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Abstract

The shift to a hybrid work model since the onset of COVID-19 has changed the way organisations are working especially in the UK IT industry. Hybrid working is a mix of remote and office-based working that gives workers more flexibility, autonomy and improves their work-life balance. While the advantages of hybrid work arrangements, there are still a number of obstacles that associated with the communication, collaboration, leadership support, and employee engagement impacting employee job satisfaction. 
The purpose of this study was to explore the effect of hybrid working models on job satisfaction of employees in the IT sector in the UK. The research method used positivist research philosophy and deductive research approach, using mono method method with quantitative research type. Primary data were gathered using a structured questionnaire from 100 employees in the UK IT industry who have been working remotely. Descriptive statistics, correlational analysis and hypothesis testing were used to analyse the collected data, and MS Excel was used to support the analysis.
The results of the study showed that hybrid working positively affects employee job satisfaction. Staff indicated a better work-life balance due to the flexibility of work schedules, less stress of commuting, and more autonomy over their work environment. It also revealed that effective communication and supportive leadership are crucial to employee satisfaction around the hybrid model. The study, however, revealed that there were a number of problems that included lack of consistency in communication, feelings of isolation, decreased team cohesion and organisational culture issues. 
Overall, the findings of the research indicate that organisations in the UK IT sector should prioritise enhancing the support and leadership they provide to staff, as well as better digital communication and adopting policies that are centred on the employee. 
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Glossary 
	Term
	Definition

	Hybrid Work Model
	A type of working arrangement where employees can divide their time between remote work and office-based work.

	Job Satisfaction
	The level of contentment employees feels regarding their job roles.

	Work-Life Balance
	The ability of employees to effectively manage professional responsibilities as well as their personal life commitments.

	Leadership Support
	Guidance, encouragement, and assistance provided by managers. 

	Communication Quality
	The effectiveness, clarity, and consistency of communication within an organisation.





[bookmark: _Toc231220945]Chapter 1: Introduction
[bookmark: _Toc231220946]1.1 Background
Over the years, there has been a significant transformation with respect to the ways in which the nature of work has undergone. Post COVID-19, one of the most significant changes has been due to the rapid adoption of hybrid work models, where the emphasis is laid on the combination of traditional office-based work with remote working (Vermaet.al2023). This has been prominent especially in the IT sector, where the tasks can be completed virtually from any location. 
With the focus on adapting to the evolving dynamics, the emphasis has been laid on the adoption of hybrid work to make sure that flexibility can be enhanced and the dissatisfaction of the employees can be improved by providing them a sense of autonomy with regard to the ways in which they want to complete their work. With the help of this model, it is possible to ensure that the time is duly divided based on the priorities of the individual, and there are numerous benefits in this process, especially in terms of improved work-life balance and enhanced autonomy. 
Further, the presence of hybrid work arrangements also makes it possible to attract talent and ensure a sense of business continuity (Hopkins and Bardoel, 2023). The presence of collaborative platforms has made it much easier to effectively function in hybrid environments. With the help of such work, it is possible to ensure the enhancement of the job satisfaction and productivity of the employees. 
By having a sense of control over the schedule, it is possible for the employees to have a balance of personal and professional responsibilities. Further, this also reduces the operational cost of the company while also ensuring that it has a greater talent pool. The hybrid work model comes with significant advantages, but it also has several challenges that are to be dealt with (Thejls Ziegler and Lütge, 2025). The maintenance of effective collaboration and communication in the workplace becomes difficult when the employees are not physically present at one particular location. However, even though there are various platforms for virtual communication, they are still less effective in comparison to the actual physical meeting. The presence of the feeling often disconnects and leads to a feeling of isolation, functioning as demotivation for the employees and due to this, their productivity reduces. 
It also becomes complex to have an inclusive workplace culture in a company where there is hybrid working. This is because all the employees are dispersed across different locations, and in order to build a sense of inclusivity, it is important for the employees to be at a particular place and have physical interaction. Further, it is also difficult to monitor the performance of the employees because accountability becomes difficult to maintain. There is a need for effective studies in the hybrid working environment to make sure that such challenges can be dealt with and an effective workplace culture is built. With the examination of the impact of job satisfaction and employee productivity in the hybrid work environment, the emphasis will be laid on examining both challenges and benefits, making it possible to provide effective insights.
[bookmark: _Toc231220947]1.2 Problem statement
The transformation towards the adoption of hybrid work models has led to a significant change in working practices. The autonomy and flexibility have significantly enhanced for the employees, making it possible for them to take their own decisions with regard to managing the schedule of both their personal and professional lives (Kossek, Perrigino and Lautsch, 2023). Even after such a transformation, job satisfaction is still not guaranteed for the employees because of several challenges. The presence of drawbacks relating to collaboration, employee engagement and communication continues to play an important role in this situation and restricts the employees from ensuring such autonomy as per their wishes. The presence of inconsistency in the productivity of the employees is the result of such a hybrid work environment. Some employees have performed exceedingly well in such a flexible work environment, but there are also some employees who continue to struggle due to a lack of coordination. Due to this, it is not possible to have consistent performance levels and it also becomes difficult to focus on the assessment of the performance of the employees. 
Another significant challenge is related to the communication barrier, where the use of digital communication tools does not lead to effective interaction like in physical workspaces (Sampatet.al2022). The presence of reduced opportunities, delay in the response, as well as miscommunication hurts the innovation. 
Even though flexibility leads to the enhancement of work-life balance, it reduces the connection of the employees with the organisation. Missing out on informal learning opportunities and social interactions often comes with a feeling of isolation and depression for employees. 
Further, it is also extremely complex to maintain the culture of the organisation in a work environment. When the employees are dispersed at different places, it is not possible to have an effective culture due to the lack of team-building activities and the absence of face-to-face interactions (Weiet.al2024). It is important to have in place promotion of shared values in a hybrid setting to make sure that the benefits of a physical setting can be derived in such a situation as well. The research with regard to the examination of the impact of a hybrid work environment on productivity and job satisfaction of employees is limited. It is important to focus on exploring the interconnected relationship between these factors and ensuring that such research helps in having the right strategies in the hybrid work environment. Through this research, the focus will be on dealing with these gaps and focusing on the identification of the opportunities and challenges, which will help in providing a deep understanding of these challenges. Thus, with the help of an in-depth examination of these factors and an understanding of the factors involved, the right strategies will be recommended, which will make it easier to enhance the productivity of employees. 
[bookmark: _Toc231220948]1.3 Aim, objectives and Research Questions
The aim of the research is to focus on the examination of the impact of hybrid work models on employee job satisfaction in the UK IT sector.
Objectives
· To ensure the evaluation of the key factors that have an impact on employee satisfaction in hybrid work environments. 
· To identify the opportunities and challenges that exists in the hybrid work models. 
· To analyse the relationship that exists between hybrid work arrangements and job satisfactions. 
· To recommend strategies that will help in improving employee performance and satisfaction in hybrid settings. 
Research Questions
· What factors have an impact on employee satisfaction in the UK IT sector? 
· What are the key opportunities and challenges that exist in the hybrid work models? 
· How do hybrid work arrangements have an impact on employee job satisfaction?
[bookmark: _Toc231220949]1.4 Rationale
Due to the enhancement in the adoption of hybrid work models, there is a need to focus on developing an understanding of the success of the organisation as well as the performance of employees. With the continuous emphasis on the embracement of flexible working arrangements, it has become important to ensure that effective research is carried out to understand whether these models have a positive impact on the job satisfaction and productivity of employees. Through this research, it will be much easier to understand the job satisfaction and productivity in the organisation while also providing insights with regard to the experiences of employees. The understanding of these aspects is extremely prominent for the purpose of dealing with the practical challenges that are involved in hybrid work environments (Kumar and Das, 2022). Further through this study, it will also be possible to focus on the development of effective hybrid work policies and to have in place various areas of improvement. The study is important both in terms of the organisational study and academic knowledge, making it possible to have a better understanding of the current work environment. 
[bookmark: _Toc231220950]1.5 Significance of research
The research provides valuable insights with regard to the impact of hybrid work models on the job satisfaction and productivity of the employees in the UK IT sector. Through these findings, it will be possible to have an understanding with regard to the optimisation of hybrid work arrangements and also focus on the improvement in the well-being of the employees, as well as their performance. Having its contribution in the academic literature, it will be possible to deal with the research gaps and haveempiricalevidence with respect to the hybrid work practices. The managers and the policy makers will be assisted through such understanding because it will help them in the enhancement of communication, collaboration, and an effective culture in the company. 
[bookmark: _Toc231220951]1.6 Dissertation Structure
The dissertation is divided into 5 chapters, where chapter one provides an introduction along with an understanding of the background, problem statement and objectives of the research. Further, chapter two provides a comprehensive review of the existing literature by focusing on job satisfaction, hybrid work models and employee productivity. Chapter 3 emphasizes the outlining of research methodology and provides techniques of data collection and analysis. And Chapter four Findings and Discussion – presents and analyses the results. Finally, Chapter 5 discusses the conclusion and recommendations of the research topic. 


[bookmark: _Toc231220952]Chapter 2: Literature review
[bookmark: _Toc231220953]2.1 Introduction
Literature review is a critical chapter that encompasses reviewing previous studies and work conducted for the topic selected. This chapter mainly focuses on discussing theoretical concepts and ideas related to the topic along with theories and models developed in the past for the same. The chapter also include identification of the gap in the literature and how the present study will focus on bridging the identified gap in the literature. The focus of the chapter is towards identification of key factors impacting employee satisfaction, along with opportunities and challenges concerned with hybrid work models within business. 
[bookmark: _Toc231220954]2.2 Work Flexibility and Job Satisfaction
According to Sharmaet.al (2025) employee satisfaction is key dimension within the field of business that is affected due to wide range of factors. One of such factors is flexibility in terms of working hours and working environment. Flexibility entails employees seeking work environment where they have freedom to work as per their convenience and there are no strict or rigid regulations regarding working hours and work patterns (Aprilina and Martdianty, 2023). In addition to this, the flexibility in the workplace also allows improving the motivation and dedication level of the employees, which directly affects the employee satisfaction levels. 
Simbolon and Sihombing (2025) criticised that workload and stress at the workplace is another key factor that negatively affects the satisfaction of the workers. Employees feeling stressed at the workplace due to high pressure and workload often tend to perform poorly, which reflects poor level of satisfaction among the workers. In the current times, the mental health and wellbeing of the employees is highly affected due to poor work environment and high level of workload within the work settings (Williams and Shaw, 2025). However, hybrid work environment also promotes striking balance between personal and professional lives of the employees, which improves their satisfaction to great extent. 
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[bookmark: _Toc231203818]Figure 1: Causes of stress at workplace
(Source: Mazur, 2023)
The graph indicates the common causes of workplace stress in the organisations in current times, where it is found that 39% of employees stated high workload is leading cause of increasing stress that affects their satisfaction (Mazur, 2023). This implies that organisations in the IT sector of the UK must be considerate about the stress level of the employees and should also focus on minimising the stress level by introducing range of employee mental health programs for better performance and improved satisfaction in the long-run. For example, Lansweeper is a prominent IT company based in the UK that has strong focus over improving mental health of the employees with partnership with Cheshire and Wirral Partnership NHS Foundation Trust (Lansweeper, 2026). In addition to this, there also exists wide range of other factors that influences the satisfaction of the employees at the workplace. 
their motivation level that leads to improved satisfaction at the workplace (Redgate, 2026).   
In addition, Hybrid work environments have a positive impact on employee satisfaction by improving the work-life balance and decreasing the load. The agile software team study by Topp et al. (2022) concluded that a 4-day workweek with remote work in combination with more stressful compressions schedules led to better job satisfaction mainly because of the flexibility of personal time and the removal of daily commutes. Among the most important aspects are effective communication tools, effective productivity systems, and responsive agile practices that ensure communication between the teams even when they are not on the same location. Beno et al. (2022) emphasize the positive associations between shorter commuting (1-9 minutes or 45-59 minutes) and happiness, which implies that hybrid schedules are more likely to maximize satisfaction when the commute time matches their preferences. The perceived control and well-being of these arrangements are further supported by physical workspace accommodations, as well as reliable technology.
[bookmark: _Toc231220955]2.3 Work-Life Balance and Job Satisfaction
The models of hybrid working offer imperative better work life balance by providing autonomy and flexibility. It has been said by Ridzuwan, et al. (2025) that with a hybrid work model, the workforce can effectively manage the schedule of work that results in augmented well-being and overall balance of work-life. Companies attain advantages from boosted retention and satisfaction of employees because the arrangements of flexible work are extremely valued. Along with this, the models of hybrid working facilitate entities to recruit talent from a broader geographical pool, improving access and diversity towards expert professionals (Vermaet.al2023). Amplified satisfaction is also considered because workforces can effectively function in settings that are suitable as per their preferences, significantly contributing towards better engrossment and performance in companies.  
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[bookmark: _Toc231203819]Figure 2: Focus of companies in current times
(Source: Steffania, 2022)
The graph above reflects the focus of companies in the contemporary times in regards to hybrid working environment. It is determined that it leads to improved employee satisfaction, employee health and wellbeing as well as access to new talent are some of most common opportunities that are linked with switching towards hybrid working model, with 72% companies believing employee satisfaction to be most common opportunity (Steffania, 2022). 
In the modern era, hybrid work models have turned out to be widely implemented, specifically in the IT industry in the UK, in which flexibility is important for digital operations. Several companies of technology included hybrid working models in order to retain and attract talent. For instance, companies such as Google and Microsoft in the UK have executed the policies of hybrid working, which enable workforces to balance office and remote work. This method has enhanced the satisfaction and well-being of employees (UK Parliament, 2025). Furthermore, approximately 74% of companies in the United Kingdom have applied a hybrid working model, outlining its broader acceptance (CIPD, 2025). The above-mentioned examples illustrate that the hybrid work model sustains the satisfaction of employees and the growth of the organisation.  
However, at times instead of its advantages, the models of hybrid work also expose various challenges. The complexity in upholding effective collaboration and communication between members of the team functioning at diverse locations is one of the critical issues. It has been criticised by Rupcic, (2024) that this can result in decreased cohesion of the team and misunderstandings. Workforces might face feelings of disconnection and isolation from the culture of the organisation. Making sure that there is utmost accountability and managing performance can also turn out to be more difficult in hybrid working settings. Unequal availability to technology and resources might develop disparities between workforces, impacting fairness and satisfaction in the company.  
The models of hybrid work also significantly contribute towards cost efficiency and environmental sustainability. Decreasing commuting facilities in diminishing carbon emissions and sustaining the practices that are environmentally friendly. According to Chauhan and Rai, (2024) workforces save time as well as money on travel that can enhance their quality of life. Companies achieve advantages from decreased requirements of office space and operational costs. In addition to this, models of hybrid work sustain inclusivity, aiding individuals with personal responsibilities or disabilities to get involved more efficiently and effectively within the teams. This flexibility encourages a more inclusive and diverse settings of work, improving the innovation and performance of the organisation.  
For instance, Cisco and IBM draw attention to implementing hybrid work models through advanced tools of digital collaboration to sustain distributed teams (Cisco, 2025). Cisco and IBM have applied the models of hybrid working in order to improve flexibility and, at the same time, uphold operational efficiency. This allows workforces to collaborate with the help of virtual platforms, making sure that there is steadiness of work despite location. Moreover, IT companies in the UK significantly depend on digital infrastructure and cloud computing so that they can reinforce their hybrid settings, creating remote work more efficient and accessible for the workforce. 
On the other side, the models of hybrid work also pose security and technological challenges. Augmented dependency on digital systems presents cybersecurity hazards for companies, specifically at the time when staff avail information from remote locations. Approximately 45% related to cyber incidence of UK initiate from remote endpoints, outlining the susceptibility regarding hybrid systems (IT Desk UK, 2025). It has been critically opposed by Sookoo, et al.  (2021) that technical problems like system failures and poor connectivity can interrupt the workflow of the company and decrease its satisfaction. These encounters require companies to focus on investing profoundly in protective IT infrastructure and also in the training of employees to assure efficient and safe operations. 
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[bookmark: _Toc231203820]Figure 3: Interest in Hybrid Work
(Source: Demetriou, 2024) 
 The above-mentioned graph illustrates an imperative boost in the interest for hybrid work from the year 2019 to 2024. As per the view of Demetriou, (2024), in the starting period of time, the search interest was identified to be below 20 amid 2019 to 2021, but augmented sharply after the year of 2022, and in the year of 2024, it reached nearly 100. This shows a quick implementation of a model related to hybrid work in the United Kingdom. This is associated with the information that 74% of the companies in the United Kingdom are currently using the models of hybrid working, demonstrating increasing acceptance of organisations, specifically in the IT industry, in which arrangements of flexible work are extremely feasible and significantly required by employees (CIPD, 2025). For instance, Ericsson functions in a well-organised model of hybrid working in which staff divide their time among office and home, mainly nearly 50% in the office and 50% remote relied on the requirements of the role (Lindstrom, 2024). This arrangement of flexible working enables workforces to uphold satisfaction and at the same time make sure that there is collaboration through physical existence when required.  
In contradiction to this, a hybrid might deteriorate the engagement of employees and the culture of the organisation with time. It has been critically argued by Pianese, et al. (2023) that restricted face-to-face communication or interaction can decrease the bonding of the team and shared identity in the organisation. Staff might feel less associated with the values and goals of the organisation, impacting commitment and motivation. Moreover, handling hybrid teams needs new skills or competencies of leadership and ineffective management can result in decreased performance. This is so hybrid work also develops inequity since certain roles are not appropriate for remote work, resulting in unfair availability towards career opportunities and flexibility. 
In general, Hybrid work models offer meaningful opportunities such as an improved efficiency due to specialised meetings and a flexible work schedule that does not affect productivity. Topp et al. (2022) noticed that agile teams change the length of sprints and make non-urgent meetings optional without compromising the output with added work-life benefits. Less commuting reduces the effect on the environment and personal stress, increasing motivation according to Beno et al. (2022). Some of the challenges include an intensified work pressure every day that leads to stress, difficulties with coordination due to staggered off-days, and impaired social life that may result in isolation. According to a scoping review by Jahal et al. (2023), gender disparities exists where women may face career penalties in flexible setups, though employee consultation improves acceptance. Overall, hybrid success creates on balancing these dynamics through proactive team adaptations and inclusive policy design. On balance, success in hybridizing depends on harmonizing these dynamics by adopting active team adjustments and a participatory policy. 
[bookmark: _Toc231220956]2.4 Leadership Support and Job Satisfaction 
Sharma et.al (2025) cited that in cases such as hybrid working arrangements, where employees might not have the same level of in-person interaction with both their boss and colleagues, leadership support is crucial for enhancing the job satisfaction of these workers. Leadership support is the backing, encouragement, emotional support and communication given by supervisors and organisational leaders to their employees (Tripathi 2026). When working from home, employees frequently depend on the leadership to keep them motivated, engaged and aligned with the organisation's vision. It is based on Simbolon and Sihombing (2025) studies that Transformational Leadership Theory has a positive influence on employee attitudes and behaviours through employee motivation, trust building, and providing a supportive working environment for employees. Good leadership support makes employees feel appreciated and valued, and also makes them feel a sense of belonging to the organisation, which in turn leads to higher job satisfaction and organisational commitment (Kosseket.al 2023).
Williams and Shaw, (2025) concluded that the indicators are associated with leadership support for hybrid working. This encompasses supervision, emotional support, recognition, communications support and encouragement ((Tran, 2022). Supervisor guidance is the capacity of supervisors to give direction and help support employees as needed. Emotional support is taking the time to listen to employees' concerns and alleviate stress using empathy and care. Recognition involves acknowledging employee contributions and accomplishments and it boosts employee motivation and morale. Communication support encompasses clear and consistent communication between leaders and employees, and encouragement is the motivation of employees to work well in a hybrid work environment. Leaders' support of the flexible work environment was recognized by Tran (2022) and Kossek et al. (2023) as one of the main factors that affect employees' satisfaction and productivity in a flexible work environment. Staff members with robust managerial backing are more prone to feeling less stressed, more engaged and satisfied in their employment. Hence, leadership support is seen as a key factor affecting employees' job satisfaction in hybrid working arrangements in the UK IT companies.
[bookmark: _Toc231220957]2.5 Communication Quality and Job Satisfaction
The quality of communication is a key determinant of employee satisfaction in a hybrid workplace, according to Kossek, Perrigino and Lautsch (2023). Besides, communication is key in hybrid working organisations to keep collaborating, coordinating and engaging employees. Communication quality is the effectiveness, clarity, responsiveness and consistency of the communication between employees, managers and teams. With hybrid working, communication is frequently digital, and delivering high-quality communication is essential to being efficient and ensures better employee wellbeing in the organisation.
As per Sampatet.al (2022), the following are some of the indicators of the quality of communication in a hybrid work environment: frequency of feedback, clarity of feedback, responsiveness, quality of collaboration, effectiveness of digital communication, and sharing of information. Feedback frequency is how often employees get feedback from managers and how often they get communication from managers. The clarity of feedback means that instructions and expectations are clearly communicated and understood (Wei et.al 2024). 
Responsiveness is defined as prompt responses and help from managers and co-workers in work-related communication. Quality of collaboration involves the way that employees work together and communicate effectively when they are not in the office. Digital communication effectiveness is the ability to successfully apply communication technologies, including Microsoft Teams, Zoom and emails, to aid organisational initiatives. Information sharing is important organisational information that is accessible and transparent to staff. According to Tripathi (2026);Setti et al. (2022), and others, good communication can have a positive effect on employee satisfaction, engagement and productivity within a hybrid working environment. Conversely, if there is poor communication, the employees can become isolated, there may be misunderstandings, and the employees may be less satisfied with their work. Hence, the quality of communication is taken as one of the major factors influencing the job satisfaction of the employees in the IT sector in the United Kingdom in the hybrid working environment.
[bookmark: _Toc226494443][bookmark: _Toc231220958]2.6 Hybrid work arrangements and job satisfaction
The arrangements of hybrid work have a robust positive connection with both job satisfaction and satisfaction. The execution of flexible schedules offers benefits to the employees as it decreases the time of commuting and also provides the competency to function in comfortable settings, which improves efficiency and focus. As per the view of KISHOR, and DEVI, (2025), this flexibility assists people in managing professional and personal responsibilities significantly, which results in enhanced well-being. As an outcome, a higher level of satisfaction with the job essentially contributes towards growing performance and motivation. The arrangements of hybrid work also help employees to select optimal conditions of working that can improve output and creativity (Misron, 2023). The amalgamation of autonomy and flexibility imperatively reinforces satisfaction and, at the same time, nurtures an engaged and satisfied workforce. 
For example, Capgemini concentrates on implementing the models of hybrid work across its operations in the UK, allowing the workforce to function flexibly amid office and home (Capgemini, 2026). This method has enhanced the satisfaction and satisfaction of employees by encouraging digital collaboration and the balance of work-life.  Irrespective of these advantages, the arrangements of hybrid work can adversely impact job satisfaction and satisfaction of employees if it is not supervised properly. Workforces might face unclear boundaries among personal life and work, which leads to burnout and overwork. Absence of face-to-face communication can decrease the cohesion of the team and lead to communication challenges. Furthermore, it has been criticised by Ferdous, et al. (2026) that various staff might feel disconnected from the culture of the organisation, which can deteriorate the satisfaction and engagement of employees. The satisfaction of employees can also diminish because of distractions in the environment of home or inconsistent routines of work. These problems outline that the arrangements of hybrid work need well-organised management and effective strategies of communication to make sure that both job satisfaction and satisfaction are supervised significantly. 
There is a positive correlation between productivity and job satisfaction in the hybrid arrangements. In Topp et al. (2022), remote 4-day work week agile teams did not have a negative impact on productivity, as benefits were achieved by refining communication and process optimization such as shorter sprints, as well as increasing satisfaction due to increased leisure. Jahal et al. (2023) supports this with the theory of conservation of resources where flexible time is an important resource that improves well-being without reducing output. The findings of Beno et al. (2022) are associated with the benefits of optimum commute times on happiness, which justifies hybrid work models that ensure reduced travel duration does not impact performance. There is a temporary stress due to work intensification but it is manageable through effective agile adaptations. The flexibility that is selected by employees eventually creates long-term two-fold gains in productivity and satisfaction in industries.
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[bookmark: _Toc231203821]Figure 4: Enhancement of Satisfaction& Engagement from Hybrid Work
(Source: B, 2025) 
From the above, the relationship among job satisfaction, satisfaction and hybrid work has been demonstrated. It displays that staff functioning in the arrangements of hybrid work report a higher level of satisfaction and moderate towards extreme satisfaction contrasted to comprehensive remote or office-based workers. 58% of workers functioning remotely are engaged, whereas 30% are unengaged. 70% of the employees state that remote work enhances focus. 62% of the executives are highly agreed with the statement that the hybrid working model increases the satisfaction of employees (B, 2025). 77% of the staff reported an extreme level of satisfaction off-site. The top benefits of hybrid working are better work-life balance, efficiency, less burnout and higher satisfaction.   
The arrangements of hybrid work improve the satisfaction of job by offering employees with control and autonomy over their settings of work. This autonomy results in augmented motivation that significantly enhances the levels of satisfaction. It has been said by Ojika, et al. (2024) that workforces can function in their hours which are more productive, enhancing the quality of output and decreasing stress. Along with this, hybrid work sustains mental health by providing flexibility and decreasing the stress of commuting. Companies also have advantages from higher rates of retention and decreased absenteeism. The capability to harmonise personal and professional commitments develops a more optimistic experience of work, strengthening the association among hybrid work, augmenting satisfaction with the job and reinforcing satisfaction across diverse roles and settings of the organisation.   
For example, Sage Group of the UK encourages hybrid working by enabling flexibility to employees in selecting the locations of work (Penny, 2022). This method has improved the satisfaction and engagement of employees by sustaining digital collaboration and the balance of work-life.  On the other hand, hybrid work can develop inequalities between staff, specifically when certain roles need physical existence and at the same time, others get the flexibility of remote working. This can result in perceived unfairness and dissatisfaction. It has been critically opposed by Sokolić, (2022) that executives might face problems in upholding consistent satisfaction and performance in the teams. 
Diminished visibility regarding employees doing remote work might also influence the opportunities of career progression. All of these barriers can deter the morale of employees and decrease the throughout satisfaction with the job if not eliminated with the help of effective practices of management and inclusive policies. In addition to this, hybrid work promotes the utilisation of methods related to innovative working and digital tools, which can improve satisfaction. Workforces are getting more adaptable and building robust digital skills, enhancing collaboration and efficiency. According to Omachi, and Ajewumi, (2024), the conditions of flexible working also nurture trust among employees and employers that reinforces the relationship of the organisation. 
Higher levels of trust significantly contribute towards enhancing performance and job satisfaction. For example, Fujitsu UK significantly utilises hybrid work in order to sustain the well-being of employees and digital transformation by enabling arrangements of flexible working (Fujitsu, 2026). This company improves job satisfaction and satisfaction by enhancing collaboration and decreasing the stress of commuting. However, it has been critically argued by Shah, and Palariya, (2025) that the arrangements of hybrid work might result in long-lasting encounters in the context of maintaining the engagement of employees and the culture of organisations. Limited interaction can decrease the shared values and bonding of the team. 
[bookmark: _Toc226494444][bookmark: _Toc231220959]2.5 Theories and models
It has been identified that there are various theories and models that could be utilised to enhance the arrangements of hybrid work in the company, but the significant ones are discussed below: 
[bookmark: _Toc226494445][bookmark: _Toc231220960]Self-Determination Theory (SDT)
Self-determination theory describes how relatedness, competency, and autonomy impact the performance and motivation of employees, as mentioned below in the figure (QME, 2026). 
[image: ]
[bookmark: _Toc231203822]Figure 5: Self-Determination Theory
(Source: QME, 2026) 
In the context of hybrid work settings, workforces face a greater level of autonomy by selecting how and where they work, that improves intrinsic motivation. As per the view of Evans, et al. (2024) this flexibility enhances satisfaction and job satisfaction because they might feel that they have more control over their tasks. Furthermore, competency is reinforced with the help of independent problem-solving and at the same time, relatedness is upheld through the tools of digital collaboration. The Self-determination theory outlines that when the psychological needs of the employees are fulfilled, they are likely to get more productive, motivated and engaged in the company (Schorr, 2023). Thus, hybrid work arrangements are highly associated with the self-determination theory as it sustains the well-being of employees and promotes constant performance. 
For example, Atos can implement the Self-Determination Theory by providing flexible schedules of hybrid working, which can help in improving motivation and autonomy. Moreover, staff working in the office or remotely can select environments that boost their satisfaction, enhancing satisfaction and engagement. On the other side, it has been criticised by Grenier, et al. (2024) that self-determination theory might not comprehensively account for the encounters within environments of hybrid work. Autonomy can boost excessive flexibility and motivation, which might result in the absence of structure and decreased satisfaction. Workforces might face problems with self-discipline, which results in inconsistent performance. Relatedness can deteriorate because of decreased interaction of face-to-face settings, impacting the cohesion of the team. Not all workforces respond optimistically towards autonomy. Some of them want well-organised settings. Thus, depending only on self-determination theory might avoid the aspects of organisation like technological support, communication and leadership which are important for sustaining job satisfaction and satisfaction in the settings of hybrid work.  
[bookmark: _Toc226494446][bookmark: _Toc231220961]Job Characteristics Model (JCM)
This model helps in explaining how the design of a job impacts performance, satisfaction and motivation. Janse,  (2025) said that it concentrates on five crucial dimensions such as task identity, feedback, autonomy, task significance and skill variety as seen in the figure below. 
[image: ]
[bookmark: _Toc231203823]Figure 6: Job Characteristics Model (Hackman and Oldham)
(Source: Janse, 2025)
In terms of a hybrid work environment, the workforce is mainly facing a higher level of flexibility and autonomy that improves job satisfaction and motivation. The utilisation of digital tools aids the entity or the employees for feedback on a constant basis and also assists in enhancing communication, which leads to sustaining their performance. The settings of hybrid work also facilitate staff to get engrossed in the different activities, boosting their skill development (Shahwar, et al. 2025). The job characteristics model showcases how roles that are well designed within the settings of hybrid work can enhance the overall job satisfaction, satisfaction and engagement of employees. 
For instance, one of the companies in the IT sector of the UK, BT Group, can concentrate on implementing the job characteristics model by designing or developing hybrid roles that provide feedback on a regular basis and autonomy with the help of digital systems, which leads to improving the performance and satisfaction of employees.
It has been critically opposed by Muwanguzi, et al. (2022) that the execution of this model might experience constraints in the context of hybrid work. This is so because decreased physical interaction can restrict the clarity and quality of feedback, impacting the performance of the employees. Various staff might experience ambiguity of role at the time of functioning remotely, decreasing the significance and identity of the task. Furthermore, in IT companies, not all the roles can be restructured equally, which leads to discrepancies in the satisfaction of job.  Over-dependency on the communication done by using digital tools might also lead to the loss of connections between the employees. Hence, this model sustains the design of the job, but at the same time, it might not all-inclusively eliminate encounters in relation to organisational culture, collaboration and communication in the hybrid settings.  
[bookmark: _Toc231220962]2.7 Research gap
The key gap that has been identified from the review of previous studies and literatures is concerned with lack of enough knowledge and data available in relation to influence of hybrid work environment in the context of employee satisfaction, especially in the context of the IT sector of the UK. Also, the factors driving satisfaction of employee, opportunities as well as threats related to hybrid working environment and relationship between both the concepts in relation to the IT sector of the UK are some of other areas that have limited information and evidence available in the past literatures, which is also key gap, identified in this study. The present study aims to bridge the identified gaps in literatures by providing in-depth analysis for the same using a structured methodology and research process.
[bookmark: _Toc231220963]2.8 Conceptual framework
Based on the literature reviewed, this study proposes that employee job satisfaction in hybrid work settings is influenced by four key independent variables: work flexibility, work-life balance, leadership support, and communication quality.
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Hypothesis development
Based on the conceptual framework and supporting literature, the following hypotheses are proposed:
· H1
There is a significant positive relationship between work flexibility and employee job satisfaction in the UK IT sector.
Previous studies found a significant positive relationship between flexibility and job satisfaction (Sharma et al., 2025). However, the present study did not find statistical support for this relationship. This discrepancy may reflect the normalisation of hybrid working within the UK IT sector, where flexibility is now considered an expected feature rather than a factor that strongly influences satisfaction.
· H2
There is a significant positive relationship between work-life balance and employee job satisfaction in the UK IT sector.
Consistent with Ridzuwan et al. (2025), respondents reported positive perceptions of work-life balance. However, unlike previous studies, the regression analysis did not identify work-life balance as a significant predictor of job satisfaction. This suggests that employees may value work-life balance but evaluate job satisfaction using broader criteria.
· H3
There is a significant positive relationship between leadership support and employee job satisfaction in the UK IT sector.
The findings contrast with Tripathi (2026) and Kossek et al. (2023), who reported significant positive relationships between leadership support and employee satisfaction. The difference may reflect the self-managed nature of IT work.
· H4
There is a significant positive relationship between communication quality and employee job satisfaction in the UK IT sector.
Previous studies highlighted communication quality as a key determinant of employee satisfaction in hybrid settings (Sampat et al., 2022). Although respondents in this study generally viewed communication positively, the relationship was not statistically significant.
[bookmark: _Toc231220964]2.9 Conclusion
It is concluded that flexibility, workplace stress and leadership support are some of major factors that drives the level of employee satisfaction in the workplace. Also, it is concluded that the opportunities associated with hybrid work model includes striking balance between the professional as well as personal lives of the employees, leading to better health and wellbeing. There is positive and strong relationship identified in employee satisfaction and the hybrid working environment in the context of the IT sector of the UK.


[bookmark: _Toc231220965]Chapter 3: Research methodology
[bookmark: _Toc231220966]3.1 Introduction
Research methodology is an important chapter in the research process that determines the best methods and techniques that are used in the study for carrying out the research. It involves identifying how the knowledge is generated, how theories are developed or tested and how the actual data is collected for attainment of the aim and objectives of the study. This chapter includes a discussion on the philosophical perspective, approach, choice of methods, strategy, and procedure selected for the collection and analysis of the data to evaluate the role of hybrid working models in the organisational context and their effect on employee satisfaction levels in the IT sector of the UK. 
[bookmark: _Toc231220967]3.2 Research philosophy
Research philosophy is a key component of the research process that mainly deals with the identification of the process through which knowledge is developed based on the reality of nature. The belief that guides the researcher about how to collect, process and analyse the data within the research is determined through the selection of the right philosophical perspective (Vermaet.al 2024). The interpretive, positivism and pragmatism are the three most common perspectives that are used in the research.  Interpretive relates to studies that involve qualitative data and findings, whereas in the case of quantitative data used in the research, positivist philosophy is justified. 
Pragmatist philosophy is suitable for studies where a mixed approach is taken. The present study is based on the selection of a positivist philosophical perspective for conducting the research, which will include developing new knowledge using quantitative or numerical data. The rationale behind the choice of this perspective is that the study's findings will be built on objective or numerical data instead of relying on subjective information for in-depth analysis and research. Interpretive philosophy is rejected because the focus of the researcher is to rely on quantitative facts and findings instead of conducting theoretical analysis. 
[bookmark: _Toc231220968]3.3 Research approach
Research approach is another fundamental concept in the process of research that deals with how theories are used in the research process (Dubey and Kothari, 2022). The process where the generation of new theory is required is associated with an inductive reasoning approach, and the process where the existing theories are tested using a recognised method is known as a deductive reasoning approach. The selection of the deductive reasoning approach is done in the present study because the focus of the researcher is on testing the theories that have already been developed and implemented in previous studies. The key rationale behind this choice is that in this study, the use of a hypothesis testing approach is done, where the collected quantitative data is tested using a relevant analytical method. The deductive reasoning approach also goes well with the chosen philosophical perspective, i.e., positivism, which is another key rationale behind the selection of this approach. The reason why the inductive reasoning approach is not suitable in this study is that there is no need to generate new theories in the research, while testing the existing theories is made possible through hypothesis testing in the current study.  
[bookmark: _Toc231220969]3.4 Research strategy
Research strategy is referred to as the overall plan of the entire research that enables the researcher to gather the data for the purpose of achieving research objectives. The process of gathering data differs according to the choice of strategy in the research (Adeoye, 2024). The survey strategy, grounded theory, case study and action research strategy are some of the common types of strategies that are used in the research. The present study is based on the selection of a survey strategy for gathering the data from the most reliable and authentic source. In the present study, the data were gathered using a survey strategy where the data were gathered from human participants in the form of a survey questionnaire to be distributed to them. The case study strategy is rejected because there is no particular or specific case selected, whereas the grounded theory strategy is rejected because the data is obtained through response instead of being grounded in the theories. The survey strategy is selected because it allows the researcher to gather the most authentic form of data in real-time, resulting in improved authenticity and quality of the research findings. 
[bookmark: _Toc231220970]3.5 Research choice
The choice of the right method for conducting the research is also an important consideration that involves defining the design or nature of the study. The common methods of research are quantitative, qualitative or mixed methods. Mono-method choice involves selecting only a specific method, whereas multi-method choice entails selecting more than one method, while mixed-method research involves selecting both methods (Sreekumar, 2023). The present study is based on the selection of only a quantitative study design or method to answer the research questions, which entails mono-method choice, and is justified. 
The rationale behind this is that mono-method choice enables researchers to concentrate on only one specific method for in-depth analysis, which saves time, resources and money to produce the relevant outcomes. Adopting mixed or multi-method research can take additional efforts and time, along with a higher cost to be conducted, which can affect the schedule of the research process, which is why the choice of a mono-method design is justified. Only quantitative methods are used in this study to achieve the desired outcomes and objectives of the study in the present case. 
[bookmark: _Toc231220971]3.6 Time horizon
Time horizon is another essential component of the research that deals with the timeframe required for the process of gathering the data and completing the research by deriving relevant findings. Cross-sectional and longitudinal studies are two common forms of studies that describe the time horizon of the research (Gamage, 2025). The cross-sectional study is one where the data is gathered within a limited and pre-defined time period, while the longitudinal study is one where the data is gathered over different time periods to compare the findings across time. 
The present study adopts a cross-sectional approach to complete the research, as it involves the completion of the entire process within the given time period. The present research is expected to be completed within a period of 8 weeks, which entails that the process of data gathering is also time-specific. There is no intention of the researcher to gather the same data over different horizons to compare the findings, which is why the longitudinal study is not the major focus of this research. 
[bookmark: _Toc231220972]3.7 Techniques
[bookmark: _Toc231220973]Data collection
Data collection is defined as the process by which the researcher acquires or gathers the information or data required to carry out the research to prove the hypothesis or attain the objectives of the research. Primary and secondary are two common methods that are used in any research for collecting data (Marra and Nielsen, 2025). Primary data collection entails relying on human participants for collecting data based on their observations in real-time. Secondary data collection entails collecting data from sources where information is already published and available easily. 
The present study is based on the selection of a primary data collection method where the focus is towards collecting raw data from participants with lived experience. This involves collecting data in an unstructured form based on the observations and opinions of the sample population. This method allows gathering data in real-time and derives findings based on practical implications, which is the key rationale for the selection of this method (Nwabuko, 2024). The secondary data collection method is rejected because it results in gathering outdated and biased data at times, which can be proven to be ineffective in terms of deriving high-quality findings within the study. 
For gathering the data through primary sources, the use of a survey questionnaire is done as a data collection instrument. A semi-structured survey questionnaire is designed and distributed to the sample population to obtain their responses to the questions. This instrument is selected because it enables gathering data from a mass audience in an effective and quick manner. Sampling is the process of selecting a subset of the population from the entire poor of participants or the population available. 
[bookmark: _Toc231220974]Research Instrument (Questionnaire)
In the present study primary data collection is done using structured questionnaire sent to the employees of the UK IT industry. A 5-point Likert scale ranging from Strongly Disagree to Strongly Agree is used to measure the variables. The questionnaire has been modified from the past studies particularly Job Satisfaction, Organizational Commitment, and Turnover Intention. The independent variables are work flexibility, work-life balance, leadership support and communication quality, and the dependent variable is employee job satisfaction. Lastly the data will be gathered from 100 employees in the UK IT sector, working in a hybrid setting.
The questionnaire is based on the variables that are being studied. In Section A, there are questions related to the demographic such as age, gender and experience in the IT industry (Questions 1-3). This type of questions contributes to the understanding of the background characteristics of the respondents of the survey. In Section B, attention is paid to awareness of hybrid work models and organizations' implementation of hybrid working practices (Questions 4-6). Question 4 asks about the awareness of employees about hybrid working models, Question 5 asks if the organisation has hybrid working models. Question 6 assesses employee flexibility with regards to hours. Questions 7–9 in Section C are designed to assess the independent variable of work flexibility. These questions will test the employees' understanding of hybrid working, their flexibility in selecting preferred work locations, and the effect flexible working arrangements have on employee efficiency and productivity. Questions 10–12 are covered in Section D, which looks at work-life balance. They determine the extent to which hybrid working supports employees in their personal and professional life. Questions 13–15 of Section E are centred on leadership support. Responses to these questions assess how managers support the hybrid working arrangements in their organisation, promote collaboration and teamwork, and communicate the organisation's expectations to workers.
[bookmark: _Toc231220975]Data analysis
The process through which the collected data is processed and analysed in the research to develop the actual findings is known as data analysis (Dehalwar and Sharma, 2023). The analysis of the data is usually done using two common methods, i.e., qualitative and quantitative. The qualitative method entails deriving results based on theoretical data or information to present the findings in a subjective manner. Quantitative method of analysis involves numerically arranging and presenting the core findings of the study. The present study is based on the selection of a quantitative method of analysis for deriving the research outcomes and findings. 
Quantitative data analysis method is justified in this research because it involves numerically presenting the response obtained through survey analysis. The collected data is systematically arranged in a structured format to present the core results. The use of MS Excel is done for the purpose of developing actionable insights from the data collected. This is an analytical tool that is used for the purpose of developing visualisation to describe the findings in a more creative and presentable manner (Bayramova and Edwards, 2026). The choice of quantitative method of analysis is justified because it includes statistically and numerically presenting the core findings, where the use of descriptive statistics, regression and correlation statistical tests is also done in this study. 
[bookmark: _Toc231220976]3.8 Ethical considerations
There are several ethical considerations that are taken into account in this study. The first ethical consideration is related to the practice of seeking informed consent from the participants before their participation and engagement in the process of the survey. This involves briefing the participants about the need and purpose of the study and how the data collected will be used in the study in a responsible manner (Dubey and Kothari, 2022). Apart from this, the focus of the researcher is towards promoting the practice of voluntary participation in the survey process. This entails that the participants will be provided with free will to leave the survey at any point they wish. 
Compliance with relevant norms and policies related to data protection and privacy is another major ethical consideration in this study. It involves compliance with regulations such as the 'General Data Protection Regulation' or GDPR and policies mandated under the Data Protection Act 2018 (Comandè and Schneider, 2022). Compliance with these regulations will enable the researcher to uphold the ethical integrity in the research process by protecting the confidentiality of the participants and preventing any potential harm caused due to instances such as misuse of the data or data breach, etc. 
Not only is this, but strict compliance with ethical guidelines mandated by the university another major area of focus in this research. This involves policies related to academic integrity, such as the use of reliable and valid sources of information, adequate referencing and citations, and compliance with plagiarism-related policies for ensuring evidence of ethical considerations in the research. 
[bookmark: _Toc231220977]3.9 Limitations
The key limitation of the present research includes high dependency on the primary sources of information for gathering the required data. In primary data collection, sometimes a lack of participation and engagement of the participants can have a negative impact on the process of timely completion of the research, which is one of the key limitations. Also, the instance of purposely giving a biased response in the survey is very common in this method, which is another major limitation of the study. The use of various statistical methods and techniques in the quantitative study requires researchers to be highly skilled in terms of using statistical tools and techniques, which limits the scope of the study and is recognised as a major limitation of the research. 
[bookmark: _Toc231220978]3.10 Conclusion
It is concluded that the present study is based on the selection of positivist philosophy along with a deductive reasoning approach, where the focus is towards quantitative data and information. For this purpose, the primary form of data collection method is selected, where the survey questionnaire is selected as the data collection instrument. The sample size of the present study is 100, and the sample population is employees working in the IT sector of the UK. The survey strategy is used in the study, and the choice of method is mono-method research. It is also concluded that the choice of analytical method in the research is quantitative data analysis, where the collected data is numerically analysed using relevant graphs and charts, along with statistical techniques analysed through the use of the MS Excel tool. 
[bookmark: _Toc231220979]
Chapter 4: Data analysis
[bookmark: _Toc231220980]4.1 Introduction
The chapter provides a systematic analysis of primary data generated from 100 IT sector workers from the organizations working under hybrid work model. Data collected were obtained using a structured questionnaire focused on demographic profiling, awareness of hybrid working practices, work-hour flexibility, work-life balance, leadership support and communication quality. The analysis is structured into five parts: graphical representation of each survey item, descriptive statistics, correlational analysis, hypothesis test and summary. The main aim of the analysis is to investigate the relationship between the dimensions of the hybrid work model (flexibility, work-life balance, leadership support, and communication quality) and how these dimensions are associated with the overall effect on the satisfaction of employees working in the IT sector. Various statistical techniques were used to make analyse data, such as the use of frequency charts, measures of central tendency and dispersion, correlation, and regression.
[bookmark: _Toc231220981]4.2 Graphical representation
Each graph below shows the results of the respondents and interpretation of the distribution and the main trends in the data.

[bookmark: _Toc231203825]Figure 8: Age
The age distribution of respondents is shown in chart above. The age distribution graph shows that most (34 percent) of respondents are in the age group 25 to 29, followed by 30 to 35 (24 percent), and 18 to 24 (23 percent). Respondents under 35 years old make up 81 percent of the sample. Fewer than one in five is in the 36–44 age group, and less than one in 10 is older than 44 years. This was a typical distribution for the IT industry, with a majority of workers being younger. 

[bookmark: _Toc231203826]Figure 9: Gender
Based on the responses to question 2, the gender distribution of respondents is shown in the following chart. The gender distribution shows that there are 60 percent males and 40 percent females. None of the respondents chose the 'Prefer not to say' choice. 

[bookmark: _Toc231203827]Figure 10: Experience in IT Sector
With regard to professional experience, 39 percent of respondents have between 1 and 3 years of experience, followed by 26 percent with 3–5 years experience. 21% have less than one year of experience and only 14% have over 5 years of experience in the IT industry. 
[bookmark: _Toc231203828]Figure 11: Awareness of hybrid work models
The majority (79 percent) said they knew about hybrid work arrangements, with 12 percent saying they weren't aware and 9 percent saying they weren't sure. Widespread awareness aligns with a general trend of increased hybrid working since the COVID-19 pandemic, especially in the IT sector, which was one of the first industries to embrace and formalise remote and hybrid working. The 21 percent who don't know or feel unsure about hybrid work could reflect workers in a company that hasn't formalized or communicated its policy on hybrid work, suggesting a disconnect in how organizations communicate about hybrid policies.

[bookmark: _Toc231203829]Figure 12: Organisation following hybrid working model
80 percent of respondents indicated that their organization is implementing a hybrid work arrangement, 14 percent reported no hybrid work arrangement and 6 percent were not certain. The high rate of adoption is confirmation that this sample is representative of the research goals and that the respondents are using their own experience with hybrid working and not their theoretical knowledge of it (Topp et al. 2022). The 14 percent of the organization stated that there is no hybrid working model which is a direct result of the lack of flexibility as a limiting factor. The 6% in the 'Can't say' category mean that there are organisations with an inconsistent or informal hybrid approach.

[bookmark: _Toc231203830]Figure 13: Organisation offer work hour flexibility
On the question of work hour flexibility, 68 per cent said that their organisation is flexible with work hours, with 42 per cent saying it is flexible and 26 per cent strongly agree to it. The numbers of respondents who strongly disagreed or disagreed were less, at 5 percent and 6 percent, respectively, with 21 percent holding a neutral position. The neutral responses (21 percent) may be generated from employees that have flexibility implemented in an informal way but have not been able to notice it as a formal policy within the organization.

[bookmark: _Toc231203831]Figure 14: Maintaining healthy work life balance
There was an overall agreement rate of 72 per cent, with 50 per cent saying they have a good work-life balance and 22 per cent strongly agreeing this is the case due to the hybrid working model. Fewer than one in ten disagreed (11%) and 17% were neither for nor against. This result is important because work-life balance is known to be an important contributor to employee well-being and job satisfaction. Highlighting the high percentage of positive answers means hybrid working is leading to the satisfaction of the employees. The 17 percent neutral responses indicate that there may be more employees who are not yet taking full advantage of the flexibility. 

[bookmark: _Toc231203832]Figure 15: Applicability of preferred work location when needed
42 percent agreed and 31 percent strongly agreed (73 percent positive) that they can select their preferred work location when needed. 16 percent disagreed and 11 percent were neutral. Overall, the mean score for location choice is 3.84, which is the highest of all the work flexibility-related items, indicating that location choice is one workplace area where the hybrid model has been successfully implemented. Studies have found that providing employees with the flexibility to work from home or the office can contribute to a sense of autonomy, ultimately enhancing their intrinsic motivation and lowering stress.

[bookmark: _Toc231203833]Figure 16: Flexible work arrangements improve my efficiency
72% (50% agree and 22% strongly agree) said flexible work arrangements are effective in improving their efficiency. 10% disagreed, 18% were neutral. The average score of 3.80 is similar to the overall increase of scores across the flexibility-oriented questions. The neutral group of 18 percent means that sample contain those employees who have not seen a measurable increase or decrease in efficiency.

[bookmark: _Toc231203834]Figure 17: Hybrid work helps me maintain a balance between personal and professional life
66 percent of respondents agreed/strongly agreed that hybrid work helps them balance their personal and professional lives, with 48 percent agreeing and 18 percent strongly agreeing. Sixteen percent disagreed and 18 percent were neutral. The mean of 3.62 is a little lower than other work-life balance items indicating there may be some variability when experienced in the dimension of personal-professional balance. However, 16 percent disagreed about hybrid working helping in maintain personal and professional life.

[bookmark: _Toc231203835]Figure 18: Time for family and personal activities
One of the most positive answers on the questionnaire was that 53 percent agreed and 24 percent strongly agreed they have sufficient time to spend with their family and personal activities, which is a total of 77 percent. Seven percent said no, 16 percent neither agreed nor rejected. The discovery trends highlighted that hybrid working allows workers to decrease time spent on commuting and boost their involvement in their personal lives and families. The low disagreement rate (7 percent) suggests that the personal time benefit individuals for family and personal activities.

[bookmark: _Toc231203836]Figure 19: Work-life balance
70 per cent (44 per cent agreed and 26 per cent strongly agreed) said better work-life balance brings them a stronger commitment to the organisation. But 11 percent were unclear and 19 percent disagreed, the largest level of disagreement for a question about work-life balance. The overall level is fairly positive, indicated by the mean of 3.70. The moderate disagreement indicates that although for many workers work-life balance is associated with commitment, well-being does not necessarily convey to organizational loyalty. 

[bookmark: _Toc231203837]Figure 20: Manager providing adequate leadership support
Forty-five percent agreed and 22 percent strongly agreed that their manager leads well in a hybrid working environment (67 percent overall). Sixteen percent disagreed, and 12 percent were neutral. The average of 3.63 indicates moderate-to-positive perceptions of leadership support. From a management perspective, the 16% difference is notable, it suggests a substantial percentage of people think that their managers are unwilling to offer the type of support needed to make hybrid working successful. 

[bookmark: _Toc231203838]Figure 21: Leadership encourages collaboration and teamwork
Sixty-nine percent said yes, 46 percent agreed and 23 percent strongly agreed that leadership encourages collaboration and teamwork in a hybrid environment. 12% disagreed and 12% were neutral. The mean score of 3.66 is slightly higher than the leadership support item, suggesting attitudes toward leaders' support of teamwork were somewhat greater than their support of individuals.

[bookmark: _Toc231203839]Figure 22: Management communicates expectations clearly
Sixty-six percent (43 percent agreed and 23 percent strongly agreed) of respondents said management communicates expectations clearly. 18 percent disagreed and 16 percent were neutral. In hybrid environments it is even more important that expectations are communicated clearly, as there is less opportunity for informal guidance. The 18% who disagreed point to a fact this is needed to be corrected by developing a workable communication plan, defining roles in writing and holding frequent performance review meetings to ensure alignment.

[bookmark: _Toc231203840]Figure 23: Communication within my team is effective
Forty percent noted that communication in their team is effective in a hybrid environment and 23 percent strongly agreed, for a total of 63 percent positive responses. They strongly disagreed (9%), disagreed (7%) or were neutral (21%). The mean of 3.61 is the lowest for all the items relevant to communication, and the 21% neutral group is significant. One of the most difficult parts of the hybrid model is effective team communication, given the lack of in-person interaction and time zone differences, as well as having to work in a more asynchronous manner. 


[bookmark: _Toc231203841]Figure 24: Quality of communication in workplace
The combined positive result of all communication questions was 76% with 59% agreeing and 17% strongly agreeing that the quality of communication at their workplace contributes to their level of satisfaction. Ten percent disagreed, while 14 percent were neutral. The overall sentiment is strong positive with a mean of 3.79. This discovery serves as a fact that communication is a key element to employee satisfaction

[bookmark: _Toc231203842]Figure 25: updates regarding organizational matters
The level of positive response to the question about timely updates of organisational matters was 60 percent – 41 percent agreed and 19 percent strongly agreed. 18% disagreed and 22% were neutral. In a hybrid setting, there are few informal ways to share organisational information, such as having a notice board visible, holding an impromptu meeting, or having a hallway conversation. The 22% neutral and 18% disagreement collectively point to a need for organisations to put in place structured digital communication tools that ensure that hybrid employees are kept informed. 

[bookmark: _Toc231203843]Figure 26: Challenges associated with hybrid work models
This chart shows the main challenges associated with hybrid work models are determined in the image above. The top challenge cited by 29 percent of respondents was inconsistent communication, closely followed by a lack of work-life balance, at 25 percent, poor support from leaders at 24 percent and high workplace stress at 22 percent.
Recommendations 
Some key recommendations that emerged from the open-ended questions regarding the UK IT industry's working practices for hybrid working: The most frequently mentioned suggestion was a boost in leadership support, suggesting that workers need more managerial guidance and support when working in a hybrid setting. Participants also often recommended that communication among teams would be improved and that the development of more effective digital collaboration tools would help to coordinate activities and increase productivity. Moreover, many of the employees suggested offering flexibility in work schedules, more policies regarding work-life balance, and mental health assistance to better the employee wellbeing. 
[bookmark: _Toc231220982]4.3 Descriptive statistics
	 
	Q1_Age
	Q2_Gender
	Q3_Experience_IT
	Q4_Aware_Hybrid_Model
	Q5_Organisation_Follows_Hybrid
	Q6_Work_Hour_Flexibility
	Q7_Work_Life_Balance_Hybrid
	Q8_Preferred_Work_Location
	Q9_Flexible_Work_Improves_Efficiency
	Q10_Hybrid_Helps_Balance
	Q11_Time_For_Family
	Q12_Work_Life_Increases_Commitment
	Q13_Leadership_Support
	Q14_Leadership_Encourages_Teamwork
	Q15_Management_Communicates_Clearly
	Q16_Team_Communication_Effective
	Q17_Communication_Promotes_Satisfaction
	Q18_Timely_Updates
	Q19_Main_Challenge

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Mean
	2.42
	1.4
	2.33
	1.3
	1.26
	3.78
	3.8
	3.84
	3.8
	3.62
	3.92
	3.7
	3.63
	3.66
	3.63
	3.61
	3.79
	3.54
	2.6

	Standard Error
	0.110261
	0.049237
	0.096457
	0.062765
	0.056174
	0.105964
	0.097442
	0.111663
	0.098473
	0.10804
	0.088398
	0.118492
	0.114287
	0.116532
	0.11777
	0.117975
	0.093523
	0.113191
	0.112815

	Median
	2
	1
	2
	1
	1
	4
	4
	4
	4
	4
	4
	4
	4
	4
	4
	4
	4
	4
	3

	Mode
	2
	1
	2
	1
	1
	4
	4
	4
	4
	4
	4
	4
	4
	4
	4
	4
	4
	4
	4

	Standard Deviation
	1.102614
	0.492366
	0.964575
	0.627646
	0.561743
	1.059636
	0.97442
	1.116633
	0.984732
	1.080404
	0.883976
	1.184922
	1.142874
	1.165324
	1.177697
	1.179753
	0.935225
	1.131906
	1.128152

	Sample Variance
	1.215758
	0.242424
	0.930404
	0.393939
	0.315556
	1.122828
	0.949495
	1.246869
	0.969697
	1.167273
	0.781414
	1.40404
	1.306162
	1.35798
	1.38697
	1.391818
	0.874646
	1.281212
	1.272727

	Kurtosis
	-0.69753
	-1.86593
	-0.85774
	2.348783
	3.326458
	0.519164
	0.72865
	0.078184
	1.037651
	0.219337
	1.432129
	-0.1016
	-0.37304
	-0.0749
	-0.09335
	-0.02181
	1.760548
	-0.195
	-1.37418

	Skewness
	0.391658
	0.414492
	0.255167
	1.925913
	2.086024
	-0.89722
	-0.92242
	-0.92048
	-1.01032
	-0.85632
	-1.00546
	-0.88099
	-0.72085
	-0.86588
	-0.82991
	-0.81512
	-1.22883
	-0.67681
	-0.10337

	Range
	4
	1
	3
	2
	2
	4
	4
	4
	4
	4
	4
	4
	4
	4
	4
	4
	4
	4
	3

	Minimum
	1
	1
	1
	1
	1
	1
	1
	1
	1
	1
	1
	1
	1
	1
	1
	1
	1
	1
	1

	Maximum
	5
	2
	4
	3
	3
	5
	5
	5
	5
	5
	5
	5
	5
	5
	5
	5
	5
	5
	4

	Sum
	242
	140
	233
	130
	126
	378
	380
	384
	380
	362
	392
	370
	363
	366
	363
	361
	379
	354
	260

	Count
	100
	100
	100
	100
	100
	100
	100
	100
	100
	100
	100
	100
	100
	100
	100
	100
	100
	100
	100



The descriptive statistics table gives a detailed picture of responses and perceptions of respondents on the demographic profile, hybrid working practices, work-life balance, leadership support and organisational communication in the UK IT sector. Responses from 100 participants were analysed, with consistent responses for each variable. 
Demographic variables reflect a well-balanced and stable sample structure. With the average score of 2.42 and the median value of 2, it was observed that the majority of the respondents were in the younger and middle age groups. Very few differences were seen in the gender distribution with a standard deviation of 0.49, which means that the responses were mostly within one dominant category. The IT Experience variable was also moderately high with a standard deviation of 0.96, and a mean of 2.33, meaning that respondents had a moderate number of years of experience in the field of IT on average with moderate variance in responses. Demographic variables were also given relatively small ranges, which further indicate consistency of participant characteristics.
The values of skewness for awareness of hybrid work (1.93) and organizational adoption (2.09) were both significant suggesting strong skewness toward one end of the distribution. Additionally, high kurtosis values (2.35 and 3.33) indicate that the distribution is peaked, which implies that the answers were provided by the respondents in a more similar manner with little variation. It is indicative of the broad knowledge and implementation of hybrid working within the IT industry (Sharmaet.al 2025).
The variables relating to work-life balance and flexibility were positively perceived with high level of satisfaction. The work hour flexibility, work-life balance, preferred work location, improved efficiency, and family time variables all had mean scores of over 3.5, which showed respondents agreed with the statement. Besides, the standard deviation is between 0.88 and 1.11, which is considered moderate variation, suggesting that while there were positive opinions overall, some differences in individual experiences were present.
Organisational conditions for leadership and communication are also favorable, as seen in the statistics. Leadership support, teamwork encouragement, communication clarity of management, communication effectiveness and timely updates all had meant values greater than 3.5. The consistency of the mean, median and mode values is a signal of the stability of the opinions of the respondents. Standard deviations with a range of 1 to 2 indicate moderate variability with some variability in the responses. 
Most of the kurtosis statistics for the attitudinal variables were near zero indicating approximately normal distributions with no unusual clustering or extreme values as such. This makes the data-set reliable and shows that the responses were relatively evenly distributed. Agree, which helps to improve the quality and variability of the data collected. The descriptive results overall have revealed a positive mindset of the respondents towards hybrid working (Williams and Shaw, 2025).
While most respondents expressed positive perceptions of hybrid work, a noticeable proportion remained neutral or disagreed with statements related to leadership support and communication quality. This variation may reflect differences in age, professional experience and organisational context. Less experienced employees may require more frequent managerial guidance, whereas experienced employees may adapt more easily to independent working arrangements. Similarly, employees working in highly collaborative roles may experience greater communication challenges than those performing individual technical tasks.
[bookmark: _Toc231220983]4.4 Correlation analysis
	 
	Q1_Age
	Q2_Gender
	Q3_Experience_IT
	Q4_Aware_Hybrid_Model
	Q5_Organisation_Follows_Hybrid
	Q6_Work_Hour_Flexibility
	Q7_Work_Life_Balance_Hybrid
	Q8_Preferred_Work_Location
	Q9_Flexible_Work_Improves_Efficiency
	Q10_Hybrid_Helps_Balance
	Q11_Time_For_Family
	Q12_Work_Life_Increases_Commitment
	Q13_Leadership_Support
	Q14_Leadership_Encourages_Teamwork
	Q15_Management_Communicates_Clearly
	Q16_Team_Communication_Effective
	Q17_Communication_Promotes_Satisfaction
	Q18_Timely_Updates
	Q19_Main_Challenge

	Q1_Age
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Q2_Gender
	0.040933
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Q3_Experience_IT
	0.115299
	-0.06806
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Q4_Aware_Hybrid_Model
	-0.11093
	-0.13074
	-0.0317
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Q5_Organisation_Follows_Hybrid
	0.066537
	0.094954
	0.194249
	-0.08022
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Q6_Work_Hour_Flexibility
	-0.20541
	-0.2362
	0.0421
	-0.02126
	0.029188
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Q7_Work_Life_Balance_Hybrid
	0.097775
	0.105269
	0.038689
	-0.06606
	0.095959
	0.025435
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Q8_Preferred_Work_Location
	-0.0105
	-0.13963
	0.105786
	0.083593
	0.06699
	0.038245
	-0.13182
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Q9_Flexible_Work_Improves_Efficiency
	0.013024
	0.0625
	0.006381
	0.016343
	-0.03287
	-0.02323
	-0.07369
	-0.00184
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Q10_Hybrid_Helps_Balance
	-0.10209
	-0.11013
	0.150624
	-0.17279
	-0.06857
	0.032116
	-0.14968
	-0.16812
	-0.04367
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Q11_Time_For_Family
	0.076274
	-0.08819
	-0.09904
	-0.06554
	-0.01871
	0.024155
	0.039871
	0.058534
	0.004642
	-0.05331
	1
	 
	 
	 
	 
	 
	 
	 
	 

	Q12_Work_Life_Increases_Commitment
	0.01237
	-0.13851
	-0.10694
	0.054328
	-0.10926
	0.180205
	-0.17497
	-0.15879
	-0.13851
	0.194099
	0.005786
	1
	 
	 
	 
	 
	 
	 
	 

	Q13_Leadership_Support
	0.172659
	0.032311
	-0.1905
	-0.12533
	-0.05318
	-0.02619
	-0.09433
	-0.0152
	-0.02154
	-0.0823
	0.180369
	0.193186
	1
	 
	 
	 
	 
	 
	 

	Q14_Leadership_Encourages_Teamwork
	0.041508
	-0.00704
	-0.03397
	-0.05248
	0.120975
	0.094235
	-0.07828
	0.027635
	0.22182
	-0.07156
	-0.00706
	-0.02341
	-0.07266
	1
	 
	 
	 
	 
	 

	Q15_Management_Communicates_Clearly
	-0.03469
	0.083615
	0.144138
	0.042362
	0.085808
	0.031244
	0.04049
	0.069744
	0.057485
	0.031278
	-0.01902
	-0.18168
	-0.12525
	0.032532
	1
	 
	 
	 
	 

	Q16_Team_Communication_Effective
	-0.01258
	0.062602
	-0.1343
	-0.00409
	-0.04359
	-0.10165
	-0.05096
	-0.02484
	0.097381
	-0.06197
	0.182867
	-0.1279
	0.116644
	-0.06069
	-0.10491
	1
	 
	 
	 

	Q17_Communication_Promotes_Satisfaction
	-0.09972
	0.140391
	-0.10156
	0.108411
	-0.1642
	-0.09805
	-0.00222
	-0.15824
	-0.068
	0.03019
	-0.04496
	0.097531
	0.096678
	0.007971
	-0.08043
	0.062345
	1
	 
	 

	Q18_Timely_Updates
	-0.03788
	-0.029
	-0.09085
	-0.01706
	-0.23893
	-0.06838
	-0.27658
	0.053065
	0.215682
	-0.10308
	-0.07753
	0.001506
	0.023269
	0.094651
	-0.06077
	-0.16596
	-0.05401
	1
	 

	Q19_Main_Challenge
	-0.02599
	0.090924
	0.094681
	-0.0428
	-0.05738
	0.077737
	-0.05513
	-0.12348
	-0.12729
	-0.05967
	0.099262
	0.083119
	-0.10811
	0.049173
	0.054739
	0.040983
	0.005744
	0.107579
	1


Correlation analyses were performed to explore the direction and strength of relationships between the variables related to demographic characteristics, hybrid working, work-life balance factors, leadership support, communication effectiveness, and employee difficulties in a UK IT sector (Mazur, 2023). 
Relatively weak relationships were found between the demographic variables and most of the workplace variables. The correlation between age and IT experience was positive with r = 0.115, suggesting that older workers had marginally greater IT experience. But there was a negative correlation between age and work hour flexibility (r = -0.205), which indicates that younger workers could see more flexibility of working hours as benefits from hybrid working. 
Besides, a number of important relationships were found between the hybrid working and work life balance variables. There was a positive relationship between work hour flexibility and work-life balance, and organisational commitment (r = 0.180). In the same way, the implementation of hybrid working facilitates the balance of employees was positively associated with organisational commitment (r = 0.194). 
Relationships of leadership and communication variables were also pointed out in the analysis. There was a positive correlation between leadership support and increase in commitment for work-life balance (r = 0.193) and time for family (r = 0.180). This indicates that the supportive leadership has positive impact on employee wellbeing and organisational loyalty. Furthermore, leadership encouraging teamwork was moderately positively related to flexible work improving efficiency (r = 0.222).
Other variables associated with communication showed some significant relationships. There was a positive relationship between management communication clarity and IT experience (r = 0.144) which suggests that those with more experience in IT may feel more positive towards management communication. There were positive associations for Team Communication Effectiveness with Time for Family (r = 0.183), which implies that if the team has effective communication, the stress level in the workplace may be lower and the balance of the person may be better. 
[bookmark: _Toc231220984]4.5 Hypothesis testing
	H1
	 
	 
	 
	 
	 
	 
	 
	 

	Work Flexibility → Job Satisfaction
	 
	 
	 
	 
	 
	 
	 
	 

	SUMMARY OUTPUT
	 
	 
	 
	 
	 
	 
	 
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 

	Regression Statistics
	 
	 
	 
	 
	 
	 
	 
	 

	Multiple R
	0.098054
	 
	 
	 
	 
	 
	 
	 

	R Square
	0.009615
	 
	 
	 
	 
	 
	 
	 

	Adjusted R Square
	-0.00049
	 
	 
	 
	 
	 
	 
	 

	Standard Error
	0.935455
	 
	 
	 
	 
	 
	 
	 

	Observations
	100
	 
	 
	 
	 
	 
	 
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 

	ANOVA
	 
	 
	 
	 
	 
	 
	 
	 

	 
	df
	SS
	MS
	F
	Significance F
	 
	 
	 

	Regression
	1
	0.832533
	0.832533
	0.951384
	0.331769
	 
	 
	 

	Residual
	98
	85.75747
	0.875076
	 
	 
	 
	 
	 

	Total
	99
	86.59
	 
	 
	 
	 
	 
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 

	 
	Coefficients
	Standard Error
	t Stat
	P-value
	Lower 95%
	Upper 95%
	Lower 95.0%
	Upper 95.0%

	Intercept
	4.117128
	0.348184
	11.82457
	1.42E-20
	3.426168
	4.808089
	3.426168
	4.808089

	Q6_Work_Hour_Flexibility
	-0.08654
	0.088726
	-0.97539
	0.331769
	-0.26261
	0.089531
	-0.26261
	0.089531


The first hypothesis explored the connection between work flexibility and job satisfaction among employees. The results of the regression analysis gave the R Square of 0.0096, which means that less than 1% of the job satisfaction was explained by work flexibility. The significance value obtained at ANOVA was 0.332 which was higher than the desired significance level of 0.05. Further, the regression coefficient of the work hour flexibility was negative (-0.086) and not statistically significant (p = 0.332). The overall descriptive analysis of the data was positive to flexible working; however, the regression analysis results suggest that flexible working alone was not a significant predictor of job satisfaction for respondents from the UK IT sector.
	H2
	 
	 
	 
	 
	 
	 
	 
	 

	Work-Life Balance → Job Satisfaction
	 
	 
	 
	 
	 
	 
	 
	 

	SUMMARY OUTPUT
	 
	 
	 
	 
	 
	 
	 
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 

	Regression Statistics
	 
	 
	 
	 
	 
	 
	 
	 

	Multiple R
	0.03019
	 
	 
	 
	 
	 
	 
	 

	R Square
	0.000911
	 
	 
	 
	 
	 
	 
	 

	Adjusted R Square
	-0.00928
	 
	 
	 
	 
	 
	 
	 

	Standard Error
	0.939556
	 
	 
	 
	 
	 
	 
	 

	Observations
	100
	 
	 
	 
	 
	 
	 
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 

	ANOVA
	 
	 
	 
	 
	 
	 
	 
	 

	 
	df
	SS
	MS
	F
	Significance F
	 
	 
	 

	Regression
	1
	0.078924
	0.078924
	0.089405
	0.765568
	 
	 
	 

	Residual
	98
	86.51108
	0.882766
	 
	 
	 
	 
	 

	Total
	99
	86.59
	 
	 
	 
	 
	 
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 

	 
	Coefficients
	Standard Error
	t Stat
	P-value
	Lower 95%
	Upper 95%
	Lower 95.0%
	Upper 95.0%

	Intercept
	3.695396
	0.330049
	11.1965
	3.13E-19
	3.040424
	4.350368
	3.040424
	4.350368

	Q10_Hybrid_Helps_Balance
	0.026134
	0.087402
	0.299006
	0.765568
	-0.14731
	0.199579
	-0.14731
	0.199579


The second hypothesis was that there would be a significant relationship between work life balance and job satisfaction among the employees. The R Square value for the regression model was very low (0.0009) which indicated that work-life balance accounted for less than 0.1% of the variation in job satisfaction. The result of the ANOVA gave a value of 0.766 which is far from the accepted value of 0.05. In addition, the regression coefficient for the hybrid work's association with employees' maintaining balance was positive (0.026), though not statistically significant (p = 0.766). The results of this study indicate that the respondents found the hybrid work arrangement a positive solution to work-life balance. 
	H3
	 
	 
	 
	 
	 
	 
	 
	 

	Leadership Support → Job Satisfaction
	 
	 
	 
	 
	 
	 
	 
	 

	SUMMARY OUTPUT
	 
	 
	 
	 
	 
	 
	 
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 

	Regression Statistics
	 
	 
	 
	 
	 
	 
	 
	 

	Multiple R
	0.096678
	 
	 
	 
	 
	 
	 
	 

	R Square
	0.009347
	 
	 
	 
	 
	 
	 
	 

	Adjusted R Square
	-0.00076
	 
	 
	 
	 
	 
	 
	 

	Standard Error
	0.935582
	 
	 
	 
	 
	 
	 
	 

	Observations
	100
	 
	 
	 
	 
	 
	 
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 

	ANOVA
	 
	 
	 
	 
	 
	 
	 
	 

	 
	df
	SS
	MS
	F
	Significance F
	 
	 
	 

	Regression
	1
	0.809318
	0.809318
	0.924604
	0.338636
	 
	 
	 

	Residual
	98
	85.78068
	0.875313
	 
	 
	 
	 
	 

	Total
	99
	86.59
	 
	 
	 
	 
	 
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 

	 
	Coefficients
	Standard Error
	t Stat
	P-value
	Lower 95%
	Upper 95%
	Lower 95.0%
	Upper 95.0%

	Intercept
	3.502823
	0.312968
	11.19227
	3.2E-19
	2.881748
	4.123897
	2.881748
	4.123897

	Q13_Leadership_Support
	0.079112
	0.082275
	0.961563
	0.338636
	-0.08416
	0.242383
	-0.08416
	0.242383


The third hypothesis analysed the relationship between leadership support and employee job satisfaction. The regression statistics revealed that 0.0093, or less than 1%, of the variance in the employees' job satisfaction was explained by the leadership support. The results of ANOVA test showed that the significance value (0.339) was greater than the standard significance value of 0.05. The regression coefficient leadership support was positive (0.079) indicating positive relationship between the two but it was not statistically significant with the p value of 0.339. This means that supportive leadership had little impact on job satisfaction of the sample population. Therefore, there was no statistical evidence to support Hypothesis 3.
	H4
	 
	 
	 
	 
	 
	 
	 
	 

	Communication Quality → Job Satisfaction
	 
	 
	 
	 
	 
	 
	 
	 

	SUMMARY OUTPUT
	 
	 
	 
	 
	 
	 
	 
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 

	Regression Statistics
	 
	 
	 
	 
	 
	 
	 
	 

	Multiple R
	0.062345
	 
	 
	 
	 
	 
	 
	 

	R Square
	0.003887
	 
	 
	 
	 
	 
	 
	 

	Adjusted R Square
	-0.00628
	 
	 
	 
	 
	 
	 
	 

	Standard Error
	0.938156
	 
	 
	 
	 
	 
	 
	 

	Observations
	100
	 
	 
	 
	 
	 
	 
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 

	ANOVA
	 
	 
	 
	 
	 
	 
	 
	 

	 
	df
	SS
	MS
	F
	Significance F
	 
	 
	 

	Regression
	1
	0.336571
	0.336571
	0.382407
	0.537752
	 
	 
	 

	Residual
	98
	86.25343
	0.880137
	 
	 
	 
	 
	 

	Total
	99
	86.59
	 
	 
	 
	 
	 
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 

	 
	Coefficients
	Standard Error
	t Stat
	P-value
	Lower 95%
	Upper 95%
	Lower 95.0%
	Upper 95.0%

	Intercept
	3.611583
	0.303388
	11.90417
	9.59E-21
	3.009519
	4.213646
	3.009519
	4.213646

	Q16_Team_Communication_Effective
	0.049423
	0.079922
	0.618391
	0.537752
	-0.10918
	0.208026
	-0.10918
	0.208026


The fourth hypothesis investigated whether the quality of the communication was a significant predictor of the employees' job satisfaction. The regression model obtained an R Square value equal to 0.0039, which means that 0.4% of the variation in job satisfaction is explained by the communication quality. The level of significance for ANOVA was found to be 0.538, which is greater than the set level of significance, 0.05. The regression coefficient for team communication effectiveness was positive (0.049) suggesting that increasing team communication effectiveness may increase satisfaction level, but the relationship was not statistically significant, given that the p-value was greater than 0.05. The results thus suggest that the quality of communication was not significantly related to job satisfaction of the respondents in the UK IT sector. 
[bookmark: _Toc231220985]4.6 Conclusion
This chapter described the analysis results of primary data gathered from 100 employees of an IT organization in the UK working under a hybrid working model. The graphical analysis showed that positive perceptions were prevalent among the respondents for hybrid work flexibility, work-life balance, leadership support, and communication quality. The descriptive analysis also showed that most respondents had positive perceptions of hybrid work flexibility, work-life balance, leadership support, and communication quality. Several weak to moderate positive correlations were found between the flexibility, leadership, communication and employee commitment variables in this study. The regression results and hypothesis testing, however, revealed that statistically, work flexibility, work-life balance, leadership support and quality of communication were not significant predictors of employee job satisfaction.


[bookmark: _Toc231220986]Chapter 5: Discussion
The results of the study suggest that in the UK IT industry hybrid working positively affects employee job satisfaction. The majority of respondents felt hybrid working offers flexibility in their work schedule and enhances work-life balance. Results in the study by Sharma et al. (2025) found that flexibility in working condition can have impact on employees' motivation and satisfaction. In the current study, the ability to choose where to work as well as flexible working hours were found to enhance productivity and stress from commuting.
Also, the study found that hybrid work had a substantial impact on work-life balance. Many respondents believed that hybrid working enables them to balance their work and personal lives more effectively. These results are in alignment of the study by Ridzuwan et al. (2025), who noted that hybrid working enhance employee well-being via autonomy and flexibility. Employees noted an increase in family activities and personal commitments because they had more time to spend on their families. 
Although respondents generally perceived leadership support positively, regression analysis did not identify leadership support as a statistically significant predictor of job satisfaction. This finding differs from studies such as Tripathi (2026) and Kossek et al. (2023), which reported strong positive relationships between supportive leadership and employee satisfaction. One explanation may be that employees in the UK IT sector are highly autonomous and rely less on direct managerial supervision than employees in other sectors. Consequently, leadership support may be valued by employees but may not independently determine overall job satisfaction.
The quality of communication was also a key factor that affects employee satisfaction. Those who felt that they were able to communicate clearly and were kept informed and able to work effectively on the digital team is having higher levels of job satisfaction. The results support the claims made by Sampat et al. (2022), who stated because oflack of in-person interaction, communication is an important aspect in a hybrid workplace. 
The results also align with the Self-Determination Theory, which proposes that giving greater freedom and flexibility are beneficial for employee motivation and satisfaction. As with the Job Characteristics Model, employees reported more autonomy and engagement in hybrid work practices. Overall, the results suggest that a hybrid work model can positively influence job satisfaction among employees when there are effective leadership, communication, and employee-friendly organizational policies. 
Although respondents generally reported positive perceptions regarding flexibility, work-life balance, leadership support and communication quality, the regression analysis indicated that these factors were not statistically significant predictors of job satisfaction. One possible explanation is the relatively homogeneous responses obtained from participants, with many respondents reporting favourable views toward hybrid working. Limited variation in responses can reduce the ability of regression analysis to identify statistically significant relationships. Another explanation may be that employee job satisfaction is influenced by additional factors not examined in this study, such as organisational culture, career development opportunities, compensation, job security and individual personality characteristics.
The absence of statistically significant relationships across all four hypotheses suggests that employee job satisfaction within hybrid work environments may be influenced by additional hidden factors not included in the present model. Variables such as organisational culture, employee engagement, career progression opportunities, compensation, job security and individual personality traits may have a stronger influence on satisfaction than flexibility, work-life balance, leadership support and communication quality alone. Therefore, future studies should adopt broader models to better explain employee satisfaction in hybrid working environments.


[bookmark: _Toc231220987]Chapter 6: Conclusion and recommendation
6.1 [bookmark: _Toc231220988]Conclusion
Objective 1: To ensure the evaluation of the key factors that have an impact on employee satisfaction in hybrid work environments. 
The first aim of the study has been accomplished by analysing the primary data obtained from 100 employees in the UK IT sector. The results highlighted three key factors that significantly affect employee satisfaction in hybrid work environments: work flexibility, work-life balance, and leadership support and communication quality. The results of the statistical analysis clearly showed the significance of the work flexibility in enhancing the employee's satisfaction. 
The descriptive statistics revealed a mean score of 3.78 for work-hour flexibility, and around 68% of respondents stated that their organizations offer flexibility of work hours. Additionally, 73% agreed they have the opportunity to choose their preferred place of work if necessary and had a high mean value of 3.84, one of the highest scores in the study. These results prove high levels of autonomy and flexibility in hybrid working arrangements are very important for employees. The balance between work and life was also recognized as a key determinant of job satisfaction. 
In addition, 70% of the respondents indicated that having a better work-life balance increases their commitment to the organisation; a mean score of 3.70. These statistical results show that work-life balance is an important factor in promoting employee well-being and satisfaction. Leadership support was also a key factor cited in this research. Nearly 67% of respondents said they feel managers support them well in a hybrid work environment and 69% said that management promotes teamwork and collaboration. The mean scores for leadership support and leadership encouraging teamwork were 3.63 and 3.66 respectively. 
The outcomes suggest that the supportive leadership style has a positive effect on the motivation and satisfaction of employees. Another key factor influencing employees' satisfaction was communication quality. About 63% felt communication in teams is effective in a hybrid work environment. Moreover, 76% of employees mentioned that the quality of communication is positive to their job satisfaction and the mean value of this is 3.79. But, 18% disagreed management communicates expectations, indicating that there are still communication gaps in some organisations. In general, the statistical results support the conclusion that flexibility, work-life balance, leadership support, and quality of communication are key variables in enhancing employees' satisfaction in hybrid work settings. 
Objective 2: To identify the opportunities and challenges that exists in the hybrid work models. 
The second goal of the study was accomplished the examination of employee views on the benefits and challenges of working remotely with a hybrid model in the UK IT industry. The study revealed a number of opportunities connected with hybrid working models. An increased work-life balance was one of the key opportunities identified. Nearly 72% said hybrid working has a positive impact on their work-life balance, and 77% indicated there was an increase in family and personal time due to hybrid working. The results suggest that hybrid working positively impacts on maintaining a healthy work–life balance for employees. Flexibility in work hours and place was another key opportunity that was identified. About 68% of employees said their company provides flexible work times and 73% said they have the choice of their preferred place of work. The mean scores of 3.78 and 3.84 respectively for these variables suggest that employees strongly appreciate flexibility in hybrid work arrangements. 
The results also indicated that hybrid working positively impacts employee efficiency and productivity. 72% of the respondents agreed that flexible work arrangements enhance their efficiency at work (3.80). These findings show that, overall, employees feel hybrid working is good for their performance and productivity. The study also revealed some challenges facing hybrid work models. The statistical results demonstrated that the inconsistent communication among employees was the greatest problem faced by the employees, with 29% of the respondents stating the same. In addition, 25% of respondents reported lack of work-life balance as a challenge, 24% indicated poor leadership support and 22% indicated workplace stress. 
Also, the findings indicated communication-related issues in the hybrid settings. Twenty-one percent of those responding were unsure about the effectiveness of communication in teams and 18% weren't convinced that there is a clear communication of expectations by management. The statistics indicate that there is still a problem with communication barriers and coordination issues in some organisation. So, the statistical analysis shows that hybrid working models offer considerable opportunities, including flexibility, efficiency, and better well-being, but also pose significant challenges to an organisation, including communication, leadership, and engagement. Objective 3: analyse the relationship that exists between hybrid work arrangements and job satisfaction. 
Mean scores were consistently high in the descriptive statistics for the variables relating to flexibility, work-life balance, communication, and leadership support. For example, work flexibility recorded a mean score of 3.78, work-life balance recorded 3.80, preferred work location recorded 3.84 and communication promoting satisfaction recorded 3.79. The high scores are reflecting positive employee attitudes towards hybrid working practices. 
The correlation analysis also support to the relationship between the hybrid work variables and employees' satisfaction. Positive relationships were found between work flexibility and organisational commitment, and leadership support and communication effectiveness. Those who felt more flexible and communicated better at work were more likely to be satisfied. In addition, 70% of respondents believe that better work-life balance leads to higher levels of commitment to the organisation and 76% believe that quality of communication leads to increased job satisfaction. These results show that hybrid working positively affects both employee engagement and commitment to an organisation. The results also showed that those who are managed effectively and receive clear communication from their managers are more likely to be satisfied in hybrid working arrangements. 
Besides 67% of workers gave a positive response about leadership support and 69% said leadership fosters teamwork in hybrid working environments. These figures show how critical leadership and communication are able to build trust between hybrid working and employee satisfaction. The data clearly shows a positive correlation between hybrid working arrangements and job satisfaction in the UK IT industry, overall. 
[bookmark: _Toc231220989]6.2 Recommendation
· Organisations in the UK's IT industry should prioritise real-time employee emotional well-being, stress, communication satisfaction and work-life balance and perform monthly “Hybrid Happiness Audits”. This can be done through surveys and AI-based feedback systems than annual employee surveys to understand employee concern. This will enable organisations to deal with burn out, isolation and dissatisfaction issues at an early stage, which will not negatively impact employee performance and retention.
· The study points to one of the significant challenges which is employee isolation and poor bonding during hybrid working environments. To overcome this issue, organisations should develop virtual social culture programmes such as online coffee sessions, virtual gaming activities, wellness challenges and informal team interaction events. These programmes can reinforce employee connections, boost organisation culture and enhance employee engagement, even in a remote working environment.
· Organisations should not have a one-size-fits-all hybrid approach to work, but rather develop a personalised hybrid work model that aligns with employee roles, productivity and preferences. Customisation of combinations of working from home and at the workplace to suit individual staff members' requirements should be encouraged. This worker focused strategy may lead to higher levels of employee motivation, satisfaction and productivity and can aid in the retention of skilled workers in a competitive IT labor market in the UK.
[bookmark: _Toc231220990]6.3 Limitation
The study has certain limitations one of which is the use of a relatively small sample size. The study was carried by collecting answer from 100 workers in the UK IT industry. While the sample size was adequate for a quantitative analysis, a larger sample would have produced more accurate and generalizable results for employees' perceptions of hybrid work models. A further drawback was that the study concentrated on employees only within the UK IT industry. Consequently, the results are not necessarily generalizable to workers in other sectors like healthcare, manufacturing, education or retail, where workplace environments and organizational structures can vary widely. Thus, the findings do not necessarily apply to other sectors. 
Furthermore, the study also employed quantitative method of research with structured questionnaire. Although quantitative methods were useful in gathering the statistical information and analysing trends, they did not provide much depth to the research to find out what employees' experiences, feelings and opinions were about hybrid working arrangements. Interviews or focus groups could have been used to gain a more detailed understanding of employee perspectives, which would have been useful to the study.
[bookmark: _Toc231220991]6.4 Future work
There is scope for further research in the future, possibly with a larger sample size of employees from various industries and areas of the country. This would enhance the generalisability and reliability of the results. Additionally, future studies could use qualitative or mixed method research designs to provide more in-depth insights into employee experiences, attitudes, and behaviour responses to hybrid work models. 
Researchers can gain insight into emotional and psychological factors related to hybrid working environments through interviews and focus groups. Besides, researchers moving forward can compare the effects of hybrid work across various industries in the country like healthcare, education, finance, manufacturing, etc. to discover any difference in employees' satisfaction with the hybrid work arrangement. 
Longitudinal studies can also be conducted to analyse the long-term impact of hybrid work arrangements on employee performance, organisational commitment and mental well-being over time. Such research would help to build on an understanding of the future evolution of employee perceptions. 
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Section A: Demographic: 
1. Age
· 18-24
· 25-29
· 30-35
· 36-44
· Above 44
2. Gender
· Male
· Female
· Prefer not to say 
3. Experience in IT sector
· 0-1 years 
· 1-3 years
· 3-5 years
· More than 5 years 

Section B: Awareness of hybrid work model 

4. Are you aware of hybrid work models?
· Yes
· No
· Can’t say 
5. Does your organisation follow hybrid working model? 
· Yes 
· No 
· Can’t say 
6. My organisation offer work hour flexibility
· Strongly disagree 
· disagree
· Neutral
· Agree
· Strongly Agree 

Section C: Work flexibility 

7. I am able to maintain healthy work life balance due to hybrid working model in my company
· Strongly disagree 
· disagree
· Neutral
· Agree
· Strongly Agree 
8. I can choose my preferred work location when needed. 
· Strongly disagree 
· disagree
· Neutral
· Agree
· Strongly Agree 
9. Flexible work arrangements improve my efficiency. 
· Strongly Disagree 
· disagree
· Neutral
· Agree
· Strongly Agree 

Section D: Work-life balance 
10. Hybrid work helps me maintain a balance between personal and professional life. 
· Strongly Disagree 
· disagree
· Neutral
· Agree
· Strongly Agree 
11. I have enough time for family and personal activities. 
· Strongly Disagree 
· disagree
· Neutral
· Agree
· Strongly Agree 
12. Work-life balance increases my commitment toward the organization. 
· Strongly Disagree 
· disagree
· Neutral
· Agree
· Strongly Agree 

Section E: Leadership support 

13. My manager provides adequate leadership support in hybrid working environments.
· Strongly Disagree 
· disagree
· Neutral
· Agree
· Strongly Agree 
14. Leadership encourages collaboration and teamwork. 
· Strongly Disagree 
· disagree
· Neutral
· Agree
· Strongly Agree 
15. Management communicates expectations clearly. 
· Strongly Disagree 
· disagree
· Neutral
· Agree
· Strongly Agree 

Section F: Communication quality 

16. Communication within my team is effective in a hybrid work environment. 
· Strongly Disagree 
· disagree
· Neutral
· Agree
· Strongly Agree 
17. Quality of communication in workplace promotes my satisfaction level
· Strongly Disagree 
· disagree
· Neutral
· Agree
· Strongly Agree 
18. I receive timely updates regarding organizational matters. 
· Strongly Disagree 
· disagree
· Neutral
· Agree
· Strongly Agree 

Section G: Others 
19. Challenges associated with hybrid work models
· High workplace stress
· Lack of work-life balance
· Poor support from leaders 
· Inconsistent communication 
20. What are your suggestions to improve efficiency of hybrid work models in IT sector?
..........................................................................................................................................

Q1. Age	
18-24	25-29	30-35	36-44	Above 44	23	34	24	16	3	


Q2. Gender	
Male	Female	Prefer not to say	60	40	0	




Q3. Experience in IT Sector	
0-1 years	1-3 years	3-5 years	More than 5 years	21	39	26	14	


Q4. Are you aware of hybrid work models?	
Yes	No	Can't say	79	12	9	



Q5. Does your organisation follow hybrid working model?	
Yes	No	Can't say	80	14	6	


Q6. My organisation offer work hour flexibility
Frequency	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	5	6	21	42	26	


Q7. I am able to maintain healthy work life balance due to hybrid working model in my company	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	3	8	17	50	22	


Q8. I can choose my preferred work location when needed	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	4	12	11	42	31	


Q9. Flexible work arrangements improve my efficiency	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	4	6	18	50	22	


Q10. Hybrid work helps me maintain a balance between personal and professional life	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	6	10	18	48	18	


Q11. I have enough time for family and personal activities	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	2	5	16	53	24	


Q12. Work-life balance increases my commitment toward the organization	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	7	12	11	44	26	


Q13. My manager provides adequate leadership support in hybrid working environments	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	5	16	12	45	22	


Q14. Leadership encourages collaboration and teamwork	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	7	12	12	46	23	


Q15. Management communicates expectations clearly	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	8	10	16	43	23	


Q16. Communication within my team is effective in a hybrid work environment	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	9	7	21	40	23	


Q17. Quality of communication in workplace promotes my satisfaction level	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	4	6	14	59	17	


Q18. I receive timely updates regarding organizational matters	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	7	11	22	41	19	


Q19. Challenges associated with hybrid work models	
High workplace stress	Lack of work-life balance	Poor support from leaders	Inconsistent communication	22	25	24	29	
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