Module code: LCLM6005

Module title: Independent Project

Component 1: Portfolio

Element1, 2 and 3

Title: Impact of Hybrid Work Models on Employee Motivation and Productivity: A Case Study of

Barclays Plc.

1|Page



Declaration of Originality
| confirm that this work is my most original work, and it has never been submitted to any other

institution of learning.

Georgiana Rebenciuc

Signature

2|Page



Acknowledgement

| would like to express my sincere thanks to my supervisor Olusoyi Ashaye who guided and
encouraged me throughout this project, also to Mr. Md Kalam module leader who answered all
my questions and encouraged me throughout these 3 years, a great impact was also made by
Mrs. Nishi Ramsurrun, it was a blessing to be her student.

3|Page



Abstract

The research discusses the impact of hybrid work models on employee motivation and
productivity and considers the case of Barclays Plc. The increased adoption of hybrid work
arrangements, particularly in the post-pandemic era, has unleashed the conventional workplace
arrangements and brought about both opportunities and challenges to organisations and
employees. The research will aid in the realisation of the influence of hybrid work on the

experiences, performance, and engagement in a large financial organisation.

The study employed qualitative research as its research design, which is based on an
interpretivist philosophy where the study is able to explore the perception and experience of the
employees. Primary data were collected using semi-structured interviews with ten employees,
who are under hybrid arrangements. The data were analysed by using the thematic analysis,
which identified key trends and findings regarding motivation, productivity, communication, work-
life balance and organisational support.

The findings suggest that hybrid work is an enormous motivation to employees that are more
flexible and have more autonomy, and individuals are able to manage their work schedules more
easily. At the same time, the results also remind us that all employees are not motivated equally
and social interaction and isolation can negatively affect engagement. In terms of productivity, the
paper estimates that hybrid work can be used to improve individual performance, particularly
under remote working conditions, and office working conditions are required to facilitate

collaboration and teamwork.

However, the research also identifies a variety of challenges, including communication barriers,
coordination issues, inconsistent organisational support, and lack of work-life boundaries. These
issues suggest that hybrid work might not be a good practice, yet it would be structured and

guided by a powerful leader to provide the most outstanding outcomes.

Overall, the study indicates that hybrid work forms are highly potential and can be applied to
enhance organisational performance and employee welfare. However, this is only achievable
through appropriate management practices, communication and organisational support which are

sustained.
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Chapter 1: Introduction

1.1 Introduction

The introduction of the hybrid work format has radically altered the work experience, particularly
post-pandemic. Companies have now started integrating the remote and the office work to be
more lenient and to enhance the performance of workers. This change posits a greater level of
autonomy, motivation and productivity on the part of the employees in the contemporary
workplaces. With a hybrid work schedule, one can plan their time more effectively, which can
positively affect the overall performance and work satisfaction (Bloom et al., 2024).
Simultaneously, the hybrid models have their issues concerning communication, cooperation, and
control over the performance of the employees. The various degrees of work conditions may lead
to discrepancies in motivation and engagement of workers based on the efficiency of their hybrid
systems (Eng et al., 2024). Thus, it is important to note that hybrid employment would tend to
influence the motivation and productivity of the employees to be able to survive in the present-

day competition and survive in the long run (Rajeswari, 2024).

1.2 Research Background

The development of different types of hybrid variants of work is directly connected with the
development of digital technologies and the changing needs of the workers. Organisations have
been on the rise of flexible work arrangements to ensure that balance of work and life is
maintained, and the well-being of employees enhanced. It is discovered that working conditions
as hybrids can have a positive influence on productivity since the employees are able to work in
a place that fits them and their needs (Kusumawati, 2024). But hybrid work also presents various
complexities to the management of the organisation, such as coordination, communication, and
cohesion of teams. The effectiveness of hybrid models is contingent on the success of the
organisations in organising the workflow and helping the employees learn to work in new work
settings (Lauring and Jonasson, 2025). Moreover, the well-being of the employees also plays a
significant role because improperly implemented hybrid systems may result in stress and

loneliness, as well as the absence of engagement (Mateen, 2025).

1.3 Problem Statement

Although the hybrid working arrangements are settling, organisations have not been able to
remain abreast of the employee motivation and productivity. Although remote working is flexible,

hybrid working may cause communication and collaboration gaps and differences in resources
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between remote and office employees (Sulaiman, 2025). Such differences can contribute to
decreased involvement and a performance gap between teams. Other than that, there is a
challenge to develop hybrid systems that will enable organisations to strike a balance between
the freedom of employees and performance responsibility. Lack of suitable management
strategies would mean that hybrid work may lead to the de-motivation and misconception of
expectations that eventually will translate into the organisational outcomes (Raza, 2026).
Moreover, the difference in the experiences of the employees working in a hybrid setting can pose
a challenge of implementing integrated performance measurement systems to organisations
(Sari, 2026). As such, one should be sceptical of the effects of hybrid work models on employee

motivation and productivity, especially in a large organisation like Barclays Plc.

1.4 Company Background

Barclays Plc is a top financial services company in the globe, with its headquarters in London,
and has several operations in the retail banking sector, investment banking sector and
management of wealth. The firm has also adopted digital transformation and working flexibly to
be competitive in the dynamic financial landscape. Over the past few years, Barclays has
implemented the hybrid work model to provide flexibility and efficiency in the working of the
employees. The changes are in harmony with the overall trends in the industry, where financial
institutions are reorganising their workplace practices in a bid to strike a balance between
productivity and the welfare of employees (Maity, 2025). The problem of coordination, monitoring
of performance as well as maintenance of a team of employees working in a geographically
dispersed work team, however, challenges the hybrid practice of work, which is being used in big
firms such as Barclays. These issues demonstrate the need to comprehend the role of hybrid
work in motivation and productivity within the complex organisational contexts (Kumari et al.,
2025).

1.5 Research Rationale

The phenomenon of more hybrid forms of work has created the need to further elaborate on the
effect of this on employee motivation and productivity. Although the idea of flexibility can be linked
to such positive consequences, its shaky execution can cause a lack of engagement and
performance problems (Kuey, 2025). The significance of this study is that it is in a real-life
organisation scenario, which offers information about how hybrid work works within a large
financial institution. The data can assist organisations to develop more efficient work models in

terms of providing well-being for the employees and the organisation (Aarthi and Kavitha, 2026).
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Moreover, the research adds to the existing body of literature as it aids in bridging the gap in the
literature on the experience of employees and the performance measurement in a hybrid

environment (Ausare, 2024).

1.6 Research Aim

To investigate the effects of hybrid work models on employee engagement and productivity using

a case study of Barclays Plc.

1.7 Research Objectives

1. To examine the influence of hybrid work arrangements on employee motivation.
2. To assess the impact of hybrid work on employee productivity.

3. To determine the problems and opportunities related to hybrid work at Barclays Plc.

1.8 Research Questions

1. In what ways might hybrid work arrangements affect employee motivation?
2. What is the effect of mixed work on employee productivity?

3. What obstacles and opportunities emerge from hybrid work at Barclays Plc?

1.9 Chapter Summary

The chapter presented the research by discussing the importance of the hybrid work models in
contemporary organisations. It talked about the history of the research and the increased
significance of flexibility, employee well-being, and productivity in a hybrid setting. The problem
statement presented the main issues concerning motivation, engagement and performance in
hybrid settings. | have included the contextualisation of the study by giving a brief description of
Barclays Plc. The chapter also provided the rationale, aim, objectives and questions of the
research. All in all, this chapter provided the background for the discussion of the effect of hybrid

work on the motivation and productivity of employees in the following chapters.
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Chapter 2: Literature review

2.1 Introduction

The literature review is a critical examination of the current academic literature on the hybrid work
models and its influence on employee motivation and productivity. The transition to the hybrid
mode of work has spawned a large academic interest, specifically in the dynamics of flexibility,
engagement, and organisational practices and their impact on employee outcomes. This chapter
gives theoretical backgrounds, conceptual associations and key themes that manifest themselves
out of the recent studies as well as gives a systematic knowledge of the impact of hybrid work on

employee behaviour and performance in modern workplaces.
2.2 Theoretical Framework

2.2.1 Self-Determination Theory

With the Self-Determination Theory (SDT), three basic psychological needs -systematic
autonomy, competence and relatedness — describe how employees can be motivated. This is
especially true of autonomy, where the workers have greater work schedules and work
environments that they can influence in hybrid working. It is such flexibility that will be able to
increase intrinsic motivation since individuals will be able to match work to personal liking and
responsibilities. The increased level of employee autonomy that a hybrid working arrangement
will result in can make a difference in job satisfaction and performance outcomes. When
employees have confidence in their capacity to be placed in charge of their work, they could be

more engaged and committed to organisational goals (Kuey, 2025).

Nevertheless, SDT focuses on relatedness, which is likely to be disrupted in hybrid environments
as a result of lack of face-to-face communication. The workers who are not working in the office
might feel isolated, and this can adversely affect motivation and engagement unless well taken
care of. It is also necessary to have good communication and team spirit to ensure the motivation
is upheld in a hybrid environment (Mateen, 2025). Thus, the Self-Determination Theory will
become a positive perspective within the framework of describing how hybrid work can contribute
to and undermine the motivation of employees based on the implementation of an organisational

support system.
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2.2.2 Job Demands-Resources (JD-R) Theory

The Job Demands-Resources (JD-R) theory is a theory which provides a framework of analysis
of the work condition effects on employee performance and well-being. This theory states that
workload and communication issues are some of the job demands that may lead to stress, and
flexibility and autonomy are some of the job resources that may make the job more motivating
and productive. Hybrid workplaces are accompanied by the new demands and resources. On the
one hand, the employees find the flexible working arrangements to their advantage in that they

are an assurance that there is a balance between working and life and that burnout is prevented.

This flexibility will help the workers to work more effectively and hence achieve high productivity
(Kusumawati, 2024). Conversely, hybrid work also presents new requirements such as
communication barriers, technology issues, and team task coordination. The demands may also
result in stress levels and poor performance of the employees unless they are properly addressed
(Raza, 2026). The job demand and resources balance is thus a critical factor, which should be
considered in regard to the success of the hybrid work models. To manage the challenges that
come with the hybrid work environment like support, communication devices and leadership
practices, organisations must make sure that organisations are well equipped to address these

challenges.

2.3 Conceptual Framework

The study's conceptual framework is founded on the correlation between the hybrid work models,
motivation of the employees and productivity. Hybrid work is the independent variable, and
employee motivation and productivity are the dependent variables. The engagement of
employees, well-being and organisational support are the other mediating variables in the
framework. The aspect of motivation also implies that the issue of hybrid work also allows flexibility
and freedom, and thus it can lead to increased employee satisfaction and engagement
(Rajeswari, 2024). Concurrently, productivity is also defined by the fact that the employees can
adjust to the hybrid environments and how the organisations are able to communicate and

demand performance (Bloom et al., 2024).
2.4 Theoretical Analysis and Themes

2.4.1 Hybrid Work and Employee Motivation

Employee motivation is one of the greatest concerns of organisational performance, and hybrid

working has transformed how motivation in the workplace is achieved. Hybrid working conditions
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allow workers to be more flexible, and this can be more intrinsically motivating since people have
a higher opportunity to balance work and life. This flexibility helps generate a feeling of autonomy,
and it is directly linked to the increase in job satisfaction and engagement (Kuey, 2025). The
negative aspect of motivation in the hybrid world also exists. Lack of physical contact can
decrease the possibility of social bonding and awareness, which are important motivational
factors. Remote employees might lack the feeling of being part of organisational culture, and after
some time, they will not be engaged (Siddika, 2025). Moreover, the disparity in access to
resources and support of managers may lead to the disparity in the degree of motivation of
employees. Individuals who get the right support and get the right communication will be more
motivated, and the rest may have to grapple with not knowing where to go. As a result,
organisation leadership and organisational practices are important determinants of the effects of

hybrid work on motivation.

2.4.2 Hybrid Work and Employee Productivity

One of the main benefits of the hybrid work models is productivity, and a study has proposed that
a hybrid arrangement can provide the same (or even better) employee performance. The hybrid
work format has also provided the employees with flexibility to work in the environment that they
are comfortable working in and has increased efficiency and focus. Time management among
employees may lead to an improvement in the level of productivity (Bloom et al., 2024). The
situational aspects that affect productivity in hybrid environments, in turn, are limited. The lack of
supervision, difficulties in communication and technological obstacles are merely but a few of the
reasons that can have a negative impact on performance unless handled correctly. The workers
also might not be able to plan the work and get regular work processes, especially in a team (Mo
et al., 2026). Furthermore, productivity is also strongly related to the well-being of employees. As
hybrid work, workers are more willing to work well since they are able to have a work-life balance.
Nevertheless, work pressure or mismanagement has the potential to result in burnout, and this
will lower productivity (Sulaiman, 2025). Therefore, hybrid work can be productive, and the

success of this work relies on the organisational support and practice of work.

2.4.3 Work-Life Balance and Well-being

One of the largest opportunities related to hybrid work models is work-life balance. This personal
and professional life balance helps the employees to better cope with the tasks, which leads to
greater well-being and job satisfaction. The hybrid working system also enables a person to spend
less time on their way to work and have a more flexible schedule, thereby resulting in a better

work-life balance (Kusumawati, 2024). When healthy employees are balanced and supported to
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be more engaged and productive, they are more productive. Hybrid workplaces can help minimise
stress levels and have a positive impact on the level of job satisfaction when they are implemented
properly (Putri, 2024). But in hybrid environments, the boundary of work/life may not be clear. The
employees would have problems leaving work, and this would be translated to high levels of
stress and burnout. This shows the importance of having organisational policies that are healthy
work practices which help in promoting the health of the workers (Mateen, 2025). In addition,
although the benefits of hybrid work are enormous to the work-life balance, it requires a

demarcating line and sufficient organisational support to work.

2.4.4 Employee Engagement in Hybrid Work

The degree of engagement of the employees is one of the key determinants that may either
succeed or fail the hybrid work model. The employees involved will be motivated and productive
and also dedicated to organisational goals. Hybrid work can be more interactive, and this will
enable it to be more flexible and employees to manage their work independently (Rajeswari,
2024). Nevertheless, organisations need to undertake conscious efforts in an attempt to stay
relevant in the hybrid environments. The physical interaction may be decreased, resulting in the
lack of opportunity to collaborate, give feedback, and socialise, which are the most important to
remain engaged. The staff members might experience a sense of alienation from their teams and
organisational culture and lose engagement (Eng et al., 2024). The regular communication, virtual
collaboration tools and inclusion leadership practices are some of the strategies that organisations
should use in making sure that they are engaged. This kind of assistance in making the employees
feel valued can make them feel important and feel a part of it even when they are in a remote
location (Kumari et al., 2025). Then, it is the individual and organisational values that define the
involvement of the employees in the hybrid work, and a middle ground should be considered to

maintain the performance continuum.

2.4.5 Organisational Support and Leadership

One of the main requirements of successful hybrid work models can be viewed as organisational
support and leadership. A good leader will mentor, provide resources and support the employees
who need it to accomplish their tasks. In the hybrid environment, the managers will have to change
their management styles so that they can focus on the remote and in-office employees and
maintain equity and inclusivity (Aarthi and Kavitha, 2026). The appropriate organisational support
can boost the staff motivation and productivity by availing the necessary tools and training to the
staff and communication medium that the staff needs. When the organisation favours the

employees, they are in a better position, and thus the organisation will retain their interest and
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commitment to the work (Maity, 2025). But unacceptable leadership and support may also cause
confusion, lack of motivation and poor performance. When working with the hybrid, the leaders
should be assertive concerning the well-being of the employees and resolve the challenges of
communication and collaboration (Wang et al., 2022). Hence, organisational-level leadership and
support are needed to make sure the performance of employees is sustainable to render the

benefits of hybrid work as high as possible.

2.4.6 Challenges of Hybrid Work Implementation

Although there are positive aspects, numerous challenges are related to hybrid work, and
organisations should cope with them. The thing is that the main issue is that it should be conveyed
and cooperate with employees who work in various locations. This lack of coordination and
miscommunication might harm the performance and productivity of the teams (Santos et al.,
2024). The other difficulty is providing equality and equal playing among the employees.
Attainment of the performance difference and career development opportunity can be achieved
because of the difference in work conditions and availability of resources. This may cause
dissatisfaction and demotivation among the employees (Sari, 2026). Moreover, organisations are
also expected to combat technological issues and make sure that the employees have access to
effective digital resources and infrastructure. Lack of proficient technological support may make
hybrid working workless and frustrating to the employees (Butler et al., 2021). Therefore, the key
to successful implementation of hybrid work models and employee motivation and productivity is

to address these issues.

2.5 Research Gap

The existing literature can provide a lot of information regarding hybrid work and especially its
flexibility, motivation, and productivity. Most of the studies, however, are conducted within the
general organisational settings and not within particular industries like the banking industry.
Although the studies validate the topicality of both employee engagement and well-being, there
is scanty empirical research on the interaction of the two variables within the context of big
financial institutions (Ausare, 2024). Also, the research on the impact of hybrid working on
motivation and productivity in one organisational environment has not been conducted. This gap
demonstrates that there is a necessity to carry out a case study that will be specific to Barclays

Plc in order to offer more comprehensive information on the topic of hybrid work practices.
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2.6 Conclusion

The chapter has critically examined the literature available in the context of hybrid work model as
far as motivation and productivity of employees are concerned. It discussed some of the major
theories, conceptual connections and areas of theme, including engagement, well-being, and
organisational support. The discussion has revealed the advantages and problems of working in
hybrid form, as well as the role of the management practices that have been mentioned. The
above research gap rationalises why future research in a particular organisational setting has to
be conducted on the basis of which the future methodology and analysis of the research must be

conducted.
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Chapter 3: Research Methodology

3.1 Introduction

This chapter describes the role of the chapter in the research in investigating the effects of the
hybrid work model on employee motivation and productivity at Barclays Plc. It will detail the
research philosophy, methodology, strategy and design that will be used to guarantee credible
and systematic research. The other aspects highlighted in the chapter are the process of data
collection, data analysis, ethical concerns and restrictions to the methods. All the methods'
decisions involved in the research should be clearly explained, which makes the research reliable

and valid (Creswell and Creswell, 2018).

3.2 Research Approach and Philosophy

The research philosophy is the interpretivist research philosophy since it is concerned with the
meaning and subjective experiences of human beings in the organisational settings. This is
especially appropriate since perceptions, feelings and social relations in a hybrid working
environment are the determinants of motivation and productivity of employees. Interpretivism
gives the researcher an opportunity to investigate these experiences in comparison to quantifying
them in terms of figures (Bryman, 2021). The qualitative research approach can be used since it
will allow the researcher to investigate the lived experience of the employees in detail. Qualitative
studies are less preoccupied with measurement and more preoccupied with depth, context, and
meaning, unlike quantitative ones (Flick, 2022). The method, too, corresponds to the purpose of
the research to examine the effect of hybrid work on motivation and productivity as opposed to
proving the already formulated hypotheses. It also takes an inductive approach with a set of
themes and patterns arising out of the data that is being collected. The strategy promotes theory
construction based on the actual organisational experience (Grey, 2021). Altogether, the selected
philosophy and practice will make it possible to gain a better understanding of the hybrid dynamics

of work at Barclays.

3.3 Research Strategy: Case Study

Barclays Plc is the case study organisation where a real-life situation is analysed using a case
study approach. Case studies prove especially useful in terms of exploring the multifaceted
phenomenon in the natural environment, which allows viewing the organisational practices as a
whole (Yin, 2023). Such an approach will help the researcher to investigate the dynamics of hybrid

work in a large financial institution and its effect on employee motivation and productivity. It also
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renders the integration of various viewpoints of various employees feasible, and this enriches the
outcomes. The small scale of the study when applied to a single organisation gives the study
contextual relevance and depth to the study, contributing to its depth of analysis (Bell, Bryman
and Harley, 2022).

3.4 Research Design: Cross-Sectional Model

The research design used will be a cross-sectional research design in which the data are going
to be collected at one point. This kind of design is suitable as it will not presuppose the need to
implement a lengthy observation to collect the current experiences of the employees and their
attitude towards hybrid work (Saunders et al., 2023). Through a cross-sectional model, a
researcher may be in a position to determine the patterns and relationships between the hybrid
work practices, motivation and productivity. It is also time- and resource-saving, particularly in
scholarly studies. Meanwhile, however, it gives a picture of the situation at a single moment in
time but not changes over time. Although this is a weakness, the design is appropriate in the

quest to attain the objectives of the study (Creswell and Creswell, 2018).

3.5 Data Collection Techniques

The research is based on the primary data gathering as far as the semi-structured interviews.
There is purposive sampling of 10 employees of Barclays Plc in order to get relevant information
on employees who have worked in a hybrid work environment. The semi-structured interviews
are not structured, and the participants are free to give their views, yet they answer critical
questions of the study. Such an approach is especially successful when qualitative research is
conducted since the information received using this approach is highly detailed and includes a lot
of information related to personal experience and perception (Kumar, 2019). The interviews focus
on motivation, productivity, communication and work-life balance. This is because 10 interviews
will be sufficient to be as comprehensive as possible without being cumbersome. The method

makes the results more legitimate and transferable (Flick, 2022).

3.6 Research Strategy

The study adheres to the qualitative approach that will involve a more in-depth analysis of the
experiences of workers. This plan focuses on meanings, behaviours and the organisational
dynamics instead of quantifying relationships. It is rather comparable to the interpretivist
philosophy and inductive method used in the research (Bryman, 2021). The plan will be geared
towards flexibility; the researcher will be in a position to make amendments to questions to be

asked in the interviews as per the answers that the participants will provide. This sensitivity will
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assist in revealing some small details about hybrid working. Also, it will be pertinent to take into
account a particular context in the organisation in the findings that are grounded on the real-life
experiences. This contributes to the practical as well as academic value of the research (Grey,
2021).

3.7 Data Analysis Procedures

Thematic analysis is a common qualitative approach of extracting patterns and themes in textual
data that is used to analyse data and extract the patterns and themes. It entails familiarisation
with the data, coding, the development of themes, and interpretation (Braun and Clarke discussed
by Bryman, 2021). The thematic analysis assists the researcher in categorising the rich data of
the interviews into meaningful categories in terms of motivation, productivity and issues of hybrid
work. It also helps adopt an inductive approach, meaning that the themes are identified in a natural
manner, according to the responses of the participants, and not prior (Flick, 2022). The technique
further enriches and colours the results and is not as complex as trying to match the results with

the already known theories and literature.

3.8 Ethical Considerations

Ethics are applicable in the research process. Before taking an interview, the purpose of the study
is described to the participants, and they are requested to give consent. In order to preserve the
identity of the participants and the information of the organisations, the anonymity and
confidentiality are upheld. Moreover, the participants will be allowed to drop out at any time without
any repercussions. The research also finds that the information is safely stored and not utilised in
any other way besides academically. Such ethical processes will help improve the credibility and

integrity of the research (Saunders et al., 2023).

3.9 Limitations of the Methodology

Although the strengths are there, the methodology has limitations. The conclusions might be
considered weak because of the small sample (10). It is based on one organisation; therefore,
the results might not be applied to other industries and settings (Yin, 2023). Additionally,
qualitative data is highly dependent on subjective responses of the subjects, and this can be
subjective. The cross-sectional design also fails to allow the possibility of observing time changes.
Moreover, information about workers and companies may not be feasible. Nevertheless, these
constraints are comprehended and addressed through the help of shrewd research design and

analysis (Creswell and Creswell, 2018).
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3.10 Conclusion

The chapter has presented the methodology that was employed in the research of the concept of
hybrid work at Barclays Plc. It embraced the application of the interpretivist philosophy, qualitative
case study approach and cross-sectional design. Data collection in terms of the interview method,
steps of the thematic analysis, ethical concerns and limitations were also described in the chapter.
On the whole, the research objectives can be sufficiently covered by the methodology, and the
motivation of employees and their productivity under a hybrid working environment can be studied

in detail. These findings of the obtained data will be provided and discussed in the next chapter.
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Chapter 4: Results and discussion

4.1 Introduction

The chapter presents the results of the qualitative data collected through the semi-structured
interviews on the employees working under the hybrid setups at Barclays Plc and deeply analyses
them. The analysis is planned according to the key themes which were identified with the help of
utilisation of the thematic analysis, and they are flexibility, motivation, productivity,
communication, work-life balance, engagement, organisational support and implementation
issues. The direct quotes by the participants support all the themes and are in contrast with the
existing academic literature to provide a more detailed perspective. The chapter not only reports
the findings but also gives an interpretation of the findings in relation to the research objectives in
giving complete knowledge of the effect of hybrid working on employee motivation and

productivity in a practical organisational climate.

4.2 Presentation of findings

Presentation of findings are presented on the following:

inconsistent” (P8)

Theme Codes Interview Quotations Key Findings
1. Flexibility and | Flexible schedule; | “Flexibility boosts my | Flexibility and
Autonomy Control over work; | motivation” (P1); “Hybrid | autonomy
Reduced commuting | gives me control” (P6); | significantly enhance
“‘Less commuting stress | motivation and
helps” (P2) satisfaction.
2. Motivation | Increased motivation; | “It improved my | Hybrid work creates
Variability Decreased motivation overall” (P10); | mixed motivational
motivation; Context- | “Motivation drops when | outcomes depending
dependent motivation | I'm isolated” (P3); | on context.
“Motivation is

(P3); “Depends on the
type of work” (P5)

3. Productivity | Home  productivity; | “More  productive  at | Productivity varies by
Differences Office  productivity; | home” (P1); “Office helps | work  environment
Task dependency me finish tasks faster” | and task type.
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(P1)

4. Communication | Delayed “Online  communication | Hybrid work
Barriers communication; Lack | feels slower” (P1); | weakens
of clarity; Reduced | “Messages get delayed” | communication
interaction (P6); “Hard to explain | efficiency and clarity.
things virtually” (P9)
5. Work-Life | Improved balance; | “Much better than before” | Hybrid work
Balance Blurred boundaries; | (P1); “Work overlaps with | improves balance
Outcomes Switching difficulty home life” (P3); “Still | but creates boundary
struggle to switch off’ | challenges.
(P7)
6. Employee | Reduced ‘| feel less connected” | Engagement
Engagement engagement; Office | (P1); “Office days | declines in remote
Issues engagement; improve engagement” | settings butimproves
Disconnection (P3); “Hard to stay | in office presence.
involved” (P8)
7. Organisational | Unequal support; | “Support varies by | Organisational
Support Gaps Manager manager” (P5); “Remote | support is
dependency; support feels limited” | inconsistent across
Resource access (P3); “Support feels | hybrid environments.
unequal” (P8)
8. Hybrid Work | Coordination issues; | “Hard to  coordinate | Hybrid work requires
Challenges and | Technology meetings” (P3); “Tech | better coordination,
Improvements problems; Need for | issues slow things down” | tools, and structured
improvement (P5); “Improve | policies.
communication tools”
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4.3 Interpretations of findings

4.3.1 Flexibility and Autonomy

The findings indicate that flexibility and autonomy are the key aspects when it comes to enhancing
employee motivation in hybrid workplaces. The participants emphasised the aspect of time control
as significant to them, and some of the responses were: “Flexibility increases my motivation” (P1),
and “Hybrid provides me with control” (P6). This means that the autonomy will provide the
employees with the option to arrange their work in a way that would be most beneficial to them
and ultimately improve their satisfaction and engagement. The results given in this study are
consistent with past research. Bloom et al. (2024 ) found out that hybrid working does not affect

performance negatively; it fosters employee satisfaction and retention.
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Figure 4.1: Flexibility and Autonomy (Choudhury et al., 2021)

Similarly, Choudhury et al. (2021) assert that the geographic and temporal flexibility assists in
enhancing productivity since employees can determine the best conditions of working. However,
the results also reveal that the flexibility is inadequate. The absence of necessary coordination
and organisational support may lead to the inequalities of the working practices where flexibility
is exercised. This follows De Menezes and Kelliher (2019), who observe that the well-structured
policies should support the flexible working arrangements to ensure performance is not affected.

Altogether, the outcomes confirm the fact that flexibility and autonomy are effective motivation
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factors, yet their effectiveness depends on the effectiveness of organisations to find the balance

between freedom and structure.

4.3.2 Motivation Variability

The findings indicate that there are positive and negative effects of hybrid working on employee
motivation. Certain respondents even reported about positive outcomes, such as “It has made
me more motivated in general” (P10), but other respondents had some problems, such as
“Motivation goes down when | am alone” (P3). It means that there is no general motivation for
hybrid environments in different situations and individual differences. This discrepancy is
supported by the literature. Eng et al. (2024) found out that hybrid work can not only result in a
higher degree of motivation due to flexibility but also a decreased degree of motivation due to

isolation.
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Figure 4.2: Motivation Variability (Bailey and Kurland, 2020)
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Similarly, Bailey and Kurland (2020) affirm that the situational variables, such as team interaction
and individual preferences, influence the result of telework. In addition, Contreras et al. (2020)
also note that the aspect of leadership is among the variables that retain individuals to be
motivated in the hybrid context. Inadequate communication and managerial support may make
the employees feel that they are not connected, and as a result they lack motivation. Thus, the
findings suggest that there is no clear-cut difference in the effect of hybrid work on motivation.
Instead, motivation is based on the flexibility-social interaction and organisational support

balance.

4.3.3 Productivity Differences

The findings reveal that there is great contextually different productivity in the hybrid work

arrangements. The more productive at home mentioned themselves as more productive at home
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— “More productive at home” (P1) — and those who considered themselves more productive in the
office said, “Office helps me finish tasks faster” (P3). This implies that productivity will vary in
accordance with the workplace and needs of the job. These outcomes are in line with those found
by Bloom et al. (2024), who found out that hybrid working neither decreases nor increases the

productivity levels.

Employee decides where to work -

-« p [ﬁ Structured Hybrid J

- Specific in-office days

-—- =

’

Employee decides when to work --' b ~- Specific remote days
) Hybrid Work X
[ Office-First Hybrid } -7 Models o= { Remote-First Hybrid I
Mostly in-office work - - Ir - Focus on remote work
Some remote flexibility -~ '~ Occasional office time

Figure 4.3: Productivity Differences in models (Bloom et al., 2024)

Still, on the same subject, Choudhury et al. (2021) claim that flexibility will allow employees to
optimise their working conditions, which will lead to their improvement in performance. However,
the findings also demonstrate the fact that the kind of task also plays an important role. Mo et al.
(2026) found out that hybrid teams are more productive in doing their work in the right environment
— individual work is better done at home, and collaborative work is better done in the office
environment. In this way, the findings indicate that the hypothesis of the absence of an intrinsic
impact that hybrid work may impose on productivity (enhancing or reducing it) is valid. Instead,
productivity is an aspect of the capability of organisations to align work activities with the suitable

environments.

4.3.4 Communication Barriers

Communication barriers were identified as one of the issues of hybrid work environments. The
issues that the participants mentioned are “Online communication feels slower” (P1) and “Hard to
explain things virtually” (P9), which are the lack of clarity and efficiency in communication. These
findings are consistent with those of Santos et al. (2024), who also found out that a significant
issue with hybrid teams is the absence of coordination due to the absence of face-to-face
communication. Similarly, Wang et al. (2022) argue that digital communication is poorer than face-

to-face communication that leads to the occurrence of misunderstandings.
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Figure 4.4: Communication Barriers (Bloom et al., 2024)

Khanna et al. (2024) also note that such a problem as communication is particularly problematic
within a collaborative workplace. However, research has shown that an adequate use of digital
tools can be used to mitigate such issues. Another issue that Contreras et al. (2020) discuss is
how remote communication barriers can be overcome with the help of e-leadership and
communication strategies. All in all, the findings suggest that hybrid work is not only creating
obstacles in communication, but they can also be reduced with the help of appropriate

technological and managerial interventions.

4.3.5 Work-Life Balance Outcomes

The findings indicate that hybrid work is an excellent practice for improving work-life balance, yet
there are challenges. The participants mentioned that it assists them to better their lives with such
statements as “Much better than before” (P1) and such problems as “Work overlaps with home
life” (P3). This means that there are opportunities and threats associated with hybrid work to the
welfare of the employees. The findings are comparable to the findings of Eng et al. (2024), who
found that hybrid work is the best option because of having a shorter commuting time than full-
time and being more flexible. Similarly, Kusumawati (2024) also thinks that hybrid work is
positively affecting the well-being of employees and job satisfaction. However, the issue of
overlapping is not a new one. Sulaiman and Onah (2025) point out that insufficient work-life

separation may lead to overworking and burnout due to the remote work. Therefore, the findings
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suggest that hybrid work can be used to improve the work-life balance, and organisations must

implement policies to help employees to have a clear boundary.

4.3.6 Employee Engagement Issues

The findings show that employee engagement in the hybrid working conditions is negatively
affected, particularly at times when employees are working remotely. It was also found that some
of the ideas that were used by the respondents were less related, such as “| feel less connected”
(P1) and “Hard to stay involved” (P8). Bailey and Kurland (2020) confirm these results by saying
that remote work can result in the absence of social interaction and attachment to the

organisation.
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Figure 4.5: Employee Engagement Issues (Eng et al., 2024)

Similarly, Eng et al. (2024) found that the engagement of the employees can be negatively
influenced by the fact that the face-to-face interaction will be reduced. However, the findings also
suggest that engagement is better during office days, as it is observed that “Office days improve
engagement” (P3). This confirms the argument by Choudhury et al. (2021) that flexible and social
interaction may be balanced through the hybrid models that involve remote and office working.
The findings, consequently, imply that the possibility to have good social relations and

organisational culture determines hybrid work.
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4.3.7 Organisational Support Gaps

The findings mention differences in the organisational support in the hybrid work arrangement.
Participants added that “Support depends on the manager” (P5) and “Support is not equal” (P8),
meaning that there are unequal experiences among employees. These conform to Contreras et
al. (2020), who suggest that leadership plays a critical role in a remote work environment.

Guidance, support and communication are necessary in providing leadership.

Office Work

3 Places

Figure 4.6: Organisational Support Gaps (De Menezes and Kelliher, 2019)

Still on the same note, according to De Menezes and Kelliher (2019), one of the factors that
determine whether flexible work arrangements are effective or not is organisational support.
Moreover, Magaji (2025) mentions that inconsistent support can be detrimental to employee
performance and satisfaction in hybrid systems as well. The implications of the results, therefore,
are that organisations must ensure that the support mechanisms are continuously the same in

order to gain the most out of hybrid work.

4.3.8 Hybrid Work Challenges and Improvements

The findings demonstrate that there are several problems connected to hybrid work, including
coordination and technology, and that there is a need to have more transparent policies. P3:
Participants responded, “Hard to coordinate meetings”, and P1: “Improve communication tools”.
These findings can be consistent with Santos et al. (2024), who note the challenges of
coordination of hybrid teams. Similarly, Wang et al. (2022) emphasise the importance of having

good digital infrastructure to support hybrid work. Structured processes are another significant
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factor of hybrid environments, according to Khanna et al. (2024). In addition, Sharma et al. (2025)
assert that organisations should develop leadership strategies and policies to balance flexibility
and performance. Overall, these results show that despite the potential of hybrid work being highly
effective, the operation process is to be mitigated through improved systems and tools and

improved management practices.
4.3 Discussion

4.3.1 Impact of Hybrid Work on Employee Motivation

Role of Flexibility and Autonomy

The hybrid work arrangements have an enormous impact on employee motivation because the
two are more flexible and autonomous, since they emerge as the centre of positive work attitude.
The findings show that the workers like the flexibility of their work hours and work conditions, and
they are able to balance work and personal life. This kind of independence will result in intrinsic
motivation since the employees will feel that they are trusted and empowered at work. The
perseverance of Bloom et al. (2024) assists in supporting this viewpoint, demonstrating that hybrid
work does not have a negative impact on the outcomes of the performance and boosts the
satisfaction of the employees and retention. Moreover, Choudhury et al. (2021) suppose that such
flexibility as geographical and temporal can help employees to optimise their working conditions,
leading to a positive motivation and engagement. This flexibility reduces stress because of
commuting and rigid schedules so that employees can devote their energy more constructively to
accomplishing their tasks. Additionally, the autonomy results in a sense of ownership and
responsibility that also increase motivation. The findings also, however, show that there must exist
some balance between the organisational structure and flexibility. Poor expectations and
coordination can lead to performance and communication variances since excessive freedom is
attained. De Menezes and Kelliher (2019) also highlight that flexible work practices can be the
most helpful in case of developed policies and effective performance guidelines. Therefore, to
ensure that flexibility and autonomy are effective motivational tools, organisational systems that

encourage clarity, coordination and accountability are required in organisations.
Challenges of Isolation and Reduced Interaction

Even though flexibility is beneficial, a hybrid working system leads to such problems as a lack of
social interaction and reduced communication, which can be negative in terms of motivation. The

findings indicate that the degree of engagement may decline in those employees who have an
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opportunity to work remotely due to lack of face-to-face communication and not being able to
interact informally. This lack of social attachment can destroy the sense of belonging and
attachment of the employees towards the organisation. The observation is validated by Eng et al.
(2024), who add that hybrid work can reduce motivation in the case of socially disconnected
employees. Similarly, Bailey and Kurland (2020) assume that telework reduces the likelihood of
spontaneous communication that is essential in building relationships and ensuring that people
are engaged. It can lead to isolation in the long run and loss of morale and commitment to
organisational goals. Other than that, it may lack physical presence, and visibility may be limited
besides recognition, which are very important in ensuring that motivation is encouraged. The
employees may also feel unattended to or undermined, particularly in remote areas where they
have fewer chances of being informally assessed. This can also result in lack of engagement and
underperformance. Therefore, a certain degree of flexibility is provided by flexible work, such as
hybrid work, but a social disconnection is also created. To stem these negative effects and stay

motivated, organisations need to strive to develop interaction and teamwork.
Importance of Leadership and Organisational Support

The hybrid work environments will require organisational support and leadership to make sure
that the employees are motivated. The findings mean that effective communication, frequent
feedback and inclusive leadership approaches are essential in making sure that the employees
are involved and motivated. Another factor that can be used to bridge the communication gap and
hold organisations together in a hybrid environment where the employees are physically
dispersed is leadership. Though Contreras et al. (2020) do not argue that e-leadership is an
important element of managing remote and hybrid teams, they enforce the fact that leaders must
be open to new communication approaches to be able to support their employees. This includes
providing appropriate direction, staying in touch, and establishing a favourable work environment.
Similarly, De Menezes and Kelliher (2019) also highlight that the effectiveness of flexible work
arrangements largely rests on the organisational support. The findings also indicate that the
absence of coherent managerial assistance can adversely affect the motivation. The difference
in the leadership styles and strategies of communication might result in unequal experience for
the workers, which will lead to dissatisfaction and engagement deficiency. This is also
corroborated by Magaji (2025), who also adds that irregular support systems can reduce the
performance and morale of the employees. Therefore, motivation in hybrid workplaces needs to

be supported with strong leadership and consistent organisational support to sustain the level of
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motivation. Organisations ought to ensure that they are in a position to support all the employees

regardless of their location of work.

4.3.2 Impact of Hybrid Work on Employee Productivity

Productivity Gains in Remote Work Settings

The findings indicate that not working in the office, i.e. hybrid, does not negatively impact
productivity since workers encounter fewer distractions and have more control over their working
conditions. Working at home provides an opportunity to work without all the distractions that
accompany one in the workplace, leading to improved productivity and performance. This is
justified by Bloom et al. (2024), who prove that the level of productivity is not lowered or
deteriorated through the way of hybrid work but also gets enhanced and the level of employee
satisfaction is also improved. Another assumption that Choudhury et al. (2021) make is that
flexibility would enable the employees to select the work environments that would contribute to
their most productive state. This is very useful, particularly when one has to involve oneself in
activities that require a lot of concentration or analytical thought or when one is alone. The hybrid
work will result in effective time management and a rise in the degree of output, as it will reduce
the commuting time as well as allow the employees to work when they are most productive. Also,
remote working can lead to a more personalised workspace, in which the employees can
customise the workspace to their preferences. This will be capable of relieving pain, reducing
stress and improving performance in general. However, they are not universal and may vary
based on individual working styles and jobs. Remote work is thus highly productive, particularly
in those work practices that are individual and task-orientated; but its success is in how the

employees can manage their working habits.
Importance of Office-Based Collaboration

Though remote work can enhance the productivity of a person, the outcomes of the study show
that an office-like environment is still inevitable in teamwork. The communication, teamwork and
problem-solving that are necessitated in activities that require coordination and understanding are
made easy by the interaction that is attained through face-to-face interaction. This view is
validated by Mo et al. (2026), who add that the hybrid teams are more efficient when they interact
in offices through collaborative activities. The office environment provides the opportunity to
engage in spontaneous communication, to get instant feedback and to strengthen the team unity.
All these will assist in efficient decision-making and problem-solving. Furthermore, working online

together leads to the development of trust and the developing of relationships with other members
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of the team, which is vital in the long-term performance of organisations. However, the benefits
of flexibility of the hybrid mode of work could be undermined when there is excessive reliance on
the office-based collaboration unless it is managed properly. To ensure that workers have a
chance to enjoy both, organisations should find the balance between working at home and at
work. The best outcomes of hybrid work are therefore realised when organisations have a
strategic plan of how they can allocate collaborative work to the office and individual work to

working remotely in order to achieve the best outcomes.
Operational Challenges Affecting Productivity

Despite its positive aspects, there are several operation issues with hybrid work that can
negatively influence productivity. The findings indicate that communication will be delayed,
coordination will be problematic and reliance on digital tools can disrupt the working process and
turn it less efficient. Santos et al. (2024) underline that the amount of face-to-face contact in the
hybrid team is limited; hence, coordination is an issue that can slow the decision-making process.
Similarly, Wang et al. (2022) affirm that communication systems of digital nature cannot be as
instant and clear as face-to-face communication, and therefore, miscommunication and
inefficiencies will arise. The fact that hybrid work environments need to be equipped with strong
coordination systems is also emphasised by Khanna et al. (2024) to enable them to handle
distributed teams. Additionally, standardised procedures and expectations are not in place, a
situation that can confuse the employees, leading to the inconsistency of performance. These
challenges are particularly acute in those activities which require cooperation and interaction in
real-time. Therefore, hybrid work has the potential to help improve productivity, but organisational
strategies are key to the success of hybrid work. There should be an investmentin communication
tools, and the process must be clarified and training provided so that the employees can work

effectively in the hybrid environment.

4.3.3 Obstacles and Opportunities of Hybrid Work at Barclays Plc

Opportunities

The improved well-being of the employees and work-life balance at Barclays Plc is a wonderful
chance of improving hybrid working. The findings indicate that shorter commuting time and
flexibility are highly beneficial to the employees since they give them an opportunity to better
balance their personal and professional lives. This increased balance results in less stress, more
job satisfaction and motivation which is more long-term. The same argument is supported by

Kusumawati (2024), who believes that hybrid work arrangements influence the welfare of
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employees positively because they not only offer flexibility in the work schedules of the employees
but also reduce the physical fatigue of employees who have to commute to work. In addition, Eng
et al. (2024) underline that working in a hybrid format can assist workers to build healthier work
routines that can lead to improved mental and physical wellbeing. All these benefits are automatic,
though. The findings show that to gain all these benefits, the employees must be able to undertake
to manage their time and boundaries. The flexibility allowed by a hybrid work may also lead to

overworking rather than balance unless it is directed properly.

The other significant opportunity that has emerged due to hybrid work is the fact that it has raised
the degree of autonomy among workers, and thus, this has boosted motivation and performance.
The findings indicate that employees are glad to have the choice of the direction and location of
the work, which makes them feel more accountable and own the work. Choudhury et al. (2021)
state that with this form of autonomy, the employees will have the option of the environment that
will maximise productivity, thereby improving its overall performance outputs. Moreover,
autonomy brings about organisational trust, as the employees will feel that the management trusts
them and their capability to work. This trust can be a catalyst to encourage the commitment to
organisations and proactive behaviour. As the findings suggest, though, there is a risk of
performance and communication inconsistency that can be induced by the absence of structure
through autonomy. Therefore, organisations should maintain a balance between freedom and

good expectations and accountability systems to ensure stable results.
Challenges

Despite these opportunities, communication and coordination problems are critical problems in
the hybrid work environments. The findings show that absence of face-to-face communication
reduces the accuracy of communication and delays the decision-making process. The issue with
the hybrid team, Santos et al. (2024) highlight, is that coordination can be poor due to a
fragmented communication channel that will most likely disrupt the working process and reduce
efficiency. Similarly, Wang et al. (2022) also mention that digital communication tools lack the
immediacy and richness of face-to-face communication and, as a result, make it even harder to
convey complicated ideas and ensure that both sides of the discussion are on the same page.
Another aspect that Khanna et al. (2024) bring up is that a hybrid work environment should have
structured communication frameworks to facilitate effective work by dispersed teams. These
challenges may be particularly acute with regard to the work requiring teamwork and a rapid
reaction. The absence of an effective communication framework may lead to inefficiencies and

low productivity in hybrid work, so organisations need to be strategic. The findings also reveal
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that disparities in organisational support exist, which predetermine disproportional experiences of
employees. Some workers believe that the remote workers are not well attended to, offered

opportunities or have restricted access to resources compared to those in the office.

Contreras et al. (2020) argue that one of the factors that encourage fairness and inclusiveness in
the hybrid work environments is leadership. Another claim made by Magaji (2025) is that the
absence of the constant supportive attitude of the manager can adversely affect the work and
satisfaction of the staff, in particular, when they believe they are disrespected or excluded. These
differences may lead to low morale, low engagement and potential performance variations among
teams. Organisations must thus ensure that the leadership practices are the same and that they
engage and equally support all employees regardless of the location of work. Hybrid work is more
flexible, but, at the same time, it is an issue with creating clear work and personal life boundaries.
The findings suggest that employees may not be able to quit work easily and will end up working
long hours and stressing out. Sulaiman and Onah (2025) point out that in the absence of effective
management of boundaries, burnout could be a result of the hybrid workplaces. Of particular
interest is remote environments where there is no physical separation of work and home and
where it becomes difficult to establish boundaries. This can negatively impact health and

productivity in the long term.

4.4 Chapter Conclusion

The chapter has described and critically discussed the findings of the study on the efficacy of the
hybrid work model towards employee motivation and productivity at Barclays Plc. The thematic
analysis enabled the chapter to come up with the following areas as key: flexibility, motivation,
productivity, communication, work-life balance, engagement, organisational support and
implementation challenges. As the discussion has revealed, the idea of hybrid work has numerous
benefits, in particular, the field of flexibility, autonomy, and work-life balance, which positively
affects employee motivation and satisfaction. At the same time, the findings indicated the lack of
homogeneity of motivation and productivity and its reliance on the kind of task, effective

communication, and support of the managers.
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Chapter 5: Conclusion, Recommendations and Research Limitations

5.1 Conclusion

The study investigated the impact of the hybrid work model on employee motivation and
productivity at Barclays Plc, using qualitative data collected using semi-structured interviews. The
findings indicate that hybrid work is a complex and multi-dimensional phenomenon which can
lead to either positive or negative effects, depending on how the practice is implemented and
handled. The ability to be flexible and autonomous is one of the most significant findings of the
research that are essential in employee motivation. This characteristic enables the employees to
be in control of their work schedules and work environments, therefore enhancing job satisfaction

and engagement.

This aligns with Bloom et al. (2024) and Choudhury et al. (2021), who indicate that flexible job
setups increase the well-being and performance of employees. The research postulates, on the
other hand, that not every employee is motivated. The reduced interaction and isolation can
negatively influence the engagement, which proves the arguments presented by Eng et al. (2024)
and Bailey and Kurland (2020). In productivity, the findings reveal that remote working may be
productive, particularly in the case of individual tasks that are carried out under remote working
conditions. At the same time, an office-based environment is also obligatory due to teamwork and

collaboration.

This is in line with the findings of Mo et al. (2026), who emphasise the need to ensure that the
work is aligned to the appropriate working conditions. Nonetheless, productivity can be an issue
because of communication obstacles and coordination issues unless it is tackled effectively
(Santos et al., 2024; Wang et al., 2022). Overall, the study concludes that hybrid work options
have huge potential in boosting motivation, productivity, and the well-being of employees. These
benefits, though, require good leadership, good communication tactics and organisational
support. Lack of the following can lead to disengagement, inefficiencies, and unequal employee

experiences in hybrid work.

5.2 Recommendations

It is against this backdrop that some practical suggestions are put across on how to enhance the
efficacy of hybrid work models in Barclays Plc. Firstly, organisations need to have well-structured
and clear hybrid work policies. The study has discovered that uncertainty in expectations can

bring about confusion, absence of accountability and inconsistency in performance. In this regard,
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organisations should come up with clear standards regarding work schedules, communication
expectations and performance standards. De Menezes and Kelliher (2019) assert that the best

form of flexible working is when it has well-established organisational structures.

Clear policies will be in place that will facilitate uniformity and clarity among teams. Secondly,
digital communication and collaboration tools are to be invested in. Communication barriers were
one of the biggest challenges that were experienced in the hybrid work settings. Organisations
need to adopt high-quality systems that can be utilised in real-time communication and
collaborations as well as sharing of information. The key to remaining productive in a hybrid
environment is having a proper digital infrastructure, as Wang et al. (2022) underline.
Furthermore, Khanna et al. (2024) believe that the impact of coordination among distributed
teams and the reduction of misunderstandings would be achieved through organised

communication systems.

Thirdly, organisations should invest to develop leadership in favour of hybrid work. Virtual
communication, employee interaction and performance surveillance should be used as the basis
of new leadership skills of managers. Contreras et al. (2020) quote the fact that e-leadership plays
a vital role in maintaining motivation and productivity within the hybrid environment. A training
programme should be offered to the managers to equip them with skills to manage the dispersed
teams. Fourthly, a hybrid work should have a task-based approach. The findings indicate that
productivity does not coincide in terms of the nature of tasks. Personal work (that requires

attention) should be done at home, and group work is to be done in the office.

This is an established strategy which is confirmed by Mo et al. (2026), who assert that matching
the work with the appropriate working environment increases efficiency and performance.
Organisations should be able to explain the jobs that can be performed at home or in the office.
Fifthly, organisations should implement strategies to initiate employee engagement and
integration. The existence of working hybrids will reduce the possibility of informal communication
and relationship building, which are crucial in promoting organisational culture. Face-to-face

activities, occasional meetings and virtual teamwork sessions of the team will be encouraged.

According to Bailey and Kurland (2020), social interaction plays a crucial role in ensuring a high
level of employee engagement and motivation. Sixthly, organisations must aim at supporting all
employees of the organisation in a similar way. The findings show that there are differences in
the support of the employees working in the office and those working remotely, which can also

lead to the perception of inequality. In organisations equal access to resources, training and
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managerial support needs to be provided. According to Magaji (2025), insufficient support
systems, which are consistent, can negatively affect the performance and satisfaction of

employees.

This can be addressed by the presence of standardised support systems. Seventhly,
organisations should be able to set up a balance between work and life by motivating staff to draw
clear boundaries between work and life. Hybrid work can lead to the blurring of these boundaries,
leading to burnout and overworking. Some of the policies that can help employees have a good
balance include flexible working hours, specification of times and breaks and restrictions of after-
hours communication. Sulaiman and Onah (2025) note the need to manage the boundaries in

preventing burnout in hybrid workplaces.

Finally, organisations should continuously re-examine and modify their hybrid work methods.
Feedback needs to be collected on the employees regularly to identify the areas of problems and
issues. The notion of working hybrid is a new trend, and organisations are supposed to be flexible
in their approach in order to succeed in the long run. In general, these recommendations are likely
to optimise the positive aspects of hybrid work and address its challenges to realise the

sustainability of the organisational performance.

5.3 Limitations of the Research

Even though this research may be useful, it has several limitations that one may observe. First of
all, the research is based on a limited number of respondents (10 subjects) that may limit the
extrapolation of the findings. Even though in the qualitative research the focus is on the depth, a
larger sample will provide more different points of view and reinforce the results. Secondly, the
study is restricted to a single organisation of Barclays Plc, and this restricts the externalisation of
the findings to the other industries or organisations. Yin (2023) argues that the case study
research is very descriptive and may not be applicable in other contexts. Thirdly, the qualitative
interviews would suggest that the findings will be on the subjective experiences and perceptions

of the interviewees.

This may be biased because responses may be influenced by the personal attitudes, memory or
life circumstances. Bryman (2021) points out that qualitative research may be interpretive and
may be biased by both the participants and the researcher. Moreover, the research is cross-
sectional in nature, and it is, therefore, impossible to monitor the changes with time. Hybrid work
is an evolutionary phenomenon, and the experiences of the employee may evolve as

organisations change their practices. Longitudinal research may be able to explain these
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changes. However, the research has worthwhile information to contribute to the knowledge on

hybrid work and a strong foundation on which to undertake additional studies.
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Appendix

Component 1: Portfolio

Element 2

Title: Impact of Hybrid Work Models on Employee Motivation and Productivity: A Case Study of

Barclays Plc.
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Gibbs’ Reflective Cycle

Introduction

To understand the research process that was followed to work on this study about hybrid work
models and their effects on employee motivation and productivity, one can apply the reflective
cycle developed by Gibbs in the given reflection. The importance of reflection practice as a form
of academic practice cannot be overestimated because it can help one learn through doing and
become more competent in the manner in which they will go on practising in the future (Gibbs,
1988).

Description

The study was conducted based on a research protocol of research design and how to conduct
qualitative research through interviewing ten participants in semi-structured interviews. The
objective was to find out about employee experiences in a hybrid workplace, motivation and
productivity. The processes involved were the formulation of research questions, collection of
data, analysis of data and correlation of the findings with the literature. | was also involved in every
step of the research that helped me to comprehend how the research is conducted by going

through with planning to final analysis (Moon, 2013).
Feelings

| was not sure at the outset of the study of how to choose the right methods and how to handle
the qualitative data. It is an inherent aspect of the reflective learning process, as people are more
likely to enter the process with confusion and gradually attain clarity (Gibbs, 1988). | was also
certain when the research went on, especially when the interview and analysis were taking place.
| too was interested in the process, and the process of identifying patterns in responses of the

participants specifically.
Evaluation

One of the strengths of the research process consists in receiving hands-on experience of how
to conduct good research and how to analyse real-life data. The interviews were very
enlightening, and the answers were discussed, and this enhanced my critical thinking. Boud,
Keogh and Walker (2015) state that reflection can be beneficial since it can assist an individual
in reevaluating and reconsidering his/her experiences to improve his/her learning. This was clear,

as | went on reading my research approach.
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Analysis

The research process brought to light the fact that reflection is key in building up both academic
and professional capabilities. The reflections enabled me to understand my strengths and
weaknesses, including the ability to be more confident and early uncertainty and data
management problems. According to Moon (2013), reflection is also good in learning, as it
promotes critical thinking and self-awareness. This was especially essential in the cases where
data were under analysis, where they had to be deciphered well in order to be accurate and

relevant.
Action Plan

Next time | get engaged in a study, | will exercise time management and planning in order to
transform it into a programmed process. The skill of reflection will be enhanced as well because
I will have a chance to analyse my progress on a consistent basis. Secondly, | would like to
become more confident in working with qualitative information and critical inquiry that would

enable me to enhance the quality of my research.
Conclusion

On the whole, it was a great learning experience, and the process of conducting research assisted
me in being aware of qualitative research and self-development. The reflection enabled me to
discover my strong points and weaknesses to improve on, and this has enabled me to become a

better researcher.
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Component 1: Portfolio

Element 3

Title: Impact of Hybrid Work Models on Employee Motivation and Productivity: A Case Study of

Barclays Plc.
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to be the major characteristic of the

contemporary organisations, which is hybrid work. The poster will discuss the impact of hybrid

work on the motivation and productivity of the employees in Barclays Plc using the experiences

of the employees and the organisational behaviours.

Research Methodology

The research follows the interpretivist philosophy in order to get to know the subjective

experiences of the employees. The qualitative approach was employed, which was underpinned

by an inductive approach which enabled the data to unravel the themes. A case study design

involving a real organisation investigated hybrid work. The primary data were collected through

semi-structured interviews of ten hybrid job workers. This type of strategy was not only informative

but also all-inclusive and addressed the most relevant fields like motivation, productivity,

communication and work-life balance. With the assistance of the thematic analysis, the data was

analysed to identify the patterns and important themes (Bryman, 2021) to make sure that the

findings were grounded on the actual experience of the employees.
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Key Findings: Motivation and Engagement

The results show that hybrid work creates more motivation based on the flexibility and autonomy,
which enable employees to have more control over the time and place of work. This benefits
Bloom et al. (2024) and Choudhury et al. (2021), who emphasise the existence of a positive
association between flexibility and employee performance. Motivation is not even homogenous.
Although there are more pleased workers, the others lament the fact that they are not heavily
involved because there is no social interaction. Eng et al. (2024) and Bailey and Kurland (2020)
state that the lack of face-to-face communication can harm organisational commitment and team
spirit. It confirms that the flexibility-social relationship and support balance are vital to motivation

in hybrid work.

Key Findings: Productivity and Performance

The research concludes that hybrid working is more productive, especially when it comes to
individual work wherein the workers are not as distracted as when they are working in a remote
environment. This is linked to Bloom et al. (2024), who identified that the performance is not
decreased with hybrid work. Meanwhile, the office settings are still needed to facilitate teamwork
and interaction concerning the teamwork activities. Mo et al. (2026) underline that the productivity
is contingent on the suitability of the tasks and the relevant working conditions. In addition,
coordination challenges and communication barriers can have a detrimental impact on efficiency

unless removed (Santos et al., 2024; Wang et al., 2022).

Conclusion

To sum up, the hybrid work has a great influence on the level of motivation of the employees, as
well as their productivity. Although it has such clear benefits as flexibility, autonomy and better
work-life balance, its negative aspects include such issues as communication, engagement and
organisational support. The results indicate that hybrid work is most productive in those
organisations that have systematic approaches to work, offer effective leadership, and have

effective communication technologies.
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This form is to be completed by the student within SIX months for full-time students and TWELVE months
for part time students, after the commencement of the research degree or following progression to Part
Two of your course.

Once complete, submit this form via the MyT.SD Doctoral College Portal st (hitps://mytsd uwtsd ac.uk).
This document is siso available in Welsh.

"RESEARCH STAFF ONLY
All communications relating to this application during its processing must be in writing and emasiled to
paresearch@uwtsd.ac.uk , with the title "Ethical Approval’ followed by your name.

STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES =should submit this form
{snd receive the outcome) via systems explained to you by the supervisor/module leader.

L]

In arder for research to result in henefit and minimisg risk of harm, it must be conducted ethically. A
researcher may not be covered by the University’s insurance if ethical approval has not been obtained
prior to commencement.

The University follows the CECD Frascati manual definition of research activity: “creative work undertaken
on a systematic basis in order fo increase the stock of knowledge, including knowledge of man, culture and
society, and the use of this stock of knowledge to devise new spplications”. As such this covers activities
undertaken by members of staff, postgraduate research students, and both taught postgraduste and
undergraduate students working on dissertations/projects.

The individual undertaking the research activity is known as the “principal researcher”

Ethical approvsal is not required for routine sudits, performance reviews, quality assurance studies, testing
within normal educsationsl requirements, and literary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.

This form must be completed and approved prior to undertaking any research activity. Please sse
Checklist for detsils of process for different categories of application.

SECTION A: About You (Principal Researcher)

1 Full Name: Georgians Rehensius

2 | Tick all boxes thst apply: Member of staff S| }ionorary research o
e I o il I e I

3 Institute/Academic o e ’ .
Discipline/Centre: University of Wales Trinity Saint David

4 Campus: London

5 E-mail address: 2214103@student.uwtsd.ac.uk

8 Contact Telephone Number: 07341725651
For students:
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7 Student Number: 2214102
8 Ernaramme. of Study: BA Leadership and Management skills in the workplace
8 Director of Studies/Supervisor: | Qlusayi &sbaye Richard

SECTION B: Approval for Research Activity

1

Has the research activity received approval in principle?

(pleasa check the Guidance Notes as to the appropriate YES o NO B
spproval process for different levels of research by different
categories of individusl)
Date
2 | If Xes plesse indicste source of | poooarch Degrees Committee (=]
spproval {and date where known):
Approval in principle must be | |nstitute Research Committze a
obrained from the relevant source —
prior to seeking ethical approval Other (write in) o

SECTION C: Internal and External Ethical Guidance Materials

Please list the core ethical guidance documents that have been referred to during the completion of
this form (including any discipline-specific codes of research ethics, locstion-specific codes of
research ethics, gnd glsq any specific ethical guidance relating to the proposed methodology).
Please tick to confirm that your research propossl adheres to these codes and guidelines. You may

add rows to this table if needed.

1 UWT SD Research Ethics & Integrity Code of Practice =
2 UWTSD Research Data Management Policy =
[List any other relevant documents hera] a

SECTION D: External Collaborative Research Activity
If there are externsal collasborstors then you should gsin consent from the contact persons to share their
personal dats with the university. If there are no externsl collaborators then leave this section blank and
continue to section E.

1 Institution
2 Contact person name
3 Contact person e-mail address
< Is your research externslly funded? YES O NO P
5 Are you in receipt of a KESS scholarship? YES jm | NO =
8 Are you specifically employed to Voluntary YES i NO =
= undertske this research in either a Employed
paid or voluntary capscity? Y YES O NO B
8 |s the research being undertaken If YES then the
within an existing UWTSD Athoefa permission guestion YES - NO =
Professional Learning Partnership below does not need
{APLP)? to be answered.
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8 Has permission to undertake the (If YES attach copy)
research has been provided by the If NO the spplication YES o NO =
pariner grganisation? cannot continue

Where research activity is carried out in collaboration with an external grganisation

10

Does this ggganisation have its own ethics approval system? YES O NO B

If ¥Yes, please attach a copy of any final approvsl! (or interim approval) from the grganisation (this
may be a copy of an email if appropriate).

SECTION E: Details of Research Activity

Impact of Hybrid Work Models on Employee Motivation and

B - Productivity- A Case Study of Barclays Plc

Proposed start date: 07/04/2026 Proposed end date: 11/04/2026

Introduction to the Research (maximum 300 words per section)

Ensure that you write for a Non-Specialist Audience when outlining your response to the
points below:

Furpose of Research Activity
Proposed Rezesrch Question
Aims of Research Activity
Objectives of Research Activity

Demonstrate, briefly, how Existing Research has informed the proposed activity and explain

What the reseamhb activity will sdd to the body of knowledge
How it addrezzes an sres of importance.

Purpose of Research Activity

The present study aims to investigate the effects of hybrid work models on employee productivity and
motivation at Barciays Plc. The purpose of this study is to explore employees’ actual experiencas working in a
hybrid envircnment and to pinpoint the advantages and disadvantages of such work arrangements.
Furthermore, it will attempt to offer useful suggestions which can enhance employse performance,
engagement as well 35 overall grganisationsl productivity in a flexible work environment (Barclays Fle, 2025).
The present study will ytjizs findings from previous research by grophasising important topics including
flexibility. work-life balance including higher job satisfaction linked to hybrid work arrangements. Ressarchers
notably Alexander et ai. (2021) along with Castanada ef al. (2022) have proved the fact that hybrid working
offers more sutonomy which can boost motivation and productivity. However, some studies have found issues
such poor team cohesion, employes isolation as well as communication difficulties. Such considerations will
dir=ct the formulation of interview questions as well as contribute in the interpratation of the results around an
actual grganiEational setting. Through oﬂ‘enng particylar insights about hybrid work within Barclays Pic that
have not been extensively examined in prior studies, the current study will contribute to the database of
knowledge (Barciays Plc, 2025). Instead of relying solely on broad or quantitative conclusions, this will include
qualitative evidence derived from employee experiences. The gap amanp theory and practice could be
lessened as_3 resuls of this research activity. The present research study will focus on 3 crucial topic because
many giganiaations uilise hybnd working 35 a long-term strategy. Improving employee well-being, sustaining
preductivity, while encouraging efficient management technigues in the contemporary workplace will depend
on an understanding of its implications in real-world context such as in Barclays Plc (Barciays Flc. 2023).

(this bax should expand as you type)

Research Question(s)
This research critically investigates the impact of hybrid work models on employ=se motivation within

Barclays Plc, analyses the relationship between employee productivity and hybrid work
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arrangements, examines the key factors shaping both motivation and productivity in hybrid contexts,
and exsluates the strategies through which Barclays Plc may enhance employee outcomes under
evolving hybrid work practices.

(this box shauld expand as you type)
Aims of Research Activity

The main aim of this research is to examine how hybrid work models influence employee productivity and
5 motivation in Barclays Plc. Adddionally, the study also aims to offer insights of effective hybrid policies, thus
helping grganiaations sustain motivation and improve the overall business productivity of Barclays.

(this box shadld expand as you type)

Objectives of Research Activity

This study sims to investigate how hybrid work arrangements influence employee motivation within
Barclays Plc, examine the relationship between such arrangements and employee productivity, and
identify the key factors that either enhance or hinder motivation and productivity in hybrid work

6 settings.

To :uggest suitable measure: for improving emplovee performance and engagement in kybrid work environments

(this box should expand as you type)

Proposed methods (maximum 600 words)

Provide g _bpef summeary of all the methods that may be used in the ressarch activity. making it clear
what specific technigques may be used. If methods other than those listed in this section are deemead
appropriste lster, additional ethical approval for those methods will be needed. You do not need to
justify the methods here_hut should instead describe how you intend to collect the data necessary
for you to complete your project.

Research Design
The current study will use s qualitstive spproach towards research design which will be beneficial for

understanding the perceptions as well as experiences of the participants based on working under
hybrid working models in Barclays Plc. Therefore, the current study will employ an exploratory
research design which will be beneficial to identify the patterns, attitudes and bghayinues. of the
participants {OClawsle ef al., 2023). Furthermore, this design will help in maintaining flexibility
throughout the study which will be usaful for understanding the complex human experiences from
the participants within the real grganisational setting.

Research Approach and Philosophy

The present research will employ an interpretivism research philosophy and this will be significant
for understanding the focus of the research by understanding the personal experiences in the hybrid
work settings in Barclays Plc in the UK (Pervin and Mokhtar, 2022). Alongside this. an inductive
research approach will be used which will be beneficial in qualitative methods and will help this study
by developing reasoning (ygars, and Gillam, 2022). This will further help in developing themes
emerged from the findings which is more suitable than testing an existing hypothesis or theory.

Data Collection Method

This study will employ & primary data cellection approach in which semi-structured interviews will be
conducted. A set of open-ended guestions related to hybrid working. employee motivation and
productivity will be added in this process (Nii Laeafia and Ogbewe, 2023). Furthermore,
participants will be given freedom to share their individusl opinion or experiences. Online platforms
such as Microsoft Teams or Zoom will be used for conducting the interviews.

Sampling Technique

This study will use s purposive sampling technique as the participants will be selected that have
direct knowledge or expenence of hybrid working madel within Barclays Flc in the UK. Ten
managers from different departments of Barclays Flc will be selected as main participants as they
will discuss the topic more from a managerial perspective (Tajik ef al, 2025). Therefore, this will help
in developing diverse knowledge and prospective related fo the hybrid working practices in Barclays
Ple.
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Data Recording and Management

The data collected from the interviews will be stored in password-protected laptops and the sudic
recordings will be transcribed into written format for better understanding and anslysis. Any type of
personsl information including name. job role or any identifiable data will not be collected and stored
in final data management for maintaining snonymity in the research (Nii Laryeafip and Ogbewe,
2023). The data will be handled by maintsining confidentiality and will only be used for academic
purposes and will be destroyed after six months from the final submission date.

Data Analysis Techniques

A thematic analysis method will be used for apalysing the data collected from the interviews. It will
include careful reading and considerstion of the interview data and transcripts for genersting
commeon themes and patterns to ensure motivation and productivity during dats analysis (Braun and
Clarke, 2023). Similar responses will be selected together for developing meaningful themes and
this will help in understanding the impacts of hybrid work models in Barclays Plc.

Ethical Considerations

Information sheet for voluntary participation will be provided to the participants prior to the
interviews. This will explain the sole purpose of the interviews and a consent form will be sent for
each participant. However, participants can withdraw from the interview at any time without any
question asked as confidentislity and privacy will be maintsined accurately during the interviews (Nii
Laryeafig and Ogbewe, 2022). Alongside this, GDPR will be considerad to ensure data safety and
protection.

Limitations

One main limitation of this study is that it includes a small sample size which can limit the
generalisation for the findings (Braun and Clarke, 2023). However, the responses will completely
depend upon the experiences and honesty of participants and will be based solely upon this which
represents another limitation.

(this box should expand as you type)

Location of research activity
Identify all locations where research activity will take place.

United Kingdom (UK)

(this box should expand as you type)

Research activity outside of the UK

If research activity will take place overseas, you are responsible for ensuring that local ethical
considerations are complied with and that the relevant permissions are sought. Specify any locsl
guidelines (e.g. from local professional sssociations/learned societies/universities) that exist and
whether these involve any ethical stipulations beyond those usual in the UK (provide details of any
licenses or permissions required). Also specify whether there are any specific ethical issues raised
by the local context in which the research activity is taking place, for example, particylac cultursl
andlor legal sensitivities or vulnersabilities of participants. If you live in the country where you will do
the research then please state this.

N/A

(this box should expand as you type)

10

Use of documentation not in the public domain: Are any documents NOT NO =
publicty availsble? == =

11

If Yes, please provide detsils here of how you will gain access to specific documentation that is not
in the public domsin and that this is in accordance with the current data protection law of the
country in question and that of England and Wales.

ftnis box should expand as you hype)

§
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Rﬂ Does your research relate to one or more of the seven aims of the Well-being
of Future Generations (Wales) Act 2015? YES NO
12 | A prosperous Wales O
13 | A resilient Wales =]
14 | A heslthier Wales c b
15 | A more equal Wales (=] =
18 | A Wales of cohesive communities (=} =
17 | A Wales of vibrant culture and thriving Welsh language O
18 | A globally responsible Wales O =
18 | If YES fo any of the above, please give details:
s box should axpan -
SECTION F: Scope of Research Activity
Will the research activity include: YES NO
1 Use of 8 questionnaire or similar research instrument? ) =z
2 Use of intervews? B O
3 Use of focus groups? =] =
4 Use of participant dianes? 0
5 Use of video or sudio recording? O X
g8 Use of computer-generated log files? ] =
7 Participant observation with their knowledge? m]
8 Participant observation without their knowledge? ] =
9 Access to personal or confidential information without the participants' specific L =
consent?
10 Admir}istretion of any gquestions, test stimuﬁ._ presentation that may be L =
expernenced as physically, mentally or emotionally harmful / offensive?
11 | Performance of any acts which may cause embarrassment or affect self-esteem? (=] =
12 | Investigation of parficipants involved in illegal activities? D =
13 | Use of procedures that involve deception? 0
14 | Administration of any substance, agent or placebo? m]
15 | Working with live vertebrate animals? (m} =
16 | Procedures that may have a negsative impact on the environment? =] =
17 Other primary data collection methods. Please indicate the type of data collection
method(s) below.
Details of any other primary data collection method: (=) =
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| (this bhox should expand as you type)

If NC to every question, then the research activity is (ethically) low risk and may be exempt from some of the
following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been
obtained.

SECTION G: Intended Participants

If there are no pariicipants then do not complete this section, but go directly to section H.

[

Who are the intended participants:
YES NO
1 | Students or staff st the University? o
2 | Adults (over the age of 18 and competent to give consent)? R O
3 | Vulnersble adults? ()
4 Children and Young People under the age of 187 (Consent from Parent, Carer or I -
Guardian will be required) =
5 | Prisoners? o
8 | Young offenders? o
Those who could be considered to have a particularly dependent relationship with &
7 : 2 =}
the investigator or 8 gatekeeper?
8 | People engaged in illegal activities? (=} =
Others. Flease indicate the participants below, and specifically any group who
2 | may be unable to give consent.
Detsils of any other participant groups: o =
(this hox should expand as you type)
Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and
how will they be recruited?
How many participants are e
10 | expected? 10 participants
{this box should expand as you fype)
11 Who will the participants be?
Managers from different departments of Barclays Plc
(this box should expand &8s you lype,
= How will you identify the g;rmmek experiences in respactive departments in
participants? Y
[inis box shoukd expand &S you fype)
Information for participants: YES NO N/A
13 Will you describe the main research procedures to participants in = o o
advance, so that they are informed about what to expect?
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14 | Will you tell participants that their participation is voluntary? = O o
15 | Will you obtain written consent for participation? = O 8]
8 Will you explain to participants that refusal to participate in the o o =
ax research will not affect their treatment or educstion (if relevant)?
[fthe research is observational, will you ask participants for their
17 : B O o
consent to being observed?
18 Will you tell participants that they may withdraw from the research at = o o
any time and for any reason?
10 With questionnaires, will you give participants the option of omitting = o o
questions they do not want to answer?
20 Will you tell participants that their data will be treated with full = o o
confidentiality and that. if published. it will not be identifiable as theirs?
21 Will you debrief participants at the end of their participation, in a way = o o
appropriate to the type of research undertaken?
22 | If NO to any of above questions, please give an explansation
(i DboxX showd expand as you Iype)
Information for participants: YES NO N/A
24 | Will participants be paid? | R a
25 | Is specialist electrical or other equipment to be used with participants? a B o
o8 Are there any financial or other interests to the investigator or o = e
University arising from this study?
57 Will the research activity involve deliberately misleading participants in o ] e
any way. or the partial or full conceslment of the specific study aims?
28 | If YES to any question, please provide full detsils
Interview will be conducted through virtual mesting using Microsoft Teams.
[this box shoukd expand &8s you fype)

SECTION H: Anticipated Risks

Qutline any anticipated risks that may adversely affect any of the participants, the
researchers and/or the University, and the steps that will be taken to address them.

If you have completed & full risk assessment (for example as required by s laboratory, or external
research collaborator) you may append that to this form.

Yes =)
No =

1 | Full risk assessment completed and appended?

Risks to participants

2 | For example: sector-specific health & safaty, emotional distress, financial disclosure, physical harm,
transfer of personal data, sensitive grganisatianal information

Risk to participants: W, y0u Wil Tigate: e risic 0 panipams:

This study involves minimal risk despite Risks will be minimissd by ensuring voluntary
participant interaction through interviews, with participation, sllowing participants to skip
possible minor emotional discomfort and 2 small | uestions or withdraw at any time, aveiding
risk of sharing sensitive i=ati sensitive topics, and maintaining strict

information st Barclays Plc, which will be

(-]
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minimised through voluntary participation, the confidentiality and secure data handling for all
right to skip questions, and strict confidentiality participants from Barclays Flc.

messures
(this box should expand &s you fype)

(this box should expand &s you fype)

If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual acfivity,
drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give
details of the procedures to deal with these issues, including any support/advice (e.g. helpline
numbers) to be offered to participants. Note that where spplicable, consent procedures should
make it clear that if something potentially or gefyslly jllegal is discovered jn the cqurse of s project,
it may need to be disclosed to the proper authorities

This study does not involve highly sensitive topics; however, if any participant feels uncomfortable,
they will be informed they can skip questions or withdraw st any time, and sppropriate support
resources will be suggested if needed, while any disclosure of illegal activity will be handled in line
with ethical and legsl requirements.

(this box showld expand as you ype)
Risks to the investigator

4 | For example: personal health & safety, physical harm, emotional distress, risk of accusation of
harm/impropriety, conflict of interest

Risk to the investigator: HGW YU Will mITigate Ihe M1SK 10 the Ivestigator:

The risks to the researcher are minimal, with

possible minor emotional strain and risk of Risks will be migimissd by conducting
misinterpretation during interviews, which will be | interviews in s professional and contrelled
mitigated by maintsining professional online environment, maintaining clear
boundaries, clear communication, and following | Poundaries, following ethical guidelines, and
ethical guidelines throughout the study. ensuring all interactions sre documented and

handled sppropriately.

(s box should expand 55 you vpe) (thts box should expand &5 you lype)

5 Universitylinstitutional risks
For example: adverse publicity, financial loss, data protection
Risk to the University: HOW yGU W MItigate e fisk 10 the Understy-
Risks to the University are minimal but may . . o .
include data protection or reputational concerns, | These "Sks_“’"’_b? W by snonumising.
which will be mitigated by ensuring all data, maintsining strict confidentislity,
confidentiality, apeaymising. s!l data, and securely storing information, and fully complying
complying with ethical and dsta protection with university ethicsl guidelines and dsta
guidelines throughout the study. protection regulations.
(this box showld expand as you ype) [this box should expand &8s you lype)

8 Environmental risks
For example: accidentsl spillage of pollutants, damage to local ecosystems
Risk to the environment: How you wiY mirigate the risk fo environment:
This study poses no environmentsl risk, as it No mitigation measures are required as the
involves online interviews only and does not study involves enline interviews only and poses
include any activities that could impact the no rik to the environment.
environment.
{this box shoukd expand as you fype) (this box sholrd expand &5 you fype)

Disclosure and Barring Service
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If the research sctivity invelves children or vulnerable sdults, a Disclosure

and Barring Service (DBS) cerificate must be cbiained before any YES NO N/A
contact with such participants.

7 | Does your research require you to hold a current DBS Certificate? O 4 O
If YES, please give the cerfificate number. If the certificate number is not
8 | ausilahle please write “Fending”; in this case any ethical approval will be

subject to providing the sppropriate cartificate number.

SECTION I: Feedback, Consent and Confidentiality

1

Feedback
VWhat de-briefing and feedback will be provided to participants, how will this be done and when?

Following the interview. participants will receive a brief debriefing outfining their rights, the objective
of the study, as well as the way the data will be used. Within a week. an email containing feedback
and 8 synopsis of the results will be sent. If further informsation is required, the parficipants selected
from Barclays Flc might enquire for it.

(this box shouwld expand as you ype)j

Informed consent

Describe the arrangements to inform potential padicipants before providing consent, of what is
involved in participating. Describe the arrangements for participants to provide full consent before
data collection begins. If gaining consent in this way is inappropriate, explain how consent will be
obtsined and recorded in accordance with prevailing data protection legislation.

Before participating, participants will get an information sheet outfining the goal, procadure including
their rights. To uerify to their voluntary invelvement. they must complete a consent form. Consent
regarding online interviews will be elecfronically recorded prior to the start of dats collection. Every
process of the interview will adhere to UK data protection regulations such as the GDPR.

[ims bax showa expand as you Ivpe)

Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any cutputs. If
anonymity is not being offered. explain why this is the case.

All research outcomes associated with Barclays Plc will use codes rather than names to maintain
participant anonymity. Every piece of information will be kept private and safely saved on
password-protected Isptops. No personal information will be disclosed or published and only the
individual conducting the study will have access to the data.

(this box shouwd expand as you ype)j

SECTION J: Data Protection and Storage

Does the research activity involve personal data (as defined by the Genersl
Dsta Protection Regulation 2018 “GDPR" and the Data Protection Act 2018 YES NO
“DPA™)?

“Personal data” means any information relating to an identified or identifiable
natural person ("dats subject’). An identifiable natural person is one who can
be idenfified, directly or indirectly, in parficular by reference to an identifier
such as s name, ap identification number, location data, an online identifier or n} =3
to one or more factors specific to the physical, physiological, genetic, mental,
economic, culfural or social identify of that natural person. Any video or audic
recordings of participants is considered fo be personal data.

If YES, provide a description of the dats and explain why this data needs to be collected:
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[tmis box shou\d expand as you fype)
Does it involve special category data (as defined by the GDFR)? YES NO
“Special caregory ( data means sensitive personal dats consisting of informstion as
fo the data
(3} racial or ethnic ongm.
(b} political opinions,
(¢) religious beliefs or other beliefs of 5 similar nature,
3 | (d) membership of 5 trade union (within the meaning of the Trade Union and Lahaus o =
Relations (Consofidation) Act 1992),
(2} physical or mental heaith or condition,
(f) sexual life,
9} genetics,
th biometnc data (35 used for ID purposes),
If YES, provide a description of the special category data and explain why this data needs fo be
collected:
4
(this bax should expand Bs you lype)
|
Will data from the research activity (collected data, drafts of the thesis, or YES NO |
materials for publication) be stored in any of the following ways?
5 | Manual files (i.e. in paper form)? o =
8 | University computers? o =
7 | Private company computers? o =
8 | Home or other personsl computers? = o
8 | Laptop computers/ CDs/ Portable disk-drives/ memory sticks? = o
10 | "Cloud” storage or websites? =B o
11 Cther — specify: o o
For all stored data, explain the measures in place to ensure the security of the data collected, data
12 confidentiality, mdudmg details of backup procedures, password protection, encryption,
sneavmisstien and
GDFR will be followed fo ensure security of data, slongside password-protected laptop will be used
for storing the information. Interview results will be stored by following an end-to-end data
encryption process and will be stored anonymously.
(this bax shouwld expand as you type)
Data Protection
Will the research activity involve any of the following activities: YES NO
13 | Electronic transfer of data in any form? [m}
Sharng of data with others at the University outside of the immediate research
4 | feam? o =
15 | Sharng of data with other grgapisations? o =
16 | Export of data outside the UK or importing of dats from outside the UK? o =
17 | Use of personal addresses, postcodes, faxes, emails or telephone numbers? o =B
April 2022° 1" PG2 Ethical Approval Form
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18 | Publication of data that might allow identification of individuals? o X
19 | Use of data management system? o =
20 | Data archiving? jm| =

If YES to any question, please provide full detsils, explaining how this will be conducted in
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