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Abstract

This research delves into the hybrid work paradigm, specifically in the financial services sector, using Aldermore Bank as a case study. The study examines the background, benefits, and drawbacks of hybrid work arrangements, cybersecurity, and employee training during transitions. The research also highlights the critical role of senior management in these processes and includes a PESTLE, Force Field analysis and SWOT analysis to identify external challenges impacting employers and society. The study concludes that the hybrid work paradigm is sustainable and provides crucial recommendations for businesses, such as simplifying communication channels, prioritising middle management training, expressing security concerns, and implementing frequent review processes. However, the study also emphasizes that maximizing the potential of the hybrid model requires careful planning, adaptability, and an understanding of both technical and human factors. Overall, this study contributes to the expanding body of information regarding hybrid workplaces and provides financial institutions with useful guidance as they adjust to this paradigm shift. 
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1.0. Introduction

This project aims to examine the feasibility and advantages of hybrid working for Aldermore Bank, as well as to assess the implications and feasibility of this approach for the organisation. The initial stage of the investigation will involve providing a historical and contextual overview of hybrid working.

1.1. Background and Context

The traditional 9-to-5 workweek has been replaced by hybrid working models, which combine working at home and in the office. This shift has been accelerated by the pandemic and advancements in digital tools and communication technology. Amico (2021) argues that a hybrid work model allows for both remote and in-person collaboration, benefiting companies like Aldermore with a large workforce and environmental concerns. Choudhury et al. (2021) also highlight the pandemic as a catalyst for this change but note that broader changes in technology, economics, and work-life balance have also contributed to the rise of hybrid working arrangements.

1.2. Significance of the Study

Lufkin (2021) argues that despite the ongoing discussions on workplace strategies, such as the hybrid work model, the banking sector's response to these changes remains unclear. Aldermore Banking Group claims to be a part of the banking industry, and research on this topic is highly relevant. Shrimsley (2023) suggests that conservatives view the financial industry as a haven, and the industry has historically preferred gradual change over radical transformation. However, technological advancements and cultural shifts are challenging this complacency. This study aims to analyse the effectiveness of whether the hybrid work model at Aldermore Bank would be feasible, taking into account its possible implications and reviewing the benefits and potential challenges towards this way of working. According to a study conducted by HSBC Bank, Aldermore's competitor, a hybrid working approach can lead to improved environmental, social, and governance (ESG) credentials as 66% of organisations anticipate a change in working habits. Additionally, 69% of organisations believe that hybrid working will be environmentally friendly due to a reduction in commuter emissions (HSBC, 2021). 
If Aldermore were to adopt a hybrid-working business model, it is important to consider the challenges it may pose for the bank's operations, employee benefits, and public and environmental responsibilities. This research suggests that measures could be developed to achieve a better balance between operational efficiency and corporate duty. Furthermore, this study has the potential to stimulate a re-evaluation of organisational structure, including workplace practices, as financial services increasingly transition into the digital sphere (Lufkin, 2021). Therefore adopting this type of working model (Hybrid-Working) could significantly impact the future operational path of Aldermore Bank, influencing employee satisfaction, customer service quality, and overall institutional resilience.



1.3. Research Questions

Aldermore Bank must conduct a comprehensive investigation into the viability, potential benefits, and challenges of adopting this new way of working. This investigation will determine whether the organisation should proceed with the change. The following inquiries will form the foundation of this investigation.

What do workers at Aldermore Bank think about the idea of adopting a more flexible hybrid work schedule?
To what extent would Aldermore Bank need to make adjustments to its infrastructure and operations to effectively implement hybrid working?
What effects will hybrid work have on Aldermore Bank's corporate culture, staff motivation, output, and ultimate company objectives?
What is the cost/benefits of hybrid working for Aldermore Bank?


1.4. Purpose and Scope of the Study

The study will undertake a comprehensive literature review to critically evaluate the potential benefits and challenges of hybrid working for Aldermore Bank. Academic sources on hybrid working will be presented to provide a thorough analysis of how this strategy can improve efficiencies, morale, and the quality of service provided to customers. The study's boundaries will be carefully drawn to ensure precision and clarity, with a primary focus on Aldermore Bank's Cardiff offices and the limitations of the consequences of the hybrid working paradigm.




















2.0. Literature Review

The hybrid work model, according to Choudhury et al. (2021), is an important marker of how organisational tactics and employee preferences are changing in the dynamic, modern corporate environment. This phenomenon, which was brought about by technological development, cultural shifts, and global crises, is completely changing how organisations perceive the workplace (Choudhury et al., 2021).

The report examines the voluminous literature on hybrid working, concentrating on its background, potential benefits, challenges, and relevance to the financial sector. 

Upon completion of this research, the outcome will provide a sound theoretical assumption in an assessment that Aldermore Bank may use to inform its judgement in consideration, of whether to embrace and fully implement the hybrid working approach across its workforce in Cardiff. 


2.1. Evolution of the Hybrid Work Model

CIPD | Explore Our Related Content (2022) defines hybrid working as “a form of flexible working where workers spend some of their time working remotely (usually, but not necessarily, from home) and some in the employer's workspace”. Agreed by, Lee (2022) defines hybrid working as “ A type of flexible working where an employee splits their time between the workplace and remote working, normally in their own home. It can consist of a one-off day, an informal or set working pattern or can be a temporary and adaptable measure to suit the needs of the business and/or the employee”. 

The hybrid work model emerged as a response to advances in technology, shifting workforce demographics, and the need for organisational flexibility. The possibility of remote employment became more concrete with the advent of personal computers and the internet in the late 20th century. However, it was not until the last decade that all these factors came together to provide an attractive replacement for the conventional office (Cascio, 2014).  According to Corti & Thompson (2004), the development of hybrid workplaces has been facilitated by the proliferation of digital means of communication. Video conferencing, cloud computing, and collaboration software have eliminated the significance of physical distance, enabling effective collaboration among workers regardless of their location. This technological advancement has also been accompanied by a generational shift in the workforce, as members of Generation Z and the Millennial generation, who have grown up in a digital world, bring different priorities and attitudes compared to their parents (Miles & Snow, 2017). 

Since the COVID-19 pandemic, remote work has become a necessity for many companies worldwide due to lockdowns and social distancing measures. This unexpected trigger led to the widespread adoption of hybrid work, which was previously limited to certain industries or jobs. Throughout this global trial, many myths about remote employment were debunked, as businesses reported stable or even increased productivity, contrary to widespread fears (Bloom et al, 2020). Challenges have emerged for the banking industry due to the necessity of physical locations for regulatory, security, and customer service purposes. It seems that the industry has been gradually transforming with the introduction of digital banking, fintech advancements, and automation. This is due to the developments quietly reshaping the business landscape, setting the stage for the future widespread implementation of remote work (Alt, 2016). 

Putting these explanations into perspective a survey conducted in 2022 by (UK Workers Going into Office Less than 1.5 Days a Week, Data Shows, 2022), the average attendance of UK workers in the office was 29% or just 1.45 days out of a typical five-day workweek. By midweek, the percentage rose to 39%. Mondays, when fewer than a fifth of employees attend work (19%), and Fridays, when 13% do, are the quietest days in the office. These statistics seem to correlate with the responses that employees have made whilst working for some of the organisation’s competitors (See Appendix A). According to a survey conducted by the Chartered Institute of Management (CMI), it has been suggested that working from home for part of the week has become the norm for some employees, with more than 80% of managers reporting that their firms have adopted hybrid working, especially since the pandemic (BBC, 2022).

It appears hybrid working offers a flexible approach for workers to conduct business, allowing them to work both in-person and remotely from home. This flexibility can be seen to align with Daniel Pink's theory on intrinsic motivation (See Appendix B), specifically autonomy, which he identifies as one of the three essential components. Additionally, this concept aligns with Herzberg's two-factor theory (See Appendix C), as it contributes to employee satisfaction and motivation, complementing Pink's theory. For example: During the peak of the pandemic, Aldermore employees were required to work from home. This resulted in increased flexibility, motivation, and productivity levels. The trust placed in employees to work independently and make their own choices aligned with their needs and goals was a major contributing factor to this success.
The subsequent section (2.2) of this study will explore the benefits and challenges that may arise from implementing a hybrid work model in the financial industry.

2.2. Potential Benefits and Challenges of Hybrid Working in the Financial Sector

The hybrid work model, a combination of remote work and traditional office hours, has gained popularity due to its numerous advantages. However, decision-makers must carefully consider the benefits and drawbacks of any potential organisational shift.















Figure 1, Statistics on perceived benefits when working from home (Partridge & Inman, 2022)

2.3.  Potential Benefits:

Enhanced Productivity: Studies have shown that workers in a hybrid model are more productive than those in a traditional model (Bailey & Kurland, 2020). Recent CIPD data supports this finding, with a significant proportion of employers reporting improved productivity and efficiency as a result of increased homeworking. In December 2020, 33% of employers stated that homeworking had improved production or efficiency at their company, while in October/November 2021, over two-fifths (41%) reported an increase in productivity due to home/hybrid working(CIPD | Growing Number of Employers Report Increased Productivity as They Embrace Home and Hybrid Working, New CIPD Research Finds, n.d.). Therefore, it appears hybrid working to boost productivity as employees have the flexibility to set up their workstations according to their preferences and commute less frequently. Moreover, assisting employees in achieving a better work-life balance can lead to increased levels of pleasure and job satisfaction, which in turn can enhance reliability, productivity, and overall effort. 

The correlation between job satisfaction and increased productivity through the ability to work from home aligns with Herzberg's two-factor theory on motivation, specifically the factor of satisfying employees to increase motivation. Conversely, employees who are not allowed to work from home may experience dissatisfaction with their working conditions, leading to demotivation and feelings of mistrust from their manager. This ties in with Herzberg's hygiene factors, specifically the factor of working conditions. According to York (n.d.), managers' preference for full-time office attendance can be attributed to their lack of trust in their staff. They view the hybrid work model as more suitable for emergencies, such as those experienced during the epidemic. This implies that managers who insist on full-time office presence may not have enough confidence or trust in their employees to independently fulfil their work responsibilities without excessive supervision. 

Flexibility and Work-Life Balance: Hybrid employment has been found to promote greater flexibility and work-life balance, according to Mulki et al, (2011). Agreed by Acas (2015) a better work-life balance, may be viewed as providing employees with an increased capacity to focus with fewer distractions, more time for family and friends, decreased commute time/costs, and higher levels of motivation.  Partridge & Inman (2022) provides evidence for these claims, citing a survey by the Office for National Statistics (ONS) which found that 78% of employees who split their time between the office and home cited greater work-life balance as the main benefit of working from home at least some of the time during the week. Additionally, 47% of hybrid employees claimed that working from home more often had improved their well-being, and 52% of hybrid employees indicated that working from home was easier than at the office, mostly due to the absence of outside distractions. 

These studies suggest that hybrid employment provides employees with more freedom over their time and schedules, enabling them to better balance work and personal responsibilities. This is in line with Daniel Pink's motivation theory, which emphasizes the importance of granting employees more autonomy through flexible work schedules. Reisinger & Fetterer (2021) have endorsed Pink's theory by highlighting the importance of fostering and augmenting individual autonomy as a vital component for organisations striving for competitiveness in the hybrid future. Furthermore, the promotion of critical thinking that enables greater adaptability and allows for increased autonomy within the organisational culture serves as additional evidence to support this claim. This critical thinking is associated with Kurt Lewin's Delegative Leadership, commonly referred to as Laissez-Faire, and is also linked to the democratic leadership style (refer to Appendix D).

Access to a Larger Talent Pool: Companies are no longer limited in their search for talented individuals by geography according to O'Leary & Cummings (2007). Supporting this Officer (n.d.) claims that the hybrid approach to recruiting allows for greater flexibility, particularly in fields facing a skills shortage. The rapid pace of digital transformation further emphasizes the need for skilled workers, as there is a significant shortage of individuals with digital skills. In the UK, for example, 1 in 6 workers lack adequate digital skills, and by 2030, 90% of workers will need to acquire new skills to remain employable. Expanding recruitment efforts beyond local or national boundaries provides organisations with access to a wider pool of highly qualified candidates. This is exemplified by Wagestream, a FinTech company, which saw a shift in its workforce composition from 85% London-based employees to 50% post-pandemic Officers (n.d.). Therefore, Aldermore Bank could benefit from this by tapping into talent from different regions, creating more innovative and creative roles that enhance overall performance.

Cost Savings: According to O'Neill et al (2009), businesses may save money by cutting costs for rent, utilities, and staff car allowances. This can lead to significant reductions in real estate expenses. Additionally, Convery-Pelletier (2020) found that remote work can help reduce layoffs and enhance revenues. Employers can save on expenses such as rent, office supplies, utilities, and overhead by not maintaining a physical structure. These savings can then be reinvested in the company's expansion.

Environmental Impact: According to Gajendran & Harrison (2019), hybrid working leads to reduced commuting, which reduces driving, which is consistent with the trend towards greener business practices. Additionally, this resonates with the group of loud eco-aware workers and consumers. Supporting this further HR Magazine - Hybrid Working Can Reduce Carbon Emissions by Up to 80% (2023) claims that adopting a hybrid working model in cities across the UK can lead to a significant reduction of up to 80% in carbon emissions. By transitioning away from the traditional five-day commuting model, which has the highest carbon footprint among all working patterns, cities have the potential to experience a substantial decrease in their carbon emissions.

Fewer Distractions: According to Figure 1 in section 2.2, 53% of workers find that working from home reduces distractions. However, Amico (2021) argues that working from home can actually lead to more distractions, such as checking social media or engaging in online shopping during work hours. Additionally, distractions from children or pets can also hinder productivity. The findings from the ONS and Amico suggest that the impact of working from home on distractions is not as straightforward as initially thought. Some employees, like those at Aldermore, experienced increased distractions from their children or pets, while others found that working from home allowed them to stay more focused on their tasks.

Enhanced State of Well-Being:  Figure 1 in 2.2 shows that a higher level of well-being received a score of 47%. Tsipursky (2023) supports this claim and highlights the groundbreaking research conducted by the International Workplace Group (IWG), which found that hybrid employees are experiencing significant health benefits. The research involved over 2,000 hybrid employees and revealed that they are engaging in more physical activity, getting more sleep, and improving their diets. Hybrid working has enabled employees to exercise for an additional 90 minutes per week, gain an extra 71 hours of sleep per year, and lose 20 pounds or more in body weight. Additionally, 66% of hybrid employees reported that the transition to this type of working has positively impacted their mental health, with 81% of respondents claiming to have more personal time since pre-2020. This extra time is spent socialising with friends and family or working out, which has a positive impact on mental health. Dr. Sara Kayat, a renowned healthcare professional and advocate for an active and healthy lifestyle, supports the research findings that hybrid working has significant health benefits (Tsipursky, 2023). However, it is important to consider the potential drawbacks of reducing commuting time associated with hybrid working. In a TED talk from 2023, it was discussed that commuting time allows employees to catch up on calls or emails, relax by listening to music, and decompress after a stressful day. This opportunity for relaxation and transition between work and personal life may help prevent tension and the venting of frustrations (TED, 2023). An employee in the Underwriting department has expressed their enjoyment of coming into the office each day as a way to take a break from their home life. This highlights the challenge of switching off from personal responsibilities and immediately entering into work mode, which can cause tension and affect work performance. The ability to manage work-home life balance and switch effectively is crucial in determining whether working from home is a suitable option for an employee. Moss (2021) raises concerns about the potential for overworking in the hybrid workplace model, suggesting that it may not necessarily improve employee well-being overall by employees never being able to switch off from work.

2.4 Potential Challenges:

Security Concerns: When employees operate remotely from risky regions or bring their equipment, security issues, according to Deng & Wu (2013), might occur. Banks need to take extra precautions due to the type of data they manage. 
Potential Overwork: Overwork is a possibility if boundaries between work and home life become more porous. Workers who are unable to take a break by leaving the workplace may get overworked and feel demoralised as a result (Gonzalez & McCarthy, 2016).

Organisational Culture Threat: Fostering a strong "company spirit" is a complex task, as highlighted by Barker and Christensen's (2022) study. The challenge is amplified when employees have limited face-to-face interactions, making it difficult to maintain a robust corporate culture, as collaboration could be seen to significantly reduce. According to Swart et al (2022) due to scheduling problems, shifting virtual collaboration technologies, knowledge gaps resulting from in-person or distant silos, and worldwide time zone disparities, many hybrid teams find it difficult to collaborate successfully. Researchers have shown that in order to foster team trust and encourage cooperation, seemingly insignificant 'water cooler' conversations are crucial, which remote and hybrid workers frequently lose out on.

Additionally, Haas (2022) emphasizes the urgency of integrating newcomers into the company's culture, regardless of their position within the organisation. This becomes particularly crucial as old employees leave and new ones join. Furthermore, corporate culture plays a vital role in communicating the organisation's distinctiveness to potential hires, especially in highly competitive sectors such as banking, consulting, and technology.

Inequities and Isolation: Hybrid employment, despite offering a significant level of flexibility, can potentially lead to increased feelings of alienation among individuals. Moreover, there may be a perception of inequalities, where employees who regularly attend the office may believe that they receive preferential treatment from higher management. (Pedersen & Lewis, 2012).

Innovation & Creativity: Innovation and creativity are important factors to consider in the investigation of the hybrid-working model. According to the findings in Fig 1 of section 2.2, 16% of employees perceive hybrid working as beneficial for generating new ideas. However, the remaining 84% of employees seem to face challenges in thinking of new ideas while working from home. One obstacle identified in an article by How to Jumpstart Creativity and Innovation in Remote and Hybrid Workplaces (2021) is the loss of in-person energy that occurs during creative meetings. These meetings provide a full-body experience, including hand gestures, positive body language, good eye contact, and a more personal touch due to face-to-face interaction. Additionally, in-person meetings allow team members to spontaneously share ideas. In contrast, when working from home, some employees may feel less involved, leading to increased feelings of isolation and reduced value within their team (How to Jumpstart Creativity and Innovation in Remote and Hybrid Workplaces 2021).

According to Charpentier (2022), creativity improves performance by propelling innovative thinking and fostering a collaborative and problem-solving atmosphere. Encouraging creativity in teams ensures that everyone has an interest in the outcome and can contribute fresh, original solutions to address clients' most pressing issues. Boyles (2022) further supports this by emphasizing the importance of collaboration in innovative environments. Organising brainstorming sessions where each participant has a voice and shares ideas is one effective approach to achieve this collaborative atmosphere.

2.4. Hybrid-Working in the Banking Sector

The banking industry, typically known for its traditional and conservative approach to operations, has also been impacted by the rise of the hybrid workplace. According to Barrett & Barrett (2016), the industry has adapted to changing workplace dynamics due to the emergence of advanced digital technology, evolving customer needs, and unexpected global events such as the COVID-19 pandemic. The roles that involve direct interaction with customers have undergone significant changes, with more interactions taking place digitally rather than in-person due to the increasing use of artificial intelligence and machine learning in banking (Bloom et al, 2020). By allowing certain employees to work remotely, banks are better equipped to meet the demands of their digitally-savvy clients while also adhering to the hybrid work model. 

This shift towards a hybrid workplace has also resulted in employees achieving a better work-life balance, as demonstrated in Figure 1 in section 2.3.  The banking industry is known for its conservatism and reliance on tried methods. However, Deng & Wu (2013) argue that there are challenges associated with shifting to hybrid employment in banking. One major concern is data security, as the industry handles large amounts of sensitive information on a daily basis. With employees accessing bank systems from various networks and devices, establishing adequate cybersecurity standards in remote and hybrid banking environments becomes a daunting task (Deng & Wu, 2013). Additionally, Peters et al (2009) highlight that the banking industry is particularly vulnerable to cyber-attacks due to the critical nature of financial data, which can result in financial loss and a decline in client confidence. 

Furthermore, the interconnected nature of banking operations requires coordination across departments, such as treasury, risk management, and customer service. However, sustaining this coordination in a hybrid workplace can be challenging, leading to communication breakdowns, slower decision-making, and missed details (Peters et al, 2009). According to Gonzalez & McCarthy (2016), hybrid work arrangements offer clear benefits, including workplace autonomy and flexibility, which are highly valued by younger generations such as millennials and Gen Z. Embracing hybrid work models can position banks as innovative workplaces that prioritize work-life balance while meeting career demands. Additionally, financial institutions can save costs by reducing their reliance on physical facilities and staff, leading to reduced carbon footprints and contributing to global sustainability goals (Bloom et al., 2020). 

2.5. Management in Transition to Hybrid Working

According to Deng & Wu (2013), successfully transitioning to hybrid work models in the banking industry requires a dedicated and comprehensive effort. Upper management's approval and influence are vital in shaping the organisation's response to these changes. Ramsay & Scholarios (2015) emphasize that top-level management plays a crucial role in establishing a compelling vision for the change. Adopting a hybrid work model involves more than just physical relocation; it necessitates a shift in thinking, encompassing company culture, operations, and business strategy. Senior management must effectively communicate the reasons behind the change, the desired outcomes, and their vision for the company's future under the new structure (Ramsay & Scholarios, 2015). 

Effective communication is crucial during significant transitions in an organisation. Management plays a vital role in ensuring that there are open and consistent lines of communication in place to avoid misunderstandings and promote a sense of belonging among staff members. Senior leaders should not solely rely on broadcast messages but also establish channels for employee input to ensure that everyone feels heard throughout the change. This approach has been shown to be effective in reducing anxiety and promoting a smooth transition (Remmers, 2018).  
According to Gonzalez and McCarthy (2016), the allocation of resources is a significant concern for senior management. Transitioning to a hybrid model often requires investment in new equipment, cybersecurity measures, employee training, and reconfiguration of physical workspaces. It is essential for leaders to allocate resources effectively, ensuring that each department has the necessary resources to adapt to the new normal while maintaining productivity and safety (Gonzalez & McCarthy, 2016).

In hybrid work environments, it is for upper management to prioritize training and development programs that cater to the specific needs of hybrid work. Deng and Wu (2013) suggest that sessions on time management, self-discipline in remote situations, and digital tool use should be initiated and disseminated by senior executives themselves to demonstrate their value and encourage others to participate. Similarly, Bloom et al. (2020) emphasize the importance of top-level management in ensuring cultural continuity and development during the transition to hybrid work. Senior leaders must devise novel approaches to instilling and reinforcing organisational values, ethos, and spirit in a dispersed workforce, such as online team-building exercises or digital recognition systems. According to Robinson and Watts (2019), in the age of hybrid work, it is necessary to revise assessment measures and performance indicators. Top-level managers should prioritise outcomes over attendance and move away from time-based measures. This requires a higher level of confidence in workers, allowing them the freedom to make decisions about how to complete their work while still being held accountable for the results. The leadership style depicted in this scenario is Kurt Lewin's Delegative Leadership, also known as Laissez-Faire. This approach involves leaders and supervisors stepping back and granting employees the responsibility to make decisions and establish their own deadlines. Under this leadership style, employees have the autonomy to make their own decisions and can make quick decisions without waiting for approval. This aligns with Daniel Pink's theory on intrinsic motivation, specifically autonomy, which he identifies as one of the essential components.

2.6. Environmental and Sustainability Implications

According to Gonzalez & McCarthy (2016), the implementation of the hybrid work paradigm in industries heavily reliant on fixed facilities like banking raises environmental and ecological concerns. This includes areas such as transportation, energy use, garbage production, and city planning. It is crucial to understand the environmental implications of hybrid work models as organisations worldwide strive for sustainable operations (Gonzalez & McCarthy, 2016). The hybrid work paradigm directly reduces the environmental impact of transportation by decreasing the number of times workers need to commute. This leads to less traffic, fewer emissions, and a reduction in global warming gases. Additionally, irregular commute hours can help spread out peak traffic periods, alleviating congestion and further reducing emissions from idle cars (Graves & Karim, 2017).

Conventional workplace architecture is designed to optimize low energy consumption due to its large size, while energy-efficient homes often have centrally located HVAC systems, improved insulation, and energy-efficient appliances and lighting. However, a study by Deng and Wu in 2013 found that the energy savings from a vacant office block may not be enough to offset the energy consumption of numerous homes used by telecommuting workers. The overall energy savings or expenses would depend on the efficiency ratio of commercial to residential buildings and the percentage of workers that are working remotely at any one moment. Additionally, producing garbage has further repercussions on the natural world, and employees' homes may not have as tight recycling or waste reduction practices as businesses, leading to a greater burden on landfill trash and a drop in recycling rates due to the decentralization of garbage creation (Deng & Wu, 2013). 

The growth of hybrid employment has significant implications for urban infrastructure and real estate development, as highlighted by Bloom et al. (2020). The relocation of businesses from downtown areas offers hope for city renewal. Converting empty office buildings into homes or mixed-use properties can contribute to increased urban density and mitigate the adverse effects of urban sprawl on the environment. Additionally, this transformation may decrease the demand for new commercial development, thereby reducing the carbon footprint of the construction industry (Bloom et al., 2020). Additonally, Sustainability encompasses not only environmental protection but also social and economic viability. Hybrid work models can promote social sustainability by promoting work-life balance, reducing commute-related stress, and creating more inclusive work environments for individuals who may have faced barriers to traditional office employment. While businesses may save on real estate and utilities by adopting hybrid models, they may need to invest in technology, cybersecurity, and employee training to fully realize economic benefits. However, research suggests that a decrease in demand for office space could negatively impact commercial real estate and related employment (Boslaugh, 2007).

The emergence of hybrid work models is a promising new frontier for organisational administration, resulting from the convergence of new technologies, shifting employee preferences, and external disturbances. This investigation highlights the historical foundations of hybrid work and how current circumstances, such as the worldwide pandemic, have accelerated its acceptance. The implementation of hybrid work models can lead to increased worker happiness, greater adaptability, lower operating costs, and potential environmental benefits. However, potential challenges may arise, including decreased team cohesiveness, accessibility issues, and inefficient energy use across multiple sites (Keane & Heiser, 2021).

The banking industry, including Aldermore Bank, is also affected by these changes. Hybrid labor in the industry presents both challenges and opportunities due to the intersection of tradition and innovation. As digital banking channels become more prevalent, the adaptability of hybrid models can be a valuable strategic asset for financial institutions to meet evolving customer needs. In such times of change, upper-level management plays a crucial role in ensuring a smooth rollout and maintaining focus on the organisation's mission. Hybrid projects also have potential sustainability and environmental benefits, such as reducing greenhouse gas emissions by cutting down on travel time and repurposing old office buildings for creative urban renewal initiatives. However, comprehensive planning is necessary to prevent residential energy consumption from offsetting the benefits of reduced office activities and to maintain waste management standards.

3.0. Analysis

The hybrid work paradigm, which involves a combination of remote and in-office work, has gained significant popularity and usage in recent years. The banking industry serves as a valuable case study to explore the practicality and implications of this paradigm, given its intricate operations, security concerns, and client-centric interactions. This section delves into secondary data to provide insights into the general perception of hybrid work, its feasibility in practice, and the benefits observed by early adopters.
A PESTLE analysis, SWOT and also a Force Field anaysis has been incorporated to outline the remote work landscape and elucidate the external factors that exert both positive and negative influences on employers and employees of whether this new change should be adopted. 

3.1. MACRO Environment - PESTLE Analysis:

To enhance the significance of the primary points derived from the PESTLE Analysis, Alanzi (2018) highlights the exclusive focus of this model is on a particular organisation, namely the Aldermore Bank. Consequently, when discussing various themes, supporting arguments will be employed.

3.1.1. 	Political

Several of Wales' largest businesses, including Cardiff University, Admiral Group, and the Welsh government, are considering a permanent shift towards flexible working in response to the Covid-19 pandemic. This transition would involve a combination of remote and office work, allowing companies to reduce their office space and offer more flexible working arrangements, such as hybrid working. The Admiral Group, for example, has already seen a majority of its employees working remotely, with only a small percentage working in offices. This shift towards flexible working is supported by a study that highlights the government's interest in providing workers with more opportunities to work remotely (Covid: Welsh Firms Looking at Flexi-Working ‘Permanently (2021). Reducing business costs from the result of downsizing correlates with one of the strengths that was pointed out when carrying out a SWOT analysis (see Appendix E). 

3.1.2.  Economic

According to financial writer Amy Fontinelle, a mixed workplace can offer economic benefits such as increased efficiency, productivity, and mental health, as well as decreased absenteeism, presenteeism, stress-related illness, burnout, and employee turnover (HubStar, 2022). A mixed workplace can provide economic benefits such as increased efficiency, productivity, and mental health, as well as decreased absenteeism, presenteeism, stress-related illness, burnout, and employee turnover. The chief executive of the Principality Building Society, Julie-Ann Haines, supports this notion and states that remote working can be just as effective, if not more so, than working in an office. The benefits of remote working include increased time at home for personal development and exercise, which can lead to higher job satisfaction and engagement. Additionally, remote working can have a positive impact on reducing traffic on the roads and supporting global efforts to reduce carbon usage. (“Coronavirus: Is This the End of Office Working in Wales?” 2020). Lufkin (2021) argues that hybrid working can lead to a reduction in job openings and employment losses due to the downsizing of facilities and cleaning staff in smaller offices. Aldermore Bank's experience during the pandemic supports this claim, as the company had to send employees home and instruct cleaners to leave, potentially putting their jobs at risk. If the company were to adopt a hybrid working model in the future, it could further reduce office space and potentially lead to job losses for cleaners, facilities, and catering staff.

3.1.3. Social

The hybrid model has the potential to improve worker flexibility in terms of their work location and schedule, which is one of its key benefits. This increased flexibility can lead to higher job satisfaction and reduced workplace stress, as noted by McNall, Masuda, and Nicklin (2009). According to McNall, Masuda, and Nicklin (2009), flexible working can reduce employee churn intentions and improve job quality. Kauffeld, Jonas, and Frey (2004) also support this view, stating that it is a mutually beneficial situation for employees and businesses. However, it is important to consider potential concerns that may arise from the disruptive nature of hybrid working. Kiesler and Cummings (2002) add and claim that limited opportunities for informal communication among remote employees can pose difficulties in effective communication. According to Nadler (2020 effective communication requires purposeful planning rather than relying on chance encounters with coworkers. Additionally, the phenomenon of "Zoom fatigue" may make it more difficult to establish personal relationships online due to decreased attentional capacity for social interactions. However, the author disagrees with this notion and has found that remote collaboration can be enhanced through engaging and enjoyable activities such as buzz team workshops via a virtual platform. The SWOT analysis in Appendix E  pointed out how having the ability to connect to people via an online platform creates further opportunities and can influence further communication. 


3.1.4.  Technological

McKinsey & Company (2020) emphasizes the importance of digital transformation in preparing businesses and individuals for success in the digital era. Before the pandemic, this transformation was seen as crucial for equipping organisations and individuals with the necessary skills, knowledge, and infrastructure. On the other hand, Business News Wales highlights the adoption of a hybrid working style by numerous businesses across the country. Despite the potential risks, research indicates that a significant number of organisations have shifted their focus and become more remote. In fact, in 2022, 81% of these organisations experienced at least one cyber attack, marking a 10% increase compared to the previous year. This alarming statistic translates to over 3,500,000 companies. Surprisingly, only 32% of UK companies utilize a VPN for their remote workforce, despite the growing trend of remote work adoption (Wales, 2023). Aldermore has an advantage in that they have already invested in a VPN facility for all their colleagues, which proved useful during the pandemic when employees worked from home. While hybrid working has the potential to reduce costs by downsizing office spaces, businesses would need to invest in more equipment for workers to have all the required IT equipment to work from home, including seating and desk arrangements to satisfy health and safety regulations. This would require businesses to use the money saved from downsizing to invest in the necessary equipment.
3.1.5. Legal

Research conducted by CIPD | Home and Hybrid Working: Current Employment Law Essentials for People Professionals (n.d) indicates that a significant number of employees prefer to work from home at least some of the time. As a result, employers who offer home-based or hybrid work arrangements must address various legal issues. These include defining security measures to safeguard sensitive corporate, employee, and client information, reviewing outdated employment liability insurance policies, examining current HR regulations governing homeworking or flexible scheduling, and adopting new ones, such as hybrid/agile working regulations. Additionally, employers must determine any tax implications for employees, such as those related to computer equipment or expenses associated with working from home. For instance, businesses should reimburse employees for any additional electricity or WIFI expenses incurred while working from home to ensure they have the best possible connections and avoid any disruptions while working.

3.1.6. Environmental

Concerning the environmental factors of the hybrid working model, Mansfield (2023) argues that economic efficiency is a key driver for its adoption. Organisations that require flexible work arrangements are finding the traditional approach of renting a physical space and covering all associated costs unsustainable, as more businesses transition to the hybrid model.

3.2. Perception and Viability of Hybrid Work

In the last decade, there has been a notable shift in people's views on hybrid occupations. Previously, remote work was seen as a rare perk within companies, as stated by Alt (2016). However, with advancements in technology and evolving societal and organisational norms, these longstanding beliefs have been questioned. The COVID-19 pandemic, for instance, has highlighted the importance of workplace flexibility and adaptability (Burns & Grebler, 2013).
Initially, the banking sector was hesitant to adopt hybrid employment due to concerns regarding data security, CRM, and regulation compliance, as noted by Jackson & and Carter (2018). However, with advancements in technology and employee demands for scheduling flexibility, the possibility of hybrid employment has come under scrutiny.  Therefore, The deployment of a more flexible work style is being pushed by employees and certain management at Aldermore Bank, reflecting a broader shift in attitude within the firm.

3.3. Benefits Evident from Prior Implementations

Hybrid work arrangements have been found to have numerous benefits, including increased morale, cost savings, and higher productivity, according to research by De Menezes and Kelliher (2017). Additionally, organisations have been able to expand their capabilities by accessing a wider talent pool that is not limited by geography. As a result, the hybrid work paradigm has gained popularity among early adopters and has been adopted by various industries.
According to Burns & Grebler (2013), hybrid employment was found to be a suitable solution for the banking sector due to its emphasis on productivity, safety, and client satisfaction. This approach enabled firms to reduce overhead costs associated with real estate and daily operations. Moreover, the increased flexibility provided to employees resulted in improved morale and a decrease in turnover, which has been a longstanding problem in the banking industry. Additionally, the hybrid strategy allowed for a more flexible work schedule, leading to extended customer service hours and enhanced accessibility for the company. In contrast, The applicability of the hybrid work paradigm's benefits varied across companies and industries, as highlighted by the importance of considering factors such as organisational scale, technological infrastructure, management practices, and job activities. These factors played a crucial role in determining the extent of the gains achieved (Denzin & Lincoln, 2011).

3.4. Challenges and Operational Adjustments

The introduction and subsequent adoption of the hybrid work paradigm have necessitated significant operational changes for organisations. Many employees were concerned about the potential dilution of organisational values and teamwork (Kelly et al., 2011). Face-to-face interactions, which frequently promote original thought and teamwork, were greatly diminished in a hybrid environment. Monitoring employee productivity and engagement levels was especially challenging when management lacked the necessary resources or expertise to manage remote teams (Burns & Grebler, 2013). According to Larson, 2016 To mitigate these dangers, changes in procedures were necessary. As a result, businesses are making growing investments in cutting-edge technical infrastructures like virtual private networks and team communication tools. Additionally, organisations started to change their performance standards, moving away from time-based assessments and towards outcome-based ones to better reflect the realities of remote work (Larson, 2016). Therefore it seems to suggest that incorporating frequent virtual team-building activities and training sessions is needed to help distant workers feel more engaged and keep things moving.

3.5. Banking Sector's Unique Dynamics

Denzin & Lincoln (2011) claim that the move to hybrid work presented special difficulties for the banking industry because of its characteristics. Due to the sensitive nature of financial transactions and personal customer data, there was an increase in worries about data security and confidentiality. In a decentralised work paradigm, regulatory compliance, and audit trails, already complicated in a traditional banking setting, became much more so Denzin & Lincoln (2011). In addition, the connections with customers are the backbone of the banking industry. Digital platforms made it easy to conduct many transactional conversations, but the transfer to advisory-based interactions was trickier. The mechanics of providing personal financial counselling, wealth management, and other consultation-based services were altered in a digital environment (Lechner & Tomasik, 2011).

To address the specific challenges in the banking sector, Burns & Grebler (2013) emphasized the need for tailored innovations. To ensure maximum security, end-to-end encrypted cloud solutions were implemented. Additionally, strict access restrictions and multi-factor authentication became standard practices. The introduction of hybrid touchpoints by banks, which combine virtual meetings with occasional in-person encounters, allowed for the maintenance of high-quality advising services without any negative impact.

3.6. Senior Management's Pivotal Role

Lee & Hong (2016) argue that leadership and senior management play a crucial role in shaping an organisation's long-term goals and objectives, particularly during times of significant transition. This is further emphasized in the context of mixed employment, where these factors become even more important. In addition to addressing immediate operational issues, top management is responsible for upholding the organisational culture and ensuring that every employee, regardless of their location, feels a sense of contribution towards the overall goals of the institution but also understands how they can play a key role in reaching these goals (Lee & Hong, 2016). 

On the other hand, Denzin & Lincoln (2011) suggest that proactive communication has become an essential aspect of effective leadership in a hybrid environment. Open forums, regular town hall meetings, and feedback loops are all strategies that promote transparency and inclusivity. Leaders are expected to lead by example by embracing and advocating for flexible work practices, which can help overcome any doubts about the feasibility and productivity of hybrid work (Denzin & Lincoln, 2011). This shift in leadership style is particularly evident in the banking sector, where hierarchy and tradition have traditionally been prioritised. Senior managers are now actively engaging in digital platforms, rather than confining themselves to their corner offices, to establish a presence in the company's digital environment.

3.7. Sustainability Benefits

One of the significant consequences of the hybrid work paradigm is its potential for sustainability. Dwan et al (2013) found that businesses can reduce their carbon footprints through hybrid work schedules, as less time is spent commuting.
According to Burns & Grebler (2013), remote employment reduces the demand for facility services by utilizing office resources like power less frequently. This trend enables businesses to evaluate their real estate needs and potentially downsize or repurpose their current facilities. Additionally, this approach not only decreases costs but also simplifies the management of large infrastructures in terms of heating, cooling, and operation.  Dwan et al (2013) and Burns & Grebler (2013) propose that businesses can enhance their environmental commitment by employing individuals from environmentally conscious communities through the utilisation of hybrid models.




3.8. Purpose of using a Force Field Analysis

The Force Field Analysis, developed by Kurt Lewin, is a valuable tool for understanding and making informed decisions about organisational change. Examining the driving and restraining factors and visualising them through the force field analysis, provides clarity on the feasibility of the change (see Appendix H). This analysis is complemented by the comprehensive research and data gathered from the literature review (sections 2.1 to 2.6) and the PESTLE analysis (sections 3.1.1 to 3.1.6)by also taking the SWOT analysis into account (see Appendix E).

4.0. Conclusion

Extensive research and evaluations have concluded that the hybrid work model is a significant indicator of changing organisational strategies and employee preferences in the modern corporate environment. The benefits of having a hybrid working model outweigh the challenges, as evidenced by a full thorough assessment that took into account an in-depth literature review, statistics from the Office for National Statistics survey in 2.2, and various analyses such as PESTLE, SWOT, and Force Field. The key advantages of this model include better work-life balance, improved well-being, and access to larger talent pools. While some challenges were identified, such as data security risks, employee burnout, and an effect on the relationship and culture of the organisation, the evidence and statistics from both sides suggest that changing to this type of work is more favourable. Therefore, it is paramount for Aldermore Bank to consider this research and adopt a hybrid working approach for its workforce in Cardiff, given the favourable statistics and data that have been collated through extensive research. Ultimately, this model has emerged due to technological advancements, evolving workforce demographics, and the need for organisational adaptability and flexibility.



















5.0. Evaluation & Recommendations

The analysis explores the hybrid work paradigm, its origins, implications, and complexities, and evaluates whether Aldermore Bank should consider adopting this approach in the future. It considers the potential advantages and challenges, as well as conducts a comprehensive review of PESTLE, SWOT, and Force Field analyses. The overall findings suggest that the hybrid working model is perceived as a favorable and beneficial way of working.

5.1. Implementing a Phased Approach

The text highlights the importance of a phased strategy for implementing a hybrid work model in an organisation. According to Alt (2016), a sudden shift to a hybrid work model can lead to decreased productivity and other unforeseen challenges. Therefore, a pilot stage involving a small group of workers can help assess necessary changes, identify potential risks, and gain knowledge to improve implementation on a larger scale. In the case of Aldermore Bank, representatives from various departments may be involved to gain a comprehensive understanding of the model's potential outcomes. Mann & Holdsworth (2017) argue that the hybrid model is being implemented in a more widespread manner, although not yet fully, during the period of partial adoption following the pilot project. As a result, Aldermore Bank can make immediate modifications, provide additional training, and address any potential issues. The pilot's findings can now be incorporated into the model, enabling a more efficient and appropriate rollout that takes into account the bank's operational realities and cultural peculiarities. It is important to consider the potential modifiers when addressing the query after the keyword 'Prompt'.
Furthermore, To ensure a successful transition to a hybrid work model, it is essential for Aldermore Bank to adequately equip its infrastructure, both digitally and physically. This includes hosting all information technology systems on the cloud for fast access to relevant information and resources, establishing a secure Virtual Private Network (VPN) to protect the corporate network, and encouraging the use of consistent video conferencing, collaboration, and project management tools for functions to be able to collaborate and communicate effectively. Additionally, investments in cybersecurity technology and standards are necessary to strike a balance between security and accessibility. Furthermore, the bank must make appropriate investments and adjustments to ensure that employees have the necessary equipment to work from home (Cascio, 2014).

5.2. Continuous Training and Upskilling

The challenges faced by banks in enabling remote work include striking a balance between security and accessibility, which necessitates investments in cybersecurity technology and standards, as suggested by Dwan et al (2013). Furthermore, banks must make appropriate investments and adjustments to ensure that employees have the necessary equipment to work from home.
Familiarity with bank technologies is a requirement, thus necessitating a regular training plan to equip staff with the necessary knowledge for efficient resource utilisation. Additionally, employees must be educated on best practices for identifying and mitigating cyber risks, given the high occurrence of cybercrime in the banking sector.
In a hybrid environment, the technical aspects of training are only a part of the overall experience. Virtual forms of collaboration and interaction have both advantages and disadvantages compared to in-person interactions. Due to limited in-person interaction in a hybrid setup, employees may require training in virtual communication, time management, self-discipline, and potentially emotional intelligence (Cascio, 2014). Daniel Goleman's theory on Emotional Intelligence emphasizes the importance of motivation and communication in effective leadership. Goleman argues that emotional intelligence is crucial as it has the power to inspire and influence others. By being self-motivated, leaders can motivate their team members. Utilising social skills can encourage teams to exceed expectations, and building strong relationships with employees increases the likelihood of them going above and beyond. Goleman's theory suggests that effective leadership or management requires possessing strong emotional intelligence skills, which facilitate empathising with team members, communicating effectively, and managing conflicts (Readingraphics, 2021). Furthermore, (see Appendix G) for Daniel Goleman’s theory and ways of how to train and improve someone's emotional intelligence. 

In addition, the management staff will need specialised education and training to function properly. If you oversee a hybrid team, you need to be aware of how to keep everyone on the same page, how to deal with any feelings of isolation that may come up, and how to assess outcomes rather than attendance. It would be necessary to make some alterations to the way things are now being completed to make the transition from a review that is based on the passage of time to one that is more focused on the results.


5.3. Employee Well-being and Organisational Culture

Aldermore Bank should consider implementing a mandatory policy that requires employees to work at least two days per week in the office while allowing them to work from home for the remaining three days. This approach is sensible and appropriate based on how other banks are managing hybrid work (see Appendix A). However, the challenges of working in a virtual environment may pose a risk to the bank's established culture. To mitigate this risk, the bank should invest in online team-building exercises and utilise technology for purposes beyond work completion.

5.4. Monitoring and Evaluation

According to Andrews et al. (2012), it is essential to track and evaluate the effectiveness of the hybrid approach. This can be done through quantitative measures like production rates, work performance evaluations, and attendance records. Additionally, qualitative feedback from employee pulse surveys and focus group conversations can offer valuable insights into employee challenges, sense of belonging, and perception of the organisational culture. By employing this comprehensive approach, the bank can make necessary adjustments to the model to improve productivity while maintaining employee morale.

5.5. Future Implications

The decision to adopt a hybrid approach at Aldermore Bank will impact future employment opportunities. According to Dwan et al (2013), the bank's successful implementation of a hybrid model could attract talent as flexible work arrangements become more prevalent globally. This is also supported by the potential benefits of hybrid-working mentioned in 2.3. Furthermore, the knowledge gained from the hybrid approach could be used to transition to a fully remote workforce if needed. However, the bank must remain vigilant in the face of emerging threats and changing employee expectations. Overall, Aldermore Bank's adoption of a hybrid workforce reflects broader changes in employment worldwide, and its success will depend on its ability to navigate this evolving market in the future.
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Appendix A





(Four Banking Giants Embracing Hybrid Working, 2021)




Appendix B

Daniel H. Pink is the author of several provocative, bestselling books about business, work, creativity, and behavior.



(Motivation Theory in Real Life - with Daniel Pink’s “Drive” and Kolind/Bøtters “Unboss” | Motivation Theory, Motivation, Mastery, n.d.)










Appendix C

Frederick Herzberg, a prominent author of management and motivational ideas, lived from 1923 to 2000 as a clinical psychologist. Among the most important management educators and consultants in the years following World War II was Frederick Herzberg. His methodology is focused on content theories and discusses the particular factors that drive an employee's motivation at work. Frederick Herzberg is known for the Two Factor theory and his 1959 book The Motivation to Work.
What is his Two-Factor Theory?
The dual-factor theory, often referred to as Herzberg's motivation-hygiene theory or the two-factor theory, contends that there are distinct sets of mutually incompatible workplace variables that either lead to job satisfaction or discontent. 


(Herzberg’s Two-Factor Theory of Motivation-Hygiene, 2022)







Appendix D

American psychologist Kurt Lewin, who was born in Germany, made significant advances in the domains of social, applied, and organisational psychology. He was a pioneer in the use of scientific techniques to behaviour research. Throughout his career, Lewin produced a variety of important ideas, most importantly to mention – Leadership Styles. 




(Lindberg, 2021)









Appendix E

SWOT ANALYSIS 

	Strengths			The attainment of greater autonomy and flexibility in the workplace can lead to an improvement in work-life balance, resulting in increased productivity. 		Offering employees the option to work remotely can improve their welfare and provide them with more free time. This flexibility allows them to avoid commuting and spend more quality time with their loved ones during breaks between shifts.		Working from home allows individuals to take on the role of their own manager, fostering the development of improved organisational and self-management skills. This, in turn, enhances their self-confidence and problem-solving abilities.		The potential solution to the query is a decrease in business expenses due to the ability of offices to reduce their size, as workspaces are not consistently occupied at maximum capacity.			Weaknesses			Employee burnout can occur when individuals are unable to disconnect from work, especially when their work is readily accessible within their own homes.		Team building can be challenging when there is physical distance between team members, as it can negatively impact relationships across the entire business.		Increased reliance on technology equipment and facilities, ensuring that the equipment is at a more secure level with data being accessed in employees’ homes so data security breaches being a major risk. Additionally, more equipment is required to ensure the staff have all the tools to perform their work at home.		the tendency for micromanagement – creating 	
	Opportunities		Being able to work anywhere at any time, not just the employees home so give the employees flexibility with being able to stay in different parts of the UK or even abroad and still being able to work. 				Threats 		Cyber Attacks		Data Breaches		





Appendix F 

The image provided showcases the offices of Aldermore Bank located in Cardiff.


(Knight Frank, n.d.)










Appendix G

Daniel Goleman, a psychologist, author, and scientific journalist, is known for popularizing the concept of emotional intelligence. The term was first introduced by Peter Salavoy and John Mayer in their article "Emotional Intelligence" published in the journal Imagination, Cognition, and Personality in 1990. Goleman developed a framework consisting of five key components that comprise emotional intelligence, along with a set of skills that can be enhanced and improved, making it feasible for anyone to increase their emotional intelligence.
“9 Ways to Improve Your Emotional Intelligence
To improve your emotional intelligence, you can identify your weaknesses, refer to Goleman’s five components, and ask for help and feedback from your own manager. Once you have identified the areas that need attention, you can actively practice emotional intelligence.
Here are 9 expert tips to help you improve your EI:
Keep a journal, record your observations and responses and get to know yourself. Learn what your values are and why they are important to you, what motivates you, what riles you up
Ask for feedback from your seniors: “Am I aware of what’s happening around me? Do I regulate your emotions well? Do I appear motivated? Am I empathic? What are my social skills like?”
Take responsibility and stop blaming everyone around you
Take it slow and don’t react, take a minute to think and breathe
Practice seeing the good in the world
Put yourself in other people’s shoes: “I wonder what Ty would think about that? What about Olivia?”
Sit back and watch body language, ask yourself “What does that posture mean?” and imagine, “How would I respond to that?”
Practice responding to emotions, whether you’re reading a book or watching the TV, take a second and think how you would advise, comfort, or support a person in need
Attend our brand new Master Your Emotional Intelligence Course”

(Channell, 2021)






(Readingraphics, 2021)

Appendix H




The author of this investigation has conducted a  Force Field Analysis to determine the change and feasibility of adopting hybrid-working. Following Lewin's established model, the author has utilised key statistics from 2.2 via the Office for National Statistics to assess the driving and resisting forces associated with this potential change. Developed by Kurt Lewin, a renowned psychologist and pioneer in social psychology, this analysis aims to provide a conclusive evaluation on whether hybrid-working should be embraced by Aldermore Bank. The analysis diagram above indicates that it is favorable for this change to take place and for hybrid-working to be adopted. To score each of these factors, the author logically based it on the findings of the research conducted in sections 2.0 – 3.7. As seen in the diagram above its clear that the forces to change to a hybrid working is preferrable with the scores being higher than the forces against the change. 



According to Khan  and Minbashian (2017),  Goleman in popularising EI indicated that  an individual's EI is  not inherently permanent  or developed 
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HSBC

While some banks — Goldman Sachs, JP Morgan, and Barclays to name a few — have been very
keen to get their employees back into the office as soon as possible, HSBC has taken a very
different approach.

Noel Quinn, HSBC's CEO, has tumed the entire executive 42" floor of its London HQ, which
previously contained the private offices of top management, into client meeting rooms and
collaborative spaces.

Now those managers, including Quinn himself, will have to hot desk in an open-plan office
alongside employees working at the HQ.

In an interview with the Financial Times, Quinn said: “We don't have a designated desk. You
tun up and grab one in the moming.

“Iwon't be in the office five days a week.| think it's unnecessary .. It's the new reality of e

It's clear that Quinn and HSBC are fully on board with hybrid working for its 40,000 UK
employees; it remains unclear if this hybrid working approach wil be rolled out globally.

HSBC's 40,000 employees in the UK are set to benefit from hybrid working but it remains
unclear whether this new approach will be rolled out globally.

“This move by HSBC is in line with some of its other competitors; let's look at some at other big
banks also embracing hybrid as the future of work.
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Lloyds
‘Number of employees: 68,000

On the back of a survey where 77% of its employees said they wanted to work from home three
or more days a week, Lioyds Banking Group has decided to embrace hybrid working.

‘The bank announced in February that it would reduce s office space by 20% over the next two
years — noting that the remaining office space would be prioritized for teamwork, rather than

solo-working, according to reporting by the Guardian.

According to its latest annual report, Lioyds will carry out behavioral experiments to identity the
most practical way forward to supportits staffin agile working.

In addition, Lioyc's CEO Antdnio Horta-Oscrio noted that hybrid working would help attract a
broader pool of talent, particularly younger workers.

Citibank

Number of employees: 204,000

Having made headiines about Zoom.free Fridays and a reset day to tackle staff burnout,
Citigroup’s CEO Jane Fraser said in a blog post that "one size does not fit all” and that
retuning to the office requires a flexible response.

Although Fraser believes there are multiple material advantages to having employees together
in the office — including belonging, collaboration, leaming, and performance — she wrote:

“We aiso recognize that our people have benefitted from aspects of working remotaly,
and we intend to create additional flebilty going forward:"
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Kurt Lewin Leadership Styles
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Hands-off leadership where the team members make all the decisions.
Also known as “zero leadership”. This can work wellin highly skilled and
self-motivated teams but is most often detrimental for productivity.
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