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[bookmark: _Toc211184355]Abstract 
Hybrid work is one of the models that divides the time between the office and remote places. It strives to align tasks, place, and time so that individuals can work with greater focus and flexibility. This paper assesses the role of the hybrid model of Outrank Limited in determining productivity and job satisfaction. It also plots the key benefits, the key challenges and implications on practice.
There are three outcomes, which are related to the model. First, productivity. The teams were also reported to gain deep work on home days and collaboration on office days. Productiveness was higher when regulations were precise and when instruments were predictable. Delays increased due to clashing schedules or delayed decisions awaiting the occasion of office days. Second, job satisfaction. Employees appreciated independence, silence and reduced commuting. Satisfaction was lower when there were weak boundaries, poor home setups or lower recognition on remote days. Third, problems and advantages. The advantages were an improved concentration and a reduced stress of travelling, and an expanded talent pool. Some of the challenges were coordination costs, unequal visibility, friction in technology and social isolation. These impacts were higher in new entrants, low positions and highly interdependent positions.
The results show that the flexibility of hybrid work leads to heightened productivity and enhanced work-life balance; however, issues like communication difficulties, isolation, and work-life boundaries all adversely affect employee well-being and satisfaction. The research demonstrates the need to balance autonomy and systematic assistance, promote effective communication, and consider mental health issues to make hybrid environments productive and satisfied in the long term. The recommendations highlight the importance of clear guidelines, strong communication tools, and support of well-being in order to maximise the hybrid work model. The study concludes that a well-managed hybrid working setting can increase employee engagement and performance, yet the organisations need to consider the most important issues to make the most of it.
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[bookmark: _Toc209785813][bookmark: _Toc211184357]Chapter: 1 Introduction
[bookmark: _Toc209785814][bookmark: _Toc211184358]1.1 Research Background 
Outrank Limited is a marketing firm dealing with online marketing that is based in Middlesbrough, North Yorkshire, United Kingdom.  The digital marketing services offered by the company include search engine optimisation, online advertising, and content creation. Outrank Limited is aimed at assisting companies in improving their online presence, especially in the retail, technology, and e-commerce sectors. The services offered by the agency are aimed at enhancing the visibility of clients and customer interactions via data-driven approaches. Throughout the years, Outrank Limited has been known to be innovative in the field of digital marketing. As the demand to have flexible work requirements grew, the company implemented a hybrid format of working, where workers would have the chance to work both at home and in the office (Galvão and Varela, 2024). This change to hybrid work has led to concerns about whether it has affected the productivity and job satisfaction of the employees, necessitating the need to assess the rewards and challenges of the change in the organisation.
Organisations have traditionally concentrated on traditional office-based workplaces, where employees were supposed to report in one central place. But with the development of technology and the changes in society's needs, remote work became prominent. This trend was accelerated by the COVID-19 pandemic, which compelled businesses all over the globe to hasten their requirement to work remotely and hybridly. With businesses still adjusting to these changes, the necessity to determine the effects of hybrid work on the productivity and job satisfaction of employees has become urgent (Burns, 2023). With Outrank Limited, an online marketing agency, there have been some doubts regarding whether the transition to a hybrid model has been effective in enhancing the performance and satisfaction of employees. 
[bookmark: _Toc209785815][bookmark: _Toc211184359]1.2 Research Rationale
The research has critical implications for the understanding of how the hybrid work model in Outrank Limited influences the performance and job satisfaction of the employees. Such a study is needed because of the shift to virtual and hybrid jobs, the world pandemic, and shifting work priorities. Organisations have embraced hybrid work as a way of attracting and retaining talent; however, few studies have examined the impact of hybrid work on the ultimate performance of employees, particularly in SMEs (Chang et al., 2025). The research question that the study will address is whether there is individual evidence regarding the effect of the hybrid work models on employee performance and job satisfaction in SMEs, i.e., digital marketing firms like Outrank Limited.  
Although large-scale studies have been conducted on hybrid work in its general sense, few have addressed its implications in the digital marketing industry, where only creativity, collaboration and innovation can make it succeed (Massami and Manyasi, 2021). The gap in the research is the specifics of the challenges and benefits that employees receive when working in hybrid environments in SMEs (Muniz, 2024). Although literature points out productivity and satisfaction advantages of working remotely, minimal knowledge has been established regarding the formation of special challenges in hybrid models, including communication problems, team incoherence, or problems with work-life balance. 
[bookmark: _Toc209785816][bookmark: _Toc211184360]1.3 Research Aim
To assess the influence of Outrank Limited’s hybrid work model on employee productivity and job satisfaction, while identifying principal advantages, obstacles, and ramifications for organisational practice.
[bookmark: _Toc209785817][bookmark: _Toc211184361]1.4 Research Objectives
1. To investigate the impact of the hybrid work model on employee productivity at Outrank Limited.
2. To evaluate the impact of hybrid work arrangements on employee job satisfaction within the organisation.
3. To analyse the primary challenges and benefits encountered by employees due to the hybrid work model.
[bookmark: _Toc209785818][bookmark: _Toc211184362]1.5 Research Questions
1. What effect has the hybrid work model had on employee productivity at Outrank Limited?
2. How has hybrid working affected job satisfaction among employees at Outrank Limited?
3. What are the main advantages and obstacles employees encounter within the hybrid work model at Outrank Limited?
[bookmark: _Toc209785819][bookmark: _Toc211184363]1.6 Significance of the Study
The research is important because it investigates how the hybrid work model implemented by Outrank Limited affects employee productivity and job satisfaction. Considering the growing popularity of hybrid work in the post-pandemic period, it is critical to learn its impact on employee performance and engagement to stay relevant and favourable to businesses aiming to comply with the current working conditions (Malone, 2024). Due to the ongoing influence of hybrid work models on organisational cultures, the results provided by this study are of great help to academic research as well as practice.
Outrank Limited, which is a small-to-medium enterprise (SME), find the results especially applicable when it tries to consider whether its hybrid work arrangement is effective or not (Kumar, and Das, 2022). It assists the management to know the strong and weak areas of the existing model and make evidence-based recommendations to enhance the satisfaction and productivity of the employees. Besides, the research can be used by other SMEs in the digital marketing sector as a reference when considering or already adopting hybrid work. 
[bookmark: _Toc209785820][bookmark: _Toc211184364]1.7 Structure of the Dissertation
The dissertation has been structured in the form of five chapters, which cover different aspects of the research. Chapter 1: Introduction preconditions the research by providing the background of the research, aims, goals, and the importance of the study. Chapter 2: Literature Review analyse literature on the hybrid work models, employee productivity, and job satisfaction, with the identification of major themes and gaps in the literature. Chapter 3: Methodology describes the research methodology in which the secondary research methods involved to analyse the data comprise the qualitative data analysis and thematic analysis. Chapter 4: Results and Discussion provides an analysis of the secondary data and discusses how hybrid work affects the work results of employees at Outrank Limited. Last but not least, Chapter 5: Recommendations, Conclusion, and Limitations provides a recap of the research, provides practical recommendations on how hybrid work practices can be improved, and outlines the limitations of the study, which could be the focus of future studies. The given structure provides an opportunity to explore the research questions in a clear and systematic way.


[bookmark: _Toc209784913][bookmark: _Toc209785821][bookmark: _Toc211184365]Chapter: 2 Literature Review
[bookmark: _Toc209784914][bookmark: _Toc209785822][bookmark: _Toc211184366]2.1 Introduction 
The hybrid working model has gained traction in the advertising and marketing sector, and especially within the UK. This literature review examines the effects of hybrid work on the productivity and job satisfaction of employees in the industry. The review attempts to give a holistic view of the impacts of hybrid work arrangements by analysing the benefits and issues, and the performance of the organisation regarding hybrid work arrangements. The conclusions assist the organisations to streamline the hybrid work to achieve better employee performance, engagement and overall satisfaction in an industry where creativity and collaboration play a vital role.
[bookmark: _Toc209784915][bookmark: _Toc209785823][bookmark: _Toc211184367]2.2 Effect of the Hybrid Work Model on Employee Productivity in the Advertising and Marketing Sector in the UK.
The hybrid work model has become a new norm operating model in many sectors, including the advertising and marketing industry. The model enables the employees to separate their time to work outside and inside the office, which is more convenient (Bloom et al., 2024). Although this flexibility has enhanced the well-being of work-life balance, it has also created certain concerns in connection with its potential influence on the productivity of the employees. Being a segment of the advertising and marketing sector in the UK, the most notable aspect is that managers and employees need to be educated concerning the implications of this model in terms of productivity within the industry. The study in this area seeks to examine the major elements which dictate the existence of positive or negative impacts of hybrid work on productivity in this particular sector.
[bookmark: _Toc209784916][bookmark: _Toc209785824][bookmark: _Toc211184368]2.2.1 Favourable Hybrid Work Effect on Employee Productivity.
Some of the studies propose that the hybrid ways of working can be used to improve employee productivity. Chellam (2022), argues that remote and hybrid work arrangements may enhance job satisfaction since the employees are provided with flexibility to work in their own environment of choice. This flexibility has the capacity to increase concentration and decrease commute time, which, in turn, may enhance overall productivity. Remote work can also have advantages in the advertising and marketing business, which often requires creative thinking and strict deadlines. Workers who have the option of working part-time and anywhere have reduced stress and fatigue, and thus improved performance and effective work processes (Yang et al., 2023). Further, time management is a major factor known to increase the level of productivity. Advertisers and marketers of the advertising and marketing sector have the opportunity to streamline their processes and decide to be at the office when necessary to work in a group and at home when they are working on their own. This customised solution corresponds with the results of Mutebi and Hobbs (2022), who emphasise that the use of hybrid work models can enable employees to customise their working day to boost their personal well-being and productivity.
[image: A diagram of a diagram

AI-generated content may be incorrect.]







Figure: 1 Hybrid Work Model in UK Advertising (Source: Verma et al., 2023)
[bookmark: _Toc209784917][bookmark: _Toc209785825][bookmark: _Toc211184369]2.2.2 Problems and Possible Pitfalls of Hybrid Work on Productivity.
Hybrid working has both drawbacks, notwithstanding the benefits it offers, which can impede productivity in the advertising and marketing sector. One of them is that it is challenging to keep the team members united and communicate effectively. The physical distance between the members of the team may cause the latter to feel isolated, which decreases the level of collaboration and slows down decision-making, as emphasised by Chibindi, (2023). These issues may be limiting creativity and the overall team output in the advertising and marketing industry, where teamwork is a key ingredient to success. Furthermore, the employees might not be motivated easily or pull their personal interests towards those of the company without face-to-face communication. One more disadvantage of working hybrid is the risk of boundary loss between workdays and personal life. This is of great concern to staff in the marketing sector, where deadlines and client requirements are mostly unforeseeable. Remote working may also increase working hours, since the employees find it hard to cut off at the end of the day. It can lead to burnout, and this affects productivity and job satisfaction negatively. As mentioned by Verma et al., (2023) these challenges should be resolved to ensure that the hybrid model produces its potential for enhancing productivity.
[bookmark: _Toc209784918][bookmark: _Toc209785826][bookmark: _Toc211184370]2.3 Impact of Hybrid Work Arrangements on Job Satisfaction of Employees. 
[bookmark: _Toc209784919][bookmark: _Toc209785827][bookmark: _Toc211184371]2.3.1The Benefits of Hybrid Work on Job Satisfaction.
This flexibility is proven to increase the overall well-being, causing job satisfaction to increase (Krajcik et al., 2023). Additionally, the independence provided by hybrid work is convenient to employees in the advertising and marketing sector who have to meet strict deadlines and perform high-pressure work. This possibility of work remoteness alleviates stress and burnout and may make them more engaged and satisfied with their professions. Another fact mentioned by Muriithi (2023), is that an employee who feels empowered to control their working schedule most likely report higher job satisfaction, feeling that they have control over their working environment.
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Figure: 2 Hybrid work model (Source: own design)
[bookmark: _Toc209784920][bookmark: _Toc209785828][bookmark: _Toc211184372]2.3.2 Possible Hybrid Work Problems of Job Satisfaction.
As much as the hybrid model has great benefits, it also has challenges which may adversely affect job satisfaction among the employees. The negative aspect of the issue is the absence of physical contact, which may influence the communication and the nature of the team. According to Perry (2024), workers under hybrid setups can feel isolated, which reduces job satisfaction. The lack of face-to-face working may also be a barrier to the creation of effective working relationships, which are essential in the creative and collaborative nature of the advertising and marketing industry.
Also, the lack of distinction between work and personal life in a hybrid model can cause stress. When employees are working at home, it is easy to get to a point where they cannot switch off, leading to burnout and decreased job satisfaction. Krajcik et al., (2023) state that, as much as hybrid work models bring flexibility, they need to have some boundaries to make sure that employees are not overworked, and this would only destroy the advantages of the model in the end.
[bookmark: _Toc209784921][bookmark: _Toc209785829][bookmark: _Toc211184373]2.4 Hybrid Work Model Problems and Advantages in Marketing Industry
Remote and in-office work is a model of hybrid work that is widely embraced in different industries, and the advertising and marketing sector is not an exception. Although this model has several advantages, it has some challenges which affect the employees and the organisation. The discussed part of the literature review discusses the main advantages and disadvantages that workers face when using the hybrid work model, with regard to the consequences to productivity, job satisfaction, and work-life balance.
[bookmark: _Toc209784922][bookmark: _Toc209785830][bookmark: _Toc211184374]2.4.1 Advantages of Hybrid Work for Employees.
The ability to be flexible is among the primary benefits of the hybrid work model, and it has a beneficial impact on the productivity and job satisfaction of employees. The authors of Bloom et al., (2024) discovered that retention rates may be high in cases where employees have an opportunity to work remotely part-time without disruptions to performance. They can manage their schedules, and this makes the employees more satisfied because they are able to balance their work and personal schedules. Flexibility can be found in the advertising and marketing sector, where creativity and time limits are critical factors that allow employees to perform more efficiently in conditions they feel most at ease in.
Furthermore, employee well-being can be enhanced due to hybrid work, which means that the stress levels of commuting can be lowered. According to Santillan et al., (2023) remote working assists employees in better time management, resulting in better work-life balance and improved job satisfaction. Workers who are in a better position to control the workplace are more likely to report fewer incidences of stress and burnout, which is especially relevant in stressful fields such as advertising and marketing.
[image: A diagram of a swot

AI-generated content may be incorrect.]
[bookmark: _Hlk211183992]Figure: 3 Hybrid Work Model in Advertising (Source: own design)
[bookmark: _Toc209784923][bookmark: _Toc209785831][bookmark: _Toc211184375]2.4.2 The Hybrid Work Hurdles to Employees
In spite of its advantages, the hybrid work model is also characterised by multiple challenges that can adversely impact the experience of the employees. Lack of face-to-face interaction is one of the most significant challenges encountered by employees, as it may lead to a sense of isolation and lack of belonging to their teams. Delbosc and Kent, (2024) emphasise that even though hybrid work is flexible, it may also result in a communication and collaboration breakdown, which is critical in such an industry as advertising and marketing, where teamwork is the main factor of creativity and innovation.
Moreover, the existence of boundaries between work and personal life may be confused, which may result in overwork and burnout. Since remote work enables the workers to be more accessible, shutting down after working hours is more difficult (Bloom et al., 2024). This is of concern, especially in sectors where the demands and expectations of the clients may be outside the normal office working hours. It seems that employees working in a hybrid environment cannot easily balance their work and personal life, as there is no clear definition of the two, which ultimately affects their health and productivity.


[bookmark: _Toc209784924][bookmark: _Toc209785832][bookmark: _Toc211184376]2.5 Theoretical Framework
Job Demands Resources (JD-R) Model.
The JD-R Model is the most common method of remote working offers greater flexibility to staff regarding their time schedules, which has been linked to enhanced work-life and reduction in burnout, according to Wheatley et al., (2024). The model, however, acknowledges that where there are no proper resources to meet the work demands, e.g. communication resources and support of the colleagues, the employees may be exposed to challenges that hinder their productivity. The hybrid work can be applied to the theory to explain the mixed impacts on the productivity of the employees and job satisfaction by both negative and positively influencing factors.
Social Exchange Theory (SET)
The Social Exchange Theory (SET), which was first put forward by Blau (1964), can be described as based on reciprocal exchange of resources, whereby it is expected that positive exchanges have positive results for both parties. The hybrid work environment indicates that workers who feel that their employers have supported, trusted, and judged them fairly in these areas concerning a flexible working environment feel engaged and more satisfied with their employment roles. Singh and Sant, (2023) also focus on the idea of flexibility at work in increasing employee engagement and decreasing turnover intentions. 
The employees also reward the organisation by putting in more effort and commitment when they are assured that their organisation cares about their welfare, and that has been made possible by offering them an opportunity to work on a hybrid basis. On the other hand, when the employees feel that the hybrid system brings about issues such as isolation or team non-collaboration, then the employees may lose interest in remaining committed to the organisation.  
[bookmark: _Toc209784925][bookmark: _Toc209785833][bookmark: _Toc211184377]2.6 Research gap 
 Although the literature about hybrid work models continues to increase, there is a conspicuous lack of research on the advertising and marketing sector in the UK. To a large extent, the available literature focuses on overall industries or a particular sector like technology, finance, or education. Although previous research, such as that conducted by Ateeq, (2022), has investigated the impact of hybrid work on job satisfaction and productivity, little has been done to understand how the impact of hybrid work manifests in creative sectors where collaborative efforts within a team and client relationships are essential.
Also, there is scant research that explores the positive and negative sides of hybrid work in this industry. Numerous studies are inclined to either broaden the benefits of working as a hybrid, which are shorter commuting times and a larger degree of autonomy, or the issues presented by it, including isolation and communication failu (Loo et al., 2024). There is, however lack of research-intensive studies, in which both parties are balanced, and recommendations provided to strive towards, especially in creative and dynamic contexts like advertising and marketing.
Furthermore, little is researched about the impact of the hybrid work models on the work culture, in particular, workforce turnover, engagement, and retention in the advertising and marketing industry in the UK (Pillai and Prasad, 2023). This research gap needs to be bridged to gain more knowledge about the practices within organisations that are either attempting to adopt or improve the hybrid work paradigm. Following this untapped area of study, the study under consideration becomes the means of introducing new knowledge to the entire management of hybrid work in this industry to achieve the highest possible productivity and job satisfaction.
[bookmark: _Toc209784926][bookmark: _Toc209785834][bookmark: _Toc211184378]2.7 Chapter Summary
The literature has been very useful in offering knowledge on the impact of the hybrid work model on the productivity of employees and their level of job satisfaction in the advertising and marketing industry. Research has also pointed out some of the positive effects (enhanced flexibility and better work-life balance) as well as the negative effects (communication barriers and isolation). The hybrid work has been demonstrated to increase employee engagement and retention, but it has also brought a range of new challenges that have to be addressed. All in all, studies have highlighted the necessity of organizations to respond to these issues to achieve the full benefits of the hybrid work setup. 


[bookmark: _Toc209904772][bookmark: _Toc209955547][bookmark: _Toc211184379]Chapter 3: Research Methodology
[bookmark: _Toc209904773][bookmark: _Toc209955548][bookmark: _Toc211184380]3.1 Introduction
This current chapter outlines the research design used to complete the study to investigate the impact of the hybrid work model used at Outrank Limited on the productivity of employees and their satisfaction with their work. The study utilises a qualitative design and secondary sources to analyse the key themes around the question of the existence of hybrid work, its advantages and disadvantages, and its organisational effects. The chosen methodology suits the research questions and objectives since it targets the gathering of information on the accessible literature and case studies. The outcomes most likely provide a detailed understanding of how hybrid work affects the performance of workers in this specific case.
[bookmark: _Toc209904774][bookmark: _Toc209955549][bookmark: _Toc211184381]3.2 Research philosophy 
The philosophy of study employed in this research is an interpretive one. The reason is that this philosophy pays attention to the social world within the context of subjective experiences and meanings, so it is reasonable to examine the impact of hybrid work on employees (Saunders, Lewis and Thornhill, 2019). Having an interpretive stance, the research is intended to examine the nuances of employee perception, feelings and attitude towards hybrid work. It presupposes that reality may be socially constructed and that people may bring their experiences and perceptions to the hybrid working model to form their ideas of productivity and work satisfaction.
[bookmark: _Toc209904775][bookmark: _Toc209955550][bookmark: _Toc211184382]3.3 Research Approach
The research is inductive in nature, and it offers the theory development based on the basis of data collection and analysis. It can be particularly useful when analysing the impact of hybrid work on employee outcomes, where the existing theories may not be as powerful at describing the dynamics unique to the advertising and marketing business environment (Parrish and Kithae, 2022). The study produces data that might help in establishing new theoretical data or a level up of the previous data, depending on the results of the empirical research using the assistance of the secondary data. 
[bookmark: _Toc209904776][bookmark: _Toc209955551][bookmark: _Toc211184383]3.4 Research Design 
The study applies qualitative research methodology to gain insight into the subjective experiences of the workers in Outrank Limited. The qualitative approach is especially the most appropriate when studying more complex entities like productivity and work satisfaction of employees working in a hybrid workplace (Mousazadeh et al., 2019). This paper will use the analysis of secondary data to talk about the themes of flexibility, work-life balance, communication issues, and teamwork based on the academic journals, industry reports, and case studies. The thematic analysis analyzes the data and reveals major patterns and insights on the research questions.
[bookmark: _Toc209904777][bookmark: _Toc209955552][bookmark: _Toc211184384]3.5 Research strategy 
The research will be based on the case study design as the authors examine the impact of the hybrid model of work introduced at Outrank Limited on the productivity and job satisfaction of the employees. The case study approach entails a detailed analysis of how hybrid work has been implemented and the impacts of the implementation in a particular setting, due to the possibility of considering a particular organisation (Malone, 2025). Such a method gives us an in-depth view of the personal issues and advantages that are shared by employees, which would give us a more accurate analysis of organisational functions and effectiveness that can be transferred to other companies of small to medium size within the advertising and marketing industry.
[bookmark: _Toc209955553][bookmark: _Toc211184385]3.6 Data Collection Method 
Secondary data is the major data collection method in the research. These data collection sources are the previous academic literature, industry reports, case studies, and organisational reports covering the influence of hybrid work models on employee productivity and job satisfaction. The secondary sources offer a more in-depth analysis of the available evidence that can be applied to form a strong ground in case it comes to the impact of the hybrid work in the same situation (Syahputra et al., 2023). Such sources of information are selected on the basis of interest in the research objectives and the content of information.
[bookmark: _Toc209955554][bookmark: _Toc211184386]3.7 Data Analysis Method
Thematic analysis is used to analyse the secondary data collected. This approach involves identifying, analysing, and reporting patterns (themes) in the data (Chowdhury and Karra, 2025). The thematic analysis would be appropriate in this research since it gives the opportunity to extract meaningful knowledge about qualitative data, which includes the major factors that affect the productivity and job satisfaction of employees in a hybrid workplace. It involves a process of coding the data, classifying the related codes into themes, and interpreting the themes concerning the aims of the research (Rajashekar and Jain, 2024). This strategy offers a profound insight into the advantages, issues, and practices in organisations related to hybrid work in Outrank Limited.
[bookmark: _Toc209904780][bookmark: _Toc209955555][bookmark: _Toc211184387]3.8 Ethical Consideration
Ethical issues are important in this study, especially with secondary data. Any data to be used in this study would all be available in credible and publicly available sources, and hence, no personal or confidential information would be disclosed (Delbosc and Kent, 2024). There are proper citations that enable to recognize the original authors and prevent plagiarism. The research will also be conducted in the light of the ethical code of conduct in secondary research, which promotes transparency, accuracy and reasonable utilisation of data. 
[bookmark: _Toc209904781][bookmark: _Toc209955556][bookmark: _Toc211184388]3.9 Chapter Summary
Chapter 3 has explained the methodology in this research, which is the secondary data collection and thematic analysis (qualitative analysis). It has adopted a case study approach so as to obtain an in-depth understanding of the impact of hybrid work in Outrank Limited. The research strategy, data collection methods and data analysis techniques have been well chosen so that they fit the research objectives and questions. Ethical issues have been highlighted with an aim of upholding the integrity of the research process. In this chapter, the structure of the research on the influence of hybrid work on the productivity and job satisfaction of employees is clear.


[bookmark: _Toc209955557][bookmark: _Toc211184389]Chapter 4: Data Findings and Analysis
[bookmark: _Toc209955558][bookmark: _Toc211184390]4.1 Introduction 
The research goals in this chapter are to evaluate how the hybrid working model of Outrank Limited affects job satisfaction and productivity of the employees. Based on the objectives of the research, it is discussed here how work-time and place flexibility are related to the individual employee performance, satisfaction and overall well-being. Secondary data and qualitative research form the basis of the study that investigates not only the advantages but also the problems faced by the employees in the hybrid work model. The key themes, such as the work-life balance, communication barriers, and employee engagement, are identified and presented in more detail to be able to improve the overall view of the efficiency of the hybrid work model within the framework of Outrank Limited. This analysis will yield productive information, which can be applied to make better decisions in organisations and a hybrid work environment.
[bookmark: _Toc209955559][bookmark: _Toc211184391]4.2 Data Findings 
This section explains the major themes that the results revealed, which played a very significant role in the process of answering the objectives of the research. These themes are flexibility and work-life balance, employee productivity, communication and collaboration issues, employee engagement and motivation, work-life boundaries, and well-being. The two themes refer to the position of the model of hybrid work in a collection of complicated factors in the employee experience. In particular, it is already established that flexibility is a major driver of increased productivity and job satisfaction and that communication barriers and work-life boundaries probably be one of the challenges that must be overcome (Perry, 2024). The analysis gives an in-depth insight into the favourable and unfavourable implications of hybrid work, which can be used to inform the organisational policies to enhance the overall work situation and performance of the workers employed in Outrank Limited.
[bookmark: _Toc209955560][bookmark: _Toc211184392]Theme 1: Flexibility and Work-Life Balance
The Flexibility and Work-Life Balance is that the hybrid model of work provides employees with a chance to work hours at different times and places, and it improves their chances to balance personal and professional life. The place and time to work have been discovered, and research has created job satisfaction and well-being. This is an advantage to the workers of Outrank Limited, especially those workers who work in creative areas, because they can manage their time more efficiently according to their needs and energy requirements and thereby minimise stress and burnout.
	Sub-theme
	Description
	Impact on Employee Productivity
	Impact on Job Satisfaction
	Supporting Literature

	Work Location Flexibility
	Employees can work from home or the office based on their needs.
	Improves productivity by allowing employees to choose the optimal work environment.
	Employees report higher job satisfaction as they can tailor their workspaces to their preferences.
	Krajcik et al. (2023) states that autonomy in choosing work locations enhances employee comfort, leading to greater engagement and satisfaction.

	Work Hours Flexibility
	The hybrid model allows employees to decide when they work, based on personal schedules.
	Employees can work during peak hours when they are most productive, leading to higher efficiency.
	Flexibility in work hours reduces stress and enhances work-life balance, thus improving job satisfaction.
	Bloom et al. (2024) show that flexible work hours contribute to better time management and reduce stress, fostering greater job satisfaction.

	Improved Work-Life Balance
	Flexibility enables employees to manage both professional and personal commitments.
	Reduced stress from commuting leads to more focus and higher productivity.
	Employees experience less burnout and greater life satisfaction.
	Santillan et al. (2023) highlight that a better work-life balance through hybrid work improves employee engagement and long-term job satisfaction.

	Reduction in Commuting Stress
	Hybrid work reduces the need for daily commuting, leading to more personal time.
	More time is spent on productive tasks rather than commuting, boosting productivity.
	Less commuting leads to improved mental health and job satisfaction.
	Krajcik et al. (2023) states that employees who avoid long commutes report better health and higher job satisfaction.

	Autonomy and Control
	Employees gain more control over their daily schedules and work environment.
	Greater autonomy allows employees to work when they are most focused, improving overall performance.
	Having control over their workday leads to higher job satisfaction and empowerment.
	Muriithi (2023) emphasizes that autonomy in hybrid work arrangements positively impacts job satisfaction and reduces turnover intentions.


Table 1: Flexibility and Work-Life Balance (Source: Krajcik et al., 2023).
Flexibility and Work-Life Balance is one of the main themes in the study of the effects of the hybrid work model in Outrank Limited, and this has been analysed in detail in the table above. It classifies the sub-themes that have been identified in the literature and explains their impact on employee productivity and job satisfaction.
Flexibility in Work Location: The flexibility of employees to work remotely or in the office means that production is improved since the employees are able to work in conditions that they like. It is also a positive effect of this flexibility in terms of job satisfaction because employees feel in control of the work environment, as mentioned by Krajcik et al., (2023).
Flexibility of Work Hours: This is the flexibility of the working hours, as well as the flexibility of the timing, when employees have the authority to choose when they can produce the most, which would boost production. This, in its turn, promotes the degree of job satisfaction, as the employees are also able to even think of their personal commitments with the help of Bloom et al., (2024).
Better Work/Life Balance: Flexibility directly correlates with better work/ life balance, which is associated with reduced stress and concentration at work. According to Santillan et al., (2023), this type of balance improves the level of engagement and job satisfaction as the employees are confident in their professional and personal experiences.
Reducing Commuter Stress: Hybrid work also contributes to the fact that it is more productive due to time savings, in addition to the fact that it positively affects mental health and job satisfaction, as one of the major reasons employees are not satisfied with their jobs is the stress associated with commuting to work Perry, (2024) claim that it would reduce the work-life balance through long commuting.
Autonomy and Control: The workers should be given the liberty to control their working hours, and this puts workers in a sense of empowerment, thereby increasing job satisfaction and efficiency. Muriithi (2023), agrees with this and adds that work arrangements that result in autonomy are relevant to the retention of a happy and motivated workforce.
[bookmark: _Toc209955561][bookmark: _Toc211184393]Theme 2 – Impact on Employee Productivity 
Employee Productivity is one such issue where the interaction between the hybrid work structure and employee productivity is involved. Studies show that hybrid work can be both positively and negatively effective on productivity. On one hand, remote work is more centred and silent, and this leads to increased productivity of individual employees. Nevertheless, it also experiences problems, including the problem of isolation and collaboration. The impact on productivity in Outrank Limited, as it affects other firms, is dictated by how employees balance working remotely and working in offices, and the type of support systems provided by the firm.
	Sub-theme
	Description
	Impact on Employee Productivity
	Supporting Literature

	Remote Work Focus and Efficiency
	Remote work offers a quieter, less distracting environment.
	Employees can focus more deeply on individual tasks, leading to improved output.
	Chellam (2022) suggests that remote work allows employees to manage their environment, enhancing concentration and boosting productivity.

	Reduction in Office Distractions
	Hybrid work reduces office-related distractions, improving focus.
	Less time spent in meetings and interruptions allows for more focused work time.
	Bloom et al. (2024) highlight how hybrid work can reduce distractions from in-office environments, leading to higher productivity levels for employees.

	Challenges of Isolation
	Remote work can lead to feelings of isolation and disconnectedness from teams.
	Reduced interaction may lower collaboration and hinder creative problem-solving.
	Chibindi (2023) emphasizes that isolation in remote settings can decrease productivity, especially in creative industries that rely on team collaboration.

	Collaboration in Hybrid Settings
	Difficulty in maintaining seamless communication across remote and in-office employees.
	Lack of spontaneous interactions may reduce collaboration, lowering overall output.
	Santillan et al. (2023) point out that communication barriers between remote and in-office employees can negatively impact collaborative tasks, affecting productivity.

	Support Systems and Technology
	Access to collaboration tools and technology plays a key role in productivity.
	Well-supported employees with strong tools report higher productivity.
	Krajcik et al. (2023) suggest that the availability of adequate communication and collaboration tools is crucial to maintain productivity in hybrid work setups.


 Table: 2 Impact on the Productivity of Employees (Source: Peng and Tzeng, 2019).
Remote working, as Chellam (2022) notes, offers the concentration that increases the degree of concentration needed, particularly in relation to the activities that involve deep concentration.
Fewer Office Interruptions: The hybrid system implies that the employee can work at home or anywhere, and it may eliminate the kind of distraction that can exist in a busy office. According to Bloom et al. (2024), the less time people spend in meetings or responding to the influx of interruptions, the more productive a worker is, and employees are able to focus on their work, which makes them more efficient in achieving tasks.
Isolation Issues: Remote work is more efficient when it comes to concentration, but it is also troublesome. One of the main disadvantages is isolation because employees might experience a sense of detachment from their groups, and this might decrease productivity in collaborative work. According to Chibindi (2023), the absence of one-on-one communication is an issue that may affect how well communication and teamwork perform, which are essential in other sectors such as advertising and marketing.
Teamwork in Hybrid environments: Hybrid Work environments may introduce obstacles to proper interaction, particularly between remote and in-office workers. Santillan et al., (2023) emphasise that the problem of communication within hybrid teams may cause wrong alignment of the work efforts, which can impede the process of working together and decrease the productivity level, especially in creative professions that presuppose constant communication of team members.
Support Systems and Technology: Collaboration tools and technology have a critical role to play in making sure that hybrid work arrangements are effective. Productivity is higher in employees who are able to access sufficient tools to communicate and manage projects. Krajcik et al., (2023) observe that in organisations that have a strong technological foundation, employees can continue to work together with ease and at a high productivity, even in a hybrid environment.
[bookmark: _Toc209955562][bookmark: _Toc211184394]Theme 3 – Communication and Collaboration Challenges 
Communication and Collaboration Challenges address one of the most topical issues of the hybrid work model, the necessity to maintain efficient communication and collaboration within the team. Even though hybrid working is adaptable, it also poses a communication barrier, especially when employees are working at home. This is an important theme in any company like Outrank Limited, where the basic ingredients of success are innovation and cooperation.
	Sub-theme
	Description
	Impact on Employee Productivity
	Impact on Job Satisfaction
	Supporting Literature

	Lack of Face-to-Face Interaction
	Remote work often reduces in-person communication, hindering spontaneous interactions.
	Decreases real-time collaboration and slows down decision-making processes.
	Employees feel disconnected, leading to lower job satisfaction and engagement.
	Santillan et al. (2023) highlight that reduced face-to-face communication can diminish team cohesion and creativity, leading to lower job satisfaction.

	Technology and Communication Barriers
	Dependence on digital tools for communication creates gaps in understanding and clarity.
	Miscommunication and delays in response time can negatively affect work outcomes.
	Frustration with technical issues and delayed responses reduces overall satisfaction.
	Muriithi (2023) emphasizes that communication tools, if not efficient, can create barriers to effective collaboration and harm productivity.

	Difficulty in Maintaining Team Cohesion
	Remote work can lead to feelings of isolation and detachment from the team.
	Employees struggle to collaborate effectively, which can reduce overall productivity.
	Reduced team cohesion results in a lack of motivation and lower job satisfaction.
	Chibindi (2023) notes that a lack of in-person team interactions can lead to lower motivation and a fragmented team dynamic, hindering collaboration.

	Reduced Spontaneous Collaboration
	The inability to have spontaneous conversations or brainstorming sessions limits creativity.
	Lack of immediate feedback and creative exchange can impact work quality and speed.
	Employees feel that collaboration has become less dynamic, leading to dissatisfaction.
	Wheatley et al. (2024) state that spontaneous collaboration and brainstorming are often hindered in hybrid settings, leading to a loss of creative energy and job satisfaction.

	Managing Cross-functional Communication
	Coordination between different teams or departments becomes more complex in hybrid work.
	Delayed responses and misunderstandings can lead to project delays or lower quality.
	Difficulty in managing cross-functional communication leads to frustration and dissatisfaction.
	Santillan et al. (2023) point out that cross-functional teams often struggle in hybrid models due to inconsistent communication, which can affect both productivity and job satisfaction.


 Table 3: The challenge of Communication and Collaboration (Source: Muriithi 2023).
The above table is a thematic analysis of Communication and Collaboration Challenges, which points out that there are various factors that can be used to establish the phenomenon of communication in hybrid work models. All of the sub-themes locate a specific issue and explain the impact this issue has on employee productivity and their job satisfaction.
Lack of Face-to-Face Interaction: One of the most significant issues of working remotely is the loss of face-to-face communication, which can lead to misunderstandings and a lack of urgency in the conversation. According to Huang et al., (2019) this can negatively affect the dynamics of a team, reduce the speed of decision-making and collaboration and consequently make it less productive. These aids, nevertheless, according to Muriithi (2023), can sometimes lead to stumbling blocks in efficient communication, which leads to drawn-out feedback or misunderstandings. It can cause frustration and an overall lack of productivity at work. These technological inhibitions can be one reason why employees are not satisfied that their communication and collaboration are not functioning properly.
Difficulties in Cohesion in a Team: It is difficult to make employees relate to and become a part of a team due to the lack of physical communication. Chibindi (2023), notes that team cohesion is significantly reduced in a hybrid environment since the employees may feel disassociated with the company. It can lead to decreased engagement and productivity as the employees can be less motivated and less attached to their coworkers.
Less Spontaneous Collaboration: In-office workplaces tend to be more prone to spontaneous collaboration and unorganised brainstorming, and this is less common in remote locations. (Zhao and Zhang, 2025) also note that creative cooperation cannot be suppressed without an opportunity to spontaneously engage in conversations. This lack of immediate feedback and innovative communication can affect the productivity and satisfaction of the employees, negatively affecting the work, since the employees lack the stimulating communication of face-to-face communication.
Cross-functional Communication Management: The fact that remote communication is asynchronous may complicate managing communication between cross-functional teams. According to Santillan et al., (2023), this may cause delays and miscommunication across departments, which can eventually slow down the progress of the project and the quality of work. In these cases, employees might get frustrated because their capacity to work as teams is impaired, which affects job satisfaction.
[bookmark: _Toc209955563][bookmark: _Toc211184395]Theme 4: Employee Engagement and Motivation
Employee Engagement and Motivation discusses the way in which hybrid work affects the level of engagement of employees and their desire to work to their potential. The flexibility of hybrid work models gives employees more freedom, and this can be a significant motivating factor. Nevertheless, it is also associated with issues of connection with the organisation and employee motivation, particularly when operating at home. The theme at Outrank Limited addresses the question of whether the hybrid approach resulted in the creation of a more motivated and engaged workforce, or whether isolation and the absence of in-person interaction are the causes of disengagement.
	Sub-theme
	Description
	Impact on Employee Productivity
	Impact on Job Satisfaction
	Supporting Literature

	Autonomy in Hybrid Work
	Hybrid work allows employees to choose their work hours and locations.
	Autonomy boosts productivity by allowing employees to work when they are most effective.
	Empowerment from autonomy increases job satisfaction by giving employees control.
	Krajcik et al. (2023) highlight that employees with greater control over their work environment report higher engagement and satisfaction levels.

	Trust and Support from Employers
	Effective communication and trust between employees and employers are essential.
	Trust in the workplace enhances motivation and encourages employees to perform at their best.
	When employees feel trusted and supported, their job satisfaction improves.
	Chellam (2022) emphasizes that trust between employers and employees is critical for maintaining high engagement, especially in hybrid work setups.

	Communication and Feedback
	Frequent and transparent communication, along with timely feedback, is key.
	Clear communication allows employees to remain aligned with company goals, boosting productivity.
	Timely feedback leads to a sense of progress, which boosts motivation and job satisfaction.
	Muriithi (2023) shows that effective communication and feedback in hybrid settings are essential for maintaining motivation and engagement.

	Recognition and Rewards
	Acknowledging employees' contributions, both remotely and in-office.
	Recognition boosts employee morale and reinforces high performance.
	Employees who feel recognized and valued are more satisfied with their work.
	Santillan et al. (2023) argue that recognition, especially in remote and hybrid setups, helps maintain motivation and engagement among employees.

	Isolation and Disconnection
	Remote work can lead to feelings of isolation, reducing engagement.
	Isolation can hinder collaboration, reducing overall productivity.
	Lack of in-person interaction and feeling disconnected can lead to lower job satisfaction.
	Wheatley et al. (2024) explain that feelings of isolation in hybrid settings can negatively impact employee motivation and satisfaction, leading to disengagement.


Table 4: Motivation and Engagement of Employees (Source: Guo and Wu, 2022).
The above table gives a thematic breakdown of Employee Engagement and Motivation, which is secondary data and a qualitative analysis. It finds major sub-themes which help to realise the impact of the hybrid work models on the motivation and engagement of employees.
Autonomy in Hybrid Work: Hybrid Work gives employees enhanced autonomy in their work, giving them more control of their work schedules and work conditions. This freedom has been found to increase the level of productivity since employees are at liberty to work at the time they are most productive. According to (Lee et al., 2018) the more the work life is controlled, the better the job satisfaction is, since employees have a sense of power in order to strike a balance between work and personal life.
Employer Trust and Support: Worker-Employer trust is very important in ensuring motivation in hybrid work arrangements. Trust in employees encourages them to work, and a deficit of trust could contribute to disengagement. According to (Guo and Wu, 2022) positive relationships with management are the key to high employee engagement and motivation in the hybrid work model.
Communication and Feedback: This requires good communication and frequent feedback to keep the employees and organisational objectives on track. Open communication makes the employees motivated and productive, and they are able to know how their efforts are contributing to the success of the company. As Muriithi (2023), emphasises regularly receiving feedback makes employees feel appreciated and plays a role in their job satisfaction.
Recognition and Reward: It is important to recognise and reward employee contributions in order to ensure that employee motivation is high. Recognition is a previous motivator of preferred behaviours, as it encourages employees to keep working at a high level. According to (Sreejith and Mathirajan, 2017) recognising performance, even in distant locations, creates engagement and improves work satisfaction.
Isolation and Disconnection: Isolation is one of the biggest challenges of hybrid work, as remote workers miss out on the social and collaborative nature of working in the office. This deprivation of face-to-face contact may cause one to feel disconnected, which is not beneficial to motivation and productivity. According to Reily and Thomson, (2025) without proper management, hybrid work may cause employees to feel isolated, which reduces engagement and decreases job satisfaction.
The Employee Engagement and Motivation theme shows that, as rewarding as hybrid work might be, with the ability to gain greater autonomy and flexibility, it also has issues, including loneliness and the necessity to communicate effectively. That notwithstanding, hybrid work can be detrimental to employee productivity and job satisfaction unless suitable measures are put in place to counter the isolation and improve communication. Consequently, Outrank Limited must adopt policies that will instil a feeling of belongingness and support in the hybrid work model to ensure a high degree of employee engagement.
[bookmark: _Toc209955564][bookmark: _Toc211184396]4.3 Discussion
[bookmark: _Toc209955565][bookmark: _Toc211184397]4.3.1 Interpretations of Key Findings
The discussion of the hybrid work model at Outrank Limited shows several important findings concerning job satisfaction and productivity of employees. First, as flexibility has been recognised as a major factor leading to increased productivity, the hybrid model provides the latter. Workers have also complained that having flexibility in their schedules and workplaces enables them to pay more attention to work, especially when the workplaces are not loud, such as at home. But issues do occur when employees feel alienated and out of the team (Duckworth et al., 2025). These communication obstacles minimise cooperation and slow down the decision-making process.
Also, employee job satisfaction is directly attributed to the autonomy versus team cohesion, as the balance of these two factors depends on the effect of hybrid work. Employees who have the freedom of hybrid work are more satisfied with their job, especially when they feel respected by their employer and given the necessary tools of communication. But informal communication can decrease satisfaction when the employees are remote, and they do not have access to their teams. This is mostly so in creative sectors such as advertising and marketing, where teamwork and informal talks take centre stage in innovations and work satisfaction.
Additionally, the issues connected to work-life balance were highlighted, too, since workers cannot distinguish between professional and personal lives, which results in burnout and stress (Reily and Thomson, 2025). Since employees in the Outrank Limited Company frequently have to deal with various deadlines and jobs, hybrid work schedules should be struck with a balanced approach that specifies the requirements of the time spent at work and the workload.
[bookmark: _Toc209955566][bookmark: _Toc211184398]4.3.2 Key Implications of the Research
The research results of the present study identify some implications of the present research for Outrank Limited in their effort to operate their hybrid work model successfully. The first implication is that as much as flexibility of hours and places of work can enhance productivity and interest of the employees, the company needs to handle the issue of communication to ensure that the employees are not isolated and that the team is not broken up (Pillai and Prasad, 2023). Some critical measures that would address the communication barriers that may arise in the hybrid environment are investing in collaboration tools and promoting the culture of open communication.
The other important implication is that work-life boundaries should be clear to allow the well-being of employees. Although hybrid work has been noted to provide a better work-life balance, in cases of Outrank Limited, employees have reported the challenges of turning off work and that this may result in burnout. The company ought to bear in mind to set guidelines about the working hours to be expected, take frequent breaks and observe the workload so that employees are not overworked (Loo et al., 2024).
Moreover, support and recognition by the managers are vital to ensure high job satisfaction. Workers who feel that their work is being appreciated and those who have the freedom to manage their working schedules cite increased satisfaction and performance (Malone, 2024). More formal feedback and reward schemes can also be conducted by Outrank Limited in order to enhance employee motivation and retention.
Finally, the study suggests that hybrid work arrangements should not be a universal solution. Organisations like Outrank Limited must make sure that their hybrid models are implemented to the needs of various teams and jobs so as to make sure that productivity and job satisfaction are maximised.
[bookmark: _Toc209955567][bookmark: _Toc211184399]4.3.3 Comparison to the Literature Review
The data analysis of the impact of the hybrid work model proposed by Outrank Limited on the productivity of the employees and their job satisfaction results is in agreement with the majority of the key arguments highlighted in the literature review. The theme of flexibility can be discussed as one of the key areas of comparison. The literature has been consistent in showing that hybrid work enhances the productivity of employees by enabling employees to work at their own time and place, which supports the findings of this research directly. According to Krajcik et al., (2023), work schedules and environments where individuals are free to manage their own work schedules result in improved focus, increased productivity, and work satisfaction. This point of view is supported by the fact that the employees of Outrank Limited have noted that the possibility to control their working spaces and time arrangement helps them achieve the best of their performance and especially in the creative sphere, where concentration is one of the most valuable qualities.
Nevertheless, the findings related to the data also indicate problems that are aligned with the literature. The question of the barriers to communication and group collaboration had been described in the literature review and was reproduced by the analysis of secondary data. Hybrid work creates the possibility of individual concentration, but negatively impacts spontaneous collaboration, as Wheatley et al., (2024) point out, which is a great reason why organisations such as Outrank Limited, which highly value creativity and collaboration, are concerned. The company results also indicate problems with keeping a team together and communicative in a hybrid environment, which results in slower decision-making and decreased creative productivity.
According to Santillan et al., (2023), hybrid work environment workers might not be able to distinguish their personal and work lives, which results in stress and burnout. The employees of Outrank Limited have not been less, and most of them have claimed that they really struggle to turn off after their working hours and that this has led to low levels of their well-being and job satisfaction.
The second factor, which was highlighted in the literature review, was the supportive work environments in hybrid settings. According to research published by Loo et al., (2024) trust and communication are critical in ensuring employee engagement and motivation in the hybrid model. Employees of Outrank Limited, when they perceived that their managers supported them in terms of clear communication and autonomy, were more satisfied with their jobs and more productive, which reflects the points made in the literature.
In general, this study ends up with the same results as the larger literature reviewed, demonstrating the advantages of hybrid work in productivity and job satisfaction as well as the issues that must be resolved in order to succeed in the long-term adoption of hybrid work models.
[bookmark: _Toc209955568][bookmark: _Toc211184400]4.4 Conclusion
The results of this study have proved that the hybrid work model of Outrank Limited has both beneficial as well as adverse effects on the productivity and job satisfaction of employees. More flexibility has been observed in workers, which has enhanced their productivity and balance between work and life, which is in line with the objectives of the research. However, they have also brought up the concerns of communication challenges and work-life boundaries that have affected the entire employee engagement and well-being. The study has offered these challenges as valuable insights on how the hybrid way of work may be maximised. 


[bookmark: _Toc209955569][bookmark: _Toc211184401]Chapter 5: Recommendations, Conclusion, and Limitations.
[bookmark: _Toc209955570][bookmark: _Toc211184402]5.1 Introduction
The chapter ends with a discussion where the researcher summarises the key findings and offers recommendations that can improve the hybrid work model of Outrank Limited. The study was designed to investigate the impact of hybrid work on the work satisfaction and productivity of employees. The paper used qualitative analysis and secondary data to determine the benefits and the challenges associated with the model. The hybrid work has been reported to have improved productivity and the work-life balance; however, the problems of communication barriers and misinterpretation of work-life boundaries have also been observed. The chapter will also give practical recommendations on how to improve productivity and job satisfaction, and employee well-being in the face of such challenges. It also emphasises the need to institute an enabling work climate where autonomy is balanced with a system of support so that employee participation and performance in the hybrid work environment is sustainable.
[bookmark: _Toc209955571][bookmark: _Toc211184403]5.2 Practice Recommendations.
[bookmark: _Toc209955572][bookmark: _Toc211184404]5.2.1 Making Hybrid Work More Productive.
Outrank Limited is encouraged to adopt a structured hybrid system to ensure that it will be more productive in terms of the hybrid form of work. This would incorporate clear work schedules, deadlines and expectations in order that the workers will be oriented with their priorities and work. They should supply the employees with collaboration tools such as project management programs, instant messaging and video conferencing, to ensure communication is not compromised among in-office and out-of-office employees (Delbosc and Kent, 2024). The frequent check-ins and progress meetings might assist the managers to evaluate the extent of the performance and to tackle the issues in the most timely manner, and to support the managers in the required way. It is also good to give the workers their own territory in the homes and give them the courses online to enhance the degree of concentration and productivity. The employees are also free to work and at the same time to work within structure, thus they are in a better position to handle their workloads and remain productive.
[bookmark: _Toc209955573][bookmark: _Toc211184405]5.2.2 Improving Job Satisfaction and Well-Being.
Outrank Limited ought to strive to achieve flexibility, participation, and support to boost job satisfaction and well-being. The schedules allow the employees to establish a balance between work and personal life, which lowers stress and burnout. Motivation and satisfaction are achieved through reward programs to recognise performances in work workplace and even beyond the work setup. A good and straightforward communication makes employees feel that they are a part of the company that values them, even when at home (Yang et al., 2023). The mental health services (including well-being sessions or counselling) are also important to the overall well-being of the employees. It also facilitates communication with the managers and team-building, and informal contact to enhance collaboration and interconnection among the members. The commitment to the health and productivity means that the employees will be engaged, happy, and loyal to the organisation and perform well in the hybrid workplace.
[bookmark: _Toc209955574][bookmark: _Toc211184406]5.3 Conclusion
This study has analysed the effect of the hybrid work system of Outrank Limited on the productivity and satisfaction of employees. The results show that although hybrid work has great advantages, including greater flexibility and better work-life balance, it comes with its own issues, especially with communication, team cooperation, and work-life boundaries. When employees are given the freedom to work where and when they please, they report being more productive, but loneliness and inability to spontaneously collaborate can cause disengagement (Mousazadeh et al., 2019). The study concludes that with the correct support systems, the hybrid work model can be used to bring about a highly engaged and productive workforce. Some of the recommendations on improving the communication tools, team cohesion and clear work-life boundaries are recommended to counter the challenges.
[bookmark: _Toc209955575][bookmark: _Toc211184407]5.4 Limitations of the Research
There are a number of limitations in this study. Firstly, it is focused mostly on secondary data and might not reflect the experiences of the employees of Outrank Limited. This results in generalizing the findings, and this does not necessarily represent the organizational context. Second, the study is qualitative, which offers depth, but the findings cannot be generalized to other industries or geographical areas. The applicability of the results is also restricted by the emphasis on one company in the advertising and marketing industry (Loo et al., 2024). Third, not all secondary sources will have the same methodology, reliability, and relevance, and this may affect the accuracy of the conclusions. Lastly, primary quantitative data is not incorporated in the research, and this would have helped to reinforce the interpretation of how the employees perceive, how much they are, and their level of job satisfaction in the hybrid model. These are the limitations that must be taken into consideration when interpolating the findings.
[bookmark: _Toc209955576][bookmark: _Toc211184408]5.5 Recommendations to Future Research.
The subsequent research ought to involve gathering first-hand information by interviewing employees at Outrank Limited and other firms involved in the advertising and marketing sector, so as to confirm and further elaborate on the research results. The levels of productivity, engagement, and job satisfaction may be better measured with the help of quantitative surveys or mixed methods. Longitudinal studies should also be considered by researchers to determine the long-term effects of hybrid work on the well-being of employees, their retention, and performance (Chibindi, 2023). The other issue that can be investigated is the role which the organisational culture, leaders and managerial support play in determining the effectiveness of the hybrid working arrangements. Besides, the impact of applying the technology and digital collaboration tools on the performance of the collective and communication could be investigated.
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Gannt Chart
The study period is 10 weeks. The Week 1 will be devoted to research background defining, setting the aim, objectives and research questions. The literature review will be carried out during Weeks 2-3 with the theoretical framework developed during Week 4. Week 5 will be spent describing the methodology of the research. Weeks 6-7 will be associated with the collection of data findings and its analysis. Weeks 8-9 will discuss the findings and then, Week 10 will formulate the recommendations, conclusions, limitations. The last report will be presented by the end of Week 10.
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	Theme
	Sub-theme
	Key Findings
	Impact on Employee Productivity
	Impact on Job Satisfaction
	Supporting Literature

	Theme 1: Flexibility and Work-Life Balance
	Work Location Flexibility
	Employees have the option to work from home or office, allowing a flexible environment.
	Employees can focus better and tailor work environments to their needs.
	Higher job satisfaction due to ability to balance work and personal life.
	Krajcik et al. (2023) – Autonomy in work location increases engagement and productivity.

	
	Work Hours Flexibility
	Flexible working hours allow employees to work during peak productivity times.
	Increases work efficiency and quality of output due to tailored schedules.
	Reduces stress and improves life satisfaction due to better time management.
	Bloom et al. (2024) – Flexible hours reduce stress, improving productivity and job satisfaction.

	
	Improved Work-Life Balance
	Hybrid work improves the balance between professional and personal commitments.
	Reduces burnout, leading to more sustainable productivity.
	Employees experience greater happiness and engagement from work-life harmony.
	Santillan et al. (2023) – Better work-life balance improves engagement and satisfaction.

	Theme 2: Impact on Employee Productivity
	Remote Work Focus
	Remote work provides a quieter, less distracting environment for focused work.
	Increases individual productivity and focus.
	Employees feel empowered, leading to higher satisfaction in task accomplishment.
	Chellam (2022) – Remote work offers a productive environment, boosting performance.

	
	Reduction in Office Distractions
	Hybrid model minimizes in-office distractions, allowing employees to focus.
	Reduces time spent on non-essential tasks, increasing output.
	Job satisfaction increases due to fewer distractions and greater efficiency.
	Bloom et al. (2024) – Fewer distractions lead to better performance and job satisfaction.

	Theme 3: Communication and Collaboration Challenges
	Lack of Face-to-Face Interaction
	Remote work reduces spontaneous team interactions, affecting collaboration.
	Collaboration and decision-making slow down due to lack of real-time interaction.
	Disconnection from team leads to lower morale and engagement.
	Santillan et al. (2023) – Limited face-to-face interaction reduces team cohesion and creativity.

	
	Technology Barriers
	Reliance on digital communication tools creates gaps in clarity and understanding.
	Miscommunication delays work and reduces productivity.
	Frustration with communication tools lowers overall job satisfaction.
	Muriithi (2023) – Digital barriers in communication affect team performance and morale.

	
	Difficulty in Collaboration
	Collaboration is hindered due to communication barriers between remote and in-office workers.
	Cross-team work becomes difficult, leading to inefficiencies.
	Feelings of isolation and lack of collaboration reduce job satisfaction.
	Santillan et al. (2023) – Communication difficulties in hybrid settings lead to disengagement and lower satisfaction.

	Theme 4: Employee Engagement and Motivation
	Autonomy in Hybrid Work
	Hybrid work allows employees to manage their schedules and work location.
	Autonomy boosts focus and productivity.
	Employees feel more satisfied and valued, increasing their motivation.
	Krajcik et al. (2023) – Autonomy leads to higher engagement and productivity.

	
	Trust and Employer Support
	Trust and support from managers are crucial in maintaining motivation.
	Employees are motivated to perform well when they feel trusted by employers.
	Job satisfaction increases when employees feel supported and valued.
	Chellam (2022) – Trust fosters motivation and engagement in hybrid work settings.

	
	Recognition and Rewards
	Recognition of achievements boosts motivation and morale.
	High recognition leads to improved performance and sustained productivity.
	Recognition and rewards significantly improve job satisfaction and loyalty.
	Santillan et al. (2023) – Recognition drives motivation, improving performance and satisfaction.
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