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Background of the Research
Early literature reveals that hybrid working is not a new concept, however, in late June 2022, CIPD (2022) reported that more than three-quarters of organisations have adopted a hybrid working model within their workplace. Research suggests that hybrid working is something that may continue in the workplace for many organisations due to its various benefits such as improved work-life balance and increased productivity (Vyas, 2022; Grant et al., 2019). The University of Wales Trinity Saint David currently offer hybrid working to its staff (for those whose job allow), with the expectation of working at least three days in the office.
Research Problem
UWTSD’s Vice Chancellor, Professor Medwin Hughes, reported in his September 2022 briefings that he intends to welcome staff back to the office full-time. Both primary and secondary research suggest that this may cause unsettlement among staff members as the expectations of many have shifted since the pandemic, with hybrid working becoming a non-negotiable term for some within their employment (Adekova, Adisa & Aivenitaiu, 2022). My particular interest in this research stems from the recent growth in organisations offering hybrid working patterns and the benefits employees and employers face. 
Research Rationale 
Employee engagement is a tangible factor that has proven to influence a workers emotional and physical performance (Rich, Lepine and Crawford, 2010; Kahn, 1990). Research has demonstrated how engaged employees are more inclined to aid their organisation in reaching its goals (SHRM, 2023). This research is important to UWTSD as low employee engagement can decrease the standard of teaching for students. This will inflict a poor reputation on the University which will affect UWTSD’s ability to attract students each year, resulting in a financial loss. 
Research Aim
The aim of this research is to analyse the impact of hybrid working on employee engagement within UWTSD. 
Research Objectives
The structure of the report will follow the aims and objectives outlined below and will serve to assess the hypothesis that hybrid working has an impact on employee engagement within UWTSD:
1. To conduct analyses of literature on hybrid working in relation to engagement from March 2020 to the present day. 
2. To  conduct primary research through a survey to identify the effects of hybrid working on employee engagement among a sample of UWTSD staff since March 2020 to the present day. 
3. To critically analyse the output of the collected data to identify whether additional support is required to improve employee engagement within the University.
4. To make recommendations based on our primary and secondary research (these will be outlined in a separate document). 
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Since the COVID-19 pandemic first emerged, many scholars and practitioners report that full-time office based work will not be operatable in the future (Neidlinger, Felfe & Schubbe, 2023). This can raise concerns for the higher education sector as Universities offer diverse job types. For example, field and laboratory work often requires the use of equipment which usually means that being present on-site is necessary (Haubrich & Hafermalz, 2022). There is however limited research available surrounding the impact of hybrid working within the higher education sector, and for this reason the report will refer to studies surrounding the effects of hybrid working on businesses in general. 
The UK Parliament (2022) reports that employees working within the public sector are less likely to work remotely compared to the private sector. Within the education sector, this could stem from the nature of jobs, for example lecturers at UWTSD are mostly still expected to deliver lectures in-person. This could subsequently result in talent loss to overseas remote-teaching Universities where higher salaries are offered, or a career change to a job that facilitates hybrid working (People Management 2023). UWTSD must consider the implications if they decide to move to full time on campus teaching. Contrastingly, should UWTSD move to online-lectures, they must examine the effectiveness of online learning as many studies have highlighted it’s weaknesses (Rice & Deschaine, 2020; Weidlich & Bastiaens, 2019). 
Lengen et al. (2021) among others, have studied the effects of working from home on performance and motivation. In 2021, the OECD declared increased productivity as an advantage to working from home (Criscuolo et al., 2021). As a result, scholars such as Gallup (2021) argue that employee engagement increased after the pandemic when an opportunity to work partly at home was given. Developments in technology played a great part in this and enabled collaborative work and team building from different locations (Gratton, 2021). Early researchers have studied the positive effects of motivation on employee engagement (Deci and Ryan, 1985). Vandenabeele (2014) support these studies and found that basic satisfaction in a job correlates with the dedication of employees. Further studies surrounding new opportunities for employees to work from home show that it provides employees more autonomy and control, which consequently motivates them to work harder (Sonnenschein, 2022 & Zacho Haarde, 2020). University employees, such as lecturers, are often considered as highly autonomous due to the nature of their work and therefore when given the opportunity to work at home in a quiet environment, motivation is proven to increase (Haubrich & Hafermalz, 2022). 
A considerable amount of literature has been published on the effects of productivity on employee engagement. It has been conclusively shown in early research that when employee engagement levels are high, productivity measures also increase (Catteeuw, Flynn and Vonderhorst, 2007; Fleming & Asplund, 2007). Recent studies show the positive impact of hybrid working on administrative staff due to quieter environments and less distractions (Wang et al., 2021). Studies have proven that taking breaks and communicating with colleagues can account for two hours of distractions, meaning less work is being carried out at the office (Kowalski and Ślebarska, 2022). Further researchers share this view and consider the relationship between hybrid working and employee productivity (Taneja et al., 2021; McKinsey, 2021). To ensure UWTSD meet their strategic goals, it is essential that sufficient work is undertaken by each employee and distractions in the office may hinder this. 
There are contrasting studies where theorists argue the negative sides of hybrid working. The OECD  survey revealed that the inability to work within a team was impacting negatively on productivity (Criscuolo et al., 2021). Fay and Kline (2011) are among several theorists who have reported on the positive impact conversations with colleagues can have on job satisfaction and motivation. This view is supported by Wang et al., (2020) and Gino and Cable (2020) who imply working with colleagues can also decrease loneliness. 
A significantly high proportion of the early studies in the field are concerned with the effects of working from home on work-life balance and its ability to create a greater integration between work and family duties (Sullivan & Lewis, 2001; Haddon, 1992). This is important for UWTSD as better work-life balance is proven to increase engagement which also increases job satisfaction and productivity (Gibbs et al., 2021).  Findings of more recent studies challenge earlier researchers and have recognised that although there are many positive effects of hybrid on employee work-life balance, this can also be dependent on different variables such as coping style and home environment (Nimrod, 2022). A survey conducted by Leesman (no date) also analyses employee engagement by comparing different home working settings. This suggesting not all employees will benefit the same from hybrid working as others (Choudhury et al., 2022). Many employees feel less productive and engaged with their work due to lack of resources at home (Al-Habaibeh, 2021). Other studies have also considered the difficulty in sustaining a positive work-life balance, as remote working has increased the expectation from many to respond to emails and calls outside of work hours (Palumbo, 2020).
Kosssek and Lautsch (2018), among other theorists, have examined the impact managerial trust has on the effectiveness of remote working. A research report by Foley, Colley and Williamson (2022) found that a lack of trust was the largest factor in their defiance to permitting their employees to work remotely.  A study by Pianese, Errichiello and Cunha (2023) however, advances the notion that managerial relationships have shifted from direct supervision to supportive leadership styles that encourage a trust-based exchange.
Considering the organisations current and recent exposure to the world of hybrid working, and the evident variation of benefits and implications to hybrid working the above literature has highlighted the importance of UWTSD identifying the best way forward whilst operating this working pattern, which is given rise to the following primary research. 
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Research methodology is used to increase the validity of a research report with the goal of producing new knowledge. Qualitative and quantitative techniques, among others, are commonly used research concepts (Ishak and Alias, 2005).
As a qualitative research method, interviews are often used to understand respondents personal opinions rather than an understanding of a larger group’s perspective (Schultze & Avital, 2011). Interviews involve asking the respondents for a considerable amount of their time, and due to this report not being led by the business, it would involve being carried out outside of work hours, which was unfeasible.
Surveys are used to quantitatively describe the opinions of a chosen population (Hatt, Maynes & Mottonen, 2019). Using quantitative analysis is better when your research’s aim and objectives is to confirm a theory, and therefore it is more suited for this report. Studies have shown that a survey enables researchers to reach a large population which generates a greater statistical power (Andrade, 2020). Online survey response rates have risen over the years and due to their low cost, quick implementation time and ease of analysis, a survey was an attractive method for this report (Saleh & Bista, 2017).  
It was important to review any limitations to this method which research shows include the difficulties in gaining in-depth information and the risk of human bias, which will consequently lead to inaccurate data (Gupta & Gupta, 2022). However, due to the nature of the research and the number of respondents we aim to reach, it was decided that a survey was the most appropriate research method for this report. 
Upon selecting the sample population, it was essential to ensure the survey was conducted in the most valid way possible. Due to the nature of hybrid working, studies show that it is more common and suitable among administrative staff and for this reason the survey was circulated to 600 administrative staff across UWTSD. It was important to select a clearly defined and refined population as this has been proven to increase a survey response rate more than having a greater population (Wu, Zhao & Fils-Aime, 2022). 
The research design could arguably fail to reveal the true answers of the respondents as most questions were multiple choice rather than open-ended questions. However, due to having to report on large amounts of data, this was deemed a more realistic option. 
Out of the 600 employees that the survey was distributed to, we received 272 responses which equated to a 45.3% response rate. According to Wu, Zhao and Filis-Aime (2022), 44.1% is the average survey response rate, meaning we received above average and therefore is a sufficient number to determine the overall consensus of the staff. 
When administering the survey, the survey was tested among colleagues in order to reveal any weaknesses and minor changes were made. The survey was limited to 10 questions with an average completion time of 5 minutes. This ensured respondents would not become impatient and chose an incorrect response to end the survey quicker (Survey Monkey, 2023).  
It was important to consider how the surveys could be distributed, the ease of generating the survey and its analysis functions when choosing a survey application. Survey monkey was an option however due to its restriction of number of question and high cost, it was deemed unpractical for this report. 
Microsoft Forms was chosen to create and distribute the survey as it is an application that is easy to use, can be shared via e-mail to a large population and offers built in live analytics. The survey was presented professionally with multiple pages and was an easy and clear read for the respondents. Two open-ended questions were included in the survey which caused difficulty in reporting as these had to be analysed manually, however this meant that we were not leading the respondents to a particular conclusion as they were able to provide their opinions themselves.


























[bookmark: _Toc147158801]Findings 

Upon reviewing and analysing the output of the data, it is important to reflect on the key research questions that were raised at the beginning of the report. 
1. Does the primary and secondary research show evidence of high employee engagement among employees who work a hybrid pattern?











Figure 1 – Graph demonstrating when UWTSD administrative staff feel more engaged with their colleagues.
10 of the respondents to the above question say they are most engaged with their colleagues when they are working from home, with 113 saying they feel more engaged when working in the office and 148 when working a hybrid pattern. It is clear from the results that UWTSD should avoid offering full-time remote working as the data provides a negative impact on engagement among colleagues. However, market research shows that the ability to use technology to communicate with colleagues at any time increases employee engagement (Gratton, 2021). Technology enables employees to attend more meetings than if they were in person, which can increase productivity and positive results for UWTSD. UWTSD must however consider the 3.5% that claim they are more engaged when working from home, as studies have proven the inability to work within a team can impact negatively on an employee’s productivity (Criscuolo et al., 2021). The results show a clear indication that staff feel engaged with their colleagues at different times and not solely when working in one place, which UWTSD must consider. 






2. Where/when do employees feel most productive and motivated?

Figure 2 & 3 – Pie charts demonstrating when UWTSD administrative staff feel most productive and motivated
Out of the 272 respondents to the survey, 56% stated they feel most productive and 64% claimed they feel most motivated when working a hybrid working pattern. Working primarily at the office scored the lowest in both questions, highlighting the shift in employee expectations, supporting Neidlinger, Felfe & Schubbe’s (2023) belief that full-time office based roles will continue to fizzle out. The results of the survey show clear support to the findings within the literature review, demonstrating that when employees are given the flexibility to work both at home and in the office, they are more productive and motivated, and consequently more engaged with their employers (Taneja et al., 2021). The findings highlight that in order to reach the strategic goals of the business, it is important UWTSD understand their employees wants and preferences during this new world of work in order to ensure productivity and motivation which will increase engagement and retention. 






3.  The impact hybrid working has on employees lives 
Figure 4 & 5 – Pie charts demonstrating where UWTSD administrative staff they feel most distracted when working.
The primary findings indicate that over half of the respondents are less distracted when working from home, with only 17 being more distracted. 30% say their levels of distraction vary when working from home. The results lead to the conclusion that each respondent works differently under different circumstances. Studies support this as some are more distracted at home due to certain factors such as family life whereas others find it more difficult working in a busy office where lots of conversations take place (Wang et al., 2021). 

Figures 6 & 7 – Pie charts demonstrating the ease of which UWTSD administrative staff switch off at the end of the day whilst working from home and in the office
Wang et al. (2021) also highlights the potential for homeworking to negatively impact home-work boundaries. We see a mixture of responses regarding the ability to switch off at the end of the day when working from home. 34% find it easier to switch off, 30% find it harder to switch off and 36% claim the ability to switch off varies. When working in the office, 46% find it easier to switch off, 25% find it harder and 29% claim it varies. The results show a clear indication that again, the ability to switch off can vary depending on the environment and circumstances on the day. This shows us that having the ability to work a hybrid working pattern will allow employees to organise and schedule their work accordingly depending on the environment they need for certain types of work. UWTSD managers need to encourage positive work-life balance and understand that colleagues are impacted differently when working a hybrid pattern and that communicating with your team and understanding their personal circumstances is important in operating effectively. 

4. Are employees trusted by their line managers when working from home?











Figure 8 – Graph demonstrating if UWTSD administrative staff feel trusted by their line manager when working from home.
The results show that 90.8% of the respondents feel they are trusted by their line manager when working from home whilst operating a hybrid working pattern, leaving 3.3% to feel they are not and 5% believe they are occasionally trusted. Studies encourage organisations to implement future practices and initiatives surrounding trust to boost engagement (Koekemoer et al., 2021). Upon analysing the primary data, it is clear that a very high proportion of the respondents feel that they are trusted by their line managers. As a result, there is no need for any urgent action on this from UWTSD. 











5. Do employees have a better work-life balance when working a hybrid working pattern?
 

Figure 9 & 10 – Pie charts demonstrating whether UWTSD administrative staff feel they have a better work-life balance when working from home or in the office.
76% of respondents claim that they have a better work life balance when working from home, 7% say it is worse and 17% believe it varies. These results correlate with early literature as it justifies the increased work-life balance among many due to factors such as better unification between work and family life (Sullican & Lewis, 2001). 
When working in the office, 22% say their work-life balance improves, 25% say it is worse and 53% believe it varies. As the majority of the respondents disclose their work-life balance varies when working in the office, it provides a strong indication that different types of work and different personal circumstances provide varying benefits to employees. 
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As previously stated, hybrid working has become a popular way of working for many businesses across the world, and for this reason, it is important to examine its impact on employee engagement. Both the primary and secondary research undertaken for this report clearly outlines the benefits to hybrid working for employees, including less distractions and better work-life balance. However the research has shown that each individual faces an individual experience with hybrid working and what works for some, does not work for others. 
The report successfully meets the objectives outlined at the beginning and the research confirms the hypothesis that hybrid working does have an impact on employee engagement and that there is a correlation between the two. As a result, UWTSD must consider how this will influence it’s staff before committing to bringing all staff back to the office full-time. 
If the research were to be repeated, a future direction could be to examine the effects of hybrid working on employee wellbeing. Although the report does not directly touch upon wellbeing and mental health they are contributors to better work life balance, productivity and motivation. 
A further document will outline the recommendations proposed for UWTSD in relation to ensuring both the University and its employees benefit from hybrid working. 
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How distracted are you whilst working in the office?


More distracted	Less distracted	Distraction varies	114	31	117	

How distracted are you whilst working at home?


More distracted	Less distracted	Distraction varies	17	157	81	

Ease of switching off at the end of the day whilst working in the office


Easier to switch off at the end of the day	Harder to switch off at the end of the day	Ease of switching off at the end of the day varies	115	63	73	

Ease of switching off at the end of the day whilst working at home


Easier to switch off at the end of the day	Harder to switch off at the end of the day	Ease of switching off at the end of the day varies	88	76	94	

Do you feel you are trusted by your line manager when working from home?

Sometimes	No 	Yes	9	16	247	


Do you feel you have a better or worse work-life balance whilst working in the office?


Better work-life balance	Poor work-life balance	Work-life balance varies	59	68	145	

Do you feel you have a better or worse work-life balance whilst working from home?


Better work-life balance	Poor work-life balance	Work-life balance varies	207	18	47	

When do you feel more engaged with your colleagues? 

Working From Home	Working in the Office	Working a Hybrid Working Pattern	10	113	148	


Where do you feel you are most motivated whilst working?


In the office	At home	A combination of both	56	42	174	

Where do you feel you are most productive whilst working?


In the office	At home	A combination of both	85	34	153	

