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[bookmark: _gjdgxs]1.0 Introduction (petar artyuhov 2123090)
Hybrid working is a flexible work concept that enables employees to conduct their activities in and out of the office area including from home or on the go. It came about as a necessity to adapt to new requirements given by recent events in our society. 
After the hit of the COVID-19 pandemic in the world, most businesses were impacted by it. Starting from micro businesses and SMEs to big market giant, every organisation feels the threat of the pandemic. The business went down and cash flow was reduced by a huge margin. At that situation, organisations started to take different initiatives to run their businesses during the pandemic. Some of the organisations thought about sacking as many employees as possible and retaining only the needful ones to just operate the departments. Other organisations have had different mindsets as well as decision-making ability to provide complete work from home facility to their employees and did not sack anyone from the organisation as they considered them as assets of the organisation. Hybrid model is a key helpful and useful tool to ensure employee enhanced performance (Castillo Ossa et al. 2021). Thus, the context of this report is worthwhile to be evaluated through the exemplified data. 
Hence, organisations who offered work from home facilities to their employees, are the most successful ones in the pandemic situation as well. If there is an example, then it can be seen that Marks & Spencer did absolutely wrong as per the industry standard is concerned. In the time of the pandemic, they literally sack some of their employees to reduce their expenses to the organisation. For example, Hardcastle (2020) discovered that around 7000 job roles were reduced from the workforce of Marks and Spencer. In this sense, a good organisational culture and management principles are required to ensure ethical workplace functionality as well. 
To be more effective, organisations started implementing the work-from-home facility for their employees, and they noticed that there are significant amounts of savings in the expense of a day-to-day work schedule. And then after the situation got somewhat better, they took the oath to invent a new working culture called a hybrid model. In this model, organisations allow their employees to do their work from their homes as well as from their offices as well. Hence, employees need to work for 4 days from home, and 2 days or 1 day from the office. So, all the other companies have started adopting this work culture called a hybrid model of culture. The implementation was not at all easy, as the system was fairly new in those days, the hybrid model was first introduced to try out the productivity and the responses from the employees of the different organisations. 
After getting so much of positive responses, some organisations make this work culture forever for their organisation. Implementing such systems needs courage from the leaders. 
Without the progressive leadership phenomenon, it is not at all possible to acquire this new work model not only for the employee but also for the leaders as well. So, this needs to be fun to adopt and the employees also need to be more secular about their performance and maintain their work principles intact to follow, whether employees are working from home or in the office. 
In an attempt to further elaborate, we will be looking at defining flexible work arrangements, discussing the pros and cons and the impact on businesses, and furthermore provide some recommendations on how to improve and implement the concept in the workplace. 


[bookmark: _30j0zll]2.0 Defining the Concepts (ana-maria nastac 2119513)
Flexible working arrangements are the embodiment of suitable employee engagement activities, ethical leadership principles and discernible managerial responsible behaviour for supporting employee performance in the workplace. In accordance with the academic viewpoint of Austin-Egole et al. (2020), multiple businesses offer flexible working arrangements (FWA) to employees on account of benefits associated with flexibility both for the employees and employers. 
This academic-oriented doctrine clearly manifests that flexible working arrangements are not only meant to benefit or facilitate employee working ability but also, they assist employers decision-making ability in the case of making viable business decisions to any situational contexts. In this respect, flexible working arrangements are proven as beneficial organisational concepts for both employees and employers in different situational contexts. For example, Google, the tech giant consists of 100,000 workers across 11 offices in Canada and the United States and this is the reason why the management team of Google took the initiative of work from home for these sincere workers in the ceaseless pandemic crisis (BBC, 2020a). This organisational example clearly enunciates that Google’s leadership and management capability are positively influenced by the hit of the pandemic attract as the tech giant started valuing employee health by opting the flexible working arrangement system in the name of ‘work from home’. 
On the contrary, Pradoto et al. (2022) criticised the work from home initiative as these academic practitioners discovered that Remote Work (RW) or Work from Home (WFH) has adversely impacted employee performance since business outcomes and commercial activities are significantly reduced in the modern business environment. 
This critical discussion about the work from home initiative concludes that some modern businesses have failed in ensuring the key ethical business practices in the pandemic crisis and this managerial inability has negatively impacted business outcomes. 
Marks and Spencer was not able to ensure business resilience in the pursuit of greater business outcomes as the revenue collection started decreasing in two pandemic years consecutively. For example, Marks and Spencer generated $10 million in 2020 and $9.1 million in 2021 (Smith, 2022). This evidence-based information clearly puts a questionable remark on leadership and managerial ability of M&S in the case of retaining employees or harnessing manpower to cultivate positive outcomes for preventing organisations from any untenable business hazards. This business failure of M&S can be supported or exemplified with the inclusion of evidence-driven secondary data that enunciates Marks and Spencer started shortening the workforce by cutting 7,000 jobs across its stores and management during the pandemic environment (BBC, 2020b). As per this justification of the secondary qualitative data, it is worth blemishing the leadership and managerial thinking process of the UK retailer in the context of cutting jobs instead of providing flexible working arrangements such as hybrid working systems. 
In contemporary academic literature, Surma et al. (2021) articulated that the COVID-19 pandemic scenario has made employers shift toward hybrid work patterns. Based on this academic preference, it is worth delineating that the resurgence of the hybrid working patterns has started influencing the decision-making and organisational psychology of businesses in the pandemic era with the alacrity of increasing employee resilience and adaptive nature to pursue any common organisational goals. In this respect, it is found that hybrid working model that is the combination of traditional workplace environments and remote working environment has the potential to influence the working nature and team dynamics of modern business practices. 
As per the theoretical perspective of Behavioural Management Theory, managers possess better understanding or comprehension about employee psychology for treating employees as the key organisational assets in order to help them achieve essential management goals. Considering this theoretical perspective, it can be remarked that the resurgence of the hybrid working system is the outcome or the culmination of rational managerial decision-making ability that puts managers in the first priority to develop suitable activities or initiatives for making employees feel valued in the global business environment. As mentioned by Lima (2020), the hybrid working model has the potential to redesign organisational elements and functionalities. In this regard, it is worth delineating that the hybrid working method is the subset of a flexible working arrangement which generates a plethora of ways to support employee autonomy with the urge of sufficing their values and basic requirements. 
In this sense, the hybrid working environment truly deserves to be paid acute attention from the leadership and management team of every productive modern employer to create remote working environments for supporting employee growth in any situational contexts to pursue organisational sustainability. In this way, it is depicted that employees are required to be equipped with every accessible growth opportunity while investing efforts and potential for the sustainability of their workplaces in the competitive market. Thus, the proposition of this management concept such as hybrid working is essentially a requisite initiative to promote ample employee engagement in this current pandemic environment. 
The findings of this section simply conclude that hybrid working system, work from home, flexible working arrangements, employee engagement, employee performance, positive business outcome and negative business outcome are the key organisational concepts that are intercorrelated to each other on the grounds of ensuring organisational sustainability by promoting employee autonomy in the modern business environments through the inclusion of conventional and online working environments. As per the Situational Leadership Theory, leaders play a key significant role to discern intense likelihood of employees through the uniqueness of every situation. Similarly, Woods (2019) agreed that situational leadership theory creates profound and notable implications on the business performance. The context of this section metaphorically symbolises that the pandemic is the current global situation that impels employers to promote flexible working arrangements with the aim of retaining agile talents for assessing potential business outcomes in the competitive job market. 


[bookmark: _3rdcrjn]3.0 Pros and Cons (elena muscinschi 2114907)
In terms of taking a glance at the above findings of the previous section, it was evidently shown that Google and Marks and Spencer has faced positive and negative implications in this ceaseless pandemic environment respectively. In the viewpoint of Adhitama and Riyanto (2020), employee performance associates to how labourers act in the work environment. This academic perception clearly puts an emphasis on the importance of creating and maintaining a suitable ethical workplace culture for assisting employees gain potential growth opportunities. 
This is the reason why the rise of flexible working arrangements or hybrid working systems has the plausible determination and resilience to positively and negatively impact business performance. Therefore, the key pros and cons are evidently justified in nature with the support of real-world organisational data, secondary information and the academic perspectives. 
[bookmark: _26in1rg]3.1 Pros of Hybrid Working Model or Flexible Working Arrangements and Their Impact on the Business Performance 
Employees are expected to be motivated with intrinsic approaches as well as extrinsic approaches. Therefore, leadership behaviour and management competencies are required to be well-practiced and exercised by the corporate team with the aim of implementing various employee engagement and motivational techniques. Similarly, Otaye-Ebede et al. (2020) elucidated the concept of Social Cognitive Theory by highlighting that self-reflection, self-regulation and self-organisation are interconnected to each other to make employees proactive and motivated in the workplace environments. This theoretical underpinning positively supports that the flexible working arrangements or the establishment of a hybrid working model is also a key cognitive business instrument that promotes self-reflection and self-organisation for employees by promoting employee autonomy concept. 
Tesco, the UK biggest retailer has positively used this flexible working arrangement system by harnessing manpower adequately while employees are liberal and autonomous in their job roles. This is the reason why Tesco witnessed insatiable growth of online orders from customers and 26.8% of the market share was obtained by this retailer in the pandemic crisis (BBC, 2020c). According to this context, it is conspicuous that Tesco’s employees have shown self-organisation and self-regulation in a positive context at the time of remotely working in the pandemic crisis. In this sense, increased employee skills, improved adaptive behaviour and self-regulation practices are the advantages of flexible working arrangement that have benefitted Tesco financially in the pursuit of brand development. 
Social Learning Theory is also well-conceptualised by real business organisations and this active conceptualisation makes companies as well as employees to learn from others by observing and imitating different behavioural approaches. In the case of considering this theoretical perception of the business management relationship, it can also be depicted that the inclusion of a hybrid working model has the plausible benefits by compelling employees to imitate behaviours from others with the urge of developing knowledge management and learning various skills. 
Ambrose (2021) in the news article has elucidated that the chief executive of ASOS, Nick Beighton creates new gender-neutral policies to support employees personally and financially by allowing flexible working arrangements for pregnant employees. This qualitative evidence of ASOS organisational data precisely indicates that this online UK fashion retailer has taken the flexible working arrangements for pregnant employees with the demonstration of ethical workplace cultural insight. 
Such, female employees’ identity and self-actualisation are valued by the new management policies of ASOS that inculcates flexible working arrangement systems to ensure employee potential growth and engagement. As a result, the company witnessed an incredible operating profit in the last pandemic year.
Therefore, the flexible working arrangements that are undertaken by Tesco for the pandemic crisis and ASOS for pregnant employees are proven advantageous concepts to facilitate organisational performance in the pursuit of sustainable business development. 
[bookmark: _lnxbz9]3.2 Cons of Hybrid Working Model or Flexible Working Arrangements and Their Impact on the Business Performance
The shift towards a hybrid working model is not wholly well-grasped and operated by corporate enterprises that have culminated in the adverse implications on the business performance. In this respect, it is worth conceptualising that employees can face technological issues, stress management, lack of self-confidence and management facilitates as the form of challenges in the context of following a hybrid working model. It has been determined by Sahni (2020) that the Conservation of Resource Theory (COR) indicates key triggers of stress for employees during work from home in the name of ineffective communication, lack of clarity and proper direction and loss of resources such as time and energy. This academic interpretation clearly puts an emphasis on the stress management aspects that alleviate employee potential and resilience while working from home as well as working from office at a similar parallel context. 
The concluding remarks vividly interpret that business enterprises are not wholly able to make employees resilient and adaptive enough to adjust with a hybrid working model. This inefficient performance management system of employees has resulted in creating adverse implications on the corporate image and brand loyalty of different corporations. 
For example, EasyJet took the decision to cut the jobs of 4,500 redundant staff across Europe (Topham, 2020). This unethical decision-making is the result of the company’s poor managerial ability in making employees adaptive to the hybrid working model that has made subordinates redundant in this pandemic and competitive job market. 
In this sense, the key disadvantages of using a hybrid working model are conceptualised in the name of poor managerial support, ineffective communication, loss of time and energy and lack of technological knowledge and competencies. These key disadvantages possess relevant implications to decline the brand value and corporate image of productive brands. In this sense, the inclusion of a hybrid working model is not proven entirely optimistic operational technique since employees are not discernible regarding its actual functionality. 
This section concludes that pros and cons of adopting a hybrid working model create unavoidable positive and negative implications on the firm performance in the competitive business environment. 


[bookmark: _35nkun2]4.0 Recommendations on How to Improve and Implement Hybrid Working (radu-daniel catrina 2123271)
In terms of considering the above-discussed findings about the impact of the rise of a hybrid working model on the modern business practices, some key challenges or issues are inherited by the firms in the same business environment. Due to these challenges, several competitive firms fail to ensure ethical business practices and that is why this section has taken the initiative of providing the key recommendations for improving and implementing hybrid working models within the workplace culture by minimising existing cons and their unwanted repercussions. As such, the key recommendations are extensively discussed with academic and social phenomena as well. 
[bookmark: _1ksv4uv]4.1 Providing Training and Development Sessions to Educate Employees about Virtual Working Environment
With the adherence of working at an office, employees are not adaptive to a remote working environment and lack of potential technological skills also intensifies the depth of this incapability. Therefore, the first recommendation is provided for the companies to bestow employees with a range of training and development sessions. The provision of these employee motivational techniques can be proven effective and viable for employees to help subordinates learn the operations of various technologies that can be useful in a remote working environment as well as workplace environment. 
For example, Sainsbury’s has apprenticeships for every age range from Level 2 to Level 7 in order to demonstrate talent management initiatives (Sainsbury's, 2021). This evidence-driven organisational data implies that Sainsbury’s has already committed to ensure employee growth for every age range without any discrimination. This conduct of ethical workplace culture is also considered as the main intrinsic motivational technique for continuously valuing employee hard work and dedication at the time of following a hybrid working model. 
The research paper of Pak et al. (2019) reflects that the Ability-Motivation-Opportunity (AMO) Model is the key HR management strategy to support employee continuous working in a workplace environment. 
Considering this theoretical perception, it is worth delineating that employers can be benefitted by using this employee motivation framework that would propel them to build necessary training and development sessions for increasing employee technical and cognitive skills. This provision will start motivating them exceedingly and this recommendation will support the active engagement of a hybrid working model in this changing global business environment. 
[bookmark: _44sinio]4.2 Using Google Meet and Zoom Conferencing for Online Audio-Visual Communication at Work
The success of using a hybrid working model can only be determined in the context of ensuring employee potential in actively using online communication technologies. Google Meet and Zoom Conferencing are the effective online audio-visual communication technologies that are magnificent at work and practice of daily business affairs. Employees and business officials are liberal in nature to effectively use these online communication technologies while working at the office as well as working from home. 
This context of the discussion can also be accentuated by the academic underpinning when Purwanto et al. (2020) persuaded that a transformational leadership empowers employees to learn new technologies such as Google Meet for improving the flow of communication. Based on this notable academic consideration, business enterprises are independent in nature in the case of permitting employees to indulge themselves in Google Meet and Zoom Conferencing for improving employee potential and performance in changing environmental contexts. The active implementation of this recommendation will surely assist corporate services in familiarising employees with various audio-video communication technologies that would simultaneously succour them in easily adjusting a hybrid working mode as per the necessity. As an example in the academic environment, Universities have implemented Microsoft Teams meetings as a method of teaching online, in an effort to continue academic activities despite external factors such as Covid-19 or weather disruptions. 
The accumulated academic doctrine profusely supports the functionality of a transformational leadership style that can be processed in relation to continuously support employee learning and development growth to minimise issues created in the realm of a hybrid working environment. However, the unlikeliness of employees in learning these technologies can hinder the successful incorporation of this recommendation that can threaten business with ambiguity and uncertainty. 




[bookmark: _2jxsxqh]4.3 Conducting Meetings Three times a Week to Address Challenges Faced by Employees
The first two recommendations are also connected with this third recommendation. This is because this recommended suggestion has the possible solution to address any gaps or challenges found in terms of following those first two recommendations. For example, the conduction of meetings thrice a week can easily make managers and leaders discernible regarding any task-oriented issues or employee-oriented issues while following a hybrid working model. In accordance with the scholarly perception of Islami et al. (2018), the Management by Objectives (MBO) is used as a key performance appraisal technique for employee satisfaction. In relation to this academic concept, business managers intentionally use this performance appraisal technique for gaining insights about employee performance. This is the reason why this recommendation is truly effective and viable in the context of making employers aware about employee weekly performance while employees are offered to work at the office as well as work from home. In this sense, every meeting that will be conducted in a week will not only develop workplace communication between hierarchical management team and subordinates but also the latter group will represent their opinions and discuss any challenges faced by them while adopting a hybrid working model. 
Every strategic recommendation discussed in the above section is individually imperative to improve and implement a hybrid working model across the modern workplace culture. Employees will be skilled and savvy in every business practice and employers will be responsible for bridging any gaps with potential in the pursuit of sustainable business development. However, some macro-environmental factors can negatively affect the seamless incorporation of these recommendation and can create uncertainty for employer and employees. For example, a demographic factor like increasing age variable within the workforce can hinder the implementation of virtual workplace training since statistically older people have increased difficulties in assimilating technology-based information. As such, a flexible and adaptive approach needs to be implemented taking the age gap into account. 
It is inevitably required for business enterprises to constantly support employee learning and development in every changing business environment to retain agile talents for avoiding any uncertain business calamities. Therefore, these recommendations are important in order to ensure the improvement and implementation of a hybrid working model across the workplace culture. All the cons of using a hybrid working model will feasibly be diminished through the incorporation of every recommendation. 
[bookmark: _z337ya]5.0 Conclusions (petar artyuhov 2123090)
To sum up the whole report, it is being stated that the hybrid model is by far the most popular and most useful working model for every organisation out there. The market giants are already taking and adopting this working model to make sure it will be easier for the employees to adopt it as well. So, for that, they can also conduct several training and development programs to indulge the performance of employees through the proposed model. Hybrid business model is actively used by corporations (Davies and Doherty, 2019). Amongst the most crucial choices one will need to undertake when business transition to a hybrid work style is selecting the appropriate communication platform. Whenever the pandemic struck, many firms were forced to make hasty choices on the technologies they would use to accommodate a virtual labour. However, hasty judgments are not always the wisest ones. In a society that is both more remote and more interconnected, a hybrid employment epitomises what something takes to succeed or interact. This change forces us to reconsider the interactions workers require in order to work effectively and cooperate with ease no matter where they are. Working remotely and hybrid work is distinct. Remote workers frequently work from home and would never possess access to that workplace. 
Although hybrid employees will occasionally work remotely, they now have the freedom to pick their workplace and hours. Workers have alternatives when it comes to choosing the dates, they would like to come into the workplace thanks to hybrid work. One has the choice to enter the workplace if they are experiencing depression, would like to get away from a noisy atmosphere or would like to engage other co-workers. With a mixed working paradigm, both function of the workplace and the ability to excel in each location should change. One will need warm and office navigational technologies to make certain everybody can remain busy and to get began right away in any place if a business intends to shrink the workplace size. Maintaining the environment now that work will take place outside of the organisation gets a paradigm shift in how to approach people to see the common mission. 
Designing a hybrid working model can enhance business decision-making (Dellermann et al. 2019). The findings of the report state that Social Cognitive Theory and Social Learning Theory are highly influential to ensure effective employee engagement by improving employee’s cognitive skills and competencies. The provided three recommendations are also proven effective and viable ones to ensure organisational resilience in accepting the use of a hybrid working model to facilitate employee working behaviour. Sainsbury’s is identified the key business enterprise to support employee learning and development for talent management growth in the changing business environment. In this sense, the seamless incorporation of the mentioned recommendations will also contribute to the successful implementation and improvement of a hybrid working model.
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