
Driving Change and Building Business Cases (draft)

Course Module Code: BMHR7014

Daniel Davies 

Student ID Number: 2115251


Hybrid Working following COVID-19 – what impact does it have on the workplace?

1. Introduction 

As of March 2020, the introduction of a ‘new normal’ was implemented by all organisations that had the ability to allow its employees to work from home. At the time it seemed like a temporary measure to try and stop the rapid spread of COVID, however by now it is clear that it was the catalyst to changing employer and employee opinion on a ‘best way of working.’ 
That is not to say that the most successful way forward for organisations and their employees should be hybrid working or fully home working – there are still challenges and perceived negatives associated with this type of working arrangement. Cholteeva (2022) reported that in June 2022 a YouGov study of 1,100 business leaders within the UK and 360 adults that had experienced home working found that 60% of those workers had found that working from home had led to them being more productive than in the office whereas 35% of managers polled thought that employees under their line-management got less work done from home than they would have done in the office. 

2. The organisation 

Ceredigion County Council has been one of the many organisations that was forced to change its working habits back in March 2020, moving all employees from its offices that were able to work from home. This included school-based staff, which allowed Teachers to provide virtual learning to their pupils. With so many employees affected by the change in working practices it would have been a huge task for me to request feedback on hybrid working from them all. Therefore, I’ve focused on three services in particular – Corporate Customer Services, Corporate Service Support and People and Organisation (of which HR comes under its umbrella). 
With the change to working from home seemingly proving to be a successful one for the organisation, plans were put in place to create a hybrid working policy which would allow employees the flexibility to work from home or from the office. As discussed in the article by Turits (2022), we’ve moved on from the place where ‘hybrid work was a fuzzy concept’ and have a much better understanding of the impact working from home does to employees – both positively and negatively.



Why a questionnaire?

The reasoning behind using a questionnaire to gather responses was to capture as much information as I possibly could in as simple a way as was possible. All employees within the Authority are incredibly busy with their work and using an interview, for example, to capture that information would have taken a lot of their time and certainly a lot of my time. I also felt that, by using a questionnaire where responses would be anonymised, that I would receive much more honest answers from participants. 



Questionnaire findings

Following the release of my questionnaire I received 68 responses from the three services that I had targeted. Of those, 53% reported that they would prefer a mixture of both home and office working in future. As a breakdown of how many days they wanted to work in the office, 80% stated that their preference would be one to two days per week. These findings resonate with Turits (2022) article in response to research by Harvard Business School (2022), with a lot of workers as well as companies stating that the ‘sweet spot for office days’ could be ‘as few as one’ day per week. With two of the Authority’s offices having re-opened giving employees the option of hot-desking, staff preference varies between the options of home or office working and therefore the decision of the Authority is a difficult one in that they cannot please everyone. Business Reporter (2022) make the point that not all employees are yet willing to sacrifice the ‘flexibility and conveniences they’ve enjoyed’ whilst working from home, again reiterating the fine balance that all organisations need to keep in mind when discussing hybrid working. 
As part of the questionnaire, I had also asked whether employees had taken advantage of hot-desking at one of the two offices that had re-opened with 57% of respondents saying that they had. The reasons for doing so are varied, however it is interesting to note that a lot of responses given for wanting to hot-desk was not seeing colleagues and the detrimental effect that had on individuals and teams. With 42% of respondents having commenced in the role that they are currently in after the 1st of March 2020 to date, I find it interesting that a lot of comments surrounded lack of meaningful face to face collaboration with colleagues when these members of staff may not even have met colleagues in the flesh before. As discussed in an article by CIPD (2021), building a rapport with colleagues instantly is unlikely to happen via online meetings because colleagues would be less likely to contact each other to discuss personal matters or what they got up to on the weekend in comparison to what would have happened in an office environment. 
This idea is defined by CIPD (2022) as ‘water cooler moments’, where the importance of re-capturing or building new working relationships with colleagues is the key to making individuals feel valued and appreciated within not only their individual teams but even to the organisation itself. Even fundamental aspects of an employer such as organisational values can become lost when a new employee commences work and becomes disillusioned by the perceived lack of interest their line manager and colleagues show in them. Normalising organisational values, as pointed out by CIPD (2022), during colleague interactions reinforces that mentality of what the organisation does and why it is important that the work is done to a required and expected level. Another question asked was employee opinions on their ability to collaborate with their teams whilst home working, with 19% thinking this had increased, 26% thinking it had decreased and 54% thinking it had stayed the same. The fact that a higher percentage of those polled though collaboration had decreased compared to those who thought it had increased was worrying. As discussed by Setty (2022) in his article a perceived lack of collaboration could have a significant impact on the wellbeing of an employee, thus having a negative impact on their ability to do the work they are being paid to do.  

Conclusion


Recommendations?    



