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[bookmark: _Toc683362696]Abstract
The COVID-19 pandemic caused a significant change to remote and hybrid work putting a critical strain on both the efficiency of operations and organisational cohesion. The issue that this dissertation will discuss is how to balance employee work productivity and organisational culture in these new work models, especially in the knowledge-intensive industries. The purpose of the study is to explore how hybrid arrangements can affect the performance and culture and which factors can affect the productivity, and which leadership strategies can be used to succeed.
The philosophy used in this research was qualitative and interpretivist with an inductive approach. Thematic analysis of a purposive sample of secondary data was performed based on academic literature and industry reports in six phases.
The results suggest that it is not the location that determines productivity but the work design as a trade-off between the resources such as autonomy and demands such as isolation. Knowledge sharing and digital intensity are vital in mediating this kind of relationship. Firms are experiencing a Great Cultural Disconnect situation as traditional, co-located norms are lost. This creates a Well-being Paradox where the advantages of flexibility are counterbalanced by professional isolation so that boundary control becomes an essential skill. Leadership should transform beyond being a manager to a coach, aiming at outputs rather than inputs and take advantage of emotional intelligence. Lastly, leaders must use structural measures to fight the proximity bias and create equity.
The research finds that culture and productivity are interdependent. It advises that organizations should redesign work, not just move it, invest in deliberate cultural infrastructure, and organize the structures of inclusive leadership practices.
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[bookmark: _Toc1754473979]Chapter 1
[bookmark: _Toc1603694969]Introduction
[bookmark: _Int_tgTvryZD][bookmark: _Int_mzZiuCWW]The COVID-19 pandemic became a seismic change in the structure of work of organizations, quickly becoming one of the catalysts into the remote and hybrid work format. What started as a transient change of direction has become a complete revolution of work interactions that puts forward complicated questions of productivity, leadership, and culture. With the new environment that companies are operating in, the trade-off between organisational cohesion and operational efficiency has become a concern of both researchers and practitioners. In this chapter, the author presents the context, purpose, and objectives of the study that examine how hybrid workplace models are transforming employee performance and organisational culture, particularly in the field of knowledge-based organisations.
[bookmark: _Toc2077339061]1.1 Research Background
[bookmark: _Int_0RhXPy4s][bookmark: _Int_GcscQuo0][bookmark: _Int_PuaikxPJ][bookmark: _Int_USz0ApP8][bookmark: _Int_rbcj1fJs]The COVID pandemic has rapidly changed workplace design in most industries across the world to move to remote and hybrid work model. In most organizations, a medical solution that was intended for the short-term has now become part of their workforce policy (Tuzcuoglu, 2025). Microsoft, Google, and Facebook, the big tech players in the industry, have adopted hybrid work models in the form of long-term operating infrastructures. In a similar manner, other smaller firms and global organizations are following suit (Atenibiaje and Akran, 2024). According to the experts in leadership and organisational management, the change to work from home is a cultural shift.  It is both, logistic and global.  However, it also affects the essence of leadership, productivity and workplace culture (Goldthorpe, 2025). More and more, leadership and management practices are being reinvented, as the organisations seek to not only retain productivity levels but also provide collaboration and keep the organisational identity intact and not lost. As formal channels for communication became scarce, and with rising popularity of informal channels being one way of exercising control and team building, managers and leaders now have the difficult task of holding the distributed teams and teams together (Torre and Castelnovo, 2023). Due to remote work, employee productivity and organizational culture have interfered with each other and have emerged as an important area of scrutiny by researchers and managers in the leadership and management field.

[bookmark: _Toc1995086342]1.2 Research Problem / Rationale
While remote work has shown measurable benefits, including time savings and improved concentration (Choudhury et al., 2021), these gains are not evenly distributed. The absence of physical interaction has created challenges around communication, knowledge sharing, and team integration (Waizenegger et al., 2020). A growing number of organisations are now struggling to design hybrid models that uphold employee productivity while sustaining a shared culture and sense of identity.
The core problem this dissertation addresses is the difficulty of balancing performance and culture in hybrid work models, particularly in knowledge-intensive industries. Valsecchi, Balta, and Morgan (2025) highlight that without clear communication strategies and adaptive leadership, hybrid work can lead to fragmented teamwork and a loss of organisational cohesion (Nilsen and Solberg, 2022). Moreover, 76% of HR leaders have reported concerns about culture preservation in hybrid teams (Gartner, 2022), signalling that this issue is widespread and urgent.
This research is vital for the field of leadership and management because the hybrid model is no longer a short-term experiment. It is shaping recruitment strategies, performance management systems, employee engagement models, and leadership development programmes. Understanding how to navigate the dual imperatives of productivity and culture is essential for sustainable organisational success in the post-pandemic economy.
[bookmark: _Toc825859901]1.3 Research Aim	
To investigate the impact of remote and hybrid work arrangements on employee productivity and organisational culture within hybrid business models.
[bookmark: _Toc1261498515]1.4 Research Objectives:
The objectives this study wants to fulfill are:
To investigate the factors influencing productivity in hybrid teams.
To examine the effects of remote and hybrid work on both individual and team productivity levels.
To explore how organisational culture evolves in response to hybrid work models.
To identify and evaluate leadership strategies that foster productivity and cohesion within hybrid workforces.
[bookmark: _Toc441111759]1.5 Research Questions
Based on the above objectives, the study seeks to answer the following research questions:
What factors influence productivity in hybrid teams?
How does hybrid work reshape organisational values and employee engagement?
What are the most effective leadership strategies for managing and supporting a hybrid workforce?
These questions will guide the literature review, data analysis, and interpretation of findings.
[bookmark: _Toc1857840700]1.6 Scope of the Study
[bookmark: _Int_mkJxTO4h]The study is dedicated to the post-pandemic time (20212025) and explores the concept of hybrid work in knowledge-based industries, including technology, professional services, and digital industries. The research is founded on the secondary qualitative data, such as scholarly literature, industry reports, and organisational case studies.
Geographically, the research focuses on organisations in western economies, specifically in the UK, Europe, and the US, where hybrid work is more common and developed. The research does not involve the collection of primary data and omits informal or gig economy labour, where remote labour might not follow the same dynamics. The research provides insightful findings to managers working in the same industry and region because of the emphasis on the organisational culture, leadership, and employee productivity in hybrid environments.
[bookmark: _Toc356150204]1.7 Significance of the Study
[bookmark: _Int_YwOXO8FW][bookmark: _Int_Ajym7t60]This study has a great significance in the academic and practical circles. On the academic part, it covers a gap in hybrid integrated research that simultaneously involves productivity and culture. Although many studies have been conducted on these themes individually, very few have examined the relationship between them, especially on a leadership and management front.
Practically, the study has relevance for:
1. Resource (HR) professionals aiming to retain talent, enhance engagement, and reduce burnout.
2. Team leaders and managers seeking to apply inclusive, performance-focused leadership in hybrid settings.
3. Executives and policymakers design the future of work strategies and digital infrastructure investments.
The study’s findings can inform evidence-based decisions on hybrid work design, cultural interventions, and leadership development initiatives. This is particularly important for organisations navigating an increasingly competitive and decentralised business environment.
[bookmark: _Toc929952499]1.8 Structure of the Dissertation
This dissertation is organised into five main chapters:
	Chapter
	Description

	Chapter 1: Introduction
	Outlines the background, research problem, aim, objectives, questions, scope, and significance of the study

	Chapter 2: Literature Review
	Provides a thematic review of existing research on remote work, employee productivity, organisational culture, and leadership in hybrid environments. It also identifies theoretical gaps.

	Chapter 3: Methodology
	Explains the research philosophy, approach, strategy, and data collection method. The study adopts a qualitative, inductive approach using secondary data sources and thematic analysis.

	Chapter 4: Findings and Discussion
	Presents the main findings from the secondary data, structured by themes, and offers a critical discussion in relation to the research questions and literature.

	Chapter 5: Conclusion and Recommendations
	Summarises the key insights, discusses limitations, and provides practical and theoretical recommendations for future research and practice.





[bookmark: _Toc146889102]Chapter 2: Literature Review
Introduction
The emergence of hybrid work models in the post-pandemic era has reshaped the expectations of both organisations and employees. Leadership, once bound by physical proximity, must now adapt to a dual environment that combines remote and in-office work (Orel et al., 2025). This shift raises pressing questions about how leaders can maintain productivity while preserving a coherent organisational culture. Scholars and practitioners alike have begun examining leadership strategies that address these challenges. The literature presents varying perspectives, some optimistic, others skeptical on the effectiveness of hybrid leadership approaches.
[bookmark: _Toc358426519]2.1 Evolution of Leadership in Hybrid Work Models
The traditional command-and-control leadership style, according to Usama, Bashir and Sattar (2025), is no longer relevant in hybrid settings. Adaptive, transformational and emotionally intelligent leadership models are seen as more effective at managing distributed teams. Now that leaders cannot supervise employees personally or directly, they need to build trust. This requires effective communication and empathy.
Not all scholars agree that transformational leadership is sufficient. By allowing the adaptation and autonomy, it motivates this. However, this may not work well if face-to-face communication does not occur regularly. Especially, in less new employees with less embedded culture (Kaur and Chauhan, 2025). Hybrid teams may have ‘proximity bias,’ or the tendency for remote workers to be less recognized than their in-office coworkers who contribute equally. Transformational leadership does not address this issue. 
Therefore, while contemporary styles are necessary, they need additional policy to ensure fairness and visibility in all forms of working.
[bookmark: _Toc804072344]Integration in Organisational Culture
Finding a balance between organizational culture and hybrid workforce is a paradox. Hybrid models are being credited for giving employees flexibility and helping create a more inclusive and value-based culture. The culture in hybrid environments isn’t about physical rituals, for example, casual banter in the corridor—but shared digital norms and leadership behaviours. Culture can live and thrive with the right communication strategies and inclusive leadership in place (Kulkarni et al 2024.
Dhadiwal and Londhe (2025) do not share this optimism. Their empirical study of IT companies in India shows that organisational culture may become fragmented when the virtual teams or the physical teams experience disconnected workflows. They argue cultural erosion takes place subtly through exclusion from ad-hoc decisions, differential access to sponsors, and weaker organisational identification. Researchers are convinced that technology will help bridge existing gaps. However, they are critical of excessive reliance on it with the absence of human interventions.
The method of the study done by Dhadiwal and Londhe is strong and they collect mixed-method data from surveys and interviews longitudinally. However, the scope is limited to tech firms which usually have higher digital literacy. So, the results may not apply to industries that use technology less and cultures that are more hierarchical.
[bookmark: _Toc927510263]2.2 Productivity in Hybrid Contexts
The biggest challenge for leaders today is retaining productivity in a hybrid work environment. According to Varma (2025), hybrid models do not automatically lead to a reduction in productivity. Rather, it depends on how leaders develop and implement strategies which link productivity to performance. In Hybrid Horizons, Varma proposes an Alignment Matrix approach. It helps in mapping roles to mode of work, remote, in-office or hybrid. This is based on complexity of task, collaboration need, and levels of autonomy.
This model is admired by managers and scholars for being practical and data centric (Choudhury et al., 2021; Wang et al., 2021; Gaskell, 2022). Nonetheless, it demands leaders to be much more contextually aware and flexible than may be the case at all levels of leadership. It also assumes a degree of flexibility in terms of the infrastructure and the organization that may not be possible when resources are limited.
More conventional theories about productivity tend to advocate for synchronous, co-located work to boost efficiency. Whether they involve face-to-face meetings, video calls, or other channels, the general idea is the same. Critics say that serendipitous collaboration, an important driver of creativity, is hard to reproduce in a virtual world – even with aligned roles. While you can measure productivity in numbers, it is very hard to measure and manage quantifiable dimensions. For instance, the generation of ideas or bonds within the team for a long time.
[bookmark: _Toc1411072115]2.3 Communication and Engagement: The Leadership Levers
Effective hybrid leadership is always mentioned as being dependent on communication. As Kulkarni et al. (2024) highlight, there is a requirement of a structured spontaneity, i.e. that informal meetings should be formed in hybrid environments, using virtual watercoolers, open office hours or gamified team check-ins. These are practices that seek to curb the loneliness that remote employees usually feel.
Kamboj (2025) is however wary of performative communication methods which focus on quantity and not quality. In her study about remote working and engagement, Kamboj indicates that there is a sense of exhaustion among the employees when it comes to over-check-ins and video meetings. Instead, she is an advocate of asynchronous standards of communication, psychological safety, and role clarity as more effective engagement means. Being grounded on the extensive survey of the remote workers that are hired to work in different sectors, her writing is general and timely, yet it lacks the qualitative aspects that might allow getting to know about the emotional nuances of disengagement.
[bookmark: _Int_lmEnEPLk]Here we can define the methodological difference between the qualitative focus of Kulkarni et al. which captures the dynamics of context and quantitative scale of Kamboj which enables generalisability. A combination of the two would give a more of a holistic picture.
2.4 Challenges of Equity and Inclusion
[bookmark: _Int_b4OVkNh4][bookmark: _Int_v0ZxED2d]Hybrid work can be detrimental to the growth of inequality without a leadership that responds to the structural biases. According to Varma (2025), remote workers, particularly women, caregivers and people with disabilities may see more flexibility as beneficial, but risk becoming less seen and less likely to climb up the career ladder. These tendencies should be actively overcome by the leaders with the help of clear promotion standards and equal distribution of tasks.
However, there are practitioners in the industry who claim that not all jobs can or should be hybrid (Dagunduro, Ediae and Ajuwon, 2024; Ribas and Uchôa, 2025). Hands-on, field or customer facing jobs need physical presence. They claim that by causing equity in work modes, operational efficiency may be undermined. This is a philosophical question: Which should be the priority of leadership: fairness of outcome or fairness of opportunity?
Tensions show context sensitive strategies are necessary instead of universalised models for better application. In this context, leadership creates a process of moralisation, not strategic maximisation.
2.5 Innovation and Collaboration in Hybrid Teams
Collaboration and being inventive are held as what makes a business succeed. Although technology makes it easier for employees to work with others who do not live near them, creative collaboration is now in jeopardy because people do not spend as much undecided time near the office (Varma, 2025).
[bookmark: _Int_V170odz8]Agba and Agba (2025) They strongly feel that we need to have trusted leaders and kind workers for developement in certain areas. The study is based on globail data and explains the importance of having trust and culture. However, much creative unity is hampered by remote work leadership will be aided by a greater cultivation of situational feelings of safety and trust. Sharma and Wankhede argue, however, that emailing should be our principal form of communuication. Therefore, the potential innovations which could be used in inventions are left behind. The study they used really had something cool to show. Talking and not getting the right words across can lead to less ideas, and most of the time it is in jobs like that where they have to make a long time.
The distinction between these two sources is apparent. Agba and Agba employ an old material structure yet; it might not be applicable in real life. In comparison to a huge amount of data, the information depicts limited to powerful groups. Both parties demonstrate how revising the way a society goes about the process of innovation is not only a technological concern, but also a cultural one.
2.6 The Leadership-Culture-Performance Triad
[bookmark: _Int_kMdNi3Lk][bookmark: _Int_YL78w5Ym][bookmark: _Int_iZCkCD7Z]The practice of leadership, culture and performance in organisations is recognised in traditional literature as being a mutually affirming relationship. In hybrid work models, however, the correlation between PMS and performance is less strong and weaker. Febriantina et al. (2025) believe that transformational leadership is capable of mending the hybrid structures of cultural fragmentation. In this research, the Indonesian hybrid workforce was studied. It discovered that motivation and cultural continuity relies on leaders that have a vision, inspire commitment, and empower the subordinates.
[bookmark: _Int_YbHGDFo3]Lartey et al (2025) advise that leadership should not be used as the sole stick to keep the system together. The authors of the EENDEED Project state that structural enablers can assist with engagement, too. Such are, e.g., equitable sharing of the workload, purposeful performance indicators and feedback systems. Leadership needs to be in an ecosystem of accountability and shared pliability, although this is a necessary requirement. They offer practitioner and empirical frameworks that generalise a series of employee engagement models.
[bookmark: _Int_lbfCyeBc]The methodology of Febriantina and colleagues is more likely to use psychometric survey without much consideration of the intricate interpersonal interactions involved in the effectiveness of leadership. Nevertheless, Lartey et al. employed both an ethnographic interview and engagement analytics, which is why their findings can be generalised more easily.
2.7 Virtual Visibility and Perceived Fairness
[bookmark: _Int_tXknb5KF][bookmark: _Int_b2yT9Hxn][bookmark: _Int_4IQwDiDa]A problem that comes up again and again with hybrid models is the visibility gap between the remote and office workers. Korang et al. (2024) discuss how the social media presence may distort leadership perceptions on follower performance and commitment. The leaders may unconsciously conflate physical presence with loyalty and effort. Because of this biased assessments and denial of promotion takes place.
[bookmark: _Int_zzAfvMjs]To mitigate the problem, the authors propose assessing contributions through quantifiable task-based KPIs and digital trace data. Some argue that over-reliance on digital metrics can create a distrustful and unsafe psychological culture of surveillance. Kulkarni et al. (2024) advocate for not letting the exercise of this performance monitoring lead to fatigue from micromanagement in hybrid systems. 
[bookmark: _Int_Wn3yo78d]The clash of equity and liberty brings about a serious challenge in respect of leadership. Middle managers may lack the high degree of emotional Intelligence, self- awareness and systems-level thinking required for change-oriented leadership.  For hybrid workplaces to become fair and transparent, the focus on development of organisational policy must therefore be strong.


2.8 Organisational Identity and Belonging
[bookmark: _Int_3heEsECG][bookmark: _Int_Io5lT19B][bookmark: _Int_GWWWWzCe]Although less visible, organizational identity reduction is an important consequence of hybrid work. The absence of a physical space and rituals weakens employees' connection. According to Varma (2025), symbolic leadership is the deliberate use of symbols, stories and ceremonies by the leader and others to create a common identity. It can help to build trust and understanding between departments.
However, this symbolic approach is not without limitations. Wankhede and Sharma (2025) observe that rituals can come across as hollow if they are not back with authentic participation. The study case demonstrates how symbolic acts function as performance without participatory culture in humanistic discourse. This often alienates employees instead of uniting them.
Thus, the verdict is nuanced. When symbolic leadership is not a substitute for deeper engagement, it works. Rather than being a substitute, at least it’s a reflection of deeper organisational values. Leaders should make sure to substantiate the symbols.

2.9 Technology as Enabler or Barrier?
[bookmark: _Int_3xymJ2ip]While hybrid work would not be possible without technology, whether such technology is an enabler or barrier, highly depends on the leadership. Following the view of Amoako et al. (2024), interactive technologies like collaborative whiteboards and AI-driven meeting scheduling strengthen team dynamics and reduce friction in hybrid. Studying tools used in project development, they noticed changes from previous projects.
[bookmark: _Int_lOmMGWZY][bookmark: _Int_EVoFO45R][bookmark: _Int_3yHA0uuV]Lartey et al. (2025) evidence that use of technology makes up only fifty percent of the workforce's performance. The stress and fortitude of employees has greatly decreased due to an excessive use in technology. Leadership is required to be in charge of and partake in the everyday lives of technology in use around them. Individual groups can operate smoothly provided software teams to actively create inclusive settings.
[bookmark: _Int_OMYGQXt9][bookmark: _Int_xFT9tA5K][bookmark: _Int_8GhDxjvk][bookmark: _Int_Qed2lCWX]Both of these studies adds great credibility. The Amoako group counted on experimental design and tests to come to a conclusion on their workers, while Lartey and Company relied on forwarding explanation to placements. Robbin Chandler points out when used improperly resources can somehow be taken away.
[bookmark: _Toc440331532]2.10 Literature Gap
[bookmark: _Int_ntkpg4OY][bookmark: _Int_pFR1uta7]Although hybrid work has a high profile in the leadership and management of discourse, the literature is limited. The majority of research pays much attention either to technological enablers or general leadership models like transformational or inclusive leadership (Agba and Agba, 2025; Varma, 2025), with little empirical data on their application effectiveness in a hybrid setting. Specifically, the literature on how leaders can deal with organisational culture and staff productivity with diminished physical presence and less informal contact is deficient (Sharma and Wankhede, 2025).
In addition, a lot of the available literature is placed within the Western business environment, thus not considering the culture, infrastructure, and management of the hybrid workplace in developing nations (Febriantina et al., 2025). This complicates the process of leaders all over the world knowing what factors influence their performance.
Ultimately, besides changing corporate slogans and promoting virtual engagement tools, little has been done to systematically evaluate their actual long-term impact on motivation, inclusion, or cohesion amongst staff.  In response, this dissertation attempts to address these gaps by tapping into leadership strategies that are context-sensitive, employee-informed, and operationally feasible in hybrid work models.
[image: ] Theoretical Framework and   Literature Gap (Self-Made).

As noted in the literature reviewed in this chapter, issues like leadership, productivity, and organisational culture are changing in the hybrid work environment. Although hybrid models are flexible and grant autonomy, they also have issues in communication, inclusion, and cultural cohesion. Available literature indicates that leadership practices need to be dynamic, situational, and based on empathy and results. Nevertheless, there are still empty spaces in realizing how these factors intersect within the real-life environment, especially in sustaining prolonged engagement and performance. These leads provide the basis of the following chapter where a methodological approach is described according to which these dynamics are going to be investigated.


[bookmark: _Toc202147649]Chapter 3: Methodology
Introduction
This chapter lays out the blueprint of the research analysis. The methodology of this chapter will be described using a model known as the “Research Onion Model”. This model imagines the methodology in layers and defines each layer to create an indepth understanding of the analytical process. All the levels of the research onion as illustrated by the diagram are important in establishing the overall structure of the research and a rigorous investigation of the research topic which is exploration of the effects of hybrid work environments on key business outcomes (Saunders, Lewis and Thornhill, 2019).
[image: https://deepstash.com/_next/image?url=https:%2F%2Fd1dfxfqogsjixt.cloudfront.net%2F255769-1661027861.png&w=3840&q=75]
Figure: Research Onion Model (Kumar, 2022).
[bookmark: _Toc1497578893]3.1 Research Philosophy
The research philosophy dictates the world view where the researcher would be carrying out the investigation. The research philosophy applied in this study is interpretivism. The rationale of the choice of interpretivism is that it provides the opportunity to discuss the subjective experiences of individuals in hybrid working environments in detail and center attention on the perceptions and understanding rather than generalization (Saunders, Lewis, and Thornhill, 2019). Using the interpretivism research paradigm to the present study, one can understand the perception of the participants, who are employees and managers, regarding the changes in productivity and culture in the form of transition to remote and hybrid work mode. The philosophy values rich, situation-specific, insights that may be obtained by analyzing qualitative data that incorporate interviews, case studies, and reports in organisations, that the research is aimed at.
[bookmark: _Toc190802993]3.2 Research Approach
[bookmark: _Int_gTj921l9]The research methodology entails the process in which data is collected and examined. A method of inductive approach is applied as research. The inductive method is particularly suitable in research that is expected to explore new patterns and theories guided by the existing information rather than to test pre-determined assumptions (Creswell and Creswell, 2018). Since the processes of hybrid work and its effects are comparatively recent, the inductive approach would help the investigator to generate theories that rely on the experience and perception of the respondents. It is a methodology that allows the study to be adjusted to new insights as well as the analysis not to be bound by particular and predetermined structures.
[bookmark: _Toc918325965]3.3 Research Strategy
The research strategy involves answering the research questions and objectives. The qualitative research strategy is suitable in the current research because the qualitative research strategy is the most suitable to explore complex phenomena, such as organizational culture and employee productivity in greater detail. Qualitative research is applicable in instances where the aim is to determine meanings, interpretations, and insights instead of data, which are measurable (Bryman, 2021). The plan will involve thorough examination of the secondary data including journal articles, industry reports, and case studies. By reviewing the available literature and case studies, the research can explore various features of hybrid work such as the problem of the sustainability of productivity and the transformation of the organizational culture in the remote workplace.
[bookmark: _Toc425391344]3.4 Research Design
The research design means the plan of how the research is to be done (Creswell and Creswell, 2018). The research design applied in this study is a secondary research design. The reason behind utilizing secondary data is that it provides a plethora of current and pertinent data about remote and hybrid work that is authored by numerous different sources such as academic journals, organizational reports, and case studies among others. The choice to concentrate on secondary data provides an opportunity to have a general overview of the hybrid work practices in various industry and geographic contexts (Bryman, 2021). Moreover, the strategy will allow the research to combine results of multiple sources to develop the fact about the linkage between productivity and organizational culture in hybrid work environments. 


[bookmark: _Toc1866043257]3.5 Data Collection Methods
[bookmark: _Int_fbsiozOy][bookmark: _Int_KgiVLo9C]This study will employ a secondary collection of data. Peer-reviewed academic articles, case studies, and industry reports are all used as secondary data, which discuss the impacts of hybrid work. The reason behind the selection of secondary data is due to its availability and the research conducted on the subject, which is quite wide. Through high-quality secondary sources, this study would be able to access a large pool of perspectives and findings which would prove useful in answering the research questions. This approach is especially beneficial when examining the organizational culture and productivity since the researcher can examine already formed patterns in actual hybrid places of work. Moreover, secondary research will guarantee a wider reach and global outlook on the hybrid work models based on a variety of industries and settings.
[bookmark: _Toc2053248055]3.6 Data Analysis Techniques
[bookmark: _Int_V85Zbl7f]Thematic analysis is a method of analysis. Thematic analysis is a qualitative method that is widely applied to identify, analyze, and report patterns or themes of data (Zairul, 2025). The thematic analysis is suitable to reveal common themes and observations regarding workforce productivity, organizational culture, and leader practices in hybrid workplaces. The ability of the researcher to systematically group the data into themes will help to make meaningful conclusions that will respond to the research questions (Nordstrom and Maheshwari, 2025). This discussion will give a sophisticated insight into the effects of remote work and hybrid work on employee engagement, collaboration, and the organizational culture. The results will be drawn and contrasted on various case studies to present a holistic picture on the subject matter.
[bookmark: _Toc283982435]3.7 Ethical Considerations
As this research is primarily based on secondary data, the risks of ethical issues are low. However, the researcher will adhere to the principles of academic integrity and refer to and reference all sources. This paper is compliant with the rules of academic honesty, and all the information is utilised in a transparent and ethically acceptable manner. Also, no personal information or sensitive data will be used in the study because all the available data will be publicly available. The researcher will also critically evaluate the reliability and possible bias in the secondary data utilised such that the conclusions are made on the basis of valid and acceptable evidence.
[bookmark: _Toc1315649054]3.8 Limitations of the Methodology
Although the methodology will enable one to have a holistic picture of the effects of hybrid work on productivity and culture, it has certain limitations. The secondary data dependency implies that the study will not be able to investigate the first-hand experience of employees working in a hybrid environment, and, therefore, the results can be inadequate to describe the subtle individual experience of remote employees. Besides, the research is based on the existing literature, which might restrict the research due to the limitations of information sources on the topic of hybrid work practices. The study will also not focus its attention on the disparities in the industries or sectors that could impact the success of hybrid work models.
[bookmark: _Toc1104648346]3.9 Conclusion
The chapter has presented the methodology that will inform the research into the effects of remote and hybrid work on the productivity of employees and the culture within an organization. This research uses interpretivist philosophy, inductive approach, and qualitative research strategy, and is backed by secondary data and thematic analysis by following the layers of the research onion model. The research design will guarantee that the study can offer a rich and in-depth investigation of the phenomena under study to provide both practical and theoretical valuable information to organizations that have shifted to a hybrid work environment.













[bookmark: _Toc382348515]Chapter 4: Analysis and Findings
[bookmark: _Toc94484330]Introduction
This chapter shows the results of the thematic analysis carried out on this dissertation. This research had an inductivist philosophy which used a qualitative and inductive research methodology as discussed in Chapter 3. These results were based on a six-stage thematic analysis (Zairul, 2025) of a purposive sample of the secondary data.
Data corpus, according to the accepted reference list, was: (1) academic and peer-reviewed journal articles; (2) scholarly books and conference proceedings; and (3) industry reports and press releases of reputable sources (e.g., Gartner, Forbes). The three fundamental research questions set in Chapter 1 were used to guide this analysis since they aim to determine the effect of hybrid work on productivity, organisational culture, and leadership.
This chapter is organized in the following way: Section 4.2 opens with a detailed table with the summary of the results of the thematic analysis, first. This table clearly correlates the research questions with the six emergent themes and sub-themes as well as the data extract illustrations of the secondary sources to support them. These themes are then narrated and discussed in detail in section 4.3, with comparison and contrast. Lastly, Section 4.4 gives a short overview of the chapter, as the basis of the final discussion and recommendations in Chapter 5.

[bookmark: _Toc772415925]4.1 Summary of Thematic Analysis Findings
The inductive analysis of the secondary data corpus has provided six main themes which directly relate to the three research questions. The following coding structure is presented in a clear way in Table 4.1, which links between the research questions and emergent themes, sub-themes, and the illustrative data in the reviewed sources that informed them.




Table. Summary of Thematic Coding
	Research Question (RQ)
	Emerged Theme
	Sub-theme
	Illustrative Data Extract (from secondary sources)
	Initial Interpretation

	RQ1: What factors influence productivity in hybrid teams?
	Theme 1: The 'Work Design' Imperative
	1.1: Autonomy and Flexibility as Drivers
	"Work-from-anywhere: The productivity effects of geographic flexibility" (Choudhury et al., 2021).
	Productivity is not inherent to a location but is unlocked by giving employees control over where and how they work.

	
	
	1.2: The Demands-Resources Trade-off
	"Is job performance conditioned by work-from-home demands and resources?" (Prodanova and Kocarev, 2021); "Achieving effective remote working... A work design perspective" (Wang et al., 2021).
	Performance is a balance. 'Resources' (e.g., social support, autonomy) boost it, while 'Demands' (e.g., ineffective communication, isolation) hinder it (Wang et al., 2021).

	
	Theme 2: Technology and Knowledge as Critical Mediators
	2.1: Digital Intensity and Infrastructure
	"Exploring Key Technologies And Management Practices" for "Long-Term Impact... on Organizational Efficiency" (Celestin and Sujatha, 2024).
	The right technology and digital tools are a foundational prerequisite for any productivity gains in a hybrid model.

	
	
	2.2: The Moderating Role of Knowledge Sharing
	"Remote work, Employee Productivity and innovation: the Moderating Roles of Knowledge Sharing and Digital Business Intensity" (Nwankpa and Roumani, 2024).
	Productivity and innovation are amplified only if knowledge sharing and digital intensity are high. Without them, remote work can lead to silos.

	RQ2: How does hybrid work reshape organisational values and employee engagement?
	Theme 3: The 'Great Cultural Disconnect'
	3.1: Fragmentation and the Loss of 'Spontaneous Collaboration'
	"An affordance perspective of team collaboration and enforced working from home" (Waizenegger et al., 2020); "Struggling to Adapt Current Organizational Culture" (Gartner, 2022).
	The physical-based culture is eroding, leading to fragmentation and the loss of the informal, spontaneous interactions that build cohesion (Waizenegger et al., 2020; Gartner, 2022).

	
	
	3.2: Redefining Values around Flexibility and Inclusion
	"Exploring the Impact of Employees’ Attitudes Toward Flexible Work Arrangements on Inclusion and Turnover Intention" (Kim and Dirks, 2023).
	A new, more intentional culture is emerging, valued for its "flexibility" and its positive impact on "inclusion" and reduced turnover (Kim and Dirks, 2023).

	
	Theme 4: The 'Well-being Paradox'
	4.1: Professional Isolation and Mental Health Impacts
	"assessing the influence of job demands and resources on... psychological outcomes for employees" (Jamal et al., 2021); "mental health impact of teleworking" (Shipman et al., 2021).
	While flexible, remote work is also linked to "professional isolation" (Jaiswal and Prabhakaran, 2024), "loneliness" (Wang et al., 2021), and "psychological" strain (Shipman et al., 2021).

	
	
	4.2: The Criticality of Work-Life Boundary Control
	"REMOTE WORK AND PSYCHOLOGICAL WELL-BEING... exploring... work-life balance" (Sharma, 2024); "role of boundary control and professional isolation" (Jaiswal and Prabhakaran, 2024).
	Employee well-being and engagement are directly tied to their ability to manage work-life boundaries. A lack of "boundary control" is a key stressor (Jaiswal and Prabhakaran, 2024; Sharma, 2024).

	RQ3: What are the most effective leadership strategies for managing and supporting a hybrid workforce?
	Theme 5: The Evolution from 'Manager' to 'Coach'
	5.1: Managing by 'Outputs,' Not 'Inputs'
	"hybrid working demands a new leadership style" (Gaskell, 2022); "The Evolution of Leadership Styles in the Era of Hybrid Work Models" (Usama et al., 2025).
	The new style requires a shift from monitoring physical presence (inputs) to managing by results (outputs) (Gaskell, 2022). This is a core part of the "evolution" of leadership (Usama et al., 2025).

	
	
	5.2: The Rise of Empathy and Emotional Intelligence
	"Beyond Technical Skills: ...Emotional Intelligence and Its Impact on... Performance in Hybrid Work Settings" (Kaur and Chauhan, 2025).
	"Soft skills" like Emotional Intelligence (EI) are no longer secondary; they are critical causal factors for performance in hybrid settings (Kaur and Chauhan, 2025).

	
	Theme 6: Structural Strategies for Cohesion and Equity
	6.1: Intentional Communication and Adaptive Information Sharing
	"Adaptive Leadership in Hybrid Work Models... relates to information sharing and team performance" (Nilsen and Solberg, 2022); "The Role of Informal Mechanisms" (Torre and Castelnovo, 2023).
	Leaders must be "adaptive" (Nilsen and Solberg, 2022) and must intentionally create the "informal mechanisms" for communication that were once natural (Torre and Castelnovo, 2023).

	
	
	6.2: Combating 'Proximity Bias' with Inclusive and Equitable Practices
	"Leader-member exchange in the age of remote work" (Varma et al., 2022); "Cultivating Inclusive Leadership... for Managing Diversity at a Distance" (Agba and Agba, 2025).
	Leaders must actively fight the bias to favour in-office workers by focusing on "inclusive leadership" (Agba and Agba, 2025) and equitable development (Dagunduro et al., 2024) to maintain high-quality "leader-member exchange" for all (Varma et al., 2022).





[bookmark: _Toc985556877]4.2 Discussion of Themes
The six summarised themes in Table 4.1 are discussed in detail in the following sections as a narrative discussion. This discussion builds on the original interpretations by synthesising the information of the secondary sources, identifying areas of congruence, contradiction, and comparison, and relating the results to the three research questions of the dissertation.

[bookmark: _Toc1432272835]4.2.1 Themes Relating to RQ1: What factors influence productivity in hybrid teams?
The initial research question was to find out what factors affect the productivity of the employees. The thematic analysis of the secondary data showed that the issue of productivity is not such an easy consequence of remote work, but a complicated combination of conscious structural decisions and intervening variables. The results are summarized into two broad themes, which are the Work Design Imperative and the role of Technology and Knowledge as Critical Mediators.

Theme 1: The 'Work Design' Imperative
The statistics overwhelmingly point to the fact that the place of work is not the most significant factor of productivity, but rather the design of the work. This theme was developed as a result of a solid agreement in several studies (Wang et al., 2021; Prodanova and Kocarev, 2021).
Sub-theme 1.1: Autonomy and Flexibility as Drivers One of the main conclusions is that the growth of productivity is closely connected with the level of autonomy and flexibility of the workers. This is very well supported by the study by Choudhury et al. (2021) regarding work-from-anywhere policies, which states that geographic flexibility may boost productivity considerably. It is justified by the results that flexibility and autonomy enhance work-life balance and job satisfaction that are, in turn, associated with performance (Sharma, 2024). Flexibility and autonomy are also listed by Joy and Sharma (2025) as the factors that can have a positive influence on productivity.
Sub-theme 1.2: The Requirement-Resources Trade-off This sub-theme is a critical contrast to the optimism of Sub-theme 1.1. On the one hand, autonomy is an advantage, but it is at a weak balance. The results indicate that the productivity depends on a model of demands-resources, which is clearly stated by Prodanova and Kocarev (2021). Wang et al. (2021) endorse this idea with a great deal of force since, in their mixed-methods study, the authors found that two resources, namely, job autonomy and social support, were important in alleviating the challenges associated with remote work. On the other hand, such demands like work-home interference, ineffective communication, loneliness, and monitoring, among others, had a negative effect on performance (Wang et al., 2021). On the same note, Jamal et al. (2021) discovered that job demands (such as workload) in the remote environment had a direct negative psychological outcome.
Hence, the discussion demonstrates that even a mere work-from-home policy will not, in itself, lead to higher productivity. It will do it only in case the work is structured in a way that it offers resources (autonomy, support, feedback) that surpass the new demands (isolation, work-home conflict, poor communication).

Theme 2: Technology and Knowledge as Critical Mediators
The second theme was associated with productivity, which is the underpinning role of technology and flow of information. The information indicates that even an ideal work design will not work in case the digital infrastructure and knowledge-sharing practices are not sufficient.
Sub-theme 2.1: Digital Intensity and Infrastructure The discussion found that the efficiency and performance of remote and hybrid models in the long term depend on "Key Technologies and Management Practices" (Celestin and Sujatha, 2024). This is not just video conferencing but the whole digital ecosystem, including collaboration systems (Goldthorpe, 2025) or the intensity of digital business of the company (Nwankpa and Roumani, 2024). It can be seen that organisations that had a greater pre-existing "digital business intensity" were more successful in using remote work to gain productivity.
Sub-theme 2.2: The Moderating Role of Knowledge Sharing This sub-theme is one of the most important to be found during the analysis. Remote work and productivity are not directly related, but it is a mediated relationship. The research by Nwankpa and Roumani (2024) is at the centre of this as it concludes that the connection between remote work and productivity of employees positively depends on knowledge sharing and the intensity of digital business. The same research also established that the relationship between remote work and innovation was only significant in the presence of knowledge sharing (Nwankpa and Roumani, 2024).
This is a serious comparison: Choudhury et al. (2021) have achieved productivity gain, but Nwankpa and Roumani (2024) clarify the reasons, not necessarily due to flexibility, but due to the combination of flexibility with high digital intensity and a strong system of knowledge sharing. This is also why it is possible to explain the results of the Waizenegger et al. (2020), who reported that forced working at home constituted an obstacle to cooperation, and one of the possible reasons is the absence of developed knowledge-sharing guidelines in a rapid change of jobs, which may serve as a severe performance inhibitor.

[bookmark: _Toc1753027553]4.2.2 Themes Relating to RQ2: How does hybrid work reshape organisational values and employee engagement?
The second research question was about the effects that hybrid work has on the less material elements of the organisation: its culture, values and the involvement of its workforce. The analysis showed that there was a deep conflict, that it is an instance of a large-scale cultural confrontation and redefinition. This is summarized into two themes the so called Great Cultural Disconnect and the so called Well-being Paradox.

Theme 3: The 'Great Cultural Disconnect'
The theme reflects the discovery that the transition to hybrid working has fundamentally disrupted the model of organisational culture that used to be co-located and led to a challenging and usually unsuccessful transition.
Sub-theme 3.1: Fragmentation and the Loss of 'Spontaneous Collaboration' The most obvious discovery, which is noted by one of the most prominent Gartner (2022) industry reports, is that the current organizational culture is being difficult to adjust by HR Leaders. According to the report, culture was generally passively observed by physically interacting with one another and in a hybrid model, this connective tissue is lost and thus fragmented. This is well substantiated by the qualitative study by Waizenegger et al. (2020) which identified that the so-called forced remote work prompted a decrease in spontaneous and informal collaborations that are at the core of the innovation process and cultural unity. Likewise, Adisa et al. (2021) have observed that British employees felt socially and professionally isolated, and this was another factor that led to cultural disconnection.
Sub-theme 3.2: Redefining Values around Flexibility and Inclusion vs. Fragmentation As with the negative results of fragmentation, the data also shows a strong positive redefining of organisational values. The analysis reveals that the attitude of employees towards work flexibility is a major factor. The Kim and Dirks (2023) study revealed that positive attitude towards flexible work arrangements had a direct and positive effect on inclusion and a decrease in turnover intention. This implies that the old culture is fading away (Gartner, 2022), but another culture of values is coming into being. This is further supported by the analysis by Dhadiwal and Londhe (2025) on the topic of Innovative Practices in Hybrid Work Culture, which states that the companies are currently making efforts to develop a new culture using these new values instead of just repeating the previous one.

Theme 4: The 'Well-being Paradox'
This theme embodies the tension of the core of the employee experience in hybrid models. The information demonstrates that the main advantages and the main disadvantages of hybrid work are two sides of the same coin.
Sub-theme 4.1: Professional Isolation and Mental Health Effects The information repeatedly singles out the problem of professional isolation as a primary issue (Jaiswal and Prabhakaran, 2024). Wang et al. (2021) also reflected this fact and included loneliness among the four essential issues of remote work. This solitude is not the harmless one; it has its serious outcomes. Shipman et al. (2021) examined the direct relation between the impact of teleworking on mental health during the crisis, and Jamal et al. (2021) related the demands of remote job to adverse "psychological outcomes." This is in direct contrast to the results of Adisa et al. (2021), whose qualitative research on British employees revealed that they appreciated autonomy but did not cope with e-presenteeism and blurred boundaries, which caused them to experience psychological pressure.
Sub-theme 4.2: The Criticality of Work-Life Boundary Control This sub-theme became the key process of coping with the Well-being Paradox. The extent of employee well-being and engagement is directly related to the possibility of coping with the work-life balance (Sharma, 2024). Jaiswal and Prabhakaran (2024) were also clear in their study, stating that the concept of the "boundary control" was a key variable in the mediation of the adverse impact of the concept of the negative performance of the so-called professional isolation. This offers a straightforward, practical lesson: the source of poorly-being is the blurred boundaries that are described by Adisa et al. (2021) and Sharma (2024), and the source of defence is the control over boundaries. This was strengthened by Charalampous et al. (2021), who observed that finding the correct balance of remote and in-office employment is a factor that determines the well-being of employees.

[bookmark: _Toc651044636]4.2.3 Themes Relating to RQ3: What are the most effective leadership strategies for managing and supporting a hybrid workforce?
The last research question was a question on leadership to guide through the challenges and opportunities in RQ1 and RQ2. The study indicates that there is an agreement that the old paradigms of leadership are not working and that they have to be substituted with the new ones and, most importantly, new structural approaches.

Theme 5: The Evolution from 'Manager' to 'Coach'
This is the theme that embodies the required change of behaviour and style of leaders. The statistics indicate a distinct shift in the management techniques toward supportive coaching instead of the directive one.
Sub-theme 5.1: Managing by ‘Outputs, Not ‘Inputs’ The information in Gaskell (2022) is a straightforward and practitioner-oriented argument that hybrid working requires a new leadership style. The key feature of this new style is a complete change of focus, instead of looking at the inputs (such as time in-office) one should manage outputs (the results of the work). Usama et al. (2025) reinforce this point by recording the "Evolution of Leadership Styles" that have evolved over the years to no longer be based on command-and-control strategies but on the models that are founded on trust and empowerment. In Hybrid Horizons, Varma (2025) also explains why it is necessary to achieve a balance between in-office and remote leadership, which presupposes the shift toward simplistic presence-based management.
Sub-theme 5.2: The Rise of Empathy and Emotional Intelligence In case leaders are going to manage by outputs (Gaskell, 2022), the statistics demonstrate that they need a new toolkit. According to the research by Kaur and Chauhan (2025), the authors claim that leaders should transcend technical capabilities and note that Emotional Intelligence has a decisive influence on the performance of employees in Hybrid Work Environments. The same is reflected in the results of Usama et al. (2025), who mention that empathy is one of the main characteristics of new leadership models, and Febriantina et al. (2025), who deem the concept of Transformational Leadership (an EI-centric model) as one of the major strategies to boost motivation in a hybrid environment.

Theme 6: Structural Strategies for Cohesion and Equity
This last theme transcends the personal leadership styles to structural and systemic approaches that leaders need to adopt. The results indicate that successful hybrid leadership is concerned with coming up with the mechanisms that enable productivity and culture to flourish.
Sub-theme 6.1: Intentional Communication and Adaptive Information Sharing The findings are compared, and, in both cases, the leadership strategy resolves the problem of ineffective communication (Wang et al., 2021) and the problem of knowledge sharing (Nwankpa and Roumani, 2024). Nilsen and Solberg (2022) discovered that there is a direct correlation between Adaptive Leadership and the information sharing and team performance. This implies that leaders are required to be adaptable and receptive to the flow of information. Besides, Torre and Castelnovo (2023) note the essential role of Informal Mechanisms. Informal, spontaneous communication (Waizenegger et al., 2020) cannot occur in a vacuum in a hybrid model, and the leaders of an organization must creatively develop and manage these mechanisms.
Sub-theme 6.2: Fighting the Proximity Bias through Inclusive and Equitable Practices This sub-theme became the most important issue in leadership. The biggest threat to hybrid models is known as proximity bias, the automatic preference to be given to those employees who are physically present. This is theoretically framed in the study by Varma et al. (2022), who points out that high-quality relationships based on trust and respect as Leader-member exchange (LMX) are more difficult to form and sustain in remote context, which poses a threat of an in-group (in-office) and an out-group (remote).
The measures to fight the same are evident. Agba and Agba (2025) request Cultivating Inclusive Leadership in particular with regards to the management of Diversity at a Distance. It implies that every practice should be location-agnostic. This is supported by Dagunduro et al. (2024), who emphasize on the necessity of having an equal professional development so that remote workers receive equal opportunities to those working in offices. As a result, a structural leadership plan is the best approach: all the processes, including communication and feedback (Varma et al., 2022) and promotion and development (Dagunduro et al., 2024), should be designed to be inclusive and equitable in nature.

[bookmark: _Toc1916512409]4.3 Chapter Summary
The thematic analysis in this chapter has given an answer to the three research questions in the dissertation in a rich and detailed manner. The results, which were obtained due to a thorough review of the given secondary data, have been structured into six major themes.
The RQ1 (productivity) analysis showed that performance depends on a work design that focuses on autonomy and resources (Wang et al., 2021; Prodanova and Kocarev, 2021) and is mediated by the systems of Technology and Knowledge (Nwankpa and Roumani, 2024).
RQ2 (culture) analysis revealed a Great Cultural Disconnect where old, co-located norms are disintegrating (Gartner, 2022; Waizenegger et al., 2020) and a Well-being Paradox where flexibility and isolation are a delicate balance in employee engagement mediated by a concept of boundary control (Jaiswal and Prabhakaran, 2024; Adisa et al., 2021).
Lastly, the RQ3 (leadership) analysis revealed the requisite of the so-called Evolution from Manager to Coach (Gaskell, 2022; Kaur and Chauhan, 2025) and, most importantly, the requirement to have leaders use the so-called Structural Strategies to Cohesion and Equity in order to fight the proximity bias and deliberately develop the informal communication (Nilsen and Solberg, 2022; Varma et al., 2022)
Such inductively obtained results form a strong basis of the ultimate chapter that will entail a synthesised conclusion, commentary on theoretical and practical impacts of these themes, and give recommendations that can be applied.















[bookmark: _Toc926525306]Conclusion
This is the last chapter that brings to an end the discussion of the effect of remote and hybrid employment on employee productivity and organisational culture presented in the dissertation. This study has inspired a gap of great importance because the researchers have studied the interdependence of productivity and culture as opposed to considering them separately. The overall purpose of the study was to determine the factors that affect the productivity, the development of the organisational culture and the best leadership practices in this new environment.
Chapter 5: Key Findings
[bookmark: _Toc707237194]5.1 Summary of Key Findings
Chapter 4 thematic analysis generated six major themes which directly address the three research questions. The results supported the hypothesis that productivity is not a given but it depends on structural decisions and mediators.
Responding to RQ1: What factors influence productivity in hybrid teams?
Theme 1: The imperative of design of work. Work design is more important than location because of productivity (Wang et al., 2021). This theme is a trade-off, where resources such as autonomy and geographic flexibility have a positive effect on productivity (Choudhury et al., 2021), whereas the demands, including work-home interference, ineffective communication, and loneliness, have a negative effect on it (Prodanova and Kocarev, 2021; Wang et al., 2021).
Theme 2: Technology and Knowledge in the Critical Mediators. The work-productivity correlation is indirect in the case of remote working. The mediating factors such as technology are foundational to success (Celestin and Sujatha, 2024). Importantly, the positive correlation of remote work, productivity, and innovation is enhanced with the help of knowledge sharing and digital business intensity. In their absence, innovation halts (Nwankpa and Roumani, 2024).
Responding to RQ2: How does hybrid work reshape organisational values and employee engagement?
Theme 3: The 'Great Cultural Disconnect'. Statistics indicate that HR leaders are having a difficult time adjusting to old-fashioned, office-based culture (Gartner, 2022). The development of cohesion is lost through informal interactions and spontaneous collaboration, which define this disconnect (Waizenegger et al., 2020). It is opposed by a new culture in which the flexibility and the concept of inclusion are taken as the essential elements by employees (Kim and Dirks, 2023).
Theme 4: The 'Well-being Paradox'. This is the main conflict of the hybrid experience. These advantages are associated with the disadvantages of flexibility such as professional isolation (Jaiswal and Prabhakaran, 2024), loneliness (Wang et al., 2021), and adverse effects on mental health (Shipman et al., 2021). Boundary control is the key to solving this paradox that mediates the adverse consequences of isolation and blurred work-life boundaries (Jaiswal and Prabhakaran, 2024; Sharma, 2024).
Responding to RQ3: What are the most effective leadership strategies for managing and supporting a hybrid workforce?
Theme 5: The process of Transitioning between a Manager and a Coach. This information demonstrates the evident development of leadership styles (Usama et al., 2025). They are required to have a new leadership style (Gaskell, 2022), which is no longer monitoring the inputs (presence) but controlling the outputs (results). The new toolkit is called Beyond Technical Skills, and the focus of performance in this style should be on Emotional Intelligence and empathy as the key performance drivers (Kaur and Chauhan, 2025).
Theme 6: Structural Strategies Cohesion and Equity. This brings out the fact that good leadership is both structural and purposeful. The leaders should develop informal communication mechanisms (Torre and Castelnovo, 2023). Importantly, they should take the initiative to fight the concept of proximity bias by promoting an inclusive style of leadership (Agba and Agba, 2025), providing equitable professional development (Dagunduro et al., 2024), and ensuring that the leader-member exchange (LMX) is of high quality to everyone, irrespective of location (Varma et al., 2022).

[bookmark: _Toc966084124]5.2 Recommendations
First recommendation according to the findings and implications is the redesigning of work and not relocation of work. This entails a change in perspective of where work is carried out, to how work is carried out. The role of HR and team leaders as an action is to carry out role-level audits, which is founded on the framework of demands-resources (Prodanova and Kocarev, 2021; Wang et al., 2021), reducing the demands (e.g., isolation) and increasing the resources (e.g., autonomy, social support). 
The second recommendation is to ensure that leadership development is structurally oriented. The leadership training will have to develop Beyond Technical Skills (Kaur and Chauhan, 2025) to plan and administer the hybrid system. This demands the introduction of mandatory inclusive leadership training grounded on the concept of managing diversity at a distance (Agba and Agba, 2025) and Emotional Intelligence (Kaur and Chauhan, 2025). Also, managers should be conditioned to recognize and fight the proximity bias. 
Third, organisations have to invest willfully in cultural and communicative infrastructure by acknowledging that hybrid culture and communication are not accidental occurrences. The major steps involve investing into the digital platforms and processes that support the so-called knowledge sharing, which is one of the productivity moderators (Nwankpa and Roumani, 2024). the so-called cultural disconnect (Gartner, 2022) and the so-called social isolation (Jaiswal and Prabhakaran, 2024).
The last suggestion is actively addressing the well-being paradox. This would entail recognizing the psychological dangers of hybrid work and preparing employees to deal with them. The HR must introduce training materials that address the concept of boundary control (Jaiswal and Prabhakaran, 2024; Sharma, 2024) where employees learn to control the phenomenon of work-home interference and how to manage the mental health effect caused by remote work (Shipman et al., 2021). 

[bookmark: _Toc451575476]5.3 Limitations of the Research
The conclusions of this study should be considered against the methodological limitations of the study. The first limitation is that it has solely used secondary data. Although it made it possible to conduct a general examination of the current knowledge, it did not allow gathering the rich, first-hand data; the research examines what is written about hybrid work, but not the subtle, first-hand experience of employees and managers. To add to it, there is the interpretivist philosophy and thematic analysis, which implies that the obtained themes are an interpretation of the data by the researcher (Saunders, Lewis and Thornhill, 2019). The results are strict but constitute a contextualised interpretation, rather than one, generalisable fact. 

[bookmark: _Toc1052255952]5.4 Scope for Future Research
Conclusion
Such limitations offer clear directions on the future research to develop the findings of this study. An example of the main qualitative investigation that can be made is the in-depth, semi-structured interviews with hybrid managers and remote workers. This would offer first-person data that is rich in order to investigate the Well-being Paradox, namely how employees feel and manage through a sense of professional isolation and a sense of boundary control (Jaiswal and Prabhakaran, 2024; Sharma, 2024). Quantitative and longitudinal studies are required to develop on these themes. A study like that would be able to statistically evaluate the effect of the inclusion leadership training (Agba and Agba, 2025) over time on the turnover intention (Kim and Dirks, 2023), or would be able to test the variables such as knowledge sharing (Nwankpa and Roumani, 2024) and LMX (Varma et al., 2022) as the moderators of team performance. 
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