, mid and long-term objectives in order to address my explored weaknesses. I have decided to bear six months for short-term goal, 8 months for mid-term goal and 15 months for long term goal. 
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E2 FORM


	
APPLICATION FOR ETHICAL APPROVAL – MA level 

CAIS AM GYMERADWYAETH MOESEGOL – Lefel MA


	CEFNOGWYD /
APPROVED
	A GYFEIRIWYD  /
REFERRED
	NIS CEFNOGWYD/ 
NOT SUPPORTED


	Mae'r ffurflen hon i'w llenwi gan bob myfyriwr MA cynnal ymchwil, prosiectau neu gynyrchiadau. Dylai'r ffurflen hon gael ei chwblhau gan y myfyriwr mewn ymgynghoriad â thiwtor y modiwl. Rhaid i bob ffurflen gael ei ystyried gan y Pennaeth Ysgol/Cyfadran / Gyfadran. Rhaid i bob ffurflen gael ei gyflwyno i Fwrdd y Gyfadran Moeseg. Bydd y ffurflen yn cael ei adrodd i'r Pwyllgor Moeseg y BrifYsgol/Cyfadran os anarferol a / neu y tu allan arfer arferol.
	This form is to be completed by all MA students conducting research, projects or productions. This form should be completed by the student in consultation with the module tutor. All forms must be considered by the Head of School/Faculty. All forms must be presented to the Faculty Ethics Board. The form is only to be reported to the University Ethics Committee if it is unusual and/or falls outside of normal practice.


	
ADRAN 1 – MANYLION MYFYRIWR		     SECTION 1  -  STUDENT DETAILS



	Enw Llawn
Full Name 
	

	

	Ysgol/Cyfadran/ Cyfadran
School/Faculty
	
	Rhif Myfyriwr 
Student Number
	

	

	Tiwtor y Modiwl/ Cydlynydd Rhaglen
Module Tutor/ Programme Co-ordinator
	
	Enw'r Gradd
Name of Degree
	

	
Teitl dangosol yr Traethawd Hir:
	
Indicative Title of Dissertation:

	





	ADRAN 2 – GWEITHGAREDD YMCHWIL

	SECTION 2 – RESEARCH ACTIVITY  



	Ydy’r prosiect yn cynnwys:
	Does the project include:
	Ydy / Yes
	Nac ydy/No 

	Defnyddio holiadur neu offeryn ymchwil tebyg (atodwch gopi drafft)
	Use of questionnaire or similar research instrument (attach draft copy)

	
	No

	Defnyddio prawf ysgrifenedig neu gyfrifiadurol 
	Use of written or computerised test


	
	No

	Cyfweliad (cysylltwch gwestiynau posibl) 
	Interview (attach provisional questions) 

	Yes
	

	Dyddiaduron
	Diaries

	
	No

	Arsylwi ar gyfranogwyr a hwythau'n ymwybodol o hynny
	Participant observation with their knowledge

	
	No

	Arsylwi ar gyfranogwyr a hwythau ddim yn ymwybodol o hynny
	Participant observation without their knowledge

	
	No

	Recordio fideo neu sain
	Video or audio-taping

	
	No

	Mynediad i wybodaeth bersonol neu gyfrinachol heb gydsyniad penodol y cyfranogwyr
	Access to personal or confidential information without the participants specific consent

	
	No

	Defnyddio unrhyw gwestiynau, ysgogiadau prawf, cyflwyniad y gallai rhai cyfranogwyr eu profi fel rhywbeth sy'n achosi niwed / tramgwydd corfforol, meddyliol neu emosiynol
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive

	
	No

	Cyflawni unrhyw weithredoedd allai achosi embaras neu effeithio ar hunan-barch 
	Performance of any acts which may cause embarrassment or affect self-esteem

	
	No

	Ymchwilio i gyfranogwyr sy’n ymwneud â gweithgareddau anghyfreithlon 
	Investigation of participants involved in illegal activities

	
	No

	Gweithdrefnau lle defnyddir twyll 
	Procedures that involve deception

	
	No

	Gweini unrhyw sylwedd, cyfrwng neu blasebo 
	Administration of any substance, agent or placebo

	
	No

	Dull arall o gasglu data neu fformat cyflwyno (esboniwch)
	Other method of data collection or presentation format (please explain)

	
	No



	Os 'Na' wedi cael ei dicio ym mhob blwch, dylai'r ffurflen gael ei llofnodi gan Bennaeth yr Ysgol/Cyfadran / Gyfadran a'r canlyniad a adroddwyd i'r Pwyllgor Moeseg ar ddiwedd y semester.

Os 'Ydw' wedi cael ei dicio mewn un neu fwy o'r blychau, rhaid i'r myfyriwr gwblhau'r ffurflen hon a'i chyflwyno i diwtor y modiwl. Rhaid i'r ffurflen wedyn yn cael ei ystyried yn y Bwrdd Moeseg Gyfadran cyn dechrau ar unrhyw waith ymchwil.
	If ‘No’ has been ticked in each box, the form should be signed by the Head of School/Faculty/Faculty and the outcome reported to the Ethics Committee at the end of the semester.

If Yes has been ticked in one or more boxes, the student must complete this form and submit it to the module tutor. The form must then be considered at the Faculty Ethics Board prior to the start of any research.


	
Llofnodau  
Os nad oes unrhyw faterion moesegol sylweddol, dylid ffurflen hon gael ei chwblhau a'i llofnodi gan y myfyriwr a'r goruchwyliwr ac yna llofnodi gan Bennaeth yr Ysgol/Cyfadran.
	
Signatures
If there are no significant ethical issues, this form should be completed and signed by both the student and the supervisor and then signed by the Head of School/Faculty.

	


	Myfyriwr / Student
           
                                                                      
	
	Dyddiad: / Date:


	
	
	

	Cydlynydd y prosiect  /  Tiwtor
Project co-ordinator / Tutor
Arolygwr  /  Supervisor


	
	                                                                                                 Dyddiad: / Date:

	

	
	

	Pennaeth Ysgol/Cyfadran  /  Head of School/Faculty


	
	                                                                                                                  Dyddiad: / Date

	
	
	














































	ADRAN 3 – MANYLION Y PROSIECT / YMCHWIL / CYNHYRCHIAD


	SECTION 3 – PROJECT / RESEARCH / PRODUCTION DETAILS


	1. 

	Braslun o’r prosiect
	Project outline

	



	
	

	2.  

	Disgrifiad
Rhowch fraslun cryno o’r prosiect, heb unrhyw jargon, ac yn cynnwys beth bydd angen i’r cyfranogwyr ei wneud.  Esboniwch unrhyw dermau technegol neu derminoleg sy'n benodol i'r ddisgyblaeth (Uchafswm 300 o eiriau.)
	Description
Provide a brief outline, free from jargon, of the project including what participants will be required to do. Explain any technical terms or discipline specific terminology (Max 300 words.)


	
The outbreak of the COVID-19 pandemic in 2019 had fled to a worldwide economic crisis that has transformed businesses across different sectors almost overnight. Many employees lost their jobs while the organisations are suffering immense losses. The employees who are undergoing sudden changes in the workplace environment and are not able to keep up with the digital transformations are the first one to go. In such a situation, the digital transformation within the human resource department has not been a new phenomenon. There has been a significant imposition of digital transformations that has on one hand allowed the employees to adjust to new workplace environment but also at the other end lead to the development of a feeling of ambiguity and fear specially because of the uncertain situation that has emerged in the past couple of years.
The pandemic has made the organisations take very difficult decisions so that they can contribute to business continuity in terms of survival and functioning. Under such a situation, when the human capital is threatened, the use of technology has become crucial and it led to the digital transformation especially in the human resource practices of the organisation. To maintain the competitive advantage of the organisation, the human resource department has to come up with different challenges of digital transformations in the human resource practices and also must strategically utilise the human resource technology. In the study, the fashion industry has been taken into consideration as the field of study considering the changes that are taking place within the sector of the United Kingdom.
According to a recent McKinsey and Company report, highlighted that the fashion and luxury industry is not going to survive the current crisis if they are not adopting digital and analytics capabilities. However, if they are able to adopt the same then they will be in a much better position in the future. Because of the digital know-how, many organisations like Gucci, Louis Vuitton and even Zara and H&M, some of the largest fast fashion brands are better equipped to drive themselves across the crisis intensity. And the McKinsey and Company report suggested that the COVID-19 pandemic has widened the gap between laggards and industry leaders especially those who are adopting digitalisation strategies.


	
	
	

	3.
	Dulliau Arfaethedig: 
Rhowch fraslun o'r dulliau casglu data neu o natur yr amser mewn ymarferiadau (hyd at 500 o eiriau).
	Proposed Methods: 
Outline how the data will be collected or the nature of rehearsal time (up to 500 words).

	
This study focuses on identifying the impact that digital transformation has had on the human resource management practices within the fashion retail industry of the United Kingdom. Hence, the most appropriate research methodology is the qualitative research method. Qualitative research method is one where the underlying values, perceptions and views of the respondents are taken into consideration. Hence, the researcher has to analyse the data and information in a highly subjective manner. The most important reason for using the qualitative research method is to identify the perceptions of the human resource managers regarding the real life and practical challenges that they are facing when implementing the digital transformation within the human resource management practices and what impact these digital transformations have had on the HRM Department of the fashion retail organisations of the United Kingdom. The perceptions and the normative feelings of the respondents can only be identified with the help of qualitative research methods. While using the qualitative research method, the inductive research approach and the interpretivist research philosophy are the two most important methods that need to be used. The interpretivist research philosophy, Identifies the importance of taking into account the values and subjective ideas of the researcher when analysing the research study. This means that the value system of the researcher cannot be separated from the outcome of the study. Although this particular research philosophy plays a very important role in ensuring that the foundation of the study is strong, it calls for a lot of buyers. Hence, highlighted that when using the interpretivist research philosophy, the researcher is aware and there is no scope for bias when choosing a sample or when analysing the outcome of the study. The inductive research approach also identifies how the research will be analysed. In the inductive research approach, the researcher focuses on moving from specifications to generalisations. Hence, all the outcome of the interviews conducted with the respondents will be focused on identifying generalised themes that emerged in a repeating manner.
The respondent will be from the fashion retail industry of the United Kingdom. These respondents must hold a managerial position in the organisations that are operating in the fashion retail industry of the United Kingdom and should be working in the organisation for a minimum of five years. The respondents will be selected based on the experience that they have in the human resource department. Apart from this, there will be three respondents approached for the interviews. The purposive convenience sampling technique will be used. Under the convenience sampling technique, the researcher can approach all those individuals who are available for the study. This is the most cost and time effective way of connecting the data from respondents who are available. Hence, this particular sampling method is used. The respondents will be asked for their permission and the most convenient time to conduct the interview. The interview is the most important data collection method because it allows the researcher to gather data and information in the form of conversation. Hence, the perceptions and views of the respondents can be easily identified.


	

	5.
	Lledaenu Gwybodaeth / Cynulleidfa: 
Rhestrwch i bwy y rhoddir neu y dangosir copi o’r canlyniadau neu adroddiad  / cyflwyniad terfynol.
	Dissemination of Information / Audience:
List to whom a copy of the results or final report / presentation will be given or shown.

	
1. University professors overseeing the study
2. Participants who indicate a desire to receive the findings
3. presentations at relevant academic seminars and conferences


	

	6.
	Lleoliad y Prosiect:
Nodwch bob lleoliad lle y cesglir data neu y cynhelir ymarferiadau / cynhyrchiad.
	Location of Project: 
Identify all locations where data will be collected or rehearsals/ production will take place.


	United Kingdom

	

	7.
	Cymeradwyaeth Arall: Oes angen cael cymeradwyaeth unrhyw sefydliad arall cyn cychwyn neu gwblhau’r prosiect? Os felly, gan bwy ac a ydy wedi'i sicrhau eisoes?

	Other Approvals: Is there a requirement for approval from any other organisation / institution prior to starting or completing the project? If so, by whom and has it been obtained?

	No




	ADRAN 4 – MANYLION CYFRANOGWYR / CYNULLEIDFA
	SECTION 4 - PARTICIPANT / AUDIENCE DETAILS



	Pwy yw’r cyfranogwyr arfaethedig?

	Who are the intended participants?
	Ydw / Yes
	Na / No 

	Myfyrwyr / staff Y Drindod Dewi Sant
	Students / staff of Trinity Saint David


	
	No

	Oedolion (dros oed 16 ac yn gymwys i gydsynio)
	Adults (over the age of 16 and competent to give consent)

	
	Yes

	Plant a phobl ifanc dan oed
	Children / legal minors

	
	No

	Cleifion neu gleientiaid gweithwyr proffesiynol	
	Patients or clients of professionals	


	
	No

	Rhywun sy’n cael ei gadw yn y ddalfa neu y mae’r llys wedi cymryd cyfrifoldeb amdano
	Anyone in custodial care or for whom the court has assumed responsibility

	
	No

	Aelod o unrhyw sefydliad lle mae’n bosibl bod angen i unigolyn arall hefyd gydsynio.
	A member of any organisation where another individual may also need to give consent.

	
	No

	Eraill:  Nodwch: / Others: please identify: The respondent will be from the fashion retail industry of the United Kingdom. These respondents must hold a managerial position in the organisations that are operating in the fashion retail industry of the United Kingdom and should be working in the organisation for a minimum of five years. The respondents will be selected based on the experience that they have in the human resource department. Apart from this, there will be three respondents approached for the interviews.



	

	Nifer, Oed a Ffynhonnell y Cyfranogwyr 
Rhowch fanylion yr demograffeg y cyfranogwyr / gynulleidfa.
	Participant / Audience Number and Age
Provide details of the demographics of the participants / audience.

	Nifer o Gyfranogwyr / yn y Gynulleidfa

	Participant/ Audience number
	The respondent will be from the fashion retail industry of the United Kingdom. These respondents must hold a managerial position in the organisations that are operating in the fashion retail industry of the United Kingdom and should be working in the organisation for a minimum of five years. The respondents will be selected based on the experience that they have in the human resource department. Apart from this, there will be three respondents approached for the interviews.

	Grŵp oedran y Cyfranogwyr/y  Gynulleidfa

	Participant/ Audience age group
	18+


	

	ADRAN 5 – RISGIAU YN PROSIECT

	SECTION 5 – RISKS IN PROJECT



	Bydd y diffyg ateb cadarnhaol i bob un o'r cwestiynau hyn yn arwain at y gofyniad  eglurhad a gallai arwain at oedi yn eich ymchwil. Dim neu Dim NID yn dderbyniol.
	A lack of a positive answer to all of these questions may result in the requirement of further explanation and a delay in your research. None or Nil is not acceptable.



	Risg Posibl:
(corfforol, seicolegol, cyfreithiol, cymdeithasol neu economaidd)

	Potential Risk: 
(physical, psychological, legal, social or economic)


	
A oes unrhyw risg bosibl i:  
	Is there any potential risk to:
	Ydw / Yes
	Na / No

	A

	Cyfranogwyr?

	Participants?
	
	No

	B

	Ymchwilydd?
	Researcher?
	
	No

	C

	BrifYsgol/Cyfadran?
	University?
	
	No

	

	2
	Rheoli Risg: 
Os oes, beth yw'r risg a sut y bydd yn cael ei reoli?
	Management of Risk:
If yes, what is the risk and how will it be managed?


	
No Risk

	

	3
	Os ydych yn delio â phlant ac oedolion sy'n agored i niwed a ydych wedi gwneud cais am dystysgrif DRS?
	If you are dealing with children and vulnerable adults have you applied for a DRS certificate?

	
No involvement of children and vulnerable adults







	ADRAN 6 – MONITRO, ADBORTH A CHYFRINACHEDD

	SECTION 6 - MONITORING, FEEDBACK AND CONFIDENTIALITY



	1.
	Monitro: 
Os ydych yn sylwi ar unrhyw ymddygiad sy'n groes Cod y BrifYsgol/Cyfadran Ymarfer, unrhyw ganllawiau a gyhoeddir gan y gymdeithas broffesiynol priodol neu weithred anghyfreithlon. Amlinellwch eich strategaeth adrodd.

	Monitoring:
Should you observe any behaviour that contravenes the University’s Code of Practice, any guidelines published by the appropriate professional association or is illegal outline the strategy of your reporting action.


	Yes, any witnessed activity that violates the University's Standards of Practice, the rules of a professional association, or the law will be reported right away. To handle the problem and guarantee adherence to ethical and legal norms, the proper channels within the institution and the pertinent authorities will be informed. This will be done in accordance with predefined reporting protocols.

	
	
	Ydw / Yes
	Na / No

	A wnewch chi roi gwybod am unrhyw ymddygiad sydd yn erbyn Cod Ymarfer y BrifYsgol/Cyfadran neu sy'n anghyfreithlon?
	Will you report any behaviour that is against the University’s Code of Practice or is illegal?

	Yes
	

	A ydych yn darparu adborth i'r cyfranogwyr?
	Will feedback be provided to participants?

	Yes
	

	A fyddwch yn dogfennu'r 'caniatâd i gymryd rhan yn y prosiect'
	Will you be documenting the ‘consent to participate in the project’
	Yes
	

	

	ADRAN 7 – STORIO, DIOGELWCH A MYNEDIAD I DDATA

	SECTION 7 - DATA ACCESS, STORAGE AND SECURITY

	
	

	
	Ydw / Yes
	Na / No

	1.
	Ydych chi'n gyfrifol am storio a diogelwch y data eu casglu?
	Are you responsible for the storage and security of the data collected?
	Yes
	

	2.
	Sut y bydd y data yn cael ei storio?
	How will the data be stored? 

The gathered information will be safely saved on password-protected computers and secured cloud storage services. The information will only be accessible to approved researchers. Information about participants will be kept secret and private by adhering to institutional and ethical rules regarding data retention.


	


	

	3.
	Mynediad i Ddata: 
Pwy fydd yn cael mynediad at y data? A oes unrhyw amodau i gael mynediad?

	Data Access: 
Who will have access to the data? Are there are any conditions to access?
Only those authorized researchers who are actually involved in the study will have access to the data. Access is subject to participant consent agreements, institutional data protection policies, and ethical requirements. Access to the data will only be permitted for research reasons, protecting the privacy and confidentiality of the participants.


	

	4.
	Cyfrinachedd / Anhysbysrwydd: 
Rhestrwch y dulliau a fydd yn cael eu defnyddio i sicrhau cyfrinachedd ac anhysbysrwydd y cyfranogwyr.

	Confidentiality / Anonymity: 
List the methods that will be used to ensure the confidentiality and anonymity of participants.

1: The identity of participants will be concealed and kept apart from their answers.
2: On platforms with encryption and password protection, data will be safely saved.
3: To prevent the tracking of individual responses, only aggregated results will be presented.
4: The confidentiality and anonymity of the participants will be protected in accordance with institutional ethical standards.

	





	
ADRAN 7 – DATGANIAD

	
SECTION 7 - DECLARATION 


	


	Rhaid i’r adran hon gael ei chwblhau gan bob parti perthnasol cyn y gellir cyflwyno’ r cais i’r Bwrdd Moeseg Gyfadran.

	This section must be completed by all concerned parties before it can be submitted to the Faculty Ethics Board.

	Datganiad
Mae'r wybodaeth a gynhwysir yma yn gywir, hyd eithaf fy ngwybodaeth a’m cred.   Rwyf wedi ceisio dynodi unrhyw risgiau a phroblemau sy’n gysylltiedig â’r prosiect / ymchwil neu gynhyrchiad ac rwyf yn cydnabod f’ymrwymiadau innau a hawliau’r cyfranogwyr. 

	Declaration 
The information contained herein is, to the best of my knowledge and belief, accurate.  I have attempted to identify any risks and issues related to the project/research or production and acknowledge my obligations and the rights of the participants.

	
Llofnodau  
Dylai'r ffurflen hon gael ei chwblhau a'i llofnodi gan y myfyriwr a'r goruchwyliwr lofnodi ac yna gan Bennaeth yr Ysgol/Cyfadran/ 
	
Signatures
This form should be completed and signed by both the student and the supervisor and then signed by the Head of School/Faculty

	

	Myfyriwr / Student
           
                                                                      
	
	Dyddiad: / Date:


	
	
	

	Cydlynydd y prosiect  /  Tiwtor
Project co-ordinator / Tutor
Arolygwr  /  Supervisor


	
	                                                                                                 Dyddiad: / Date:

	

	
	

	Pennaeth Ysgol/Cyfadran  /  Head of School/Faculty


	
	                                                                                                                  Dyddiad: / Date

	Rhaid i bob cais am ymchwil ar sail cyfweliadau gynnwys y dogfennau canlynol:

	All interview based research applications must provide the following pro-forma documents:


	1.       Ffurflen gydsynio ddrafft

2.       Sampl o’r cwestiynau a ofynnir

3.       Taflen wybodaeth am yr ymchwil sy'n esbonio'n glir ddiben y prosiect, y deilliannau disgwyliedig a'r rheini y dangosir y canlyniadau iddynt.

	1. A draft consent form

2. A sample of the questions that will be asked

3. An information sheet on the research that clearly explains what the project is, what the expected outcomes are and who the results will be shown to.






DYCHWELWCH I'R GYFADRAN MOESEG CYDLYNYDD

PLEASE RETURN TO THE FACULTY ETHICS CO-ORDINATOR
.




	Cadeirydd y Pwyllgor Moeseg Gyfadran /Chair of the Faculty Ethics Committee              Dyddiad: / Date:





1. Draft consent form

CONSENT FORM
(To be used if participants are 18 or over)

Programme of Study:   

Dissertation or Project Title: IMPACT OF DIGITAL TRANSFORMATION ADOPTION IN HUMAN
RESOURCE MANAGEMENT PRACTICES: A STUDY BASED ON FASHION RETAIL INDUSTRY OF THE UK

Supervisor:
 (
I consent to the processing of my personal information for the purposes explained to me. I understand that such information will be treated in accordance with the terms of the Data Protection Act 
2018
’.
 
By taking part in this study I fully understand that ‘Submission of a partially completed or fully completed questionnaire implies consent to participate in the study and that I will be unable to withdraw my data’. 
I confirm that I have read the
 participant
 information sheet for the above study and I have been given a copy to keep.
I understand what the study is about and I have had the opportunity to discuss with the researcher and ask questions about the study.
The procedures involved have been explained to me. I know what my part will be in the study and how the study may affect me.
I understand that my involvement in this study and particular data from this research will remain strictly confidential. Only researchers involved in the study will have access to the data.
It has been explained to me what will happen to the data once the study has been completed.
I understand that I have the right to stop taking part in the study at any time 
without reason or prejudice to myself.
I know who to contact if I have any questions/concerns about my participation and I have their contact details.
I fully
 and freely consent to participate in the study.
) (
Please tick to agree
)





Participant’s name: ...............................................................................................................
				
Participant’s signature:………………………………………………………………….

Date: …………………

Researcher’s Name: …………………………………………………………………...

Researcher’s Signature: ……………………………………………………………….

Date: …………………..



2. Participants Information Sheet


Participant Information Sheet

Programme of Study:   

Dissertation or Project Title: IMPACT OF DIGITAL TRANSFORMATION ADOPTION IN HUMAN
RESOURCE MANAGEMENT PRACTICES: A STUDY BASED ON FASHION RETAIL INDUSTRY OF THE UK

Dear Participant,

You are being invited to take part in a research study. Before you decide whether to participate, it is important for you to understand why the research is being done and what it will involve. Please take time to read the following information carefully and ask us if there is anything that is not clear or if you would like more information. Take time to decide whether or not you wish to take part.

What is the purpose of the study?
The aim of this research is to ascertain how HRM practices in the UK's fashion retailing industry will be affected by the digital transition. The research aims to reveal how these innovations affect management of employees, company procedures, and performance as a whole within the framework of the fashion retailing industry by carefully investigating the junction of digital innovation and HRM methods. Through this investigation, the study hopes to provide useful information that will help stakeholders in the industry adjust and improve their human resources management procedures as they adapt to the changing digital landscape, giving them a competitive advantage and long-term success in the UK's rapidly changing fashion retail sector.

Objectives:
· To identify and evaluate the importance and impact of digital transformation adoption in the human resource management practices.
· To identify the importance of digital transformation in the fashion retail industry of the United Kingdom.
· To evaluate the challenges that the human resource managers are facing in digital transformation practices.
· To identify the strategies that can be implemented by the human resource managers to ensure seamless adoption of digital tools and best practices.

What will I have to do if I take part?
· You will be asked to appear in an interview. There will be 5-10 open ended questions. You can choose not answer any specific question/questions which you are not comfortable answering it. The interview will last around 10 minutes.

What are the possible disadvantages or risks of taking part?
· There are no any foreseeable disadvantages or risks that are linked with taking part.

Do I have to take part?
You are under no obligation to participate in this study. If you do decide to take part, you are free to withdraw at any time without giving a reason. If you do not take part or withdraw from the study at a later date, it will not disadvantage you.  Except in the case of partially completed, anonymous on-line questionnaires, all data related to your responses will also be safely destroyed unless you state otherwise. Submission of a partially completed or fully completed questionnaire implies consent to participate in the study and you will be unable to withdraw your data.

What will happen to the information? 
Your participation in this study and all information collected will be kept strictly confidential in accordance with the Data Protection Act (2018). 
No personal identifiable information will be collected to protect anonymity.
The collected data will be securely stored on a password protected computer and safely disposed of once the project/dissertation has been completed.

The results of this study will be reported as part of my degree programme and may be further disseminated for scientific benefit. The results will be available to you on request. 

Who should I contact for further information or if I have any problems/concerns? 
(Do not use personal phone or email details)

If you have any queries regarding the conduct of the programme in which you are being asked to participate, please contact: 
Include both student and supervisor details


























Covid-19 pandemic 


Brexit 


Growth of online retailing 



Employee resistance 


Absence of digital culture 


Skill gap 
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