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Hybrid Working, Post-Pandemic and The Impact on Employees Health and Wellbeing: Charity Sector.


[bookmark: _Toc1897622962]Chapter 1: Introduction
[bookmark: _Toc1349683457]1.1. Chapter Introduction

The pandemic has impacted the charity sector and demanded a modification of many organisations and businesses to hybrid work. The health and wellbeing issues of employees' post-pandemic has risen as more employee's report health and wellbeing issues and rising absenteeism reported. Connecting the relationship between the two. Some organisations understand the nature of people and understand how important their human resources psychological and physical health is to the success of the business and have opted to assist their employees with programs which help to sustain a healthy state of wellbeing. So, for many organisations and businesses they have seen a reduction in retention, absentees, productivity and health and wellbeing because of the mental health programmes and assistance available to each employee. This study systematically reviews the existing research on Hybrid Working in the context of its impacts on employee's health and wellbeing and key motivations for organisation and businesses. This paper aims to discuss the main impacts of hybrid working on employee's health and wellbeing and the key motivations for hybrid working. Moreover, this paper will offer suggestion for opportunity for future research. 

[bookmark: _Toc1426282567]1.2. Background 

During the pandemic employers were required to provide employees with new work arrangements which required employees to work from home if they could. Post-pandemic many employers retained the practices introduce during the pandemic (Rubens., 2021). Post-pandemic has also seen a high rise in mental health issues which is impacting the wellbeing and the quality of people's life's (Jamshaid, Samrah, et al. 2023).
Trends data researched by the UK Parliament, shows before the pandemic only 12% of the UK workforce had worked at least one day at home. Or 1 in 10 of the UK workforces had worked from home in some context. Although this number was slowly increasing 2020 during the pandemic saw a sizeable increase. At least 50% of the UK’s workforce worked exclusively at home at least one day out the working week. When the restriction regarding going back to work were lifted remote and hybrid working decreased yet remained higher than pre-pandemic levels. As of 2022 22% of the UK workforce have worked at lasted one day hybrid work and employees working from home exclusively was around 15%. Gov. UK’s (2021) the Department for Business, Energy and Industrial Strategy and Paul Scully MP reported, poor employee's mental health is costing employers between £33-£42 billion a year and the UK economy between £14-£99 billion pounds a year.
The pandemic has forever changed the way we work, live and interact with each other. Stakeholders, leaders and HR teams have faced challenges and disruptions on a scale never seen before. The disruption and chaos birthed a new way to work called hybrid work which was a blend of one, two or three days of the work week is spent working from home and the other days the employee would work from home. Hybrid work has both advantages and disadvantages. Emergence of new technologies has assisted in the new home working office (Mantesi, Chmutina, and Goodier, 2022). According to the Office of National Statistics (2022) Census 2021 the pre-pandemic employee's hybrid working was around 4.7 million in December of 2019. By the end of March 2022 to over 9 million employees were working from home at least one day of the working work. 
During the lockdowns many organisations decided to move their operations to homeworking, during the lockdowns came the introductions of hybrid working models. The Government suggested all businesses and organisation, if possible, could they work from home apart from frontline worker. All activities usually performed in the workplace began to be performed at home. Leaders, management and HR teams were meant to create new policies and practices adding new concepts for training and career development paths. 
Today we see several hybrid working models each having pros and cons. (Wang., et, al, 2021) what once was an experimental practice and predominately used in office-based roles have now become unintentionally widespread due to the pandemic, forcing employers and employees alike to learn different ways of working and new skills to support demands. With hybrid being the only option for organisations and businesses to take, early reach suggests employees working hybrid improved psychological wellbeing positively (Prati., and Mancini. 2021). While the landscape of the work environment has changed dramatically with the help of emerging technologies (Mer., 2023). The pandemic also helped magnify the UK’s mental health issues.
Beckenbauer, et, al. (2023) a survey looking at the state of organisations in 2023 of 600 employees and organisation leaders on mental health and wellbeing showed over 50% of employees had had some experience of mental health problems also it was identified that employees had been indirectly affected by mental health related issues. A safe work environment was among the attributes affecting employee experience while higher on the list was work life balance. Post pandemic has seen nine out of ten organisation leaders in the survey understand the moral and mood of employees affect their mental health. The survey suggests organisation leaders made adaptations to the trends quickly putting the health and wellbeing of employees at the fore front of the organisation and began offering some form of mental health program to their employees.
The health and wellbeing of the UK’s human resource also its sustainability (Roczniewska, et. al 2022) and resilience to change is having an adverse effect for some. The research so far shows hybrid working has both challenges and benefits from the perspective of the organisation, employee and the employer in adopting this new normal. Although there are benefits of hybrid working which include work life balance, autonomy, increased flexibility, and individual performance (Hesketh. and Cooper, 2023). According to the UK Parliament Post research brief,
· Hybrid working lead to a wellbeing increase for employees by providing autonomy over work schedule and more flexibility which improve work-life balance and reduces stress.
· Being in an environment that suits the employee best can help the individual focus better and improve productivity.
· Autonomy over work schedule and greater flexibility help employees feel more in control of their life leading to greater job satisfaction.
· Technology advances (Verbin., 2022) has given employee new ways of collaborating and communicating with each other.
Challenges which include isolation, anxiety, depression, loneliness, general distress and lost comradery can and do significantly impact an individual's health and wellbeing (Morris., et al. 2006).
· Working from home, employees could find it difficult to switch-off because they are not physically leaving the office to go home. The blur could cause burn-out.
· Working hybrid for some causes an unstructured employee with no self-motivation or self-direction.
· Employee may not have the same communication tools as at the office, making any communications dealing with work difficult.
· Living alone and working hybrid can cause an employee to feel isolated. The disconnection from colleagues you used to see every day can cause loneliness and a feeling of disengagement (Mutebi, and Hobbs., 2022).
Mantello, P., Ho, MT. (2023) health and wellbeing problems is one of the many trends causing high numbers of employee absenteeism and lost productivity which exacerbated during the pandemic. With global costs to the economy yearly reaching millions. To reduce this trend businesses used the profound changes happening globally to assist and adapt the way things were done (Bravery., Bonic. and Anderson., 2023). Amidst the ever-changing environment organisation leader began to invest more in their human resource health and wellbeing putting it at the forefront of the organisation and the hybrid working practises (McPhail., Chan., May. and Wilkinson., 2023). Many businesses are now offering employees some form of hybrid working.
17% of employees have been ‘sick’ in the last three years because of their housing problems.
1 in 5 people are suffering with anxiety and stress because of the housing situations.
63% of people that rent their properties do not have any saving and risk homelessness if they lost their job (Shelter., 2023). 
The above introduction as looked at hybrid working, health and wellbeing, employees, post-pandemic, and the charity sector to gain a deeper understanding of the chosen topic. The literature connection between hybrid working and employee health and wellbeing post-pandemic has shown organisations taking the lead in some type of fashion for prevention with prioritising the health and wellbeing of their employees. Although this is the case, still research shows metal health related problems have grown throughout employees UK wide and is still rising.

[bookmark: _Toc1927491206]1.3. Research Aim and Objectives

The research aims to explore the ramification of hybrid working and employee’s wellbeing by exploring whether there are sufficient academic literature reviewing hybrid work and its impacts. 
  
[bookmark: _Toc1268237876]1.3.1. Objectives

Firstly, investigate the correlations between hybrid workers and health and wellbeing in the work environment is it working. 
Secondly. explore whether available research demonstrates a more negative or positive outcome for employee’s health and wellbeing post-pandemic. 
Finally. identify post-pandemic impacts and trends on employee health and wellbeing. Has the disruption accelerated the issues of employee health and wellbeing. The importance of adopting a strategy which supports the needs and wellbeing of all employees.

[bookmark: _Toc375546832]1.4. Research Questions

The questions put forward relates to the relationship between hybrid working environments and health and wellbeing in the workplace. 

1. What is the relationship between hybrid environment and health and wellbeing in the workplace? 
2. Has hybrid working reduced retention, absentees, productivity, and health and wellbeing?
3. Does post pandemic research demonstrate and impact a more negative or positive outcome for employee’s health and wellbeing?
4. What are the key motivations for adopting hybrid working post-pandemic?
[bookmark: _Toc1061902089]1.5. Significance / Relevance of Study 

Hybrid working is now integrated into the way we live and work today. The pandemic which caused to world to shut down in 2020 shifted the UK workforces into a new paradigm (Jana. and Kaushik., 2023).  This became mandatory for many organisations and businesses. The pandemic brought mandatory lockdowns, which the Government advised people to work from home if they could. So, the options available for retaining employees was to work from home where viable (Lee., 2022). Which could only be done if workers had the key items needed to complete task, (a lap-top or computer and internet access). During the pandemic UK workforces were push into working from home. Leaders, management and HR practitioners employed strategies that worked alongside the organisation or business objectives. While facilitating its workforce and maintaining the organisations' purpose and performance (Noble, Adenikinju., et al. 2023) and (Brinkley., 2023) and (McPhail., et al, 2023). When restrictions were lifted the UK reopened working practises had changed a new norm had begun (Aleem., et al, 2023) for many of the UK’s workforces the new norm was hybrid work. Hybrid work can be defined as a work week spent between an office and home residence. Technological assistance helped assist the workforce away from the office where everything needed was close to hand (Venkatesh, et al. 2021) and (Aldoy. and Mcintosh., 2023) the workforce was expected to fulfil their duties while self-learning how to use tools they may never have before such as teams or zoom. (Malik., et, al. 2022) technology has bought many benefits and drawbacks in a variety of sectors including the society, democracy, the environment and the economy. (Tomić, and Vizinger., 2023) hybrid work started as early as the seventies but now has become the new way of working for many organisations since 2020, when restrictions were lifted many went back to all staff at the office. As time has gone by, we see more organisations and business (Rupeika-Apoga., et, al. 2022) go e-commerce or creating hybrid environments as for many reasons such to save costs on office space and machinery. Organisations and HRM practitioners are finding new approaches and strategies that best fits in these expediential times as hybridity is growing (UK Parliament, 2022) dealing with competitive challenges, human resources issues and employee concerns. Rosado-Solomon, et, al. (2023) many employees have felt the effects of the disruptive work environment over the past few years which has affected their mental health causing psychological and physical issues. Intern affecting businesses with a rise in absentees and sick days which cost billions each year. Many organisations these days understand how important their human resource is to the success of the business and have implemented programmes to help support the psychological health its workforce. 
This research seeks to examine if hybrid working has reduced retention, absentees, improved productivity, and work life balance. Also, what has post-pandemic research demonstrated on employee’s health and wellbeing. Furthermore, what are the key motivations for adopting hybrid working post-pandemic. To understand whether businesses are seriously taking into consideration the health and wellbeing of their employee’s post-pandemic. What actions and strategies are being applied to combat health and wellbeing issues leaders, management and HRM teams are currently facing.
Through exploration of systematic literature reviews, the author aims to show if there is adequate support available to employees in the context of health, and well-being of the employed or volunteering employees in the work environment (Roczniewska, et, al. 2022).

[bookmark: _Toc230588558]1.6. Summary

The world has seen a shift over the past few years' hybrid work is officially intergraded in the context of the work environment. A changing world and work environment is changing the way we perceive health and wellbeing in the workplace. This paper aims to discuss the main impacts of hybrid working and the impact for employee's, employers and the organisation. Furthermore, the impact on employee's health and wellbeing and the key motives for hybrid working. Moreover, this paper will offer suggestion for opportunity for future research.

[bookmark: _Toc409491391]Chapter 2: Literature Review
[bookmark: _Toc122128253]2.1. Introduction 

In this section the author will look at literature reviews and websites to explore hybrid working pre- and post-pandemic, employee health and wellbeing and the charity sector. This chapter will provide various techniques, employers, management and HR practitioners should utilise to improve their current situations. Including strategies for creating a better work life balance and reduce mental health stigmas in the workplace and improving productivity and engagement.

[bookmark: _Toc504354121]2.2. Hybrid working meaning origin 

During the pandemic UK workers saw the introduction of hybrid working. Once the restrictions were lifted many organisations kept some form of hybrid work going. Post-pandemic this was seen as the most viable and affective new work arrangement for both employee and employer (Mulcahy. and Andreeva., 2023) and (Straus., et, al. 2023). There are several models of hybrid work which include, work at home this employee works from home continually all meeting is done via social media such as, teams or skype or zoom. Office based where the workforce would be expected to be in the office most days with the option of working from home once or twice weekly, home based would include the workforce working from home the majority of the week but would have to attend to office once or twice a week, the fourth option the workforce would work remotely but be expect to attend the office for meetings with clients, teams and management which would be mandatory. 
(Lee.,2022) hybrid working is the term use to explain the spilt of the work week between working from home or anywhere and the office. 
Hybrid working pre-pandemic was used predominately in office-based roles including Telesales, Administration, Customer services, Marketing, Project management IT/Tech, Legal, Finance and HR/Recruitment. As early as the sixties employees has been calling for change in work flexibility. 
(Rubin. 1979) in response to the labour shortage which hit Germany hard in the sixties. A woman by the name of Christel Kraemerer, not knowing, came up with the term flexitime. Christel argued having the same start and finish time was not necessary instead staggering work hours with different start and finish times would be more beneficial. By doing this Christel believed it would alleviate the labour shortage and enable more women and mothers the opportunity to enter the workforce.
Hybrid working has been beneficial to the organisation, employee and the employer (Brinkley., 2023). Which include;
· A decrease on the carbon footprint; hybrid working is helping to alleviate the carbon footprint by reducing the number of commutes workers takes to work every day.
· Greater flexibility; control and flexibility over how workload is managed can increase efficiency and improve productivity of an employee.
· Improved employee, employer trust; with more autonomy and control over work can build trust between employees and employers.
· Less commuting; time and money are saved on commuting when working part of the working week from home which can improve overall well-being and reduce stress.
· Save money; with the cost of living getting higher hybrid working can save you money by saving on expenses like work attire, meals and transportation. The business can save money on the cost of space and machinery.
· A better work-life balance; hybrid working can help employees manage their professional and personal life better by splitting the work week between part working at the office and part working from home.
· A greater geographical pool of talent is now available because of hybrid working and technological advances.
Also, (CIPD. 2023) a survey by the Good Work Index found employers and employees also had both negative and positive impacts of hybrid working. 
Senior leaders' positive and negative impacts include;
· The ability to recruit from a wider geographic in the UK.
· Attraction and retention of talent.
· The ability to create a more diverse workforce.
Negative impacts include;
· The change in autonomy and culture of the organisation.
· The ability of managers to lead the team efficiently.
· The employee's connection to the organisations purpose.
For some organisations efficiency and productivity have increased more when employees are working hybrid in some capacity (Mer. and Srivastava., 2023).
Apgar., (1998) in the nineties a company called AT & T allowed its employees to create a different way of working. 1000,000 employees went on to pioneer the way of what we know now to be working from home. With the cost reductions for the business, employees working from home freed up over 500 million in cash flow.    (Flint., 2020) Netflix CEO proclaimed his dislike of remote employees he claimed there was no positives when working at home. Not being able to collaborate with international clients effectively was not good for business. He also went on to talk about the future of Netflix suggesting a four day in the office work week.               (Archie., A. 2023) whereas Disney employees have already returned to the office for a four-day workweek.   
(Microsoft.com. 2022) the CEO and Chairman of Microsoft reportedly expressed, to carry out the most impactful work and have the competitive advantage in today’s dynamic economic environment and all organisations need to align it with employees' interest, a new approach is needed for employee to thrive.
Autonomy, some employee liked the solitude of being at home while others prefer to be on-site. To support a culture of inclusion and autonomy hybrid work options could provide the right environment and experience for both groups of employees (Wiliamson., 2021). Productivity, empowering remote work while keeping the option for interaction and collaboration in person open employers can help to boost productivity of hybrid working employees (Zapata- Cantú., 2022). Work retention and recruitment, offering hybrid work schedules is better equipped at retaining employees and enables organisations to recruit potential employees from anywhere than an organisation that does not (Maddox-Daines., 2023). 
The pandemic changed the way many organisations around the world began to operate (Verma. and Gustafsson., 2020) the mandatory lockdown caused many businesses which had viability to allow their employees to work at home.  CNN business spoke to several companies who went hybrid before the pandemic about approaches taken to make a successful hybrid workforce,
Communicate effectively
With a dispersed workforce managements communication needs to be consistent as well as clear keeping the organisations value mission ang goals at the forefront. It is up to managers to stay transparent and set the expectations required at the beginning of the employee's hybrid relationship. 
Create Polices
When an organisation chooses to go hybrid, it is of key importance they create a clear policy which includes where employees can work, internal and external practices, communication expectations and performance. Policies should be clear and transparent holding each employee to the same standards.
Managers take charge
Some managers may not feel confident managing a remote workforce and micromanaging won't work. Managers need training and a new mind set. The focus should be on communication with regular check-ins. It is up to management to set the stage keeping the organisations values, and goals at the forefront.
Technology matters 
Problems with technology can halt productivity. It is important that technology stays fluid and operational. During office hours employees need to have access to relevant information to help them complete tasks both at the office and at home (Vasel., 2020).


[bookmark: _Toc1282824192]2.3. Hybrid working pre-pandemic.

Pre-pandemic the UK saw many employees from different sectors including the Post Office, Teachers, and others have walked out of work and chosen the strike over working conditions and pay disputes. Health and wellbeing issues were rising steadily before the pandemic. Psychological aspects like stress, depression, burnout and anxiety were slowly increasing in workforces and the public but mostly visible in people with pre-existing conditions (Luo., et al, 2020) and (Prati. and Mancini, 2021). Pre-pandemic it was business as usual in the UK. The worries of the time; 
· BREXIT and its impacts, many organisations such as farmers and universities were impacted by the loss of students and workers from the EU. Importers had the deal with stringent rules and regulations, red tape and huge losses waiting for the boats to come in, literally. 
· Technology pre-pandemic was an issue for many organisations because the need to upskill employees due to advances in technologies.  Efficient use of technology, lack of resources and the ability of employees to be upskilled digitally were the concerns that mattered. 
· An aging workforce specifically in organisations which provide services for young people. This may not have been systematic pre-pandemic but has the potential to be in the future. 
· Organisations were receiving higher retention rates and absenteeism as employee's health and wellbeing related issues were beginning to emerge.
· Recruitment issues including zero-hour contracts, temporary contracts, lack of job security, and geographical flexibility were the contributing factors in HR recruiting issues 
· Geography cause issues for organisations in the context of rural settings, with issues including recruiting and training opportunities because of the long-distant travelling an employee would have to take every day. These factors related to staff turnover because the organisation lacked opportunity for progression or promotion. Especially smaller organisations and charities who lack the funding and are unable to compete in the context of salary. Also, smaller enterprises and charities may only offer potential employees shorter contracts making it difficult to find the right human resources.
· Salary is said to also be a major attribution which motivates employees to stay with an organisation.
Furthermore, according to the UK Parliament, (2022) pre-pandemic in the UK only 12% of the UK workforce had worked at least one day at home. In other words, 1 in 10 of the UK’s workforce had worked from home at least one day a week. This was slowly increasing during 2019 then 2020 there was a substantial increase of almost 50% of the Uk's workforce worked at home at least one day out the week and 38% worked exclusively from home, which we can put down to the pandemic. Which was an increase of 33% on the previous year of 5%. Once the restrictions were lifted the number of remote and hybrid workers had decreased yet remained higher than pre-pandemic levels. In 2022 only 22% of the UK workforces have worked at least one day remotely whereas employee working from home exclusively is around 15%.

[bookmark: _Toc81575902]2.4. Hybrid working post-pandemic the impacts on individuals, organisations, and the employees.

(Hopkins. 2023) many organisations post-pandemic continued some form of hybrid working. (Itam. and Warrier., 2023) emergent of new technologies has assisted employees in adapting to the new way of working and their home becoming the new office, (Currie. and Eveline, 2011) and (Wiatr. and Skowron-Mielnik., 2022) blurring the lines and lack of boundaries between work and home life. Great for those who are resilient while causing a reduced capacity of productivity for others. Hybrid work was meant to provide the best of both worlds giving flexibility and a positive psychological functioning (Prati and Mancini. 2021).
Since 2021 there has been a surge in reported cases of poor phyco-social wellbeing and psychological distress influenced by many factors including fear, anxiety, loneliness and financial hardship which have been exacerbated by the pandemic (Mannion., Konteh. and Jacobs, 2023) and (Allen, et al., 2015). Here are some of the issues happening in the UK post-pandemic.
· (Centre for Ageing Better., 2023) an ageing workforce, many employees near retirement age are deciding to carry on working due to financial constraints caused by the cost of living. Furthermore, many retirees have also return to work for the same reasons. Moreover, this has raised concerns and many employers have signed a pledge with the Centre for Ageing Better to support older workers in their 50s and 60s by improving development, retention and recruitment of older workers. The Age Friendly Employer Pledge wants employers not only to recognise the skills and experience of older workers but to harness them. 
· Impact on workers post-pandemic hybrid working have been beneficial in many aspects including work satisfaction, better work life balance, increased wellbeing, autonomy over work schedule, flexibility, saving commuting costs, more time with family, new ways to collaborate, self-reported productivity, and a more inclusive ways of working using technology are some of the benefits workers have felt had a positive effect on them. The challenges include distractions, disengagement, loneliness, opportunity for training, stress, promotion opportunities, decrease in social interactions, increased workload, the inability to disconnect, health and wellbeing issues. Hybrid working can impact workers wellbeing both negatively and positively. Many hybrid workers saw an improvement in wellbeing. Moreover, the positive and negative impacts varied by socio-demographic characteristics as well as individual factors such as work satisfaction and personal circumstances.
· The impact of hybrid working for the organisation, employer, leaders, and HR practitioners include reduced overhead costs, a reduction in sickness absentee, increased staff wellbeing, production increase, more efficient labour allocation and higher revenues. Challenges include changes in polices and regulations negative impacts on workplace culture, equality and inclusion, reduced mental wellbeing of staff, difficulty in staff interactions, lack of engagement, connections, and collaborations, 
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[bookmark: _Toc1628741566]2.5. Employee health and wellbeing.

Employee health and wellbeing has become the priority of organisations around the world (Harkiolakis. and Komodromos., 2023). Although the pandemic opened the door for new ways of completing activities emerging technologies and flexitime has also raised concerns with mental health issues (Aleem., et, al, 2023).
These companies understand that mental health is as important as an employee's physical health. These companies have implemented strategies which put employee wellbeing first by creating a supportive environment. (Ripplematch., 2023) Companies that have put employee's health and wellbeing first,
· Barclays started a campaign which offered employees the platform and support to share their own struggles with their mental health. The strategy Barclays choose was to best help those employees going through mental health problem not feel alone by sharing their stories and strengthen the workforce community. (Barclays. 2013) ‘This Is Me’ has help Barclays create an environment that is supportive to employees. Barclays has also seen a rise in its employees' disclosure rates with mental health problems. 
· Microsoft leaders have organically followed the This Is Me program. Many leaders have shared their own struggles with mental health and stories they have been witness to. The mental health strategy used by Microsoft gives employees the opportunity to access support through a variety of way which includes by phone, online and in person. They also provide all employees with workshops and support groups. 
(Koerber., et, al. 2023) power, achievement and affiliation are the three basic needs of motivation.

[bookmark: _Toc1787580733]2.6. Employee health and wellbeing in the work context

The introduction of the hybrid environment at the time of heightened fear of catching the virus created fear in the heart of people. Dimensions of good work regardless of work setting (home or office) include pay and benefits, work life balance, job design and nature of work, relationships at work/home, employees voice, health, and wellbeing. The changes made when going from full-time in the office to partly working at the office and partly working from home has impacted many employees' positive relationship between life satisfaction and job satisfaction (Bowling., 2020) and employee engagement. Employees need a clear path forward with changes to regulations and polices which include the home working environment risk assessment at home or work they must adhere to. This could help employees with the stress of the new working conditions also develop stress management strategies such as mental health programs and peer support mentoring. In larger organisation it is the HR practitioner's duty to find a framework which motivates both intrinsic and extrinsically as these type interventions can have positively affect the employee while influencing the primary goals of an organisations (Appendices 1.). With the post-pandemic rise in reports of mental health related issues such as burnout, stress, work home life imbalance and engagement (Appendices 2.). Intrinsic motivators would help support the psychological wellbeing of employees thus increasing job satisfaction and productivity.






[bookmark: _Toc1827177511]Table 1. Worklife Balance.
 WORKLIFE BALANCE
HEALTH
CAREER
ADVANCEMENT
     FRIENDS
FAMILY
WELLBEING
JOB ROLE
TIME
BALANCE
COMPENSATION
SKILLS
TRAINING
PROMOTION
STABILITY
HAPPINESS
MONEY
STRESS


[bookmark: _Toc1079779971]2.7. Employee health and wellbeing in hybrid settings.

The hybrid work model is the approach organisation adopted after the pandemic restrictions were lifted to enable employees to continue working from a mix of locations. During the pandemic if organisation were able to, they went hybrid, this saved on costs for office space etc. which in turn benefited the organisation and employee work life balance and productivity improved. This gave employers the option of flexi work. The topic gaining a lot of attention especially after the pandemic is employee health and wellbeing. Hybrid working offers many benefits to employees which can impact their work-life-balance, finance, increase productivity and feeling of belonging to name a few. Hybrid working has given employees the flexibility they craved. Some with the option of either office based or home based and the option of choosing the days you go to the office.
When the Government ask all businesses to close shop and work from home if possible. It was up to businesses to adapt and carry on or give up and die. Many chose to carry on many move their business to provide on-line services which helped reduced the risk to others of catching the dreaded virus as thousands a week were losing their lives. At the time hybrid working was introduced it was the safest way going forward for all. Many claiming their work life balance had improved and many organisations celebrated a rise in productivity amounts their employees. 
With the ongoing rise in health issues with employees the countless changes seen over the past few years has not increased employees' experience. Moreover, now we are seeing the challenges posed by detreating employees mental health. As more employees are reporting mental health issues such as stress, the feeling of isolation, blurred boundaries between home and work life and some employees feel disengagement from work. 
Employees who are psychologically resilient can handle change better than employee who are not, which would be a trigger for health and wellbeing problems.
 
[bookmark: _Toc14286098]2.8. Theory
  
(Lee.,2022) hybrid working is the term use to explain the spilt of the work week between working from home or anywhere and the office. There are a variety of hybrid work environments the main four are: Remote based, Office based, Flexible model and partly remote.
· Remote based employees are required to always work remotely the exception are only those employees whose job roles requires them to be on-site to carry them out. Whereas all the organisations' meetings would be conducted on-line.
· Office based employees are required to be onsite with exceptions which is determined on a team or individual basis. The office-based model is commonly used to deal with customers face to face by organisations where employees deal with the public most of the time.
· Flexible model these employees were able to work remote during the pandemic and have chosen to continue to do so post-pandemic. All employees would need to be onsite for all events and meetings.
· Partly remote consists of fully remote workers while other departments are onsite such as the marketing team all work remotely while the sales team or HR department are onsite.

[bookmark: _Toc1544503119]2.8.1. Conceptual Framework 

Hybrid working in all industries offer flexibility to its employees which has allowed some employees to work fully remote, others to work office based and others to do a bit of both during the working week 9/5 office hours. In 2020 when restriction began many companies began their hybrid journey, adopting this new way of working came with errors when finding the best fit (Daley., 2023). When restrictions were eventually lifted many organisations, employees working environments had changed for ever to allow a more flexible types of working. It was up to Leaders, Management or HR teams to take the lead with promoting and implementing the change management they wish to see. Giving employees a guideline to follow while creating an equilibrium of wellbeing and balance weather at the office or at home, such as the Deloitte model. The concept of hybrid work paradigms has been widely introduced in many organisations and businesses across the world and is the way we do things now (Wiatr. and Skowron-Mielnik., 2022). With each organisation offering their own individually structured hybrid work arrangements (Sailer., Thomas. and Pachilova., 2022) organisations options for hybrid working as in 2.8. Theory. Remote working, Office based, and Home based.

[bookmark: _Toc2017201276]2.8.2. Summary of gap in literature 

There is no one fits all in the context of hybrid working. As research show organisations across the world where it is viable is doing hybrid in some form. Now time has passed there is time to reflect of which opinions vairy by organisation to organisation. According to research organisations have shown themselves to be trying to fulfil employees' psychological needs (Suravi., 2023). In these expediential times employees are calling for expediential moves for reform in the context of how they work, where they work, and the time given. Research of literature reviews is missing the connectivity of data. The increase in mental health issues is it due to hybrid working, the impact of Covid-19 or is it due to organisations giving employee the opportunity to reporting it, more research is needed in this area. 

[bookmark: _Toc12721833]2.9. Charity sector

Jobs that have high levels of proximity have seen the largest change post-pandemic prompting organisational model changes in response. The long-term effects of these workers vary from business to business. During the pandemic the chance of catching the virus critically disrupted workers which jobs demand them to be in proximity to their clients or service user. Support workers, personal care workers, medical care workers, travel and leisure all these jobs are usually performed on-site or in person with frequent interaction between the workers and customers, clients, service users and strangers. Challenges facing the Charity Sector;
The Cost-of-Living Crisis
With low inflation and the rise in the cost of everyday items, high fuel prices, rendering people unable to heat their homes and financial resources are unable to cover monthly outgoings. Has resulted in an influx in demand for the service charities provide. Charitable organisation is one of the sectors which employees have been affected dramatically by the cost-of-living-crisis with an ever-increasing workload. What does the future hold for the increased demand for the services. Post-pandemic running costs have increased while income has decreased because people have less to give (Clifford., McDonnell. and Mohan. 2023) charities have also seen a decline in Government funding and smaller charities are likely to be worse off with the decreasing donations.
Demand for Services
Global issues such as the pandemic and the UK’s cost-of-living-crisis has caused the demand in services charities provide. With the lack of funding many charities have withdrawn pivotal services. Many third sector organisations are facing increased financial pressures, which is concerning for the future and the overwhelming demand on the services.


Diversity
There are issues of diversity, inclusion and equality in charity organisations. With many barriers including a lack of human resource skills, staff capacity, financial resources, Knowledge capacity, a lack of diversity, equality and inclusion.
Financial sustainability
Leaders of charitable organisations are facing challenges concerning the reduction in Government funding. As well as the decrease charities are also having difficulties generating finances to achieve financial sustainability. The decline in income has caused charities to close vital programmes and reduce existing services and scale back efforts. The Government reduction in funding will have the biggest effect on larger charities who depend on the government’s income.
Volunteer Retention
Another challenge the charity sector is facing presently is maintaining and recruiting volunteers. Volunteers are a vital part of the charity sector; post-pandemic saw volunteering falling dramatically which can be attributed to Covid-19.

[bookmark: _Toc1764067955]2.9.1. Hybrid working in charity sector

The charity sector is very diverse like many other sectors charities have shown their resilience. Embracing the ever-changing work environment to a hybrid way of working while continuing to provide services for the growing influx of people needed support. Charities their employee and volunteers are facing various challenges which have exacerbated post-pandemic with a growing demand from people in need for the services in demand. According to UK Fundraising (May. 2023) though there has been a high increase in demand for services the pandemic and its aftermath have caused a decrease in donations, fundraising events (Clifford., McDonnell. and Mohan. 2023) and Government funding. Which may mean some charities may need to diversify their activities to appeal to new audiences to increase income streams. 
(Ricketts., 2023), over the past year charity workers are feeling the effects of taking on extra work due to the pandemic. (Spiller., 2022) and (Ecclesiastical Insights. 2023) a survey on the health and wellbeing of charity workers taken by Ecclesiastical, of the 450 UK Charities 66% were concerned about employee burnout. Post-pandemic the numbers of charities have increased due to an influx of people needing the services charities provide.

[bookmark: _Toc852240930]2.9.2. Employee health and wellbeing in the hybrid context in charity sector 

Mental health issues including health and wellbeing problems causes high numbers of absenteeism and loss of productivity which costs the UK economy thousands each year (Cockerham., 2016) and (Hassard., et al. 2018) and (Ruhle., et al. 2020). Davies., (2021) western society has mistreated and misunderstood mental illness.  In any one year more than 20% of Britons adult population take a psychiatric drug.
In 2020 the UK was forced into lockdown which charged the normal order of things. To survive organisations and businesses stitch to hybrid working after restriction were remove carried on some form of hybrid work (Apgar., 1998) and (UK Parliament. 2022) and (McPhail, et, al. 2023). Many employees settled into this new way of working claiming working from home part of the week created a better work life balance (Ruhle., et, al. 2020) and (Mantesi, et, al. 2022). Employer saved on costs and saw an increase in productivity. As time has passed many organisations, businesses and employees are seeing challenges with existing strategies and a rise in mental health related issues in employees. With challenges both good and bad faced by the leaders, management and HR practitioners the post-pandemic hybrid-workforces we are seeing in nearly every industry (Behare., Shivanechari. and Waghulkar., 2023) shows an unprecedented rise in mental health problems within all sectors.

9 in 10 charity employees have felt overwhelmed, burnout of stressed. 
A survey of 450 charities showed 66% of them were worried about employee burnout.
Pre-pandemic many charities were experiencing challenges in different areas of their organisations which included political instability, attracting talent, income decrease and retaining talent due to retirement and illness. Post-pandemic has not changed past challenges just exacerbated them. Post-pandemic demand for the services charities provides have dramatically increased. With the challenges the charity sector has faced over the past few years they have shown great resilience and capability to endure. As many other sectors employees, the charity sector employees have embraced hybrid working to continue to provide support for the service users.
During the pandemic many charities found new directions some e-commerce and others moved to hybrid type working.
Shelter England is a registered charity; Shelter offers support to council and private tenants facing housing issues (Shelter. 2023). As well as advocacy, advice and information Shelter also lobby local authorities and the Government for new polices and new laws for tenants' rights. While support tenants' rights Shelter England also provided support for their employees. Shelter offers all employees a housing health check, the survey points problems in the employee housing and how it affects their wellbeing. The survey serves as the foundation on which to design a personalised program and the right support which include internal and external resources. 
Resource includes support workers, training webinars, teamwork shops, social workers specialising in mental health, employee webinars and individual training. Shelter aims to look after their employees so in turn they can provide the best support to their service users. Shelter believes ‘home life can run an employees work life’.

[bookmark: _Toc486350716]2.10. Chapter summary 

There is no one size fits all and different organisation do what they feel fits their business objective best. Many employers have also raised concerns about inclusion risks if employees are working from home more than coming into the office. Some senior leaders believe it would serve better if all employees spent more time at the office to improve employees' relationships and connection (Xu., Sarkar. and Rintel., 2023) employees would collaborate better in person and office-based employees tend to be more engaged. To summarise chapter 2 has explored academic and non-academic literature to research the impacts of hybrid working pre- and post-pandemic and the key motives for adopting hybrid working. As well as the impacts on employee health and wellbeing, absentees, retention and productivity. The author also investigated the charity sector and the implication for them. Furthermore, chapter 2 also investigated what other organisation have been doing during these changing times and how they were using strategies to assist with employee's psychological health. And considered new approaches and techniques available to organisations to help increase employee's health and wellbeing, engagement and productiveness such as Gallups Q12 model and Deloitte model.
[bookmark: _Toc325805834]Chapter 3: Research Methodology
[bookmark: _Toc1173493407]3.1. Introduction 

Chapter three will provide a detailed description of the data collection methods and analysis and will include research design research approach, research philosophy, research strategy and ethical considerations will be discussed.

[bookmark: _Toc967927501]3.2. Study Design

This papers research design is a qualitative approach in research and analysis, identifying the most relevant papers in the field of hybrid work and its impact on employee's health and wellbeing. Maxwell., (2013) and (Moser. and Korstjens., 2017) the qualitative approach to research investigates and provides deeper perception into real world problems. In this case hybrid working and its impact on employee health and well-being. As in the case of Shelter England who use surveys to gather data on individual employees' views and feelings to formulate to right action plan to take to help their employees psychological health and productivity improve. Qualitative research gathers quality data from employers or employees' experiences, perceptions, behaviours, views and feelings. It allows the participant to give their perceptions on a particular experience or event at a particular time of interest. Thus, the outcome of the study design gives narrative of experience in a real setting, reasoned explications of behaviour, unearthing of new occurrences and testing theories (Sandelowski., 2000). With several types of research design available the author has chosen to use descriptive research design. (Grimes. and Schulz., 2002) hypothesis generation, trend analysis and health care planning are three major uses of descripted research.



[bookmark: _Toc1003206364]3.3. Research approach 

The research has taken the approach of using a systematic literature review. The author has used qualitative research methods to gain a better understanding past and current situation around hybrid work and its impact on employee health and wellbeing in the charity sector. The author felt this type of research offers opportunity for descriptive and exploratory studies (Torres-Carrión., et, al. 2018) research requires a defined search process related to all categories of research questions. Using an inductive approach to research and verify results to answer the topic questions on the relationship between hybrid workforces and the impact on health and wellbeing also the inductive approach can be used to develop hypotheses or theories.   

[bookmark: _Toc1886125406]3.4. Research philosophy

Chia., (2002) philosophy is firstly troubled with rigorously establishing, improving and regulating the methods of knowledge-creation in all fields of intellectual endeavours including the field of management to answer research questions. (Ryan., 2018) to guide research methods, analysis, justify decisions or reject philosophies using one of the main philosophical research paradigms is important. Interpretivism, positivism and critical theory are three popular philosophical research guides. The author has chosen to use interpretivism philosophy for research. (Ryan., 2018) in the opinion of Krauss defining a situation, culture, understanding, norms, and social reality has multifaceted of layers because individuals each have their own perception and view of reality. 

[bookmark: _Toc1086561624]3.5. Sources of Data and Search strategy

Aromataris, and Riitano,., (2014) collecting rich data is a process of constructing a search strategy and searching for evidence with repetitive refining and assessing. (Carter. and Henderson., 2005) a research strategy is an action plan to guide authors research throughout formulation, analysis and interpretation of data. Data can be defined as quantitative or qualitative variables; data sources are classified into primary and secondary data (Gioia., Corley. and Hamilton., 2013). A research strategy is an action plan structured to guide authors research throughout for formulations of topic questions, analysis and interpretation of data (Duignan. 2016) this ensures valid results subjective research necessitates scrupulous scientific methods to establish the trustworthiness of the qualitative research (Muzari., Shava. and Shonhiwa., 2022) and (Van der Knaap., et, al.  2008) investigations should be made available to relevant people including guiding practice and the decision makers. Using qualitative research to investigate and comprehend variety of perspectives of the correlations between hybrid workers and health and wellbeing as well as the importance of organisations of adopting a strategy which supports the needs and wellbeing of all employees. in more detail. Through qualitative methods of research, it is possible to rigorously examine multiplex phenomenon's which give insight into encounters (Van der Knaap., et, al.  2008) and actions of people to minimise bias. With the use of transparent methods to identify, appraise and synthesize relevant evidence available critically (Paez., 2017) and (Jacelon, and Imperio. 2005) with intention to give insightful dialect which helps leaders, organisations and HR practitioners develop strategies to improve the ever-growing hybrid work environments.
Researchers no matter the field of study or the different methodologies research is based on data statistical studies which is analysed and interpreted. Statistical information such as health statistics, population variables, and census are all developed by data. Data can help the author view reliable statistics to examine the effects of health and wellbeing related issues such as absenteeism with the rise in reports in employee's mental health related issues, post-pandemic have organisations seen employee productivity decrease, increase or remain in equilibrium for example. Primary data collection uses direct observations, surveys or experiments. (Hox. and Boeije, 2005) secondary data collection is conducted from diverse sources such as electronic stored information, market studies and census are all common techniques which is referred to data mining. Advantages of primary data collection include:
· Addresses specific research issues
· Proprietary issues
· Decency of data
· Targeted issues are addressed
Disadvantages of primary data collection
· High costs
· Time consuming
· Inaccurate feedback
· More resources are needed to perform data collection
Secondary data has already been collected so is being reused which makes it easier to obtain from many sources including industry surveys, literature, computerised databases, mathematical or computerised models of environment processes or information systems (Jacelon, and Imperio.2005) and provide a rich source of employee's day-to-day activities. Advantages of secondary data collection Technics include:
· Easy to access
· Inexpensive
· Immediately available
· Can also provide the essential background, help refine or clarify research problems which is essential for the completion of the authors literature review.
Disadvantages of secondary data
· Not immediately available, can take time to sample framework and define problem, method and analysis.
· Expensive
· Incomplete information
The author has chosen secondary data collection techniques to reuse and reprocess collected information as an indication for the betterment of UK work forces health and wellbeing.

[bookmark: _Toc86562553]3.6. Data analysis

The primary driver of successful organisations and businesses is the discovery of rich data and knowing how to analyse and organise it to make sense of it all (Marshall., and Rossman., 2014) and (Eldridge., 2023). Using this method researchers are better equipped to make significant findings and uncover meaningful insights. (Goodrick., and Rogers., 2015) the data analysis process uses both logical and statistical methods and techniques for collecting, analysing and modelling data. Analytics are used to support operational and strategic decision making in business. Data can be defined as qualitative or quantitative variables the author has chosen to use qualitative data. Data can be figures, ideas, images, facts, words or numbers. Data itself has no meaning, to find meaning data needs to be interpreted into meaningful information. Data sources are classified into primary and secondary data the author has chosen to use secondary data. Where the authors search depends on the topic inclusion criteria and limits. No matter the field of study or the methodology research uses statistical studies which is collected, analysed and interpreted. Statistical information such as employee health and wellbeing, growth in working from home and retention are all developed by data. Secondary data was collected for variety of sources. Research material from several data bases in many different fields including; Springer, Web of Science, Taylor and France, Pub Med, Wiley On-line, Meta-Analyse PRISMA. In HR Management, Occupational Health Psychology, productivity and performance, Sustainability. Business research, Housing Police, Public Health, Health Service and policy, Social Science, Business research. This process was used to obtain a broad variety of search strategies and sources. Furthermore, searches were carried out on Google, Google Scholar and relevant organisations websites for grey literature topic relevant. Documents were gathered from indexed and non-indexed data bases to obtain systematic literature reviews from peers and non-peer review sources.

Results
	KEYWORDS
	 ‘Hybrid work,’ ‘hybrid working,’ remote working,’ working from home,’ ‘home working’ homework,’ ‘new way of working,’ ‘mental health,’ ‘health and wellbeing,’ psychological health,’ ‘employees,’ workforce,’ ‘charity,’ ‘charities,’ ‘organisations,’ ‘leaders,’ ‘employers,’ 

	OUTCOME
	The purpose of this study is to examine the impacts of hybrid working on employee mental health, engagement, productivity, and work life balance. Furthermore, it will look at strategies if employed could improve employee's engagement.

	CONTEXT
	UK and International 



[bookmark: _Toc1973899134]Table 3: Search Strategy: PRISMA Flow Chart

Articles identified by searching selected journals (n= 179)
Articals identified from reference  (n=0)
Screening through articles titles  (n=179)
Screening through abstract (n=46)
Articles used in conceptual framework (n=41)
Full-texted data (n= 27)
Articles excluded (n=5)
Articles excluded for specific reasons including  wrong study design,  intervention and  wrong    outcomes (n= 3)


[bookmark: _Toc1802239080]3.7. Ethical considerations

The means to answer the research questions, methods include the use of secondary sources of qualitative systematic review methodology. A total of 45 articles, topic related will be employed to discuss the impacts of hybrid working on the health and wellbeing of employees. This comprehensive approach will be used to identify the relevant research studies related to the topic specific. This may involve potential risks related to literature review process (Kolstoe., et al. 2023) it is important to predict these risks and mitigate them correspondingly. While identifying and selecting the relevant academic literature there is a risk of incomplete coverage, biasness, inaccurate conclusions or gaps in the research. To mitigate this risk, a comprehensive search will be conducted through multiple academic databases based on predefined selection criteria to ensure systematic and unbiased selection of academic literature. Considering the submission deadline, there is a risk of the literature review process taking longer than planned or becoming broader in scope.
Due to the research activities for this project the author shall seek for ethics approval. There is no conflict of interest.

[bookmark: _Toc1908960049]3.8. Summary 

To summaries chapter 3 has provided a description of the design of the study, analysis and research approach the author will use to conduct research for this review paper. The author has chosen to use qualitative, secondary data through statistical sources, census reports, Government publications websites and academic reviews in the context of research. With a focus on meaningful and subjective experiences the author has followed an interpretivism research philosophy taking into considerate the ethical implications.

[bookmark: _Toc982214233]Chapter 4: Key Findings
[bookmark: _Toc948306051]4.1. Hybrid work; motives for the change and the impact on employees, employers and organisations.                                                                     

In the interest of the perfect equilibrium between employee's health and wellbeing and the success of organisations. Organisations and businesses alike pre- and post-pandemic have implemented strategic frameworks to support the rising psychological and physical health issues, of employees.  The following chapter investigates further the changes with employees, organisations, and employers prior and post-pandemic in the context of hybrid working and the impacts on employee health and wellbeing, productivity, absenteeism, and retention. As well as the key motivations for organisation adopting hybrid work as the new way of working. With the use of review literature and websites articles.

	Citation
	Title of Study
	Purpose
	 Approach

	Hopkins. and Bardoel., (2023)  
	
The future is hybrid: how organisations are designing and supporting sustainable hybrid work models in post-pandemic Australia.
	The purpose of the study is the sustainability of human resource management approaches to hybrid work models. 
	In the wake of the pandemic several hybrid work models emerged. Using primary data from interviews with HR managers, to identify different approaches to emerging hybrid work designs. After analysing data, the authors interpretations of the interviews found five contributing factors 1. the most popular hybrid work arrangement, 2. The key supporting pillars of successful hybrid working, 3. identify the infrastructure to support the pillars, 4. broadening the theoretic contribution of literature in this field, 5. using (Conservation of Resources) COR theory to interpret the finding to develop sustainable improvements to working conditions, performance, gender equality and support for employees health and wellbeing. The interpretations of the interviews and the COR theory, the authors have developed a model for sustainability Five Pillars for Successful Hybrid Work. Which include operations, culture, communication, wellbeing and future skills. These are the considerations managers need to investigate to create a successful hybrid work force.
The authors also acknowledged several limitations in their research 1. the research only captures Australian practitioners, 2. all sectors were not covered, and 3. interviews were only taken from managers.




	                           Walden. and Zeng. (2024).                       
	                             Work in transition: exploring pandemic-displaced employees' communication.     
	                                       The focus of the article is the investigation of hybrid worker communication needs.
	                                                                                                                                         The article helps us to understand employee's communication pursuits with peers in different locations and family at home disruptions in the context of interpretation of communications. undertaken due to hybrid working during the pandemic. The authors used an on-line survey of 579 employees. Results found structured communication forecasted employee job engagement positively and employees were willing to speak up if they were not happy. Whereas interpretation of communication negatively forecasted employee job engagement. Management showed higher levels of engagement and voice than non-management.





	            Mantesi., Chmutina. and Goodier., (2022).
	
The office of the future: Operational energy consumption in the post-pandemic era.
	The purpose of this study is to explore to future of offices using the flexible work model and with consideration of energy consumption post-pandemic. Using qualitative literature.
	
One third of global carbon emissions is due to energy consumption from offices, one of the five largest building stock sectors. Left on lighting and IT equipment being the main culprits. The author conducted research on five offices to monitor the amount of energy being wasted. The results showed more energy was lost out of work hours than during office hours at 56% to 44%. Which was due to employees leaving lights and equipment on when leaving the office. Post-pandemic preliminary research showed that office workers working from home at least once a week would save 1% of global oil consumption and annual decline of 24 million tonnes of CO2 emissions. UK and global companies are becoming more nunnery conscious and reducing energy in offices building to save money. Office spaces can be expensive for businesses but when utilised correctly such as providing a more comfortable environment where staffs output, satisfaction, productivity and wellbeing can increase. Furthermore, social science findings showed a building with incorporated technologies that are energy efficient have an impact on employee's behaviour.  



	                                                       Shipman. et, al.   (2023).
	                             An organizational analysis of how managers must understand the mental health impact of teleworking during COVID-19 on employees.
	                            The purpose of the article is to investigate the impact of forced virtual or telework.
	                                                                                                   The disruption in work arrangements caused by the pandemic forcing organisations into tele or virtual driven workplaces without a supportive system in place. The transition to tele and virtual work brought with it added pressures including closure, home schooling responsibilities, lay-offs and lack of childcare amongst a plethora of other pressures. Leading to worry about financial and job security. The paper aims to discuss how mental wellbeing and job satisfaction aspects of job commitment challenges became more apparent in virtual or telework work environment. The authors used qualitative case study for the research. The researchers found for organisations to facilitate and support employees working remotely they need to be resilian and resourceful.




	McPhail., Chan., May. and Wilkinson., (2023)
	Post-COVID remote working and its impact on people, productivity, and the planet: an exploratory scoping review.
	The purpose of the research is to identify the impacts of the pandemic on people, productivity, and the planet, with a focus on remote working or work-from-home and the post-pandemic workplace.
	The authors researched scholarly literature and found common themes including a gender division which working women were more inclined to be impacted. Working from home women struggled to juggle between maternal and professional responsibilities. The trust employees have in their organisation and employer enhanced, increasing job performance in both the office and working from home contexts. The impacts on wellbeing and mental health due to working from home, job intensity and social isolation were not yet founded but the authors found emerging challenges rising for both employer and employee. Productivity and the changes in management, the shift to working from home has disrupted the already established routine from working at the office. Causing managers to struggle with managing employee health and wellbeing related issues and the organisations values and performance. With employees working from home at least once a week allowed organisation to operate in a more climate friendly way. Finally, during the pandemic organisation saw a decrease in the use in one use plastic and energy consumption in the workplace which was counterbalanced by the disposable personal protective equipment or PPE which could cause a surge in plastic waste entering the environment.




	                               Noble; Adenikinju; Ruan; Zuniga; Thakkar; Malburg; Gyamfi; Ojo; Islam; Diawara.; et al. (2023).


	
COVID-19 Mental Health Impact in Post-Conflict Settings
	
The purpose of the study is to discuss mental health service delivery gaps in post-conflict settings
	The COVID-19 caused disruption all round the world.  The pandemic caused disruption to all face-to-face service providers including mental health services. Finding ways to provide services with the growing challenges of limited resource insufficient infrastructure for individuals with increased mental health risks. Risks include the interruption in standard of care and the increase in reports of anxiety and depression. The advance in technology enabled service providers (mental health, therapy, housing solutions, counselling and many more) to adapt to the current situation by providing digital solutions. Telehealth intervention has allowed easier access to mental health services which in turn is reaching more individual in the post-pandemic era.



	Mannion., Konteh. and Jacobs., (2023)
	Impact of COVID-19 in mental health trusts.
	The purpose of the research is to explore how mental health trusts adapted and responded to the challenges brought about by the pandemic in the UK.
	The aim of the paper was to explore metal health Trusts worldwide and the quality of wellbeing and care of staff. Research showed mental health trusts were quick to reorganise and repurpose with the help of creative innovations implemented during the pandemic. Policy changes, additional funding and new care and development digital solution model have helped employees. While there was an increase in negative effects on the wellbeing of employees from minority backgrounds. This finding brought awareness and concern for vulnerable groups who could be effectively disenfranchised due to the advances in digital technology. The paper concludes that digital innovations implemented during the pandemic are promising but regular appraisals are needed to evaluate the impacts on social exclusion and health equalities. 



	                          Mantello. (2023)
	         Emotional AI and the future of wellbeing in the post-pandemic workplace.

	                
The purpose of the paper is to discussion of recognition tools as an emerging human-centric automated management in the global workplace.
	The paper looked to better the employer, employee relationships using technology as a tool to enhance employee wellness in the post-pandemic workplace. The paper discussed a three-step process to achieve a better relationship, firstly technology accuracy and reliability. Secondly, employees need for more control and access over their data, with archives available and transparent. Third and final step in creating a better employer, employee relationships government and policy makers need to embrace a more pluralistic approach to devising a global and local regulatory framework.



	              Mutebi., and Hobbs., (2022)
	                    The Impact of Remote and Hybrid Working on Workers and Organisations.
	The purpose of the brief was to give an overview of the impact of hybrid and remote working on employees and employers.

	The post-brief from the UK Parliament discussed the key trend pre and during the pandemic and the effects impacting employees and organisations in a range of sectors in the UK and wider. Results found hybrid working has both positive and negative impacts on employee's health and wellbeing and work life balance amongst others. The impact on the organisations included improved staff wellbeing, a decrease in productivity which varied by industry, a need for managers to undergo training to manage remote teams more efficiently and the reduced mental health of employees due to isolation. Furthermore, the wider impacts of remote and hybrid working are the increase electronic waste and energy consumption.




	                                Aleem., Sufyan., Ameer. and Mustak., (2023)
	                                     Remote work and the COVID-19 pandemic: An artificial intelligence-based topic modeling and a future agenda.
	                                 The purpose of the paper to expand existing knowledge of remote work in the context of the pandemic.
	The author's aim is to find gaps in existing knowledge ready for future researchers. The authors found 8 key factors for further research which were 1. Personal effect on employee. 2. Employee career. 3. Gender and family life. 4. Safety, health and wellbeing. 5. Dynamics of the labour market. 6. Implications for the economy. 7. Management of remote working. 8. Organisational strategy for remote work. Which were group into three categories:                                                       1 Employee related research, 1.2.3.4.                      2 Organisational related research, 7.8.                     3 Labour Market and Economic related research, 5.6. 



	                     Zaman., (2023).
	             Human Resources Management Practices after COVID-19: A review.
	The purpose of this review paper is to show the flexibility and adaptability of organisations.
	HR Practitioners underwent forced changes in the context of practices because of the pandemic.  The use of technology has enabled organizations to streamline their operations, improved communications and enabled remote work. Moreover, it has allowed HRM strategic innovative practices to align with the organisation's objectives.



	                                Chan., et, al. (2022)
	                                    Work, life and COVID‐19
	                             The purpose of the of this paper is to evaluate the long-term imbalance impacting work and home domains because of the pandemic and remote work.
	                                                                                    After sampling over 300 work life scholarly articles. The sampling saw three reoccurring trends which included work life balance lines blurred, an increase for technology knowledge and the rise in focus on employees psychological and emotional health. The review paper also went on to offer recommendations to organisations.



	                     Apgar, IV. M., (1998)
	                      The Alternative Workplace
	The purpose of the review paper is to look at how organisations are changing how and where we work.
	The Harvard Business Review looked at organisations in the USA and their motives for an alternative workplace in the nineties. The paper discusses both the positive and negative aspects of alternative work environments with examples of businesses that opting into a new way of working pre-pandemic. Managers beliefs and myths about alternative workplace and recommendations for organisations, employee's wellbeing, policy makers, HR Practitioners, management and Government. 




	                     Shifrin. and Michel., (2022).
	                Flexible work arrangements and employee health.
	The purpose of this review paper is to examine flexible working and health behaviours of employees.
	The review examined the relationship between flexible working, health behaviours and outcomes of employees. The authors research focused on five key areas. Physical health, absenteeism, somatic symptoms, physical activities and flexible work arrangements. Results showed flexible working arrangements equated to overall improved physical health, organisations saw less absenteeism and fewer somatic symptoms. The paper went on to suggest for employees to maintain good health the best way is to employe some type of flexible working arrangements.



	                 Babapour., Hultberg. and Bozic., (2022).
	                
Post-Pandemic Office Work
	The purpose of the study is to explore the ramifications of hybrid and remote work. 
	The aim of the study was to identify the needs and challenges brought by the pandemic, hybrid and remote working and the potential for a sustainable future work environment. The research included three Swedish organisations. The results showed there are both positive and negative of hybrid and remote work. Furthermore, for the outcomes to be more positive for organisations managers and HR Practitioners need to facilitate and support needs of employees.




	                                   Straus., Uhlig., Kühnel. and Korunka. (2023).
	                            Remote workers’ well-being, perceived productivity, and engagement.
	The purpose of the study was to investigate remote workers wellbeing, perceived productivity and engagement.
	Using the transactional stress theory and the event system theory the authors aim was to identify resources human resource managers needed to adopt during the pandemic and beyond to increase employee's wellbeing, engagement and perceived productivity. Results found a lack of adequate resources when working from home causes a decline in wellbeing, productivity and engagement. Yet where high resources of self-efficacy and social support were available employee's wellbeing, engagement and perceived productivity increased.




	                        Ripple match. (2023)
	             
17 Companies That Prioritize the Mental Health of Their Employees.
	                             The purpose of this website article is to see how organisations are adopting new strategies to fight the rising concerns with employee metal health.
	The happiness of employees determines how productive, or the lack of, employees are in the context of workflow. The article suggests the next generation of worker (Generation X) are paving the way to better workplace practises. The article offers insight into organisations and business leaders making positive changes in favour of improving workplace culture and mental health benefits. These include Microsoft's mental health initiative for employees offers workshops, counselling and support groups. ‘Microsoft Cares’ can be accessed online, by telephone or in-person. Or Barclays initiative which offers mental health services to both employees and customers via the app. With a high increase in retention and mental health issues and absences. Barclays campaign ‘This Is Me’ employees can share their stories of their mental health struggles.




	                    Gorjifard. and Crawford., (2021).
	              Working from home.
	The purpose of the review paper is to discuss the impact on employee wellbeing and work life balance due to working from home. 
	Working from home has a multitude of benefits for employees which includes a balance between work and life. The paper identified a variety of findings associated with working from home and employee health and wellbeing. The research found there was a connection between maintaining the optimum work life balance and the frequency of time spent working from home. Women were more effected and found it harder to distinguish boundaries, the costs of setting up and to maintain work area at home, upskilling to keep up to date with new technology and job satisfaction. 



	                             McClatchey., et, al. (2023).
	                                       Community led housing, health and wellbeing:
	The purpose of this comprehensive literature review article is to show how organisations are adopting new strategies to fight the rising concerns with metal health.
	The design and quality of a home can impact humans health in ways such as stress, anxiety, depression, sleep disorder and relationship difficulties. With thousands of people world-wide are living in crowded, unsafe and inadequate housing Community Led Housing (CLH) research aim to show if living in a CLH impacts health. CLH encompasses several non-profit models of housing delivery. The authors research used qualitative and mix methods of over 5000 participants including housing association staff. The results of the study to show use of a model of housing as a mode of bettering public health showed a positive improvement of health, wellbeing, eating habits, physical health and more.



	Lee., (2022).
	                                    What Is Hybrid Working?
	The purpose of the review paper is to give knowledge to reader about understanding hybrid working.
	
The article explains everything managers and leaders need to know about hybrid working, managing employees, policies and benefits. 
Which could be most useful in understanding new approaches and strategies.



	                              Pataki-Bittó. and Kun. (2022)
	                             Exploring differences in the subjective well-being of teleworkers prior to and during the pandemic.
	                                   The purpose of the review paper is to discuss the management of health in the workplace.
	                                                                                                                   The author's aim for the review paper was to find the differences in Hungarian teleworkers wellbeing before in pandemic happened and during the first phase.  Was the difference in wellbeing caused by the telework situation or the presence of children because of more responsibilities in the same environment. The approach taken by the authors was to use two surveys which included 204 office workers one pre-pandemic and the other during the first phase to compare before and during the pandemic wellbeing factors. The research found during the pandemic there was an increase of tension and irritability for all. Whereas wellbeing related issues such as stress and engagement only impacted workers with young children.  




	                                 Adekoya., Adisa. and Aiyenitaju. (2022).
	                                       Going forward: remote working in the post-COVID-19 era.
	                                       The purpose of the article is to discuss from the perspective of the employer and employees, on factors which can facilitate in the effective remote working post-pandemic,
	                                                                                                  The article sets out with the aim to understand what facilitates effective remote working in the post-pandemic era. The study used qualitative data from 31 individuals. Data was taken from semi-structured interviews to make predictions on the future of hybrid working. With a focus on the UK and the contemporary workplace. The study found both employer and employee have expectations, Leadership roles, Self-discipline, Smart working practises and flexible work options helped in facilitating effective remote working.




	                                 Kinowska, and Sienkiewicz. (2022),
	                             "Influence of algorithmic management practices on workplace well-being – evidence from European organisations",
	                                             The purpose of the article was to investigate algorithmic management practises and how they impact wellbeing in the workplace and reward practices.
	                                                                                      The study used samples of over 21,000 European organisations for the study on algorithmic management practices and how they affect the wellbeing in the workplace and its influence on job autonomy and total reward practices. The study found on the application of algorithmic management practices on workplace wellbeing had a moderate direct impact. With a negative impact on both total rewards practices and job autonomy with variation in influences dependant on size of the organisation.




	                                       Vuori. (2023).
	                                   Limping gallop: leader resilience during the COVID-19 pandemic.
	                                           The purpose of the article is to investigate leaders' resilience during the pandemic crisis.
	                                                                                   The article aims to contribute to the existing model of leadership resilience and the interaction between resilience and leader identity work. The author uses a combination of inductive and deductive content analysis based on interviews with leaders from different industries throughout the pandemic. The findings offer a description of leaders' individual, behavioural and situational variables influencing leaders through-out all stages of the pandemic.




	      Giacomelli, Annesi. and Barbieri.  (2023).
	                    Telework and job satisfaction in knowledge-intensive public organizations.
	                             The purpose of the article is to investigate the relationship between job satisfaction and telework conditions.
	                                                                                                     The researchers aim to provide an empirical contribution around job satisfaction, job characteristics, telework conditions with the focus on the role of supervisory support (SS) and job autonomy (JA). The paper used both qualitative and quantitative methods to conduct their research. The research found a positive link in conditions between telework and job satisfaction which are both mediated by SS and JA.




	                                                           UK Parliament. (2022)
	                                                       The Impact of Remote and Hybrid working on Workers and Organisations.
	                                 The purpose of the post-parliament brief is to provide an overview of trends of remote and hybrid working.
	                                                                                           The article discussed trend happening pre and during the pandemic and the impact on organisations, employees’ and wider effects. The post-brief article used academic literature and interviews to attain knowledge for the report. Research findings on the impact of remote and hybrid working on employees, organisation and wider impacts were mixed with both organisations and employees perceived advantages and challenges of remote or hybrid working. Whereas the wider impacts of remote or hybrid work suggest more support is needed to support employees in the longer term and remote and hybrid working would lead to an increase in energy consumption and electronic waste. The article also offers reader the option to download the full report, includes data.




[bookmark: _Toc1646214799]4.2. Strategic Management and employee engagement. 

Organisations and businesses in the wake of Covid-19 especially organisations whose employees' job required face to face support found rising challenges in absenteeism, health and wellbeing issues, productivity, retention, hybrid work environment, sickness absence, leadership and hybrid work arrangement. The next section contains academic literature and website articles which investigate sustainability of long-term competitiveness, innovations adaptable frameworks, digitalisation, and HRM practises approaches organisations has undertaken to improve employee engagement and metal health related issues. In turn creating a work environment better equipped to sustain the ever-changing work environment. 

	Citation
	Title of study
	Purpose
	Approach

	                   Coursera., (2023)
	                        Why Is Employee Engagement Important?
	The purpose of this article is to learn about employee engagement strategies and way to implement them.

	
The article sets out to explain wat employee engagement is, what it means for organisations and why it is important for both employees feeling of connection to the organisation and how employee engagement affects the productivity and success of an organisation. The article includes a survey taken by Gallup over the past 50 years, who are a global research group.  Results revealed employee engagement is beneficial to the success of an organisations productivity, stakeholder, customers and employees feeling of belonging and connectivity to the organisation. The survey showed engaged employees productivity increases by 18% while absenteeism reduced by 81%. Driving engagement differs between organisations due to their objectives and philosophies. This article offers strategies and initiatives for ways of improving employee engagement. Such as training employees to be more successful in their position, promoting a healthy work life balance and making employees to feel valued to name a few.





	                                    Aldoy. and Mcintosh., (2023).
	
Employee Engagement Concepts, Constructs and Strategies
	                                         The purpose of this review paper is to discuss the use of AI and the transformation of the digital marketing.
	The literature review explores employee engagement, drivers and other factors influencing employees in the workplace and HRMs strategies. The review looked at drivers influencing the shifts in employee's engagement also the HRM part in formulation and implementation of strategies. Results found no consensus in the concept of employee engagement because different conceptual frameworks exhibit different constructs which lead to divergent strategies. Furthermore, result showed employee engaged or lack thereof related to different psychological or outside influences.



	                                  Archie. (2023).
	                                        NPR. Disney employees to return to the office at least 4 days a week CEO says.
	The purpose of this article was to understand reasoning behind some organisation asking employees to return to the workplace to keep connects, collaborate and to get their creative juices flowing for better performance.
	This short article shares an email from the CEO of Disney Bob Iger who asked all employee at Disney to return to the office for a four-day week. Iger believed as a creative business employees need to observe, connect and create which cannot develop working from home. Workers also miss out on growth opportunities and learning from mentors and leaders.




	Jiang. and Shen., (2023).
	                                        Toward a Relational Theory of Employee Engagement.    
	                                    The purpose of this review paper is to propose a theory for employee engagement which encompasses understanding authenticity, transparency, and employee behaviours.
	The advances in technology and machine learning have changed all aspects of society particularly the workforce and the economy. Therefore, the article wishes to propose a new theory of employee engagement which integrates supervisors' leadership style with perceived organisational transparency as a forerunner of employee engagement, turnover, retention, behavioural and performance outcomes. The paper using the results of a survey of 727 employees to structure a new framework and model of employee engagement.



	                              Nguyen. and Nguyen., (2022)
	                                    Employer attractiveness, employee engagement and employee performance.
	The purpose of the article was the investigation of the effects of employer attractiveness on employee performance and employee engagement.
	The idea of the article is to provide new perspectives and solutions towards improving employer attractiveness, retaining talent and improving employee performance. The article used questionnaires from 937 employees from 37 Vietnamese enterprises to examine employers' attractiveness and its impact on performance and engagement of employees. The findings of the surveys show employer attractiveness has a positive impact on the engagement and performance of employees.




	                             Roczniewska., et, al. (2022).
	                                    Beyond the individual.
	                              The purpose of the article is a review of the effects of unit-level demands and resources on employee productivity, health, and well-being.
	The review paper takes into consideration the relationship between at work health, wellbeing, productivity, job demand and job resources on a supraindividual level. The study drew from 202 literature papers and found a well performing individual tends to be in good psychological and physical health, enjoy their job and feel safety in the work environment in the context of resources. Which equate to sustainable individuals. Whereas the cost of poor wellbeing and health of individuals costs to employers are far reaching such as productivity loss, sickness absence and turn over. The review also found a connection between business outcomes and employees health and wellbeing in the context of resources and the workplace environment




	                     Singh. and Phoolka., (2023).

	                       Shift in Employee Engagement Drivers Following Covid-19 Pandemic
	The purpose of the study is to review employee engagement drivers during and post-pandemic and how they affect employee engagement.
	Employee engagement has become a critical issue in post-pandemic times for many organisations. The article discusses engagement drivers and the changes during and post-pandemic. The results found new engagement drivers emerged during the pandemic. A sense of belonging, confidence in leadership, work life balance high level of wellbeing, hybrid work arrangement, hybrid environment, maintaining work routine. Online social communication, investment in technology, virtual learning and development opportunities, online counselling, online team's meetup, online guidance for wellbeing and situational drivers. Some of the drivers were here pre-pandemic, post-pandemic priorities have changed the drivers for both employer and employees’ alike. The results of the study found the most prevalent drivers for employee engagement include communication, wellbeing, leadership, career growth, appreciation, teamwork, counselling, training and a supportive workplace environment.




	                              Makowski, P. (2023).
	                  Remote Leadership and Work Engagement
	The purpose of the article is to discuss the future direct of remote leadership and work engagement.
	The type of leadership style employer use can affect an employee's state of being, productivity and well-being. Motivation can be intrinsic or extrinsic. The author used questionnaires and interviews to understand and contribute to the discussion ‘leadership style and the impact on employee's motivation’. The article went on to discuss several leadership types and their impacts on employee motivation in the private sector. The outcome of the research found leadership is most effective when leaders choose the right style to suit the setting. Adequate; interactions of support from leaders can influence employee's behaviour, attitude, performance and motivation.




	                                     Parry., et. al, (2022).
	                                   Rebuilding the workplace to promote young workers' mental health.
	                                                      The purpose of the article is to discuss poorer mental health and absence in young adults throughout all phases of the pandemic.
	                                                                              The disruptive move to remote working caused by the pandemic is a concern for leaders as they return to the workplace. The research used data from 200 organisations of 1999 employees of all ages in the UK. A quantitative approach was taken by the authors to assess the online survey to find age groups responses. The research found that employees aged 16-25 were most impacted throughout the pandemic and mental health was negatively influenced. Also, the 16–25-year-old employees tended not to cite mental health concerns but physical health challenges for reason for absence.



	                                    Singla and Kaushal. (2022).
	                                                   Organization leadership and culture during crisis: lessons and applications learned from COVID-19 pandemic,
	                                            The purpose of the article is to investigate the impact of the pandemic on organisational culture and leadership style.
	                                                                                      So, leaders can focus more on work ethic, work commitment and the wellbeing of employees, The authors paper wants to align leadership and culture based on democratic values and standards of legitimacy. The authors research used qualitative methods with a focus on newspaper articles. Which found three themes the change in the perspective of the leader, the employee and the organisational perspective to change the organisational culture. The authors also believed organisations which support virtual teams, home working and flexi hours are the organisations most likely to retain and attract the talented workers. Also, organisations that reinforce leadership style, support employees' psychological needs as well as the company policy changes can enhance the job satisfaction of its employees.






	                    Mer. and Srivastava.  (2023).
	                  Employee Engagement in the New Normal: Artificial Intelligence as a Buzzword or a Game Changer.
	                                     The purpose of the article is to discuss employee engagement and the interaction with AI,
	                                                                                            The pandemic caused a reduced access to many service organisations which knock-on effect with an increase in job load and time pressure, The research aims to investigate the impact of AI in enabling employee engagement also a proposal for a conceptual framework of employee engagement with the focus on AI’s impact on organisations. The authors used systematic review and meta-synthesis methods. Results found many organisations have or are going remote which is found to requires more engagement. Having the correct equipment for remote operations requires organisation to infuse more into AI. Inclusion, diversity, work life balance and communication are several antecedents of employee engagement. Apart from measuring employee engagement AI has helped to improve quality of work life, increased productivity and increased employee wellbeing. Overall, AI has a hand in the enhancement in operations, measuring employee engagement and positive organisational outcomes.  








[bookmark: _Toc1695968547]4.3. Impacts on the Charity Sector. 

The Third sector has several organisations offering a broad variety of services some are trading as a not-for-profit and others are for-profit. Regardless many offers in house services which are mostly face-to-face service providers which were hit hard during the pandemic due to the safety measure the UK Government ordered people to adhere to.  


	                                       Bartsch., Weber., Büttgen. and Huber., (2021).
	                              Leadership matters in crisis-induced digital transformation.

	                                    The purpose of this article is to show ways how to lead service employees effectively during the COVID-19 pandemic.
	                                                                         There has been catalyst of health, social and economic challenges brought on by the pandemic. Workers were ordered to work remotely to stop the spread of the virus. This included service workers who worked remotely to provide services and keep the organisation running. These expediential times calls for organisations to review their leadership style to suits the needs of employee which align with the organisation mission. The article discusses the effectiveness of leadership in the context ‘the virtual setting’ and employee work performance. Using the framework input-process-output the research investigated the effectiveness of leadership on group cohesiveness, work related tension, performance, autonomy and digital maturity. The authors used data taken from a survey of 206 service employees. The results found employees working virtually had an increased job autonomy and team cohesiveness with no direct impact on work related tensions. Results also found it takes a relation and task-oriented type leadership style to maintain services employees work performance.




	                          Wang. and Seifert. (2021).
	                                 Job stress and employee outcomes: employment practices in a charity.

	                                     The purpose of the article is to examine employment practices which can alleviate job stress in the charity sector.
	                                                                                    The study was to investigate employee relations in transforming business in the charity sector, The investigation looked specifically at employment practices and how they can alleviate job stress and absenteeism which has been made worse by the transformation. The authors used both qualitative and quantitative data through surveys, administrative records, interviews and focus groups. The research found a negative connection between job satisfaction and employee stress and employee sick leave which was subject to employee perception of meaningful work as well as involvement in decision making. When changing an efficiency seeking business model to a better fit context based operational model a charity’s objective and values need to remain transparent while involving all employees and shareholders to reduce stress and absence. The authors also found sector specific factors that can lessen the volatile relationship between absenteeism and job stress.





	                   Kabadayi. et, al. (2023).
	                                                A dignity-vulnerability approach framework to maximize well-being outcomes by transformative service initiatives (TSIs)
	                                        The purpose of the article is to explore how service organisation initiatives can improve employee well-being.
	                                                                                The paper explores service organisation and their initiative to improve employee well-being. The authors aim to develop a novel theoretical framework and investigate two dimensions Dignity and Vulnerability approach to increase well-being outcomes effectiveness of transformational service initiatives. The authors used academic literature on social marketing and humanistic management to draw findings also developed its framework. The novel framework based on two dimensions discussed the four types of transformative service initiatives (TSIs) and identified five pathways service organisation could adopt as well as the implications on well-being associated with each TSI.



	                            Lindeberg., et. al, (2024).
	                           The relationship between various social work environment elements and hybrid worker well-being.
	                                   The purpose of the article is to understand workers wellbeing and its connection with the work environment in the context of hybrid work,
	                                                                                      Many organisations post-pandemic employees have worked some form of hybrid working. The paper will consider the effects of social work environments and culture on workers hybrid wellbeing. The authors used quantitative data from 1,057 participants with results based on regression analysis. Results found leadership and management working methods and practices, social interactions and organisational community all associate with hybrid worker wellbeing. While reward systems, organisational structure and organisational values had no association with hybrid worker wellbeing.



[bookmark: _Toc1413522501]4.4. Discussion of Results.   

The lockdowns that took place globally due to the corona virus out brake of 2019 triggering the biggest experiment ever of homeworking (Mantesi., Chmutina. and Goodier., 2022) and (Aleem., Sufyan., Ameer. and Mustak., 2023). The advancement in technology have paved the way to new innovative ways of working. At the time the opportunity of flexible working made employees feel in control of their non-work and work demands (Chan., et, al. 2022). Changes in the work environment such as work intensification, workload, worry for financial and job security, teleworking environment, virtual work, employee engagement, sickness absences, childcare, home schooling, social isolation impacted the mental health and wellbeing of employees (Sipman. et. al. 2023) (Zaman., 2023).and (Aleem. et. al, 2023) blurring the lines between maternal and professional responsibilities (Mcphail, Chan and Wilkinson. 2023) impacting women with more than men. In turn creating emerging challenges for employers (McPhail., Chan., May. and Wilkinson. 2023).
[bookmark: _Int_IN4OP48F]Giacomelli, et. al, (2023) employers have shown high resilience through the changing work conditions implementing new initiatives and technologies (Mer. and Srivastava, 2023) to improve employee quality of work life, productivity, psychological and physical health. Measure in-put and out-put of employee engagement to enhance organisational outcomes. (Vuori. 2023) in these everchanging times employers have shown how resilient they can be in both office and homeworking environments in the context of interactions. Through efficient and improved operations to improve communications and enhance hybrid working environments (Zaman. 2023). In expediential times of change organisations understand the importance of leadership (Makowski., 2023) organisations leaders' style of approach can influence and motivate employees either positively or negatively dependant on interpretation of employees within the third and private sectors. (Singh. and Phoolka., 2023) found the most common drivers in the context of employee engagement and (Nguyen. And Nguyen., 2022) performance in hybrid work environments (Wang. And Seifert. 2021) employee perception of meaningful work, (Nguyen. and Nguyen., 2022) and (Sifrin and Michel., 2022) employee attractiveness such as flexi-work, leadership, supervision, employee training, pay and benefits, teamwork, performance appraisal, work-life-balance, organisational culture, career development opportunities,  trust, recognition, fair treatment, employee wellbeing, rewards, compensation, workplace environment, communication and involvement all  drive employee engagement and employee performance in work environments.
(McPhail., Chan., May. and Wilkinson. 2023) suggest management and organisations have struggled to manage employee's health and wellbeing due to working from home. Research by (Shifrin. and Michel., 2022) claim flexible work arrangement can facilitate employee in retaining good health. Many organisations have used technologies to also fight the rise in employee psychological health issues. Many have also provided applications and easy access to mental health services (Noble., et. al. 2023) and (Chan et, al. 2022). According to Lindeberg., et. al. (2024) management practises and new working methods have prioritised initiatives putting the wellbeing of employees first (Ripple. 2023) and (Mannion, Konteh and Jacobs. 2023) using technology as a tool to enhance employee wellness and employee engagement (Mantelloo.2023) and (Mutebi and Hobbs. 2022). Mantello. (2023) the advances in technology can enable improvement in employee wellbeing, employee engagement, productivity, absence and work life balance. Tailoring all technology with a focus on employees' neoliberal incentives with emotional recognition.
Worklife balance according to (Chan., et, al. 2022) became blurred during the pandemic with the main causes including inability to shut off and working longer hours. (Aleem., Sufyan., Ameer. and Mustak., 2023) the corona virus prompted hybrid and remote work which has for the most part derived in unfavourable outcomes for employees during the pandemic. There has been an increase in employee anxiety, stress, and emotional exhaustion which has led to the decline in employee health and wellbeing. (Gorjifard. and Crawford., 2021) argues that a mix of working from home and office-based employees’ benefit in the context of work life balance and health and wellbeing. Mutebi., and Hobbs., (2022) the UK Parliament survey data (2021/2022) on the impact of hybrid and remote working on employees and organisations claimed more than 80% of employees would like to continue some type of hybrid working whereas employers view were mixed (Archie. 2023). The shift to hybrid work has benefited organisations in many way costs saved on reducing overheads by eliminating unused office space and consolidating others, increased organisation productivity, greater opportunity in retaining talent and the advantage when vying for new talent because of flexi work options making the correct changes an organisation can avoid government sanctions (Apgar., 1998).

[bookmark: _Toc582944534]Chapter 5: Conclusion and Recommendations
[bookmark: _Toc697006549]5.1. Summary of main findings.   

Telework has been slowly increasing until the pandemic when it became the way things were done. Pre-pandemic organisation had challenges with employee motivation, wellbeing, absence and productivity which was exacerbated by the pandemic which added new challenges including work environment, childcare, perception of communication and technology knowledge just to name a few. Organisations have shown themselves to be resourceful and resilient with innovations and initiative for employee engagement, motivation and productivity. Leaders have changed the style of communication as well as offer support to their hybrid and remote work settings. Engagement absence and retention has also been a challenge to some organisations which with the advances in technology has helped leaders and human resource management teams implementations of new initiatives in practises to increase employee motivation, employee engagement, employee productivity, leaders/workers communication, decrease absences and retain valued talent. Changes made during and post-pandemic have facilitated positive outcomes for employee and organisations alike. Technology has made innovations work for many organisations. Improving employees psychological and physical health while continuing to grow highly successful organisations.

[bookmark: _Toc2041004562]5.2. Conclusion based on the research questions. 

To conclude, the hybrid way of working offers both benefits and challenges including job satisfaction, work life balance, flexibility and cost-effectiveness are just some of the reasons for its popularity for employer and employees alike. However, challenges still exist such as autonomy, cultural and inclusion, work-life balance concerns, communication problems and technological issues while home working. Organisations are showing themselves to be doing everything they can post-pandemic to work with employees to make hybrid work the best way of working.
Have the research questions been answered.
What is the relationship between hybrid environment and health and wellbeing in the workplace. ANSWER; Because more people are reporting mental health issues during and post-pandemic, concerns for the cause may not be solely related to hybrid work. As shown throughout the report there are many reasons for health and wellbeing issues. So, the answer is yes there is a connection between the hybrid environment and health and wellbeing in the workplace only when the employee is already having health and wellbeing related issues like stress or anxiety which was exacerbated during the pandemic (not forgetting these issues may stem from other not work-related issues) brought into the workplace which call for future research. Employees with good psychological health and are part of the hybrid workforce found a better work life balance and were happier.
Has hybrid working reduced retention, absentees, productivity, and health and wellbeing. ANSWER; Hybrid working impacts organisations differently, what work for some does not for other. In the early days of the pandemic organisations saw higher levels of retention, sickness absences, a decrease in productivity and health and wellbeing issues. Leader's support and communication has help with new technologies to increase employee's autonomy feeling of belonging which in turn has increased productivity, cut the numbers of absenteeism, increased wellbeing and helps organisations retain talent. Post-pandemic employers understand this and have put programs in place to capture employee engagement. So, the answer is yes hybrid working can reduce retention and absenteeism, increase productivity and improve health and wellbeing of employees.
Does post pandemic research demonstrate and impact a more negative or positive outcome for employee’s health and wellbeing. ANSWER; Research has shown impacts on employees to be more positive, although employee health and wellbeing issues are rising slowly. Over the past three years researchers have written an abundance of literature about organisations and employee health and wellbeing. Most of which provided a more positive outcome.
What are the key motivations for adopting hybrid working post-pandemic. ANSWER; The key motivations for organisations and businesses adopting hybrid working post-pandemic. There are many reasons organisations and businesses have adopted the hybrid way of working post-pandemic these include; 
The ability to recruit from a wider geographic than the UK many businesses now can attract new professionals and retaining the current talent. Giving the organisation he ability to create a more diverse workforce. A decrease on the carbon footprint which hybrid working is helping to alleviate the carbon footprint by reducing the number of commutes workers takes to work every day. In turn saving employees travel costs. 
Saving on costs including workspaces and machinery which over a year can add up to thousands even millions for larger organisations. Hybrid working as also enhanced performance and productivity of employees. Increasing the organisations or business yearly revenue. 
Technological advances have rapidly grown over the past 20years which raises the question would what has happened after the pandemic (remote and hybrid working) would have happened anyway?
Organisations and businesses will continue employing some form of hybrid system, the complexities rising such as mental health issues many organisations have been shown to be working with employees to improve psychological and physical health. 
[bookmark: _Toc1742342458]5.3 Recommendation (Practical and Theoretical). 

There is no ‘one fits all’ in the context of hybrid work models. Every organisation big and small, with eighty employees or three thousand employees each hybrid environments will be different. Different visions, values and aims for every business. Each organisation needs to look closer at the strategy they are using presently with consideration of each individual employee. To consider what works best for that individual's health and wellbeing, engagement issues and productivity.

 
[bookmark: _Toc822239418]5.4 Limitation of Research.  

The limiting ingrediencies to consider when interpreting the findings is the author has tried to show relevant conceptual and theoretical literature related to hybrid work, employees, health and wellbeing, charity’s, pre- and post-pandemic but may have overlooked other conceptual and theoretical frameworks. The author has used systematic literature reviews and websites for selection of papers which were analysed before selection. Another limiting factor was the time constrain and the use of 40 articles with a maximum of 50, author could not include all the antecedents and outcomes analysed because of its relevance to the key word in the topic. Making this paper subject to own interpretation and could be classed, as bias and questionable. 
 
[bookmark: _Toc1588296934]5.5 Recommendation for Future Work.    

With the limited of between 40 and 50 review articles, future researchers could explore beyond the authors constraints. Increasing the date range also include a larger number of articles through a systematic literature review for more depth on the connections between hybrid work and health and wellness issues and the charity sector. It would also be useful to analyse quantitative methodologies with surveys of multiple UK based charities. Finally, in the context of ‘hybrid work and mental health, researcher could search for theories to explain new adopted methods for business. 
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[bookmark: _Toc627835686]Motivation Theory 

There are many theories on motivation in work psychology with two different approaches content theories and process theories. 
Maslow's hierarchy of needs theory is a content theory which suggests individuals have wants and they are always searching for more which is determined by what they already have. The needs hierarchy is depicted as a pyramid with five levels. As each levels need is met it no longer is a motivator the individual moves up a level. One's aim is to reach the top level of the pyramid to self-actualization (Mullins., 2007).  The first three levels are deficiency needs to develop a healthy personality. Whereas the top two levels of the pyramid relate to individual development and achievement. It is important to remember when an individual's needs are not satisfying, they are motivated to strive for better, once those needs are met it no longer is a motivator (Mathes., 1981).  Maslow’s hierarchy of needs is still widely used by management today. 
A more modern and maybe a more appropriate fit for today's workforce is McClelland's achievement motivation theory. The theory was developed in 1961 and introduced in his book The Achieving Society (McClelland., 1961). The theory suggests there are three characteristic which influence an individual’s effectiveness and motivation. 
Achievement motivated individuals are eager to please and willing to work hard to achieve. This individual feels motivated when challenged and requires timely feedback because of need for accomplishment. The achievement motivated individuals require activities with a 50/50 chance of success they also are likely to work alone or others with a similar skill set.
Authority and power motive individuals are the influencers the suggestive opinion givers. These individuals crave power and a need for prestige and status. Authority and power motivated individuals tend to lack the need for close relationships.
Affiliation motive individuals are driven by attaining harmonious relationships and a feeling of acceptance. This individual is agreeable by nature and likes to provide support for others. Affiliation motivated individuals thrive at jobs where there is plenty of interactions with others. 
McClelland suggests everyone displays one, two or all the characteristics which could affect task and behaviour.  The concept is source of motivation in the modern world (Ball, 2012) taking into consideration the issues outside of work which can influence an individual's behaviour such as cultural issues. Maslow has not taken this into consideration in the hierarchy of needs.
The process theories focus on what triggers a certain behaviour, what direction does the behaviours take on and is the behaviour maintained over time and work activities. 
Heider and Kelly introduced the attribution theory which focuses on interaction between interpersonal action and personal perception. The theory suggested behaviour is determined by internal and external influences (Harmon, 1958). Internal characteristics are personal factors include effort, ability and exhaustion while external environmental factors like the weather and rules. How things are perceived not how things are determine the response. Furthermore, actions depend on what is perceived. According to the theory agreement, consistency and uniqueness are factors which interact and determine whether the attribution is internal or external. Low unanimity, low distinctiveness and high consistency means the behaviour is linked to internal factors. While high unanimity, soft consistency and a strong sense of distinctiveness relate to external factors or environmental.
Coco., et al, (2023) every action taken, and every word spoken can be subject to attribution analysis which can have notable implications on how others see you and respond to your actions. Whether it is a need for help, an achievement or an act of aggression are attributed to calculated and deliberate causes responses of neglect, anger or reprimand is more likely. Whereas unintentional and uncontrollable attributions would lead to support and compassion from others.
The Attribution theory is more focused on relationship between perception and actions than it does on motivation.
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[bookmark: _Toc2089690491]Employee engagement Models        

Employee engagement is important to the success of a business or organisation it helps employees to feel connected to an organisation. (Aldoy. and Mcintosh., 2023) if the engagement strategy implemented works, it keeps employee highly engaged, happy, and balanced while eager to please. There are also benefits for the business or organisation including employee improved engagement, attracting talent, retaining talent, improved productivity, employee satisfaction. During and post-pandemic hybrid working made many employees and leader feel less engaged with their organisations. A way to change this downturn for an organisation is to introduce an employee engagement strategy that works for the company the culture and suitable for the team. 
An employee's engagement model is a framework that sets the stage for an organisation to create an action plan for employee engagement. It also out-lines ways in which a company can work with its employees with informed practices to show employees they are respected, valued, satisfied, happy trusted and cared for in the workplace environment (Wiatr. and Skowron-Mielnik., 2022) research suggests that happier and more valued employees feel the better they performed. 
Gallup’s Q12 model uses a survey of 12 questions, Q12 focus is on key performance drivers (KPD’s) to help an organisation understand how their employees are feeling. The Q12 model wants to know if employees psychological and physical wellbeing is good so employees can perform work activities well (Turner. and Turner, 2020) and (Ryba., 2023) by measuring employees' engagement. The Q12 model can be used in a variety of industries with teams of all sizes. The model is flexible and works well with distributed, remote and hybrid working environments. The employee engagement hierarchy 12 questions help to measure elements of engagement and 12 needs managers can meet to. 
The 12 questions in Gallup Q12 model are:
1. At work I have the opportunity to do what I do best every day.
2. I know what is expected of me at work.
3. This last year I have had opportunities at work to learn and grow.
4. I have the materials and equipment I need to do my work right.
5. I have a best friend at work.
6. At work my opinions seem to count.
7. In the last seven days I have received recognition or praise for doing good work.
8. In the last six months someone at work has talked to me about my progress.
9. The mission or purpose of my organisation makes me feel my job is important.
10.  My associates or fellow employees are committed to doing quality work.
11.  My supervisor or someone at work seems to care about me as a person.
12. There is someone at work who encourages my development.
Gallup Inc is an American research-based, global performance management consultant company founded in 1935. Now Gallup has 30 offices in more than 20 countries (White. and Wigert., 2022). 


 Table 2. Gallup Q12 Employee Engagement Pyramid Hierarchy Feedback Questionnaire. 
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The result of the survey help identifies the actions needed to take by management or supervisors to improve employee's engagement and performance. The Q12 questionnaire is answered in conjunctions with the Q12 pyramid feedback. The employee engagement hierarchy 12 questions measure different elements of engagement as well as performance and needs managers can meet to. 
Basic needs = what do I get (employees)
Individual needs = what do I give
Teamwork needs = do I belong here
And Growth needs = how can I grow
After employee have taken the survey, feedback is scored against the pyramid hierarchy beginning with is the basic needs being met through to growth needs. Finally, the scores help management find the right strategy to improve the employee's work life.
The hybrid paradigms shift has had a far-reaching effect than first thought. Getting it right is important whenever a company decides to make changes. After deciding the actions, it important to be transparent by informing all employees of what will happen and when. Change management can be disruptive to operations and productivity. 
Employee engagement is defined as the psychological and physical connection employees feel about their work and the organisation or business (Nguyen and Nguyen 2022) and (Jiang., and Shen. 2023) and (Salem, Narjes Haj, et al. 2023).
The Deloitte model was developed using extensive research and interviews with employee with the aim of improving employee engagement. The emphasis was to create a culture that employees are respected, involved and challenged in as culture was the key. Employee engagement strategies help leaders to understand and analyse any individual issues employees may have, to plan the correct actions to suit the individual (Deloitte Insights., 2015) and (Ryba., 2023) and (Coursera., 2023).
The Deloitte model for employee engagement is based on 5 variables:
1. Hands on management
2. A positive work environment
3. Meaningful work
4. Opportunity for growth
5. Trust in leadership
(Aldoy. and Mcintosh., 2023) driving employee engagement is crucial for an organisation or a business in many ways. There are benefits both to an organisation and its employees when making the workplace desirable. Here are several benefits of the Deloitte model:
1. Improved work performance and a sense of purpose.
2. Lower rates of absenteeism.
3. Deeper relationships with both clients and colleagues.
4. Increased work productivity.
5. Reduce rates in turnover.
6. Contribution to organisation or business success.
7. Improved customers service.
8. Better psychological and physical wellbeing.
9. Higher profitability for the organisation.
10. Employee advocacy.
These are just a few ways employing a strategy for employee engagement can benefit the organisation and its employees.
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APPLICATION FOR ETHICAL APPROVAL

In order for research to result in benefit and minimise 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 OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.

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

Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational 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 see Checklist for details of process for different categories of application.  

SECTION A: About You (Principal Researcher)
	1
	Full Name:
	Monica Pusey

	2
	Tick all boxes that apply:
	Member of staff:
	☐
	Honorary research fellow:
	☐

	
	Undergraduate Student
	  ☐ 
	Taught Postgraduate Student
	  ☐ 
	Postgraduate Research Student
	  ☒ 



	3
	Institute/Academic Discipline/Centre:
	
UWTSD Birmingham Learning Centre

	4
	Campus:
	
Quary Place

	5
	E-mail address:
	
1817260@student.uwtsd.ac.uk

	6
	Contact Telephone Number:
	
07920397810

	
	For students:

	7
	Student Number:
	Monica Pusey

	8
	Programme of Study:
	MBA General Management

	9
	Director of Studies/Supervisor:
	Vasilios Tavlaridis / Dennis Pebble





SECTION B: Approval for Research Activity
	1
	Has the research activity received approval in principle?
(please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)
	YES
	  ☐ 
	NO
	  ☒ 

	
	
	Date

	2
	If Yes, please indicate source of approval (and date where known): Approval in principle must be obtained from the relevant source prior to seeking ethical approval
	Research Degrees Committee
	  ☐ 
	

	
	
	Institute Research Committee
	  ☐ 
	

	
	
	Other (write in)

	  ☐ 
	



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, location-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.

	1
	UWTSD Research Ethics & Integrity Code of Practice
	  ☒ 

	2
	UWTSD Research Data Management Policy
	  ☒ 

	3
	[List any other relevant documents here]
	  ☐ 



SECTION D: External Collaborative Research Activity
If there are external collaborators then you should gain consent from the contact persons to share their personal data with the university. If there are no external collaborators then leave this section blank and continue to section E.
	1
	Institution
	
N/A

	2
	Contact person name
	


	3
	Contact person e-mail address

	

	4
	Is your research externally funded?
	YES
	  ☐ 
	NO
	  ☐ 

	5
	Are you in receipt of a KESS scholarship?
	YES
	  ☐ 
	NO
	  ☐ 

	6
	Are you specifically employed to undertake this research in either a paid or voluntary capacity?
	Voluntary
	YES
	  ☐ 
	NO
	  ☐ 

	7
	
	Employed
	YES
	  ☐ 
	NO
	  ☐ 

	8
	Is the research being undertaken within an existing UWTSD Athrofa Professional Learning Partnership (APLP)?
	If YES then the permission question below does not need to be answered.
	YES
	  ☐ 
	NO
	  ☐ 

	9
	Has permission to undertake the research has been provided by the partner organisation?
	(If YES attach copy)
If NO the application cannot continue
	YES
	  ☐ 
	NO
	  ☐ 




Where research activity is carried out in collaboration with an external organisation
	10
	Does this organisation have its own ethics approval system?
	YES
	  ☐ 
	NO
	  ☐ 

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




SECTION E: Details of Research Activity
	1
	Indicative title:
	Hybrid Working, Post Pandemic and The Impact on Employees Health and Wellbeing: Charity Sector

	2
	Proposed start date:
	September 2023
	Proposed end date:
	January 2024

	
	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:
· Purpose of Research Activity
· Proposed Research Question
· Aims of Research Activity
· Objectives of Research Activity
Demonstrate, briefly, how Existing Research has informed the proposed activity and explain
· What the research activity will add to the body of knowledge 
· How it addresses an area of importance. 

	3
	Purpose of Research Activity
Is to determine whether there is sufficient support for employees, health, and well-being whether employed or a volunteer within a charity using a hybrid working strategy. This investigation wants to determine if employers in the charity sector are supporting the health and wellbeing of their human resources adequately in 2023. Has enough research been done or do we need more.


(this box should expand as you type)

	4
	Research Question
1.What is the relationship between hybrid environment and health and wellbeing in the workplace. Has hybrid working reduced retention, absentees, improved productivity, and work life balance. 

2.Dose post pandemic research demonstrate and impact a more negative or positive outcome for employee’s health and wellbeing. Who is benefiting the employees or the employer. The key motivations for adopting hybrid working post-pandemic.  


(this box should expand as you type)

	5
	Aims of Research Activity
The aim of this dissertation is to put together a paper that shows: 

Firstly. I have investigated the correlations between hybrid worker and health and wellbeing in the environment, is it working. Has hybrid working reduced retention, absentees, improved productivity, and work life balance. 

Secondly. Show whether available research demonstrates a more negative or positive outcome for employee’s health and wellbeing post-pandemic. Who is benefiting the employees or the employer. The key motivations for adopting hybrid working post-pandemic.  

Finally. Post-pandemic impacts and trends in employee health and wellbeing. Has the disruption accelerated the issues of employee health and wellbeing. The importance of adopting a strategy which supports the needs and wellbeing of all employees.



(this box should expand as you type)

	6
	Objectives of Research Activity
To explore the ramification of hybrid working and employee’s wellbeing


(this box should expand as you type)

	
	Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods.

	7
	Data will be collected from previous research review articles (a minimum of 40 academic articles) on google scholar and from the UWTSD library. Literature will be used to gain a deeper understanding of hybrid working and analyse the connection between hybrid working and employee health and wellbeing post-pandemic. Only articles with relevance to the proposed dissertation title will be researched and analysed based on patterns, generalizations, and theories. 

The dissertation will use secondary qualitative data using systematic reviews

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

	8
	Google Scholar, Sage Journals, Wiley Online Library, Emerald Insight and Taylor & Francis.

	
	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 local guidelines (e.g. from local professional associations/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, particular cultural and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the research then please state this.

	9
	N/A


(this box should expand as you type)



	10
	Use of documentation not in the public domain: Are any documents NOT publicly available? 

	NO
	  ☒ 

	
	
	YES
	  ☐ 

	11
	If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.



(this box should expand as you type)



	
	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
	  ☐ 
	  ☒ 

	13
	A resilient Wales
	  ☐ 
	  ☒ 

	14
	A healthier Wales
	  ☐ 
	  ☒ 

	15
	A more equal Wales
	  ☐ 
	  ☒ 

	16
	A Wales of cohesive communities
	  ☐ 
	  ☒ 

	17
	A Wales of vibrant culture and thriving Welsh language
	  ☐ 
	  ☒ 

	18
	A globally responsible Wales
	  ☐ 
	  ☒ 

	19
	If YES to any of the above, please give details:

	
	


(this box should expand as you type)



SECTION F: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

	1
	Use of a questionnaire or similar research instrument?
	  ☐ 
	  ☒ 

	2
	Use of interviews?
	  ☐ 
	  ☒ 

	3
	Use of focus groups?
	  ☐ 
	  ☒ 

	4
	Use of participant diaries? 
	  ☐ 
	  ☒ 

	5
	Use of video or audio recording?
	  ☐ 
	  ☒ 

	6
	Use of computer-generated log files?
	  ☐ 
	  ☒ 

	7
	Participant observation with their knowledge?
	  ☐ 
	  ☒ 

	8
	Participant observation without their knowledge?
	  ☐ 
	  ☒ 

	9
	Access to personal or confidential information without the participants’ specific consent?
	  ☐ 
	  ☒ 

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	  ☐ 
	  ☒ 

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	  ☐ 
	  ☒ 

	12
	Investigation of participants involved in illegal activities?
	  ☐ 
	  ☒ 

	13
	Use of procedures that involve deception?
	  ☐ 
	  ☒ 

	14
	Administration of any substance, agent or placebo?
	  ☐ 
	  ☒ 

	15
	Working with live vertebrate animals?
	  ☐ 
	  ☒ 

	16
	Procedures that may have a negative 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:



(this box should expand as you type)
	
	


If NO 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 participants then do not complete this section, but go directly to section H.

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	  ☐ 
	x

	2
	Adults (over the age of 18 and competent to give consent)?
	  ☐ 
	  ☐ 

	3
	Vulnerable adults?
	  ☐ 
	  ☐ 

	4
	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)
	  ☐ 
	  ☐ 

	5
	Prisoners?
	  ☐ 
	  ☐ 

	6
	Young offenders?
	  ☐ 
	  ☐ 

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	  ☐ 
	  ☐ 

	8
	People engaged in illegal activities?
	  ☐ 
	  ☐ 

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.

	  ☐ 
	  ☐ 

	
	Details of any other participant groups:



(this box 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? 

	10
	How many participants are expected?

	


(this box should expand as you type)

	11
	Who will the participants be?

	


(this box should expand as you type)

	12
	How will you identify the participants?
	


(this box should expand as you type)




	
	Information for participants:
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	  ☐ 
	  ☐ 
	  ☐ 

	14
	Will you tell participants that their participation is voluntary?
	  ☐ 
	  ☐ 
	  ☐ 

	15
	Will you obtain written consent for participation?
	  ☐ 
	  ☐ 
	  ☐ 

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	  ☐ 
	  ☐ 
	  ☐ 

	17
	If the research is observational, will you ask participants for their consent to being observed?
	  ☐ 
	  ☐ 
	  ☐ 

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	  ☐ 
	  ☐ 
	  ☐ 

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	  ☐ 
	  ☐ 
	  ☐ 

	20
	Will you tell participants that their data will be treated with full 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 appropriate to the type of research undertaken?
	  ☐ 
	  ☐ 
	  ☐ 

	22
	If NO to any of above questions, please give an explanation 

	
	


(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	  ☐ 
	  ☐ 
	  ☐ 

	25
	Is specialist electrical or other equipment to be used with participants?
	  ☐ 
	  ☐ 
	  ☐ 

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	  ☐ 
	  ☐ 
	  ☐ 

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	  ☐ 
	  ☐ 
	  ☐ 

	28
	If YES to any question, please provide full details 

	
	


(this box should expand as you type)



SECTION H: Anticipated Risks

	
	Outline 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 a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  

	1
	Full risk assessment completed and appended? 
	Yes 
	  ☒ 

	
	
	No
	  ☐ 

	2
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
	Risk to participants:


(this box should expand as you type)
	How you will mitigate the risk to participants:



(this box should expand as you type)

	3
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, 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 applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	


(this box should expand as you type)

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

	
	Risk to the investigator:
The literature reviewed may show to be bias and not show an accurate conclusion of the topic.


(this box should expand as you type)
	How you will mitigate the risk to the investigator:
By using multiple academic data bases before selection which would ensure an unbiased and systematic selection of academic literature. 


(this box should expand as you type)

	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University:
N/A


(this box should expand as you type)
	How you will mitigate the risk to the University:



(this box should expand as you type)

	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:

N/A

(this box should expand as you type)
	How you will mitigate the risk to environment:



(this box should expand as you type)



	
	Disclosure and Barring Service

	
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	7
	Does your research require you to hold a current DBS Certificate?
	  ☐ 
	  ☐ 
	  ☒ 

	8
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	



SECTION I: Feedback, Consent and Confidentiality

	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	Throughout the duration of the dissertation our lecturers have provided sessions to explain each section all participants must perform in order to complete their dissertation. Lecturer which is also your mentor for the duration sets meeting every second week where any problems can be discussed, and feedback can be given. 

(this box should expand as you type)

	2
	Informed consent
Describe the arrangements to inform potential participants, 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 obtained and recorded in accordance with prevailing data protection legislation.

	
	
N/A

(this box should expand as you type)

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	
N/A

(this box should expand as you type)



SECTION J: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	☐
	☐x

	
	If YES, provide a description of the data and explain why this data needs to be collected:

	2
	


(this box should expand as you type)

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	☐
	☐x

	
	If YES, provide a description of the special category data and explain why this data needs to be collected:

	4
	


(this box should expand as you type)



	
	Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	  ☐ 
	  ☐ 

	6
	University computers?
	  ☐ 
	  ☐ 

	7
	Private company computers?
	  ☐ 
	  ☐ 

	8
	Home or other personal computers?
	  ☒ 
	  ☐ 

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	  ☐ 
	  ☐ 

	10
	“Cloud” storage or websites?
	  ☐ 
	  ☐ 

	11
	Other – specify:

	  ☐ 
	  ☐ 

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:

	
	All data collected will be removed on submission of dissertation.

(this box should 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?
	  ☐ 
	  ☒ 

	14
	Sharing of data with others at the University outside of the immediate research team?
	  ☐ 
	  ☐ 

	15
	Sharing of data with other organisations?
	  ☐ 
	  ☐ 

	16
	Export of data outside the UK or importing of data from outside the UK?
	  ☐ 
	  ☐ 

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	  ☐ 
	  ☐ 

	18
	Publication of data that might allow identification of individuals?
	  ☐ 
	  ☐ 

	19
	Use of data management system?
	  ☐ 
	  ☐ 

	20
	Data archiving?
	  ☐ 
	  ☐ 

	21
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):

	
	


(this box should expand as you type)

	22
	List all who will have access to the data generated by the research activity:

	
	


(this box should expand as you type)

	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	


(this box should expand as you type)

	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	
	


(this box should expand as you type)

	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so please explain. (Most relevant to academic staff) 

	
	


(this box should expand as you type)

	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	  ☒ 

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	  ☒ 




SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	1
	Signature of applicant:
	Monica Pusey
	Date:
19th/October/2023



For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	
	Date:

	3
	Signature:
	

	



For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date:

	5
	Signature:
	

	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	  ☐ 
	I have read the guidance notes supplied before completing the form.

	  ☒ 
	I have completed ALL RELEVANT sections of the form in full.

	  ☐ 
	I confirm that the research activity has received approval in principle

	  ☐ 
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	  ☐ 
	I have attached a full risk assessment (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

	  ☒ 
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	  ☐ 
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.



	RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
You will be informed of the outcome of your claim by email; therefore it is important that you check your University and personal email accounts regularly.

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