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What does the literature say about
hybrid working?

INTRODUCTION	LITERATURE REVIEW


In June 2022, CIPD reported that more than 75% of organisations, including UWTSD, had adopted a hybrid working model.

During the Vice Chancellor’s briefings in September 2022, it was proposed that staff would be returning to the office full-time. The pandemic caused employee expectations to shift and therefore primary and secondary research suggest moving to the office full time may raise concerns among members of staff.

In order to determine if this decision is wise, the report analyses the impact of hybrid working on employee engagement.
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METHODOLOGY
Interviews were firstly considered as a research method due to their ability
to provide an in-depth analysis of an individual’s response (McGrath, Palmgren and Liljedahl, 2019). However, interviews are mostly targeted to gain an understanding of an individual’s personal opinion rather than determine a consensus of a larger sample group (Schultze & Avital, 2011).

It was decided that distributing surveys to 600 administrative staff members was most appropriate as it enabled the ability to reach a larger population. In order to ensure the data collected was valid, the sample chosen represented a clearly refined and defined population (Wu, Zhao & Fils-Aime, 2022).

Research surrounding hybrid working primarily focuses on the increase in productivity and motivation among staff (Vyas, 2022)

Studies refer to improvements in work-life balance and its ability to create a greater integration between work and family life (Sullivan & Lewis, 2001).

More recent studies challenge earlier research and have identified that hybrid working does not affect everyone in the same way and that some benefit from it but it can hinder others (Nimrod, 2022).

Factors such as access to resources and the assurance of trust between a line manager and their member of staff all impact the effectiveness of this mode of working.
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FINDINGS
The findings from the primary research suggested that UWTSD should
not offer full-time remote working as 3.6% reported they were the least engaged with their colleagues when working from home. The majority of the respondents felt they were more engaged with colleagues when working a hybrid pattern, indicating that employees are engaged at different times.



Microsoft Forms was used to formulate, distribute and analyse the data and enabled the survey to be presented in a professional and clear format.


See for yourself!
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CONCLUSION
Primary and secondary research show that there are both benefits and
limitations to offering a hybrid working pattern and the general consensus is that it benefits staff in different ways.

A future direction for the research could be to examine the effects of hybrid working on employee wellbeing.

Please refer to the supplementary notes (report format) and presentation which contains recommendations for UWTSD along with an implementation plan.






Figure 1 – Graph demonstrating when UWTSD administrative staff feel more engaged with their colleagues.


The findings reveal that employees feel most productive and motivated when working a hybrid model which highlights that UWTSD are most likely to reach their strategic goals when allowing staff to work with more flexibility.








Figure 2 & 3 – Pie charts demonstrating when UWTSD administrative staff feel most productive and motivated


The results revealed that UWTSD staff work differently under different circumstances. Therefore, staff have the ability to choose when to work in the office or at home, which provides benefits to the employees including work-life balance and the ability to switch off at the end of the working day. It is also clear that UWTSD staff feel trusted by their line managers when working from home which research has shown is a large contributor to the effectiveness of hybrid working.
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