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Introduction 
This study examines the changing nature of Human Resources and work-life balance management in remote and hybrid working conditions. It discusses major aspects, issues, and solutions affecting the welfare and performance of the employees in an effort to help give practical values on the development of sustainable HR in the flexible modern work situations.
[bookmark: _Toc216966659]Background of the study
Remote and hybrid work models have become common as organisations seek flexibility and efficiency. While these models offer benefits such as reduced commuting and greater autonomy, they also blur the boundaries between work and personal life. This shift has placed new expectations on Human Resources, which must now find effective ways to support employees who work across different locations and time schedules. Understanding how HR manages these responsibilities is important for building healthier and more sustainable work environments in a changing world of work.
[bookmark: _Toc216966660]Problem Statement 
The change to model work of hybrid and remote working has led to blurred work-life boundaries to mix, where it is difficult to maintain employee well-being, engagement, and productivity. HR professionals are expected to handle flexible working arrangements and simultaneously address mental health-related problems, inclusivity, and performance concerns (Oliveira and Costa, 2024). Despite the flexibility of hybrid work, HR departments have a difficult time striking a balance between the organisational tasks and the well-being of employees, which has increased stress and negatively affected morale (Orešković, et al. 2023). 
[bookmark: _Toc216966661]Research Aim
This research aims to determine the contribution of HR in balancing work life within the hybrid and remote working environment.


[bookmark: _Toc216966662]Research Objectives
· To understand the context of HR in managing work-life balance in a hybrid and remote working environment
· To identify the issues and challenges that are considered by HR in managing work-life balance in a hybrid and remote working environment
· To assess the impact that HR faces in managing the work-life balance in a hybrid and remote working environment
· To develop a theoretical framework to address issues and challenges faced by the HR in balancing hybrid and remote working environment. 
[bookmark: _Toc216966663]Research Questions
How does HR manage work-life balance in hybrid and remote workplaces?
[bookmark: _Toc216966664]Scope of the Study: 
Functions of Human Resource (HR) possess a key role in the management of work–life balance in hybrid and remote working environment. HR is accountable for initiating flexible policies, calculating the distribution of equitable workload, and ensuring that staff possess autonomy over schedules. They encourage digital welfare by setting clear norms of communication, preventing overwork, and supporting healthy boundaries amidst professional and personal life. HR bestows access to assistance programmes for employees, support for mental health, and training on management of time. By providing managers with proficiencies for supporting distributed teams, as well as working in the inclusive culture of the trust, HR ensures that hybrid and remote work arrangements improve.
[bookmark: _Toc216966665]Significance of the Study
This study underpins how the practices of Human Resource (HR) should evolve for protecting employee welfare in expandingly hybrid, and remote work surroundings. As the flexible work has been an enduring organisational strategy, acknowledging the role of HR in the management of work–life balance is mandatory for sustaining job satisfaction, talent retention, and productivity. The research bestows the insights within how the HR can better up policies, digital norms of communication, and the support systems for reducing burnout, as well as blurring boundaries. It contributes to decision-making of organisation by detecting strategies based on evidence which encourage healthier cultures of work, assuring that hybrid, and remote models remains effective, equitable, as well as, feasible for varied workers.
[bookmark: _Toc216966666]Rationale of the Study: 
The Rationale of this study arises from the quick global move toward hybrid, and remote work, that has improved boundaries of work–life and made latest challenges for workers and firms. As traditional frameworks HR are not considered as sufficient in the current scenario, an urgent requirement is there for understanding how HR can capably support staff navigating the blurred lines of both personal, and professional, increased autonomy, and digital overload. The study explores the reason for which HR should redesign policies, practices of the leadership, and welfare of initiatives for meeting evolving necessities of distributed workers. By examining the role of HR in the managing of work–life balance, this paper aims in informing more feasible, organisational strategies that are human-centred for future of work.
[bookmark: _Toc213765651][bookmark: _Toc216966667]Literature Review 
Human Resources is strategic function into a firm responsible for the management of people, performance, and development. It circumscribes a broad range of distinct activities, involving hiring, training, and employee relations, performance management, compensation, along with organisational enhancement. Contemporary HR just goes beyond the administrative tasks of playing strategic role into shaping the workplace culture, developing employee welfare, as well as, aligning capabilities of the workforce with goals of the organisation. The HR acts only as the bridge in the middle of the management and the employees, assuring the legal compliance, encouraging engagement as well as supporting retention of talent. By effective practices of the people management, the HR contributes to the productivity, the organisational stability, and enduring the success of the business.
[bookmark: _heading=h.djexj0benui3]In a hybrid and remote context, HR specialists have some additional responsibilities, where they need to find a balance between operating an organisation and the welfare of the employees. They create flexible work agreements, monitor the equitable distribution of workloads, set parameters regarding communication, and provide the necessary technologies to sustain productivity (Subramanian and Suresh, 2022). HR investigates the diversity of the organisation in its employees and each role within the organisation, as well as the organisation’s values and the strategies that are appropriate and/or acceptable in terms of work-life balance. Their function focuses on equitable engagement of all members of a distributed workforce, control of employee autonomy, and inclusion of employees in such a way that they are as psychologically present as possible regardless of the variety of work settings (real and virtual) they occupy.
HR is responsible for the design and the active use of frameworks that alleviate the burden of multi-situated work. These include the design of well-being programmes, the promotion of safe psychological environments, and the training of managers of virtual teams in employee engagement (Gupta and Nagariya, 2025). HR guides employees in balancing myriad responsibilities by advocating flexible policies, and providing self-management resources such as time control, digital boundary control, and providing mental health resources. This functionality represents a move away from more traditional control and oversight of employees to a more enabling and relational way of working, where employee welfare is at the centre.
Hybrid and remote work formats create and lead to consistent difficulties concerning HR functions. One of such is the problem of digital fatigue, and the problem of digital fatigue is worsened by the severity of screen time and the digital ‘always on’ culture. Employees also face problems such as work spillover, problems of permanently being in a work zone, and problems of being expected to always be on the clock. The HR of the organization also has the problems of reducing the impacts of isolation and the decreased social contact/engagement of these remote employees. Also, the delicate matters of equity between the on-site employees and the remote employees continue to grow, especially with respect to where the employment situational information, accessibility, and visibilities are in the employment structure, and the control/placement of employment opportunities. HR is required to deal with such problems as communication system redesign, equity and justice in response to imbalance problems, and the unequal impacts of the HR issues concerning employee wellbeing.
HR can implement diverse system approaches to deal with these systems. These approaches are the implementation of a set of flexible work hours, the introduction of work-centered skip level systems, the promotion of digital wellness programs, the introduction of digital systems designed to optimize workload, the training of managers in the areas of digital empathy, and the encouragement to adopt support of autonomy and emotionally undemanding work-related leadership strain, support, and empowerment systems in a leadership hierarchy and structure (Zivkovic, 2022). The implementation of these systems allows HR to create structures, processes, and systems where employees can work in remote working systems where their work experiences can be positive. From the remote working systems positive experiences, HR can create systems where employees can be satisfied modern work systems. As a result of these systems HR now able to develop and perfect a work culture where employees can be satisfied in the work and the organization will have the flexibility to adopt resilient policies.
Boundary Theory bestows analytical framework for acknowledging hybrid work because it investigates how people manage and arrange boundaries amidst personal, and work life. Within hybrid environments, staff continuously shift within office, and home settings, necessitating them to constantly redefine temporal, psychological, and physical boundaries. Theory recommends that people vary in preferences for segmenting or integrating non-work and work roles. The hybrid work possesses the capability of supporting segmentation by serving separation of workplace; nonetheless, it can blur boundaries when expectations remain unclear. HR policies that establish norms of communication, workload clarity, and flexible scheduling assist staff in maintaining healthier management of boundary. Boundary Theory describes how employees handle conflicts and shifts in flexible working conditions. It will be used to look at how employees are able to manage role conflicts by analysing HR policies involving communication boundaries, meeting regulations, digital etiquette, and flexible scheduling.
Job Demands–Resources Model has been broadly executed to the remote work as it elucidates how the job demands, and the job resources influence well-being of employee along with performance. The remote work may decrease, and expand job demands, employees acquire flexibility, however, may experience burnout, alleviated social support, or blurred boundaries. HR possesses a vital role in assuring adequate resources including technology support, virtual practices of communication, flexible work schedules, including recognition, autonomy, and career advancement opportunities (Telu and Kumar, 2025). 
Based on the information above about two theories, the JD–R Model will be used because it provides an organised system to understand how hybrid and remote work creates work related challenges and how it also provides valuable support. It will be used to understand how HR policies involving empathetic leadership, provision of technology, redistribution of work, and mental health programs improve employee well-being and resilience of the organisation by lowering job demand and enhancing job resources.
[bookmark: _Toc213765657][bookmark: _Toc216966668]Methodology
[bookmark: _Toc216966669][bookmark: _Toc213765658]Research Philosophy 
Epistemology philosophy will be used for this research as it shows accuracy and understanding of sources, and limitations of human knowledge. It examines the perceptions of HR professionals and employees on the work-life balance in a remote and hybrid environment (Sol and Heng, 2022). The method will enable the researcher to examine subjective experiences, organisational culture, and situational factors that influence HR strategies to increase employee satisfaction, engagement, and well-being. 
[bookmark: _Toc216966670]Research Paradigm
The interpretivism paradigm is based on the interpretation of human behaviour using personal experiences and social contexts (Alharahsheh and Pius, 2020). The method will enable the researcher to examine subjective experiences, organisational culture, and situational aspects, which influence HR strategies, to increase employee satisfaction, engagement, and well-being.
[bookmark: _Toc213765659][bookmark: _Toc216966671]Research Approach
The inductive method constructs theories based on observed data as opposed to testing current theories (Kumar and Ujire, 2024). It justifies this research as it insights to surface in the literature and organisational studies of HR practices in flexible work environments (Busetto, Wick and Gumbinger, 2020). By means of studying secondary sources, it assists in creating conceptual frameworks that describe how HR can cope with work-life balance and respond to issues that are related to remote working models and hybrid working models.
[bookmark: _Toc213765660][bookmark: _Toc216966672]Research Design
The exploratory research design explores areas in order to create new knowledge (Olawale et al. 2023). It will allow researchers to investigate how HR addresses the problem of work-life balance in remote and hybrid work environments. The design helps to discover new HR practices, policies, and strategies to improve employee engagement, satisfaction, and performance in changing working environments. This research will adopt a non-probability sampling technique, such as a convenience sampling technique to recruit participants. Once the participants will be enlisted, data will be collected from 10 experienced people who has minimum of 5 years of working experiences as a HR in different industries in the UK. The approach will aid in the recognition of trends, an assessment of the HR interventions, and the comparison of the methods of organizations to enhance the work-life integration of employees and their overall satisfaction.
[bookmark: _Toc213765662][bookmark: _Toc216966673]Data Collection Method
[bookmark: _Toc213765663]The primary data gathering is based on field research and collecting data directly from the experienced people (Mazhar et al. 2021). The data will be directly collected from experienced people by asking some semi-structured questions.
[bookmark: _Toc216966674]Data Analysis
Data will be analysed by the thematic analysis suggested by Braun and Clarke (2019), where codes/sub-themes and themes will be developed from the collected data. It helps to classify the HR practices that influence the work-life balance. The approach offers a systematic data interpretation that can be used to demonstrate trends and data about remote and hybrid workforce management.
[bookmark: _Toc213765664][bookmark: _Toc216966675]Ethical Consideration
This research adheres to the institution’s (UWTSD) ethical principles in order to be academically honest and to reflect on the responsible utilisation of primary data. Compliance with ethics guarantees the transparency, compliance, and respect for original participants by ensuring credibility and protection of intellectual property during the research process. 
[bookmark: _Toc213765665][bookmark: _Toc216966676]Timeline
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Figure 1: Gantt chart 
(Source: Created by Author)
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