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[bookmark: _Toc1020926890]Abstract
Since the COVID-19 pandemic and the transition to hybrid work, the way we work has undergone significant changes. While many advantages for employees are evident, such as greater flexibility, autonomy and better work-life balance, there are still many unknowns when it comes to employee engagement in UK organizations. This research seeks to explore the different characteristics of hybrid work, the determinants of employee engagement and organizational practices that enhance employee engagement. Above all, it attempts to answer the core question of how hybrid work affects levels of employee engagement in UK organizations.
The methodology employed within this dissertation is based upon an interpretivist philosophy and therefore an inductive approach has been taken to analysing the secondary qualitative data, which were sourced from a wide range of academic articles, government reports, professional journals and organizational publications. The themes that were evident throughout the data were then analysed using the Job Demands–Resources (JD-R) model to determine the extent to which hybrid work creates job resources and demands that impact upon levels of employee engagement.
In terms of positives around increased engagement through autonomy, flexibility, better work-life balance and organization support, there were also several negative factors identified around hybrid working including social isolation, poor communication, technostress, not being able to ‘switch off’ from work and perceptions of inequality. Implementation of hybrid working depends on organizations finding a balance between flexibility and leadership, communication, inclusivity and employee support. This research contributes to knowledge around hybrid working and employee engagement in the UK with practical recommendations for organizations seeking to implement sustainable hybrid working practices.
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[bookmark: _Toc1163270961]Chapter 1: Introduction
[bookmark: _Toc598796014]1.1 Introduction
Hybrid working practices have become the norm of employment across the UK for the time being (Barrero, Bloom and Davis, 2023; Allen, Golden and Shockley, 2015). Originally utilized as a ‘pandemic solution’ whilst restrictions where in place, hybrid working has moved on from being a temporary solution to become the ‘new normal’. Many organizations are now adopting elements of remote working whilst at the same time retaining key aspects of the traditional office-based workplace (Allen, Golden and Shockley, 2015). While there are many benefits that hybrid working can bring, such as employees being able to achieve a better work-life balance, thanks to increased flexibility of practice, there are many challenges that hybrid working can pose to employees, such as isolation, communication breakdowns and technology issues (Wang et al., 2021). This dissertation shall explore the impact that hybrid working has upon employee engagement, with employee engagement being defined as energy, dedication and absorption to work (Schaufeli et al., 2002). It shall also utilize the principles of the Job Demands–Resources (JD-R) model (Bakker and Demerouti, 2007), which relates to the demands of the workplace and the resources provided by the workplace and their effect on levels of engagement.

[bookmark: _Toc1095817259]1.2 Background of the Study
The rapid introduction and adoption of remote and hybrid working during the COVID-19 pandemic has become the ‘new normal’ with restrictions on remote working lifted (Barrero, Bloom and Davis, 2023). Many organizations are choosing to adopt some form of hybrid working in order to reap benefits such as reduced commuting time, increased flexibility, better work-life balance and to attract and retain talent (CIPD, 2023).
Hybrid working is not a package and does not sit within a defined organizational model. Organisations have adopted varying numbers of days that employees could work from home, the degree to which employees were able to choose when to work from home, and the level of control that managers had over employees working from home. These differences have the potential to create big differences in employees’ experiences of hybrid working and their levels of engagement. Key job resources for motivating work, such as flexibility and autonomy, are likely to increase motivation, whereas common job demands such as poor communication and social isolation, and stress caused by technology (technostress) are likely to negatively affect employees’ wellbeing and levels of engagement (Bakker and Demerouti, 2007; Wang et al., 2021).
Engaged employees are those who are fully absorbed and utilize their full potential at work, displaying dedication and absorption and consequently leading to high levels of performance at both individual and organizational levels (Schaufeli et al., 2002). As hybrid working becomes the norm, it is increasingly important for organizations to develop sustainable employment practices and to understand the impact that different hybrid working models have on employees’ experiences and engagement.

[bookmark: _Toc1987892769]1.3 Problem Statement
While there is growing evidence of the spread of hybrid working across organizations in the UK, very little is currently known about the implications for employees’ levels of engagement. Factors that are likely to positively impact employees’ levels of engagement are those that are commonly cited as advantages of hybrid working, such as greater flexibility, more autonomy, better work-life balance (Choudhury, Foroughi and Larson, 2021; Wang et al., 2021). Hybrid working may lead to a range of negative factors that can decrease employees’ engagement, including feelings of isolation, of not being fully communicated with, of technostress, and of a lack of organizational identification.
Most of the current research into the impact that hybrid working has on productivity, on wellbeing, and on organizational performance does not explore employee engagement as an end point. Employee engagement is an important psychological state consisting of vigor, dedication, and absorption where the employee is working optimally and doing the best work that they are capable of (Schaufeli et al., 2002). Studies have found there to be positive relationships between employees’ levels of engagement and several organizational outcomes, for example employee creativity, service quality, change within an organization, and organizational performance (Bailey et al., 2017). The mechanisms through which hybrid working affects employees’ levels of engagement have yet to be sufficiently synthesized to form a structured framework that can be utilized in the UK. Therefore, the purpose of this research is to address this deficit.
[bookmark: _Toc917851372]1.4 Aim, Objectives, Research Questions and Proposition
The aim of this research is to explore the impact of hybrid working on employee engagement within organisations in the United Kingdom.
The research objectives are:
· To identify key characteristics and dominant dimensions of hybrid work within practice of organizations based in the UK.
· To explore the factors that mediate and moderate the impact of hybrid working on employee engagement.
· To identify organizational practices that support or enhance levels of employee engagement within hybrid working environments.
The research questions are:
RQ1: What are the key characteristics and dimensions of hybrid work currently practiced in UK organizations?
RQ2: What factors determine levels of employee engagement through hybrid working?
RQ3: What are the organizational practices that support or enhance employee engagement in hybrid work environments? 
The study uses qualitative research and an interpretivist approach. It does not test any statistical hypothesis. Instead the following research proposition is guiding this research.
Proposition: The impact of hybrid working on employee engagement will be determined by the balance between job resources (autonomy, flexibility, support by management) and job demands (social isolation, technostress, communication problems).

[bookmark: _Toc850602607]1.5 Rationale and Importance of the Research
As hybrid working is becoming the new normal and even permanent way of working for many organizations, it is becoming increasingly important to understand the impact it has on employees’ motivation, commitment and levels of engagement.
The research further contributes to the growing body of evidence into hybrid working, focusing specifically on the area of employee engagement. Utilizing the JD-R model as the theoretical underpinning for this research (Bakker and Demerouti, 2007), this study assesses the positive resources and negative demands on employees within hybrid working environments.
The research will be of value to managers, HR professionals and policy makers by identifying the key issues that need to be addressed in order to develop a hybrid working policy. This will enable managers and HR professionals to balance employees’ need for flexibility with the need for effective communication, leadership, inclusion, wellbeing and organizational support. In addition, the research will aid the development of sustainable hybrid working practices.

[bookmark: _Toc973945146]1.6 Methodology
This research uses an interpretivist philosophy with an inductive approach in order to highlight patterns and themes within the available evidence. A qualitative secondary research approach has been adopted within this research, and a variety of qualitative and quantitative secondary sources have been utilized to collate relevant evidence. Evidence from a range of sources including journal articles, books, government reports and professional organization reports have been identified and selected via a structured literature search. The secondary sources of evidence were not supplemented with primary sources, such as surveys or interviews with participants, and the research therefore has been reliant upon structured literature searches and thematic coding of the available evidence. The identified patterns of hybrid working, job demands, job resources and employee engagement have been analysed using the JD-R model and the resulting evidence interpreted accordingly.

[bookmark: _Toc1334400321]1.7 Scope and Demarcation of the Study
This study is a geographically based study of organizations based in the UK (covering England, Scotland, Wales and Northern Ireland). Where appropriate, other studies, from around the world, have been used to provide the theoretical underpinning for the study, in addition to providing relevant data for comparison. However, the findings from these studies have been developed within the context of organizations based in the UK.
The main issues for the research into employee engagement, focusing on hybrid working, are examined in so far as they relate to other issues, and research into them, on productivity, employees’ wellbeing at work, organizational performance and employees’ retention, for example, that examines them in relation to employee engagement.

[bookmark: _Toc164172907]1.8 Structure of the Dissertation
The Dissertation is composed of 5 Chapters.
Chapter 1. Outlines the research introduced within the Dissertation. This includes background to the research, the research problem, the aim of the research, the objectives of the research, the research questions, the rationale for the research, the methodology utilized within the research and the scope of the research.
Chapter 2. Critically evaluates the current literature regarding hybrid working, employee engagement and the Job Demands–Resources (JD-R) model. Established findings from current literature are discussed and the gaps within the current knowledge on these topics are identified.
Chapter 3. Outlines the methodology utilized within the research. This includes the research philosophy, the approach, the design, the data sources and the analytical methods used within the research.
Chapter 4. Outlines and critically discusses the findings from the thematic analysis within the context of the research questions and the JD-R theoretical framework.
Chapter 5. Outlines the conclusions to the research. This includes a discussion of the original contribution made by the research. The limitations of the research are also discussed. Finally, recommendations for future research and for organizational practice are provided.

[bookmark: _Toc1815656645]1.9 Summary of Chapter 1
The chapter has introduced the theme of hybrid working and employee engagement in UK organizations and has set out the research problem, identified inconsistencies in the available evidence, highlighted key differences between employee engagement and productivity and employee engagement and wellbeing. The chapter has also outlined the research aim, the research objectives, the research questions, justified the significance of the research, described the proposed methodology, outlined the scope of the research and explained the proposed structure of the dissertation. Chapter 2 of the dissertation critically reviews the available literature in relation to hybrid working, employee engagement and application of the Job Demands–Resources (JD-R) model to understanding employee engagement.
[bookmark: _Toc2008998314]Chapter 2: Literature Review
[bookmark: _Toc1934908426]2.1 Introduction
This chapter reviews and evaluates current research about hybrid work arrangements and employee engagement with a focus on the UK. Instead of presenting a summary of the research on this topic, the key concepts, theoretical backgrounds and empirical findings are discussed. Hybrid work arrangements can be highly beneficial by providing employees with greater flexibility, autonomy and by enabling them to work in a more autonomous way and have a better work–life balance. However, there are also several potential problems including feelings of isolation, difficulties with communication, and the development of technostress (Wang et al., 2021). The concepts of employee engagement, productivity and/or wellbeing are also discussed. A critical evaluation of the Job Demands–Resources (JD-R) model of work engagement (Schaufeli et al., 2002) and of the body of previous research into hybrid working and employee engagement follows. Finally, this chapter outlines the research gaps that this current study is attempting to address.
[bookmark: _Toc364915537]2.2 Base Theory and Background Aspects of Hybrid Working and Employee Engagement
Hybrid working is defined as the combination of working from a workplace and other locations, remote working or flexible location working, utilizing digital technology to maximum effect (Allen, Golden and Shockley, 2015). For some, it is determined by management and the degree of control that managers have over their employees, while for others it is offered as a degree of flexibility to employees as part of their employment package (Berg, 2001). The organization’s digital transformation, for example cloud, and virtual collaboration technologies such as video conferencing and collaboration tools are key enablers of hybrid working (Choudhury, Foroughi and Larson, 2021). 
The second key term in this context is employee engagement. Engagement according to Kahn (1990) is the physical, cognitive and emotional investment employees have in the workplace. Schaufeli, et al. (2002) define engagement by the three dimensions of vigor, dedication and absorption. As opposed to concepts such as employee wellbeing or employee productivity, engagement is an organizational and psychological phenomenon and, in this study, we want to investigate the organizational and psychological mechanisms of how different hybrid work arrangements can influence engagement of employees instead of just assuming that more flexibility automatically leads to engagement. For instance, working in flexible arrangements can be favourable for employees’ work-life balance, reduce their commuting stress but at the same time decrease their social interactions at work and reduce their sense of organizational identification.

[bookmark: _Toc572459243]2.3 Theoretical Frameworks, Models and Related Research Issues
Several studies have explored employee commitment and performance using Social Exchange Theory. Saks (2006) noted that where employees perceive support from their organization in terms of enabling them to work flexibly, for example, they are likely to repay the organization with their commitment and engagement at work. However, while Social Exchange Theory can provide useful insights into working conditions and employee commitment, it does not fully account for the variety of different working conditions and the range of different psychological demands and resources that they create at work.
Jobs always contain a mix of job demands and job resources. The extent to which both are present will determine the degree to which employees experience wellbeing, motivation and engagement at work (Bakker and Demerouti, 2007). Job demands are those job characteristics that require employees’ energy and lead to certain stress levels to be met. Job resources are characteristics that are present for employees and that enhance their motivation and reduce their stress levels (Wang et al., 2021). Resources from managers and from colleagues, as well as communication, guidance and encouragement are examples of job resources.
Given the ambiguous nature of hybrid working and its potential for both positive and negative outcomes for employees, the JD-R model is especially relevant for this study. As the model does not make any assumptions as to the outcomes of hybrid working and that the effects of hybrid working are dependent upon the degree to which employees’ jobs are provided with organizational resources (to enhance motivation) and demands (to promote wellbeing) that are balanced, it provides an especially appropriate framework for this study. The model can be used to identify the impact that hybrid working has on employee engagement and the organizational practices that can be used to strengthen or weaken such impact.
[image: ]Figure 1: Job Demands-Resources (JD-R) Theory Framework
(Source: Created by author)

[bookmark: _Toc1941943243]2.4 Previous Studies and Lessons Learnt
As workers increasingly demand greater flexibility around where they carry out their work, research is increasingly uncovering a range of benefits and challenges associated with different approaches to work locations. For example, Choudhury, Foroughi and Larson (2021) found that by giving employees greater control over where and when they work, organizations can boost employees’ feelings of autonomy, increase job satisfaction and reduce commutes to create a better work-life balance. However, while greater flexibility around work locations can lead to increased employee engagement for some workers, there are a number of factors that determine whether or not this is the case for individual employees, not least the level of organizational support that they receive in relation to their working conditions.
There is also the danger that employees working from home may suffer from social isolation, experience communication problems, technostress or suffer from an increase in work pressure (Waizenegger et al., 2020). However, there are also positive effects of hybrid working for employees when the organization has the right support and technology in place (Molino et al., 2020). Managers in hybrid working environments value trust, communication and an outcome-based performance management system that focuses on the outcomes that employees produce.
However, some employees may feel that they are less visible to senior colleagues than others and therefore at a disadvantage in terms of career development and progression. As a result, there is a risk of ‘proximity bias’, where employees who work from the office on a regular basis are given more visibility and as a result more recognition and opportunities for development and progression than their remote working counterparts. Therefore, hybrid working needs to be studied as part of the wider organizational system and not in isolation as just another way in which employees can choose to work.

[bookmark: _Toc1590538786]2.5 Gaps Identified to Situate the Present Research
Several research gaps exist that this paper aims to address. First, much of the current research in to remote working and hybrid working has examined the organizational and employee outcomes such as productivity, employee wellbeing and organizational performance. There has been relatively limited research that has focused on employee engagement as an outcome. Second, much of the research that has examined the antecedents of employee engagement has not been integrated within a single theoretical framework. The purpose of this study is to address these research gaps by critically synthesizing existing research within the framework of the JD-R model (Bakker and Demerouti, 2007) of employee engagement.
A third group of gaps for this study to address would be geographical in nature. While there is a substantial amount of evidence from around the world regarding hybrid working, this evidence is mostly based on organizations in different countries and therefore may not be relevant for organizations in the UK. There is a lack of sufficient and long-term evidence regarding the sustainability of employee engagement for organizations in transition from emergency remote working to permanent hybrid working. A fourth group of gaps to be addressed by this study, therefore, would relate to organizational practices. Evidence reviewed above, for instance, found that employee trust, leadership, communication, and inclusion are more important determinants of employee engagement than where employees work from (Wang et al., 2021). This study thus critically synthesizes available evidence on hybrid working and employee engagement in UK organizations by using the JD-R model of work characteristics as its theoretical framework.
[bookmark: _Toc801887096]2.6 Summary of Chapter 2
This chapter critically reviews current research that explores hybrid working and employee engagement. Hybrid working has the potential to unlock resources such as autonomy and flexibility for both employees and organizations, but also creates demands of social isolation, technostress and communication problems. Engagement is distinguished from employees’ wellbeing and their productivity at work. The chapter uses the JD-R model of work characteristics and employee outcomes (Bakker and Demerouti, 2007) to review how demands and resources at the workplace affect employees’ engagement.
Hybrid working, whether it is beneficial or detrimental to employees depends on various factors including leadership, organizational resources, communication and technology. Also, employees want to feel included and supported by their organization. This research has identified the specific gaps in current evidence base. Notably, there is a need for up-to-date research, conducted within a UK context. This research addresses these gaps and the methodology used in this research is presented in the next chapter.

[bookmark: _Toc1567218767]Chapter 3: Research Methodology
[bookmark: _Toc1835768268]3.1 Introduction
This chapter outlines the methodology used for the research into hybrid working and employee engagement in UK organizations. The Research Onion (Saunders, Lewis and Thornhill, 2019) is used to present the research’s research philosophy, approach, methodological stance, research strategy and methods. The research has a qualitative methodology and uses secondary data from a variety of sources including academic articles, government reports and professional organizations. The data are analysed using thematic analysis (Braun and Clarke, 2006). The findings are interpreted through the lens of the Job Demands–Resources (JD-R) model and the various dimensions of hybrid working are examined. Each aspect of hybrid working is analysed to determine whether it functions as a demand or a resource for influencing levels of employee engagement.

[image: ]Figure 2: Research Onion
(Source: Saunders et al., 2019)

[bookmark: _Toc738253788]3.2 Philosophical Position of the Research and Why?
This study utilizes an interpretivist approach to address its research objectives. The main aim of this study is to establish the effects that hybrid working has upon employee engagement through the collection and subsequent interpretation of data. The organization can be viewed through the perceptions held by individuals of the organization and their interactions within it (Bell, Bryman and Harley, 2022). For some employee's hybrid working will afford them greater levels of autonomy, they will have more choice in how they work and thus be more engaged. For other employees however, the negative effects of hybrid working could result in them feeling isolated, having poor communication with colleagues and the resulting feeling of being ‘always on’ with no clear boundaries between work and personal life.

[bookmark: _Toc1128142708]3.3 Paradigm Position of the Research and Why?
This research adopts an interpretative approach to organizational experience. It sees the individual’s experiences of hybrid working and of employee engagement as being developed within the organizational and the wider context where they live (Bell, Bryman and Harley, 2022). This research will therefore adopt a qualitative approach and draw upon the literature in relation to hybrid working and employee engagement. The patterns and differences of experience that are described within the literature will be analysed.

[bookmark: _Toc2039854020]3.4 Position of the Research Approach and Why?
The research study is conducted by using inductive approach to study, where evidence is analysed to derive patterns or to gain insight (Creswell and Creswell, 2023). The existing body of evidence were analysed, and number of themes were derived, such as autonomy, flexibility, leadership, communication, social isolation and technostress. These themes are analysed by using JD-R model of work; therefore, the study is of exploratory in nature but is directed by the theoretical underpinning.

[bookmark: _Toc148173037]3.5 Methodological Stance of the Research and Why?
The study uses a qualitative approach because it explores meanings and relations as well as complex phenomena in organizations. Thus, it does not aim at measuring variables by means of statistics (Creswell and Creswell, 2023). The results from the different data sources are analysed in a critical and comparative manner. Thus, a more than contextual view of the effects of hybrid work on employee engagement is provided. Because previous research yielded rather mixed results, a qualitative approach is especially suitable for this study.

[bookmark: _Toc1975776230]3.6 Stance of the Research Strategy and Design and Why?
The research strategy for this study is qualitative secondary research. Secondary research is defined by Johnston (2017) as ‘using other people’s data’. As there is a growing body of research relating to remote working and hybrid working post COVID-19, secondary research is an appropriate research strategy for this study.
This evidence has been evaluated in a critical manner and synthesized together to identify recurring patterns, similarities and contradictions. By utilizing an exploratory research design, the findings from a wide array of secondary sources from various organizational settings have been identified, whilst at the same time highlighting several of the current knowledge gaps that require future research.

[bookmark: _Toc1428540193]3.7 Research Sample and Population
This study is based on secondary sources of evidence about hybrid working and employee engagement. The study does not contain any data from participants. The secondary sources of evidence have been selected by using a purposive sampling approach.
The sources included in the sample are primarily journal articles, books, reports and professional articles. Most sources are very recent having been published from 2020 onwards. A significant amount of research has recently been conducted into hybrid working and the sources that form the sample have been selected to provide the most up to date information about hybrid working in the UK. The seminal publications relating to employee engagement, qualitative methods for organizational research and the JD-R model of work design were also selected where appropriate.

[bookmark: _Toc187599822]3.8 Data Collection and Data Analysis Tools/Techniques
The secondary evidence for this study was derived from a systematic literature review. All of the evidence from the papers and sources were drawn from published material including journal articles, books, reports and other published documents from organizations. Relevant papers were downloaded from a variety of academic databases including Scopus, Web of Science Direct, Google Scholar, ScienceDirect and Emerald Insight. The studies were located by searching using key words including hybrid working, remote work, flexible work, employee engagement, work engagement, Job Demands–Resources and organizations from the UK. In addition to the above sources of evidence, secondary data was also derived from government web sites, such as the Office for National Statistics, professional bodies such as the Chartered Institute of Personnel and Development and government departments. The process of identifying, screening, eligibility assessment and selection of the papers used for the study are graphed in the PRISMA flow diagram in the Appendix (Page et al., 2021).
[image: ]
[bookmark: _Toc1589251060]Figure 3: Prisma Flowchart 
(Source: Created by author)
The literature was analysed through the six phases of thematic analysis (Braun and Clarke, 2006): familiarisation, coding, theme development, theme review, theme definition and reporting. The main themes found in the literature for remote workers were autonomy, flexibility, managerial support, communication, social isolation, technostress and increased workload. These results were analysed using the JD-R model (Bakker and Demerouti, 2007). Flexibility and organizational support were treated as resources. Isolation, technostress and increased workload were treated as demands which negatively affect engagement. The findings were then compared for similarities and differences, including contradictions and context specific aspects.

[bookmark: _Toc1369636555]3.9 Ethical Consideration of the Research
This research does not involve human participants, but it is a highly ethical study. All appropriate sources have been correctly referenced within the body of the study using the Harvard style to ensure the academic quality of the work and to avoid plagiarism. The research is based on information in the public domain. Therefore, there is no need for issues of informed consent or participant confidentiality or protection of personal data.
 
In attempting to evaluate all the available evidence from the various sources that were used in the study the researcher has attempted to minimize bias. All the evidence from academic and institutional sources have been thoroughly evaluated and where appropriate the study has differentiated between the various pieces of evidence that have been retrieved from the peer reviewed articles, government information and professional reports. The study’s findings have been presented in an honest and transparent manner and include details of where the current literature appears to be contradictory (Bell, Bryman and Harley, 2022).

[bookmark: _Toc952289070]3.10 Summary of Chapter 3
This chapter outlines the methodology of the research utilizing the Research Onion to describe the choices that were made (Saunders, Lewis and Thornhill, 2019). The research has an interpretivist philosophy with an inductive approach and utilizes a qualitative secondary case study approach. Themes identified from the qualitative and secondary sources including academic sources, government documents and professional bodies have been analysed using thematic analysis (Braun and Clarke, 2006). The findings have been interpreted through the JD-R model and discussions around the ethical considerations and methodological limitations of the research are provided to give a transparent account of the research findings presented in Chapter 4.

[bookmark: _Toc189516892]Chapter 4: Data Analysis and Discussion
[bookmark: _Toc1074095816]4.1 Introduction
This chapter reviews findings from qualitative secondary research on hybrid working and employee engagement in organizations in the UK. Utilizing the JD-R model of work, findings from academic, government, and professional sources are critiqued to highlight the points.
Utilizing the JD-R model, evidence from a variety of sources including academic, government and professional were critically analysed to highlight areas of agreement and disagreement. Four key themes emerged from the findings of this chapter. These were: flexibility and autonomy at work as job resources; leadership, communication and organizational support; hybrid working as a generator of demands at work; and organizational context. The findings from this chapter highlight that the impact of hybrid working on employee engagement is not a given and will depend upon a few factors including the balance of resources to demands that working in a hybrid way brings.

[bookmark: _Toc511149831]4.2 Analysis and Discussion of Findings
[bookmark: _Toc428658247]Theme 1: Flexibility and Autonomy as Drivers of Employee Engagement
Findings from the studies outlined above suggest that embracing hybrid working could have positive effects on employee engagement as it could convert commuting time into time for other activities, enhance work-life balance and facilitate being completely engaged in work (Kahn, 1990). From a JD-R perspective, having control over where one works is a key job resource that will enhance employees’ motivation and engagement at work (Bakker and Demerouti, 2007). In addition, giving employees flexibility on how they work can have positive outcomes for employees and signify to employees that an organization trusts them (Saks, 2006). However, flexibility is not automatically beneficial and is influenced by a range of factors including manager’s expectations, the resources and technology needed to perform work and the balance between the job resources that are provided by a job and the demands of work (Bakker and Demerouti, 2017).

[bookmark: _Toc193731060]Theme 2: Leadership, Communication and Organisational Support
Employee engagement is not determined by whether they work from home or from the office, but by the level of leadership and support that employees perceive from their organization. Studies have established that, in terms of increasing employees’ sense of belonging and levels of engagement, leadership that consists of communication and feedback and that is always available to employees, is crucial (Saks, 2006). Hybrid working therefore has the potential to present difficulties with informal interaction between employees and consequently poor communication and a decline in trust. The resulting way of managing is therefore one of trust and focuses on outcomes as opposed to processes (Wang et al., 2021). 

[bookmark: _Toc2137241358]Theme 3: Hybrid Working as a Source of New Job Demands
While providing job resources, hybrid working also creates work demands at the workplace. Employees risk of social isolation, and communication problems and technostress. In addition to these, there is a risk of information overload and of excessive workload. Lack of face-to-face contact with other employees creates problems at work for employee relations and sense of belonging. This problem may affect new employees more than others (Waizenegger et al., 2020). Employees may experience exhaustion due to excessive amount of digital communication which demands a lot from their cognition (Molino et al., 2020). From JD-R perspective, whether hybrid working is good or bad for employees depends on the resources organization provides to deal with new demands of flexible working (Bakker and Demerouti, 2017).

[bookmark: _Toc1393128622]Theme 4: The Importance of Organisational Context and the Employee Engagement Gap
Hybrid working is not a uniform phenomenon. The distribution of its effects is strongly influenced by factors on the level of the sector, occupation, the organizational culture, management and the employee. Positive effects on the level of productivity and/or of employees’ wellbeing by no means automatically translate into higher levels of engagement. The effects of hybrid working are determined mostly by the balance between employees’ autonomy, organizational support of employees, communication and employees’ job demands (Bakker and Demerouti, 2017).

[bookmark: _Toc853569435]Critical Synthesis of Findings
The study found that hybrid working has a conditional effect on employee engagement. While increased flexibility and autonomy can enhance engagement, social isolation, technostress, inadequate communication and an overburdening of work can all have a negative impact on engagement. Thus, organizational support is crucial in helping employees balance work and personal life and in distinguishing between engagement and productivity/ employee wellbeing. A summary of our findings plus an overview of the relationships between the factors is provided in Appendix 4.

[bookmark: _Toc781713602]Validity and Trustworthiness of the Findings
These findings have been compared with other academic, government and professional findings within the area of work. The consistent themes that have been discovered throughout the findings of this research have been explored in more depth through the application of the JD-R model of work. Contradictions found within the findings have been scrutinized further by reference to the organizational context, employee’s role and the design of the research.

[bookmark: _Toc1961298359]4.3 Summary of Chapter 4
This chapter draws four key findings from the chapter above. Hybrid working is likely to increase employee engagement, because it provides greater flexibility and autonomy at work. However, hybrid working also places a few demands on employees. They can experience feelings of isolation, and they can experience technostress and work intensification. The chapter goes on to consider the findings of this chapter in the chapter above, together with the overall findings of the study, its contributions, limitations, future research and the practical implications for managers and organizations in the chapter above.

[bookmark: _Toc1588767808]Chapter 5: Conclusions, Limitations and Recommendations
[bookmark: _Toc1082246775]5.1 Introduction
In this chapter the results from Chapter 4 are linked to the aims, objectives and problems of the research. Contributions of the research as well as limitations are discussed. Potential applications for organizations of this research as well as for future research are proposed.

[bookmark: _Toc1774002725]5.2 Conclusions on the Research Objectives
The first objective for hybrid work concerned its structure. Hybrid work is a mix of remote work and of work that is conducted from the office, which is supported by digital technologies. Hybrid work can be very different from one organization to another and from one sector to another and even from one job to another (Barrero, Bloom and Davis, 2023).
The second key objective focused on the factors that contribute to employee engagement.  Factors that were identified as having a positive effect on employees were autonomy, flexibility, work-life balance, support from their manager, communication with colleagues. Factors that were identified as having a negative effect on employees were feelings of isolation, experiencing technostress, increased workload pressure. This finding supports the JD-R model of work and well-being (Bakker and Demerouti, 2017).
The third objective was to determine the effective hybrid work setup. The findings showed that working hybrid is more than occasionally working from home or elsewhere. It requires an Inclusive leadership style, appropriate communication and technology, an outcome-focused management style and equal development opportunities.

[bookmark: _Toc1894795647]5.3 Conclusion on the Research Problem
The research identified that hybrid working does not determine whether levels of employee engagement will increase or decrease and that it all depends on how organizations design and manage hybrid working. Crucially, the resources (such as flexibility and autonomy) outweigh the demands (such as working in isolation, dealing with digital overload and increased work intensity) of hybrid working. The JD-R model (Bakker and Demerouti, 2007) explains the mixed findings of previous research on this topic.

[bookmark: _Toc1769398045]5.4 Summary of Research Findings and Outcomes
Hybrid working can enhance employee engagement by allowing employees to work in a style that is flexible, supports autonomy and results in a better work life balance. However, there are few negatives including, isolation, poor communication, technostress and a lack of support from line managers. The research discovered that engagement is distinct from productivity and from employee’s sense of wellbeing and so must be addressed as separate entities.

[bookmark: _Toc76081147]5.5 Original Contribution of the Research
The findings of this research provide contributions to the body of knowledge by applying the JD-R model in the context of hybrid working, specifying key working conditions as job resources and demands. From a management perspective, enabling employees to work flexibly in itself is not sufficient to gain benefits from hybrid working; communication, leadership, trust, technology and support from other colleagues and from the organization are also critical. In addition, the findings of this research, conducted within the UK, add to the current body of knowledge by treating employee engagement as a separate outcome to productivity and employees’ wellbeing.

[bookmark: _Toc2103448184]5.6 Limitations of the Research
The major limitation of this research is that it relies on secondary data, and it is not possible to gain first-hand information from employees. Also, the way definitions have been used and the contexts in which research have been conducted vary greatly, therefore comparison is difficult. Most of the international evidence available is not relevant to organizations across the UK. The findings about hybrid working change frequently as the ways people work are constantly developing.

[bookmark: _Toc1806749816]5.7 Recommendations and Areas for Future Research
The recommended best practice for organizations with a hybrid working environment is to adopt a flexible way of working, that takes into account the individual role of each employee, and is managed by trained managers who foster trust, communication, inclusion and wellbeing. Employee engagement should be continuously monitored to ensure that all employees, whether working from home or in the office, have access to same information, training and same opportunities for career development.
Future research on employee engagement should use primary and longitudinal data and explore in more depth how employees become and remain engaged in a range of contexts (e.g. by sector, organization size, occupation). In addition, as new digital technologies and artificial intelligence are increasingly used to manage communication and interaction at work, research is also needed on levels of autonomy, workload and employee engagement.

[bookmark: _Toc1482358222]5.8 Summary of Chapter 5
Hybrid working is likely to have a conditional impact on employee engagement. In other words, elements that relate to flexibility, autonomy and work-life balance are likely to enhance levels of engagement. However, a range of factors that result in social isolation, technostress and communication breakdown are likely to have a negative impact and lead to decreased levels of engagement.
Sustaining employee engagement through hybrid working requires more than viewing it as just another employee benefit. It needs to be managed as a system within an organization, supported by good leaders, by means of inclusive communication and the right technology. 

[image: ]Figure 4: Gantt Chart
(Source: Created by author)
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Appendix1. Evolution of Hybrid Working in the UK after COVID-19 
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Appendix 2. Conceptual Framework Based on the JD-R Model
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Appendix 3. PRISMA-Style Literature Selection Flowchart
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Appendix 4. The Impact of Hybrid Working on Employee Engagement in UK Organisations
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ARTICLE REVIEWS: The Impact of Hybrid Working on Employee Engagement in UK Organisations (2020-2025)

Index Author(s) Year Title Methodology Key Focus and Key Findings / Keywords

1 Wang et al. 2021 Achieving Effective Remote Working Conceptual and Examines remote working through a work-design perspective. Identifies autonomy,
During the COVID-19 Pandemic: evidence-based review social support, monitoring, workload and work-home interference as important
A Work Design Perspective factors influencing employee experiences.

Keywords: remote work, work design, autonomy, social support, work-home interference.

2 Choudhury, 2021 Work-from-Anywhere: The Productivity Quantitative Demonstrates the importance of geographical flexibility and employee autonomy.

Foroughi and Effects of Geographic Flexibility empirical study Findings support the argument that greater control over work location can
Larson produce positive employee outcomes, although organisational context remains
important.
Keywords: geographic flexibility, autonomy, productivty, flexible work
3 Allen, Golden 2021 | How Effective Is Telecommuting? Citical lterature. Reviews evidence concerning teleworking and highlights the importance of work
and Shockley Assessing the Status of Our review design, individual circumstances and organisational support. Provides a foundation
Scientific Findings for understanding hybrid work as a flexible arrangement rather than a single
standardised model.
Keywords: telecommuting, flexible work, work design, organisational support.

4 Waizenegger et al. 2020 An Affordance Perspective of Team Qualitative Finds that enforced remote working changed communication, collaboration and
Collaboration and Enforced Working ‘empirical study team interaction. Highlights the risk that reduced informal interaction may weaken
from Home During the COVID-19 social connection and knowledge sharing.

Pandemic Keywords: collaboration, remote work, communication, social interaction.

5 Molino et al. 2020 | Wellbeing Costs of Technology Use Quantitative survey Examines technostress and technology-related demands during remote working
During COVID-19 Remote Working: research Findings highlight the potential negative effects of excessive digital communication
An Investigation Using the ltalian and technology demands on wellbeing and work experiences.

Translation of the Technostress Keywords: technostress, digital work, wellbeing, technology demands.
Creators Scale
6 Nagori and 2025 The Design of Hybrid Work for Improved Conceptual and Directly examines the design of hybrid working in relation to employee engagement
Lawton Employee Engagement and Well-being: | practice-oriented and wellbeing. Argues that organisations require intentional HR and organisational
Perspectives for HRD Practice review interventions rather than assuming that hybrid working automatically produces
positive outcomes.
Keywords: hybrid work, employee engagement, wellbeing, HRD.
+* Effect of Hybrid 2025 Effect of Hybrid Working on Qualitative inter g Examines employee engagement among hybrid workers and identifies work-life
Working on Employee Engagement thematic analysi balance and reduced commuting exhaustion as potential benefits, while recognising
Employee Engagement negative experiences associated with homeworking.
Keywords: hybrid work, work engagement, work-life balance, commuting.
8 Office for National 2024 Who Are the Hybrid Workers? National survey Provides important UK contextual evidence regarding the prevalence and
Statistics (ONS) data and statistical characteristics of hybrid workers. Reports that hybrid working had become a
analysis common working pattern among working adults in Great Britain.
Keywords: UK labour market, hybrid working, homeworking, flexible work

9 cIPD 2024 | Flexible and Hybrid Working Employer and employee Provides UK evidence concening the organisational implementation of hybrid working.

Practices in 2024 survey research Highlights the importance of flexibility, organisational culture, communication,
inclusion and effective management in determining the success of hybrid working
Keywords: UK organisations, flexible working, employee experience, engagement.

10 ) 2025 | An Update on Flexible and Employer and employee Provides recent evidence on the continuing development of hybrid working in the UK.

Hybrid Working Practices survey research The research considers its implications for performance, employee engagement,
wellbeing, organisational culture and inclusion.
Keywords: hybrid working, employee engagement, wellbeing, organisational culture.

1 Barrero, Bloom 2023 | The Evolution of Work from Home Large-scale survey Demonstrates that working from home has evolved from a pandemic response into

and Davis and economic analysis a lasting feature of employment. Provides important background for examining the
long-term implications of hybrid work for organisations and employees.
Keywords: work from home, hybrid work, labour market, organisational change.
12 Apenbrink and 2025 | Daily Gain Cycles in Hybrid Work Multilevel Examines work engagement in hybrid work environments and explores how employee

Kuhlmann

Environments: A Multilevel Study on
the Reciprocal Interplay of Job Crafting,
Psychological Capital, and

Work Engagement

empirical study

resources and work behaviours interact over time. Supports the importance of
examining engagement through a dynamic rather than purely structural perspective.
Keywords: hybrid work, work engagement, job crafting, psychological capital
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Figure 1: Job Demands-Resources (JD-R) Theory Framework
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