




                             

                                                 Component 1— A written Research proposal
Coursework Essay
Module Code: LCBB6000
Student Name: Tanya Georgieva
Student Number 2028228
Lecturer Name: Dr   Piyumika K. Gamage














Table of Contents
1.Introduction
2.Literature Review
3.Research Methods and Methodology
4.Conclusion
5.References and Bibliography

Proposed Research Title: Exploring the Changing Human Resource Requirements for Remote and Hybrid Working: A secondary Research Study.














1.Introduction.
. Scope & Definitions (UK2024-25)
This proposal examinees HR requirements-the policies, processes, and capabilities HR must specify and uphold-to support remote work(Work performed away from the employers premises)and hybrid working(Time split between home and workplace)present to (Cascio&Montenegrre,2016).it covers recruitments spanning fairness and inclusion, performance management,  employee wellbeing, Display Screen Equipment(DSE)ergonomics, privacy and monitoring, data protection, and line-manager capability.
UK practice is shaped by the revised Acas Code of Practice on request for flexible working (effective 6 April 2024), and the Employment Relations relative to (Flexible Working) Act 2023 commencement regulations proportional to (Acas,2024; Legislation.gov.uk,2024a; day of employment) and updated handing requirements to ensure consistent, transparent, and timely decision-making by employers. Line -manager capability-encompassing coaching dispersed teams, constructive feedback delivery across tie zone, performance recognition without proximity bias, and fostering psychological safety-emerges as critical to implementation success relative to (CIPD,2025).
. Background, Significance, and Problem.
Post-pandemic, flexible and hybrid work have become embedded across UK organisations. Recent statistic show that over 40% of UK employee have engaged in remote work since 2020 in line with (ONS,2024).with technology and finance sectors exceeding 60% hybrid adoption, whilst education and healthcare have adapted more slowly according to (CIPD,2025).The Chartered Institute of Personal and Development in keeping with (CIPD,2025),reports very high prevalence and positive employee-reported outcomes in terms of wellbeing and work-life balance. However, implementation quality varies considerably across and organisation sizes.

Persistent gaps include uneven access to flexibility for frontline and operational roles. Significant line-manager skill deficit in managing dispersed teams, and ongoing tensions around employee monitoring, fairness in opportunity access, and ergonomic safety in home environment as per (CIPD,2025;Healt and Safety Executive,2025;information Commissioners Office,2023).These implementation gaps create compliance risk(flexible working low, health and safety, data protection),employee experience risk(engagement, retention, psychological safety),and operational performance risk(productivity, inclusion,  team cohesion).
Emerging challenges-such as cost -of-living pressure increasing flexibility demand and evolving employees’ expectations, add urgency to systematic understanding of HR requirement. Requirements.
. Research Aim, Objectives, and Questions.
. Aim: To synthesise recent UK and international evidence to specify evolving HR requirements that enable effective, fair, and compliant remote and hybrid work in the post-2024 regulatory environment.
. Objectives:
. Map core HR recruitment domains (flexibility handling, performance management, health and safety, monitoring, inclusion, manager capability) and their independencies.
. Evaluate benefits, risks, and trade-offs associated with different HR models.
. Integrate policy and practice guidance on the authority by (Acas, HSE, ICO, CIPD) into a cohesive, usable framework.
. Identify implementation challenges and evidence-based mitigations.
. Research Questions:
RQ1: What are the most critical HR requirements for remote/hybrid effectiveness, equity, and legal compliance in UK 2024-25?
RQ2: What models, policies, and framework best support these requirements?
RQ3: What risk (privacy, H&S, fairness, performance, inclusion)arise and how should HR mitigate them?
RQ4: What actionable framework can managers adopt to operationalise HR requirements?








2.Literature Review
Human Resource Management(HRM)encompasses recruitment,  motivation, development, and retention of employees to meet organisational objectives in compliance with(Amstrong &Taylor,2022).HR requirements in remote and hybrid settings extended beyond traditional HR functions to include digital communication competencies, flexible work policies, performance-tracking methods, wellbeing programmes AI-driven performance tracking following by (Cascio&Montealegre,2016;Deloitte,2024).Recent advancement in virtual wellbeing platforms and data-driven decision-making tools signal a transformative shift in HR practices for hybrid teams, though early evidence suggests these innovations raise concerns regarding privacy and employee autonomy observing by (OECD,2024).
. Theoretical Anchors and Emerging Models.
. Job Demand-Resources (JD-R) Theory and based on (Bakker& Demerouti,2017). posits that job demand (workload, digital pressure) weighed against resources (autonomy, support, technology) shape employee wellbeing hybrid settings must rebalance demands and resources by offering technological solutions, clear expectations, and mental wellbeing support.
. Social Exchange Theory (SET) mas mentioned by (Blau,1964; Cropazano&Mitchell,2005). emphasises that employee commitment stems from reciprocal, fair relationships. Transparent flexibility policies, supportive monitoring, and genuine voice in decisions strengthen perceived organisational support.
. Two -factor Theory: As stated by (Herzbergs,1968). distinguishes between hygiene factors (salary, security, clarity, equipment) and motivators (achievement, recording, growth). Both require intentional design in dispersed teams.
Beyond foundational theory, emerging practice-oriented models specifically address hybrid contexts. The Trust-Based management model (CIPD2024-2025) emphasises outcomes over surveillance, arguing that transparent communication and autonomy foster engagement and reduce monitoring -related stress. The Hybrid Maturity Model (HR practitioner& researchers .2023-2025) defines organisational readiness across five dimensions:
1.Techhnological infrastructure.
2.Policy clarity.
3.Manager capability.
4.Employee wellbeing support and
5.Compilance posture.
Early adopters(tech firms, consultancies)have progressed to Maturity Level 4(optimised, data-driven practices),whilst many traditional sectors remain at Level” (basic policies, inconsistent implementation).The Inclusive Flexibility Framework(CIPD,2025).addresses equity concerns ,proposing that effective HR requirements must balance organisational needs with fairness across all roles, demographics,  and geographics, explicit rejecting one-size-fits-all approaches in accordance with (CIPD,2025;academic discourse,2024).
.UK Policy &Governance Backdrop
. Flexible Working Regime: From 6April 2024, the Acas Code sets good practice for handling flexible requests; commencement regulation activated the 2023 Act, making it a day-one right and formalising process expectations (timely decisions, meaningful consultation, documented reason, formal apel routes) in obedience fallowing (Acas,2024; legislation.gov.uk,2024a; Legislation.gov.uk,2024b)
. Monitoring &Privacy: The Information Commissioners Office (ICO,2023) guidance emphasises lawfulness, fairness, transparency, Data Protection Impact Assessments monitoring, including remote-work tools (keystroke logging, webcams, geolocation) Over intrusive monitoring risk non-compliance with UK GDPR and erodes trust.
. Health & Safety/DSE: In proportion to the HSE (2024;2025) confirms that Display Screen Equipment duties apply to home and hybrid workers; employers must assess risk, ensure suitable equipment and breaks, and provide information and raining.
. Advantages of Robust HR Requirements.
. Talent access & retention: Hybrid expands labour markets and support inclusion’s (2025) links flexibility to quality of life and retention, particularly among younger and female employees.
. Engagement & performance: JD-R-aligned resources (autonomy, clarity, tech support) correlate with employee energy and performance. Transparent flexibility policies strengthen perceived organisational support (SET), driving discretionary effort.
. Compliance &Trust: Clear monitoring polices, DPIAs, and proportionality underprint trust and     reduce regulatory risk.
. Case Evidence: Large UK technology firm implemented hybrid flexibility with rigours DSE assessment, ICO-compliant monitoring policies, and manager training in outcomes-focused feedback. Within 18 mounts employee engagement rose from 62% to 78%, voluntary turnover fell from 18 % to 11%and recruitment reach expanded nationally, with zero monitoring -related grievances as per (CIPD case studies,2024-2025). Conversely UK NHS trust initially restricted flexibility to administrative roles, creating a two-tier workforce.
After policy redesign to include clinical support workers with equitable access, recruitment improved significantly, absenteeism decreased, and engagement in previously excluded staff rose sharply, illustrating equity and retention benefits of inclusive HR requirements in line with (NHS collaborative forums ,2024).
. Challenges and Trade-offs.
. Manager capability: Managing outputs, inclusion, and wellbeing at distance requires upskilling in coaching, feedback, and boundary-setting; this capability gap is a key implementation barrier (CIPD,2025).
. Ergonomic risk dispersion: Home settings vary; without structured DSE assessment, musculoskeletal risk rise comforting in the view of (HSE,2024;2025).
. Monitoring and fairness: Excessive surveillance depresses trust and perceived justice; proportional, purpose-bound monitoring with human review is recommended as stated by (ICO,2023). The challenge lies in balancing accountability with autonomy. 
. Equity of access: Front line roles often structurally excluded from flexibility; policy design must incorporate parity approaches pursuant to (CIPD,2025).
. Digital inequality: Unequal access to technology disadvantages certain employee segments as per (OECD,2021).
. Conceptual Framework.
. Inputs policy based on (ACAS, Employment Relations Act), regulatory guidance (HSE DSE, ICO monitoring, GDPR), organisational strategy, technology, manager capability.
HR Requirements (Core Domains): Fair handling of flexibility requests; inclusive job design; performance management; ergonomic. DSE controls; privacy-by-design monitoring: data protection; manager training; employee wellbeing support.
. Mechanisms: Autonomy, clarity, voice, trust, psychological safety.
. Outcomes: Engagement, wellbeing, performance, retention, compliance, organisational reputation.
This framework integrates JD-R (demand/resources balance), SET0Trust, reciprocity), and UK governance constrains as outline with (Acas/HSE/ICO) to explain how HR requirements translate to outcomes.



. Research Gap.
Most existing studies focus on large corporations or technology-sector firms; there is limited secondary research synthesising HR requirements across diverse industries and SMEs in the UK post-2024 context. This proposal addresses that gap by systematically analysing academic literature, official guidance, and practitioner reports.

3.Research Methods and Methodology.
. Philosophy & Paradigm
An interpretivist-constructivist stance is adopted present to (Saunders et al., 2019; Creswell & Poth,2018).HR requirements are socially constructed phenomena shaped by organisational culture, regulatory context, and stakeholder values. Interpretivism is appropriate because HR practice is dynamic and meaning-laden. Secondary qualitative evidence is appropriate because practice and policy evolve rapidly; high quality, contemporaneous guidance in line with (Acas, ICO, HSE, CIPD) is pivotal to UK HR implementation. A key limitation acknowledged is dependence on published data, which may reflect organisational reporting bias or omit novel, unpublished trends among emerging enterprises.
. Research Approach & Strategy.
An inductive approach with desk-based qualitative synthesis will be used heeding to (Bryman,2016). integrating peer-reviewed studies, official guidance, and reputable practitioner reports. Inductive reasoning moves from specific evidence toward general patters.
. Prisma-Style Search Strategy.
. Database: Google Scholar, Emerald Insight, Web of Scenescape Knowledge Hub, Acas, HSE, ICO official sites, Legislation.gov.uk.
. Data Range:2028-2025(post-pandemic evolution; seminal pre-2018 theory included where foundational).
. Keywords:” hybrid work HRM”, remote work HR requirements”, “flexible working UK Acas”,” worker monitoring ICO”,” HSE DSE homeworking, inclusion hybrid”.
. Inclusion Criteria: English; empirical or guidance relevant to HR requirements in remote/hybrid context policy/guidance; reputable practitioner reports (CIPD, OECD, ILO).
. Exclusion Criteria: Non-workplace context; opinion pieces without evidence; pre-2018 non-seminal publication.
. Date Extraction &Quality/Appraisal.
. Extraction: Author/Year; Country? Context; Design; Sampler requirement focus; Key findings; Policy tie-in; Limitations.
. Quality Appraisal: ASP (Critical Appraisal Skills Programme) for qualitative studies; relevance/rigour checklist for grey literature (published credibility), method clarity, recency).
. Bias Mitigation: Triangulate across academic, policy, and practitioner sources. Include grey literature (Acas,HSE, ICO) to capture recent developments (12–18-month publication lag in peer review). Ma p sources by date to identify tends and emerging consensus versus contested debates. Document evidence gaps transparently.
. Synthesis & Interpretation.
Thematic Synthesis on the report of (Braun & Clarke,2026). Will code findings into descriptive themes, then analytical themes. Themes will be mapped to requirement domains (flexibility handing, DSE, monitoring/privacy, inclusion, performance, manager capability).
. Ethics. No primary participants. Accurate attribution and fair quoting ensured: copyright compliance maintained. Research privileges most recent official guidance as per (Acas 6 April 2024, ICO 2023, HSE 2024-2025).to avoid outdated advice. Institutional ethics approval will be sought for transparency.
 
. Time Prospects
Weeks 1-2: Scope & protocol refinement.
Week 3-4: Systematic searching &screening.
Week 5-6: Data extraction &CASP appraisal.
Week 7-8: Thematic synthesis & framework drafting.
Week 9-10: Write-up, references, supervisor feedback, revisions.


. Example Additions.
Introduction (Example Enhancement).
Recent statistics show that over 40% of UK employees have engaged in remote work in some from since 2020 (ONS,2024). Industries such as technology and finance have surpassed 60% hybrid adoption, while education and healthcare have adapted more slowly, highlighting variability in secondarily readiness.
. Literature Review (Emerging Themes).
Recent advancements in AI-driven performance tracking and virtual wellbeing platforms signal a transformative shift in HR practices for hybrid teams according to (Deloitte,2024). Early evidence suggests these tools both enhance date -driven decision making and raise new concerns regarding privacy and employee’s autonomy as noted by (OECD,2024).
















. Methodology (Limitations).
A key limitation of secondary research is dependence on published data, which may reflect organisational reporting bias or omit novel, unpublished trends among emerging enterprises.
. Summary Table: Additional Features.
	Enhancement
	Rationale
	
	
	

	Executive Summary
	Snapshot for busy markets
	
	
	

	Expanded background
	Shows breadth of contextual understanding
	
	
	

	Emerging HR Technologies 
	Highlights the technology-driven change in HR focus
	
	
	

	Diversity, Equity, and Inclusion
	Reflects progressive HRM focus
	
	
	

	Additional Theories
	Provides theoretical depth
	
	
	

	Case Studies
	Demonstrates real-world relevance
	
	
	

	Visual Aids
	Aids comprehension and presentation
	
	
	

	Limitations Section
	Academic honesty about method
	
	
	


Practical Recommendations Adds actionable value.
Future Research Directions Shows awareness of the broader research landscape.





4.Conclusion.
This research proposal outline in interpretivist secondary-research synthesis of HR requirements for remote and hybrid work, integrating UK 2024-2025 policy and governance (Acas Code of Practice, Employment Relations Act 2023, health and Safety Executive DSE guidance, information Commissioners Office monitoring standards). with foundational theoretical frameworks, Job Demands-Resources Theory, Social Exchange Theory, and Herzberg’s Two-factor Theory. By combining rigorous evidence-based synthesis with contemporary practitioner guidance and emerging practice models(Trust-Based Management, Hybrid  Maturity, Inclusive Flexibility Frameworks),the study will deliver a comprehensive practical HR requirements framework, a one-page managers checklist, and evidence-based implementation recommendations highlighting benefits, risk-moving policy updates-are explicitly  acknowledged, with recommendations for annual review cycles aligned to Acas, HSE, and ICO regulatory updates(Acas,2024;HSE,2025;IC,2023).
Through systematic synthesis of recent academic evidence, theoretical models, and industry best practices, the research aims implementation guidelines for business managers professionals, organisational leaders, and business strategies in developing post-pandemic work strategies and flexible working policies. The study will contribute to discourse on digital HR distributed teams and change management in modern organisations.
Key thematic areas explored-including recruitment strategies. Virtual team management, digital communication, employee motivation, work-life balance, data security and compliance, organisational trust, and strategic HR plannings are essential for understanding hybrid workforce management and distributed work system. By synthesising diverse perspectives from academic research, practitioner insights, case studies, and regulatory guidance, this research will provide evidence-based guidance on managing emerging HR challenges addressing workplace in equality, fostering inclusive work practices building resilient HR systems capable of supporting long term sustainable flexible working models.
Ultimately, this investigation contributes to advancing both HR scholarship and management practice, equipping organisations with strategic knowledge and practical tools for successful digital workplace transformation and sustainable organisational success in an increasingly distributed and hybrid-first working landscape. This synthesis will serve as a reference point for policy implementation, manager development, and organisational strategy as hybrid work evolces as a permanent feature of contemporary employment relations.
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