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Selected Title: Exploring the Impact of Hybrid Working on Employee Engagement Within UK Organisations

Research Aim: The aim of this research is to explore the impact of hybrid working on employee engagement within UK organisations.

Objectives: 

· To explore employees' experiences of hybrid working.
· To examine how hybrid working influences employee engagement.
· To identify different benefits and challenges of hybrid working from employees' perspectives.
· To recommend strategies that organisations can implement to improve employee engagement within hybrid working environments.

This research is significant because hybrid working is a relatively new phenomenon that has been shaping modern business practices across a range of sectors, for several years now. By exploring different employees' experiences, this study will aim to provide insights that can potentially help managers across different organisations develop effective approaches to maintaining engagement, whilst supporting employee wellbeing, and improve organisational performance in increasingly flexible workplaces.


Introduction:

Research proposals that are effective, are able to offer a structured framework for investigating a research problem that is clearly defined by outlining the purpose of the study, the proposed methodology and new contribution to existing knowledge (Saunders et al., 2023). To guarantee that research has both academic and practical relevance, Bryman and Bell (2023) suggest that choosing a current and pertinent management topic is crucial. Therefore, for this research project, it was decided that reviewing hybrid working and its impact on employee engagement can be an interesting topic to explore. Hybrid working has become one of the most significant developments in modern business management. The COVID-19 pandemic accelerated this emlployee model, combining remote and office-based working to provide employees with greater flexibility while allowing organisations to maintain their operational effectiveness. Many organisations have kept these hybrid working arrangements because of its many benefits. This includes improved work-life balance, enhanced employee wellbeing and also the wider talent attraction (CIPD, 2023). Research by Bloom et al. (2024) further suggests that hybrid working can actually improve employee retention without negatively affecting organisational performance, highlighting the vast potential value for both employees and employers.
Despite these benefits, hybrid working does have many ongoing challenges relating to employee engagement, communication, collaboration and organisational culture (CIPD, 2023). Employee engagement is a key driver of organisational performance, influencing things like employee motivation, commitment, productivity and retention. Siddika (2025) argues that although hybrid working can enhance employee engagement through increased flexibility and improved work-life balance, these benefits can depend on effective management practices and organisational support. Consequently, understanding how hybrid working influences employee engagement remains an important area of business management research.
By examining employees' experiences, the research seeks to identify the benefits and challenges of hybrid working and provide recommendations to help organisations maintain an engaged and productive workforce. The proposal has been developed in line with recognised principles of business research design to ensure the research aims, objectives and methodology are appropriately aligned (Creswell and Creswell, 2023).

Literature Review:
Hybrid working has become an increasingly important area of business management research as organisations continue to balance flexibility with organisational performance. Hybrid working is essentially the combination of remote working, where employees can work outside of their regular office base, and office-based work. This allows employees to benefit from greater flexibility while allowing organisations to maintain business operations (CIPD, 2023). Although initially adopted during the COVID-19 pandemic, it has now become a long-term working model across many sectors (Bloom et al., 2024). As a result of this, researchers have sought to understand its impact on employee engagement, productivity and organisational effectiveness.
Employee engagement provides the theoretical foundation for this study. Kahn (1990) first defined engagement as the extent to which employees invest themselves physically, cognitively and emotionally in their work. Expanding on this in later years, Schaufeli et al. (2002) conceptualised engagement through three dimensions. This includes vigour, dedication and absorption. They argue that engaged employees display greater enthusiasm and resilience, and that this then leads to better concentration. Saks (2006) further developed engagement through Social Exchange Theory, suggesting that employees reciprocate organisational support with greater commitment and engagement. Bakker and Demerouti's (2008) Job Demands-Resources (JD-R) model also argues that job resources, including managerial support, autonomy and effective communication, enhance engagement, while excessive job demands contribute to disengagement. Collectively, these theories have been developed over a number of years and are still prevalent to the modern day as their suggestion that employee engagement is strongly influenced by organisational practices and the quality of the working environment, still apply. 
Research generally highlights positive outcomes associated with hybrid working. Bloom et al. (2024) found that hybrid working improved employee retention without reducing productivity, while Gajendran and Harrison (2007) concluded that working remotely is associated with increased job satisfaction, organisational commitment and reduced work-family conflict. Similarly, Allen et al. (2015) argue that flexible working arrangements improve employee wellbeing by providing greater autonomy and work-life balance. These findings support the JD-R model (Bakker and Demerouti, 2008), which proposes that increased autonomy acts as a valuable job resource that enhances motivation and engagement.
However, the literature also identifies several challenges. Wang et al. (2021) argue that remote and hybrid working can enhance feelings of social isolation, reduce knowledge sharing and blur the work-life boundaries. This can potentially affect employee wellbeing and engagement. Likewise, Golden and Veiga (2008) found that employees working remotely for extended periods often experience reduced communication with colleagues and weaker organisational relationships. Siddika (2025) on a similair wavelength concludes that although hybrid working can positively influence engagement through increased flexibility, these benefits depend on effective leadership, communication and organisational support. Contreras et al. (2020) further argue that leaders play a critical role in maintaining trust, collaboration and employee wellbeing within virtual and hybrid teams, suggesting that management practices significantly influence employee engagement.
This increasing prevalence of hybrid working has also prompted organisations to reconsider how they attract, retain and then manage employees in a competitive labour market. Flexible working arrangements are no longer viewed solely as an employee benefit but as a strategic management practice that can influence organisational performance and employer attractiveness. Allen et al. (2015) argue that flexible working arrangements provide employees with greater autonomy and work-life balance, leading to higher job satisfaction and organisational commitment. Similarly, Gajendran and Harrison (2007), through a meta-analysis of teleworking studies, found that flexible working is associated with improved job satisfaction, lower work-family conflict and stronger organisational commitment, although these benefits vary depending on the level of organisational support provided. These findings suggest that hybrid working has the potential to create value for both employees and organisations when implemented effectively.
Despite these advantages, the literature demonstrates that successful hybrid working requires more than simply offering flexibility. Wang et al. (2021) argue that organisations must redesign work practices to overcome challenges such as social isolation, reduced collaboration and blurred work-life boundaries. Furthermore, a more recent study by Contreras et al. (2020) argues that leadership has become increasingly important within hybrid and virtual environments, with managers playing a central role in maintaining communication, trust and team cohesion. Collectively, these studies indicate that the success of hybrid working depends not only on where employees work but also on how organisations manage flexible working arrangements. This reinforces the need for further research exploring employees' perceptions of hybrid working and its influence on engagement within contemporary organisations.
Despite all of this growing amount of literature, there are lots of limitations still remaining. Much of the existing research focuses on productivity, organisational performance or fully remote working rather than the lived experiences of employees experiencing hybrid working. In addition, many studies rely predominantly on quantitative survey methods, providing limited insight into how employees perceive engagement within hybrid working environments. There is also relatively little qualitative research examining these issues within UK organisations. Therefore, this study seeks to address this gap by exploring employees' experiences of hybrid working and examining how organisational practices influence engagement, contributing a richer understanding of employee engagement within contemporary hybrid workplaces.

Methodology: 
Research methodology provides the overall framework that guides the collection, analysis and interpretation of data, ensuring that the research addresses its aim and objectives systematically (Saunders et al., 2023). This study suggests taking an interpretivist research philosophy, as the research seeks to understand employees' individual experiences and perceptions of hybrid working rather than establish objective or universally applicable findings. According to Creswell and Creswell (2023), interpretivism is appropriate when researchers aim to explore how individuals interpret and make sense of their experiences within a particular social context. As employee engagement is shaped by personal attitudes, organisational culture and individual experiences, an interpretivist stance is considered most suitable for this study.
Consistent with this philosophy, the research will adopt an inductive approach, whereby patterns and themes will emerge from participants' responses rather than testing a predetermined hypothesis (Bryman and Bell, 2023). An inductive approach is particularly appropriate when investigating contemporary management issues that require an in-depth understanding of participants' perspectives (Gray, 2021). The study will employ a qualitative methodology, allowing rich and detailed insights into employees' experiences of hybrid working. Flick (2023) argues that qualitative research enables researchers to explore participants' views in greater depth than quantitative methods alone, making it particularly valuable when examining workplace experiences and behaviours.
Primary data will be collected through an online questionnaire consisting primarily of open-ended questions. While interviews often provide greater depth, online questionnaires offer a practical and time-efficient method of gathering qualitative data from participants working across different geographical locations. Open-ended questions will encourage respondents to describe their experiences, perceptions and opinions in their own words, generating detailed responses relevant to the research objectives (Creswell and Creswell, 2023). The questionnaire will include questions exploring employees' experiences of hybrid working, perceived levels of engagement, communication with colleagues and managers, and the benefits and challenges associated with flexible working arrangements.
The target population will consist of employees currently working in hybrid roles within organisations across the United Kingdom. A purposive sampling strategy will be adopted, selecting participants who have direct experience of hybrid working and are therefore best positioned to provide relevant insights (Saunders et al., 2023). Approximately 20–30 participants will be recruited through professional networking platforms such as LinkedIn and personal contacts, providing sufficient data to identify recurring themes while remaining manageable within the scope of this research project.
The qualitative data will be analysed using thematic analysis, following the principles outlined by Braun and Clarke (2022). This method involves familiarisation with the data, systematic coding of responses, identifying recurring patterns and grouping these into broader themes that address the research objectives. Braun and Clarke (2022) argue that thematic analysis provides a flexible and rigorous approach for identifying meaning within qualitative datasets, making it well suited to interpretivist research. The findings will be organised into key themes, such as:
· Employee engagement
· Communication
· Work-life balance 
· Organisational support

This will enable meaningful interpretation of participants' experiences. 

Furthermore, ethical considerations are fundamental throughout the research process (Saunders et al., 2023). Prior to data collection, ethical approval will be obtained from the university. Participants will receive an information sheet explaining the purpose of the study and will provide informed consent before completing the questionnaire. Participation will be entirely voluntary, with respondents informed of their right to withdraw at any stage without consequence. To maintain confidentiality and anonymity, no personally identifiable information will be collected, and all responses will be stored securely in accordance with university ethical requirements and relevant data protection legislation. Bryman and Bell (2023) emphasise that protecting participants' privacy and ensuring informed consent are essential principles of ethical business research.

Despite these strengths, several limitations should be acknowledged. The use of purposive sampling may reduce the generalisability of the findings, as participants may not represent the wider UK workforce (Gray, 2021). In addition, online questionnaires may generate shorter or less detailed responses than face-to-face interviews, limiting opportunities to probe participants' answers (Flick, 2023). Furthermore, participants' responses may be influenced by personal bias or individual organisational experiences. Nevertheless, adopting a qualitative, interpretivist approach will enable the research to generate valuable insights into employees' experiences of hybrid working, contributing to a deeper understanding of how hybrid working influences employee engagement within UK organisations.

Project Plan and Timeline 

A structured project plan is definitely essential to ensure that the research is completed within the allocated timeframe while maintaining the quality, reliability and ethical integrity of the study (Murray, 2023). Saunders et al. (2023) emphasise that careful planning enables researchers to manage time effectively, monitor progress against key milestones and ensure that each stage of the research aligns with the overall aim and objectives.
The proposed project will be completed over a twelve-week period. The first milestone will be the completion of the literature review and research proposal by the end of Week 3, providing the theoretical foundation for the study. The second milestone will be obtaining university ethical approval by Week 5, although this may need to be completed earlier as this can potentially take time. But this will allow participant recruitment and data collection to commence. The third milestone will involve completing data collection through an online questionnaire by the end of Week 7. The fourth milestone will be the completion of thematic analysis and interpretation of the findings by Week 10. The final milestone will be the completion of proofreading. Final revisions will be made and submission of the completed research project by the end of Week 12. The proposed schedule is illustrated in a table format (Appendix 1) showing a realistic timeline for each stage of the research process. 
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Appendices 
Appendix 1 - Project Research Timeline

	Stage

	Timeline
	Key Milestone

	Research topic selection and proposal planning
	Week 1
	Research topic confirmed

	Literature review
	Weeks 1-3
	Literature review completed

	Questionnaire design
	Weeks 3-4
	Questions finalised and Questionnaire created on an appropriate platform such as Microsoft Forms

	Ethics Application and Approval
	Weeks 4-5
	Ethical approval obtained

	Participant recruitment
	Weeks 5-6
	Participants selected and recruited. Consent obtained from all participants to use their views towards study. 

	Data collection
	Weeks 6-7
	Data collection completed

	Data analysis (thematic analysis)
	Weeks 8-10
	Analysis completed and themes identified

	Write findings and discussion
	Weeks 10-11 
	Draft completed

	Proofreading and revisions
	Week 11
	Final draft completed

	Dissertation submission
	Week 12
	Final submission







	
	
	



