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Introduction.

The purpose of this study is to analyze the impact of hybrid work on return to work to determine the benefits and impact on a person's belief, value, and attributes. The outcome of this case study shows the increase in job satisfaction and new implementations of diverse types of work in particular hybrid work. This analysis shows that hybrid work is restricted to businesses that do not have offices.


Evaluating beliefs, attitudes, and values about hybrid work.

Following the COVID-19 pandemic, to what extent hybrid work should be implemented in every business to improve productivity and work-life balance. According to Elton Mayo's (1949) Hawthorne experience, employee satisfaction is likely to influence employee behavior when it comes to influencing employer productivity. The working from home concept was first time mentioned by Nilles (1988), he predicted that in the future work would be in any house with the help of technology, known as “telework” (Messenger and Gschwind 2016). While working conditions are not always ideal for remote working, allowing to work flexible and to be applicable to the maximum extent possible according to Vyas and Butakhieo (2021) they studied the culture of working from home before the outbreak of the pandemic and focused primarily on motivation. Another study done by Dingel, JI, Neiman, B (2020), conducted in the United States reveals "that 37% of employment in the United States can be done entirely at home, with significant variations between cities and industries". Furthermore, in the United Kingdom, according to the ONS-Office for National Statistics in April 2020, "46.6% of those in employment worked at home" ONS (2020). Prior to the COVID-19 pandemic, Anderson and Kelliher (2009) found that flexible work hours positively impact the employee and employer by increasing job satisfaction. However, to achieve this, it is necessary to implement a flexible working policy.
 


In August 2021, following the time spent working from home during the pandemic, Department for Work and Pension has adopted a hybrid work approach divided into four types of working which they call “Personas”. One of them is the hybrid worker, where the role is not in person and most contacts are mostly by telephone or electronically. The proposal is that 60% of work time to be at home and 40% of work time to be at the office (3 days at home and 2 days at the office). Hybrid work it offers great flexibility of work for employers, the freedom to choose any location to work for part of the week and in the office the rest. According to Jillian Smith (2021), the hybrid model preferred by 48% and more than 41% are willing to accept employment with lower wages if the hybrid work model proposed. Before the pandemic, another study by Bloom et al. (2015) performed in a call center with volunteer employees for nine months to work, either at home or in the office, as with hybrid work. The research found that performance increased by 13%, primarily due to the reduction in the number of brakes and sick days, as well as more calls per minute, mainly because of the quieter environment of the house. In addition, job satisfaction is also improving, on the other hand the conditional promotion rate has decreased. Due to the successful experiment, the business introduces the option throughout the business for people to choose where they want to work, at home or in the office.
Based upon Senge and Sterman (1992), increasing flexibility through lower hierarchies, increasing local decision-making responsibility and individual incentives, and rewarding innovation autonomy has led to managerial anarchy, except where managers consider interconnections. Managers must adjust as they learn and become ‘systems thinkers.
In 1959 Frederick Irving Herzberg wrote: "We can expand... by stating that the job satisfiers deal with the factors involved in doing the job, whereas the job dissatisfiers deal with the factors which define the job context”, According to the two factors' theory Herzberg (Yusoff, et al. ,2013). hybrid work is included as a hygiene factor in working conditions and purpose, but also on the motivational factor of responsibility and recognition, which provides employees with the opportunity to choose their preferred location for their work. However, according to McGregor's theory X and Y, employees can be viewed from two angles, namely a pessimistic perspective called theory X persons on this axis, they oppose changes , on this category are individuals who prefer to work in the office, the second axis a more optimistic perspective called Y theory, people who are open to change and who work in a relaxed manner to achieve their objective and improve their performance, these individuals prefer hybrid work, offering the opportunity to work in their own way McGregor (2013).
Hybrid work will not apply to all businesses, most businesses that may offer this opportunity are businesses that are not face-to-face and are office businesses., e.g., IT, technology, insurance, government, telephony and more. Does the hybrid work model apply to everybody? Most large corporations have already implemented hybrid work in recent years, since the beginning of the pandemic. Studies indicate that positive aspects outweigh negative aspects Sam Cooper (2021), including, no commuting, leading to a reduction in carbon emissions, choose the flexibility to work by choosing when to begin and end, increased work-life balance, as well as increased productivity, profitability, and cost savings.
A study conducted in the United Kingdom by Pierce et al. (2020) found that “for some people with elevated levels of socioeconomic security, the suspension of commuting, changes to education and work activities, and increased time with family potentially could have reduced stress and increased mental health and wellbeing” 
While the hybrid working model is not for everyone or every business, it is open a more flexible approach to a contemporary style of patent works, provide a range of benefits for both the employee and the employer. But that is the way it should be for you?
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The effect that attitudes have on your own work behaviour.

“Attitudes can be considered the response that individual has to other actions and external situations, ways of conduct that peoples have learned having certain beliefs and values.” (Moise,2014)
Nowadays, most businesses offer flexible/hybrid/remote work and employees adopt a cheerful outlook in this regard. Are we really prepared to work without supervision, to have the right attitude to achieve our gold by working in a blend of home/office environment? Employees pay attention to the work environment, how they are treated and the relationships between colleagues, all of which influence positive attitudes at work. Positive attitudes at work are associated with self-esteem, locus of control, consciousness (Judge & Bono, 2001) and emotional stability (Zimmerman, 2008). According to Chris Lilly (2022), his research has shown that the attitude of employees working from home toward flexible or hybrid work is overwhelmed by the positives. Employees prefer to work from home because they are more productive and less distracted, allowing them to save more time, more money, and less pollution. On the other hand, there is a negative attitude toward flexible/hybrid work from home, employees are struggling with loneliness, feeling isolated. Another study from Andrew Fennell (2022), attitudes toward flexible/hybrid/distance work were found to be higher among young people aged 25 to 34, with only 2% more women than men choosing to work from home.
“The project conceived in 1929 by Gardner Murphy and the writer aimed first to present a wide array of problems having to do with five major "attitude areas"—international relations, race relations, economic conflict, political conflict, and religion.” Likert, R. (1932). “The attitudes of individuals and organizations and their economic behaviour are strongly affected by what they perceive to be the way to win. “Porter, M.E. (2000). The distinction between work-life balance and job satisfaction according to Morganson et al. (2010), have a similarly prominent level of support, allowing the employee to choose their workplace flexibly, which has a positive impact. The authors propose various practices for the effective implementation of alternative working methods Should hybrid work be promoted as the new standard and allow the employee to decide where, when and how they work? On the other hand, working from home can have a negative impact because people can be distracted mainly because they are not micro-managed or checked. With time, the attitude toward work may change because people tend to do less without specific rules, such as not getting used to working in pyjamas, try to do the same routine you do before working in an office: dressed proper, washing, brushing, and many more. Moreover, take regular breaks as it is easy to get lost in the job without realizing that time has flown. To avoid feeling lonely a regular daily contact through the Microsoft Teams or other social media, with colleagues or a team meetings or short daily meetings. Procrastination has been identified as the leading cause of mortality for productivity Steel (2007). Kühnel et al., (2016) suggest that procrastination is worse for home-based employees. Employees tend to spend more time on social media or non-work-related activities, as opposed to work-related tasks and long breaks. Such distractions can cause underperformance. The promotion of a positive attitude may reduce this distraction by routine and self-motivation. Companies should introduce a flexible approach to working from home in different patents, such as hybrid work that is the combination of office work combined with working from home. Additionally, a flexible approach to the beginning and end of time. Develop rules and policies to reduce distractions and promote employee wellbeing. Even though some businesses and employees cannot promote hybrid/remote work, considering a flexible approach that enables employees to adopt a positive attitude to improve their well-being and satisfaction in the workplace.
How values affect your own workplace behaviour.

“Values express attributes of the reality surrounding us, regarding essential qualities like honesty, integrity, openness seeing as main values. (Moise,2014)
Schwartz (1992, 1994) argues that the relationship between labour value and labour performance is particularly important for companies and employees. Some people enhance their well-being by bringing their own value to the work environment (Meglino et al., 1989; Sagiv & Schwartz, 2000). Both studies found that managers who have a positive influence and are aligned with the value of the business influence employees who see a positive impact on workplace engagement.
The value is constantly changing, assuming that, since our birth, we are influenced by the belief that creates an attitude and behaviour’s, however, some of them remain unchanged, e.g.: love, freedom, etc., and some value can be negotiated such as wages, employment, etc. Values are transferable from one person to another, learned by looking at other people or through the experience of life through experimentation. Values, attitudes, and beliefs are the foundation upon which we are and how we do things, how we see the world that surrounds us and its influence, how we see others and vice versa, how we decide. Value and belief affect our attitude, how we perceive things, like or dislike things, colleagues, friends, most of the time everything around us. Everything you do daily is a matter of attitude and works as an impulse that helps us to make decisions faster, see the overview when you connect with others on similar values and beliefs. Rokeach (2008)
De Bono (2011) demonstrates that values are present in every field of thought, behaviour, and decision-making. De Bono introduces a value system to rate them gold, silver, steal, glass, wood, copper. The value triangle is how you help and establish priorities.
Different values influence our judgement, the most important value is the family, the people you love and care for, the second place is work providing income and stability, without this, most people find it difficult to live because the quality of life will be close to zero. Values are shaped by a particular belief, depend on the individual or societies. The values are different for each one, but a certain value you must accept when you start a new job or to adapt. today values are influenced by communities or culture Hofstede (2001), one of the leading influencers of the twenty-first century is social media, Heinrichs et al (2011).
The impact that beliefs have on your own workplace behaviour.

"You can analyse the past, but you need to design the future."
Dr Edward de Bono

Hybrid work introduced as a new standard by most companies worldwide, to succeed, most employees must make a leap of faith and engage in new ways of working. Every employee has personal beliefs, sometimes this can be limited by what people can ask about "you", being stuck in the past by believing without asking themselves or thinking critically: Why are these changes occurring? How is that belief helping me? What impact does that have on others? And what if I lose that argument? Is that argument inductive, inferential, or abductive? Is this too good to be real? Are there values that guide me in life? If yes, what are the values? Am I still faithful to those values? “Beliefs represent mainly assumptions that everyone makes about himself, about others and about different phenomena that are occurring in their own environment.” Widespread belief represents all the information gathered throughout life transforming every individual concept about things that are. Is a sentiment which tends something is true despite irrational or unproven, dividing beliefs into two categories: core and dispositional belief. (Moise, 2014). The way in which hybrid work is implemented, such as the factors that employer attitudes influence the belief of people who develop positive or negative beliefs. Gardner and Jones (1999) found that managers and subordinates share similar beliefs.
When people have been working from home for over 2 years due to the pandemic, they will begin to rely on their place of residence to work from home, and when the time comes to return to work, there will be problems. Returning to work too quickly can be overwhelming or too long, making full return to the workplace difficult. As an alternative is hybrid work, it provides the possibility for people to work in a mixed form from home or workplace. Research done by Tan et al. (2020) reveals that managers need to be aware of the magnitude and factors associated with PTSD symptoms, stress, anxiety, depression, and insomnia among workers returning to work immediately after quarantine and lockdown during the COVID-19 pandemic.



Business theories and how they align with your own workplace beliefs, attitudes, and values.

Dose your own leadership style influence and impact your own beliefs, attitudes, and values? Managers play a vital role in the organization's success in achieving its goals and objectives. Managers are continually evolving these days, must adapt and be open-minded and attentive to the alternatives and be a critical thinker. The critical thinker cares about dignity and their true creed, they hold a stand to be honest and clear to all people, Ennis (1996).
These days, business theories are necessary and reliable for all organizations. By understanding these theories, provide an opportunity to apply and introduce motivation to the employee, and improve productivity, but also to help managers become more effective in their duties. On the other hand, traditional management theories are treated more on productivity and not interested in employee needs, resulting in behavioural management theories. These theories affect employee behaviour with respect to productivity, with an emphasis on employee motivation and job satisfaction.
Elton Mayo is one of the most influential behavioural theorists, his contributions came through the Hawthorne studies, a series of experiments revealed that labour productivity increased as lighting levels decreased. (Mayo, E., 1949) 
Abraham Maslow (1954), Hierarchy of Needs -developed based on human needs, his hypotheses are based on the need to motivate the need for satisfaction, people are never satisfied.
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Douglas McGregor Theory X and Y- describing two opposing management styles, representing managers' perceptions of their employees, not outside their workplace, behaviours while working in the organization. Theory X presupposes that all employees are lazy and will avoid working as much as they can. This management style must closely oversee employees. They will have less interest if there are no incentives. On the other hand, Theory Y presupposes that the employee will commit to achieving goals and objectives. Management has the primary task of maximizing their commitments. Hattangadi (2015)
Working for the government as a public servant brings with it a great responsibility for care with dedication and commitment, and especially important for the core values of the public service: integrity, honesty, objectivity, and impartiality.
Most civil servants are included in the theory of Douglas McGregor Y, have an unobstructed vision of their task and employment, able to assume responsibilities and an elevated level of motivation.
Working for one of the UK's biggest companies gives you great satisfaction, makes you proud and gives you excellent value at work. Working in such a big government organization and coming from diverse backgrounds and cultures has a significant impact on my beliefs and values. An important value at work is stability, which is for both employers and businesses. Another aspect of the beliefs is integrity and honesty perfectly correspond to my original culture. There is great satisfaction in being able to help others. The value of work flexibility Department for Work and Pension currently offers me the possibility of having a great work-life balance. The introduction of hybrid work starts with a new chapter on working patterns. Work flexibility is based on the various patents started between 08:00 a.m. and 6:30 p.m., with three tempos per week, a late shift until 6:30 p.m., two mornings from 8:00a.m. or 9:00 a.m., and an evening until 5:00 p.m. For example, if you have a tempo of 5:00 p.m., you cannot finish before., but you can start late in the morning and vice versa if the tempo is 8:00 a.m. If you use flexible hours to finish earlier, that the hours you need to recover on other days. You can establish flexible hours. Another introduction is the hybrid work 60% working from the home and 40% working in the office. The only disadvantage is that you cannot just ask to work from home only. This should make it possible for people to choose how they work and where they work. My personal beliefs were inculcated in me from an incredibly early age, living in a communist era until the age of fourteen when people revolted in 1989. Influence me to value the Democracy, Rule of Law, Respect & Tolerance, Individual Liberty, and to migrate to different country who values those, which are the most significant values in British culture, Crawford (2017).



Conclusion.

Hybrid work is not something new, however, COVID-19 is accelerating. Before the pandemic period, we could not imagine that it would be achievable. The need to work during the pandemic in lockdown has opened this possibility that is not available to all industries. We had applications, but we never used them on that scale, such as Microsoft Teams, Skype, Facebook, LinkedIn, and more. Two years later, the government lifted the restrictions and people must go back to work. But there has been a significant shift as companies try to get people back into the workplace, but at the same time, keep people at a distance, the solution is to approach hybrid work, sometimes working in the workplace and sometimes at home. 
The companies could not accommodate all the people back at the office as most of them need more space to fit the 2metre distance between people recommended by the World Health Organization according to Setti et al (2020). Hybrid work not only increases job satisfaction, offers great flexibility and, if properly implemented and not abused, people would benefit from increased well-being. Research has shown that people are more positive when hybrid work is applied. Hybrid work should be promoted by any business everywhere without restriction, so that businesses let employees decide where and when to work, although they choose 100% at home as at present exist to work 100% at the office. Companies should adopt a positive attitude to encourage these changes and, at the same time, adopt good practices to improve productivity and job satisfaction. Moreover, a work life balance for employees as corresponding to work between personal life and not the other way around. This is just the start of a new way of working from home, it has begun to thrive, but in the future will be introduced as much as possible by companies, also with more options, including various schedules, and why not night-time to work from home for people with health issues. What we have learned from the COVID-19 pandemic is that companies must adapt and be more flexible than in the past. Contingency plans are in place but not followed through the pandemic or not implemented or designed for such a disaster. For those who commuted daily for over an hour in one direction, returning to work is a shock after almost two years of working from home, a significant impact will have the financial aspect (more money to spend in gasoline), personal (less free time) and emotional/mental (due to no work in a quiet place or stuck in traffic).
The last point is the recommendations. Hybrid work should move to the next level for people to decide how they would like to do their job, not just a strict patent on shifts. By enabling their preferences, job satisfaction and productivity will be higher than static hybrid work according to Mayo (1949) when people are offered better working conditions. Even though people choose to work only from home, an option should be introduced for people to choose. As the Internet evolves, the relationship between home and place of work is also expected to evolve. Nowadays, most computers help people do the same job from any place in the world. Employers should always be given the opportunity to choose where they wish to work, by providing this option, businesses could save money by reducing building rents and enhancing the productivity of satisfied employees.
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•	Romania 
•	United Kingdom 
•	United States 

WHAT ABOUT THE UK?
If we explore the British culture through the lens of the 6-D Model©, we can get a good overview of the deep drivers of British culture relative to other world cultures.
POWER DISTANCE
This dimension deals with the fact that all individuals in societies are not equal – it expresses the attitude of the culture towards these inequalities amongst us. Power Distance is defined as the extent to which the less powerful members of institutions and organisations within a country expect and accept that power is distributed unequally.
At 35 Britain sits in the lower rankings of PDI – i.e., a society that believes that inequalities amongst people should be minimized. Interestingly is that research shows PD index lower amongst the higher class in Britain than amongst the working classes. The PDI score at first seems incongruent with the well-established and historical British class system and its exposes one of the inherent tensions in the British culture – between the importance of birth rank on the one hand and a deep-seated belief that where you are born should not limit how far you can travel in life. A sense of fair play drives a belief that people should be treated in some way as equals.
INDIVIDUALISM
The fundamental issue addressed by this dimension is the degree of interdependence a society keeps among its members. It has to do with whether people´s self-image is defined in terms of “I” or “We.” In Individualist societies people are supposed to look after themselves and their direct family only. In Collectivist societies people belong to ‘in groups’ that take care of them in exchange for loyalty.
At a score of 89 the UK is amongst the highest of the Individualist scores, beaten only by the commonwealth countries it spawned i.e., Australia and the USA. The British are a highly Individualist and private people. Children are taught from an early age to think for themselves and to find out what their unique purpose in life is and how they uniquely can contribute to society. The route to happiness is through personal fulfilment. As the affluence of Britain has increased throughout the last decade, with wealth also ‘spreading North,’ a much-discussed phenomenon is the rise of what has been seen as rampant consumerism and a strengthening of the ‘ME’ culture.
MASCULINITY
A high score (Masculine) on this dimension indicates that the society will be driven by competition, achievement, and success, with success being defined by the winner/best in field – a value system that starts in school and continues throughout organisational life.
A low score (Feminine) on the dimension means that the dominant values in society are caring for others and quality of life. A Feminine society is one where quality of life is the sign of success and standing out from the crowd is not admirable. The fundamental issue here is what motivates people, wanting to be the best (Masculine) or liking what you do (Feminine).
At 66, Britain is a Masculine society – highly success oriented and driven. A key point of confusion for the foreigner lies in the apparent contradiction between the British culture of modesty and understatement which is at odds with the underlying success driven value system in the culture. Critical to understanding the British is being able to ‘’read between the lines’’ What is said is not always what is meant. In comparison to Feminine cultures such as the Scandinavian countries, people in the UK live to work and have a clear performance ambition.
UNCERTAINTY AVOIDANCE
The dimension Uncertainty Avoidance has to do with the way that a society deals with the fact that the future can never be known: should we try to control the future or just let it happen? This ambiguity brings with it anxiety and diverse cultures have learnt to deal with this anxiety in diverse ways. The extent to which the members of a culture feel threatened by ambiguous or unknown situations and have created beliefs and institutions that try to avoid these reflected in the score on Uncertainty Avoidance.
At 35 the UK has a low score on Uncertainty Avoidance which means that as a nation they are quite happy to wake up not knowing what the day brings and they are happy to ‘make it up as they go along’ changing plans as added information becomes known. As a low UAI country the British are comfortable in ambiguous situations – the term ‘muddling through’ is a very British way of expressing this. There are not too many rules in British society, but those that are there are adhered to (the most famous of which of course the British love of queuing which has also to do with the values of fair play).
In work terms this results in planning that is not meticulous – the end goal will be clear (due to high MAS) but the detail of how we get there will be light and the actual process fluid and flexible to appearing and changing environment. Planning horizons will also be shorter. Most importantly the combination of a highly Individualist and curious nation is an elevated level of creativity and strong need for innovation. What is different is attractive! This appears throughout the society in both its humour, heavy consumerism for new and innovative products and the fast highly creative industries it thrives in – advertising, marketing, financial engineering.





LONG TERM ORIENTATION
This dimension describes how every society must maintain some links with its own past while dealing with the challenges of the present and future, and societies prioritise these two existential goals differently. Normative societies. which score low on this dimension, for example, prefer to maintain time-honoured traditions and norms while viewing societal change with suspicion. Those with a culture which scores high, on the other hand, take a more pragmatic approach: they encourage thrift and efforts in modern education to prepare for the future.
With an intermediate score of 51 in this dimension, a dominant preference in British culture cannot decided.
INDULGENCE
One challenge that confronts humanity, now and in the past, is the degree to which small children are socialized. Without socialization we do not become “human.” This dimension defined as the extent to which people try to control their desires and impulses, based on the way they raised. Weak control called “Indulgence” and relatively strong control is called “Restraint.” Cultures can, therefore, described as Indulgent or Restrained.
A high score of 69 shows that the British culture is one that classified as Indulgent. People in societies classified by a high score in Indulgence exhibit a willingness to realise their impulses and desires about enjoying life and having fun. They own a cheerful outlook and have a tendency towards optimism. In addition, they place a higher degree of importance on leisure time, function as they please and spend money as they wish.









[bookmark: _Toc95307900]Appendix 2 – Jobs that can be done at home typically earn higher wages
[bookmark: _Toc95307901]


[image: Chart, scatter chart

Description automatically generated]













Appendix 3 – SWOT analysis.
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