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Abstract 
At present hybrid working is encompassing a huge area in the work places of almost every industry. Now there are many concerns related to hybrid working such as what is the impact of the hybrid working model on the performance of the organisation as well as productivity of the employees particularly within the UK financial services. This is the reason this particular research paper has been conducted. This particular research paper focuses on 5 important and main chapters where the first chapter introduction clearly provides the background of this particular research topic along with its significance and reason for discussion. This chapter also includes the aim and objectives of the research paper so that it will be clear to readers why this particular topic is chosen and how it will help them and their hybrid working model. The next chapter is literature review where all the objectives have been met by researching and finding information and data from available articles and journals. It also includes discussion on theories or theoretical perspectives on how this particular topic is closely connected with some of the important theories. The analysis of the research gap clears why this particular research is important. The next chapter is research methodology, which is one of the most important chapters because it is the detailed discussion on the methods and techniques used by researchers that makes it reliable and clear to readers whether the information available in this research paper is true or not, biased or not. The next chapter is result and discussion where the survey results has been shown clearly and then discussed in detail What are the findings researchers get from their entire research. Conclusion and recommendation is the final chapter, depending on the entire discussion and findings of this particular research paper some recommendation or strategies has been provided that can ultimately help the organisations to improve their hybrid working culture. 
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[bookmark: _bauks95ok2pf]Chapter 1: Introduction
[bookmark: _e8imthnh85hu]1.1 Background 
In recent years, many organisations have moved towards hybrid work models where employees work some days from home and some days from Office. This change started mainly after the COVID-19 pandemic. When companies realise that remote work can still keep operations running. As hybrid work became normal, managers started using digital surveillance tools in order to track work activities and all these tools include keystroke tracking, screen monitoring, software, and attendance application that measures productivity (Castaneda et al., 2022). While these tools were introduced to improve workflow and reduce delay, they also created new concerns for employees. Digital surveillance has changed the relationship between employees and managers in different ways that were not completely expected. Some companies started using these tools without giving clear information to employees that made employees feel unsure and uncomfortable. In some cases, employees were not told how much data was being collected or how it would be used and because of this trust between employees and management started to reduce (Chellam, 2022). It has been also observed that when employees feel watched all the time, their stress increases and their motivation goes down. Very few employees even feel that their freedom or privacy is taken away. Even if the intention of the company is only to check productivity at the same time. Organisations also argue that these tools help them manage teams in a fair way as they can see who needs support and where work is getting slow. Some managers believe that without these tools, hybrid work can become difficult to control so there is a conflict between organisational needs, unemployed comfort (Chibindi, 2023). This particular conflict creates an ethical problem, such as how much monitoring is acceptable, and when does it become harmful? Because hybrid work is still new for many businesses. There is limited clear guidance on how to use digital surveillance ethically. Different companies follow different rules and cause confusion among employees. Sometimes even managers are not completely trained in responsible monitoring, and for this reason, it becomes important to study digital surveillance privacy, trust, workplace ethics, and job satisfaction in hybrid settings (Grzegorczyk et al., 2021). This particular research is trying to explore these ideas so that organisations can design practices that are both fair and effective. 
[bookmark: _9ok9t4oneddv]1.2 Rationale 
The rationale shows the reason this particular research is important and why it must be carried out. At present in the hybrid workplace, digital surveillance has become common, but many employees still do not completely understand how it is affecting them. At the same time, managers sometimes believe that monitoring is necessary to keep work on track and this difference in perspective has created tension that many organisations are struggling to manage (Johansson, 2024). Because of this, the topic needs careful studies so that both sides can be understood in a clear and fair way.
There is also a practical reason for this research. Many companies introduced monitoring tools very quickly during COVID-19 and without proper planning or ethical rules. Now many years later, these tools are still used, but the guidelines around them are still weak and confusing. This situation sometimes leads to poor communication, conflict between managers and employees as well as lower trust. By exploring these issues, this research can help organisations understand what is going wrong and what needs improvement (Mathebula and Marwa, 2024, June). Another reason for choosing this topic is the lack of academic studies focused, particularly on digital surveillance in hybrid walk that is slightly different from complete remote work or traditional office settings. Hybrid networks are creating a mixture of freedom and supervision, and the ethical challenges are not completely understood yet. This vertical study can fill the gap by showing how violence affects trust, motivation, privacy, and workplace relationships. These findings can also help leaders to design monitoring practices that are more transparent and respectful (Mutebi and Hobbs, 2022). So employees feel valued instead of controlled and this particular research is necessary to support a healthier and more ethical hybrid workplace environment.
[bookmark: _prk4mngw1338]1.3 Aims and objectives 
Aim
To be able to critically analyse the effects and implications of hybrid working models on employee productivity, organisational performance, as well as the management approaches in the UK financial services firms, to establish practices that can be applied to maximise both employee output and organisational efficiency.
Objectives 
· The evaluations of employees in terms of their productivity, work-life balance and engagement with such working conditions under hybrid working arrangements.
· To investigate the way major organisational performance measures (e.g., efficiency, client satisfaction, profitability) have been impacted following the adoption of hybrid working.
· To understand operational, technological, and cultural issues related to the management of hybrid teams in the financial services business.
· To propose evidence-based managerial approaches to maximise productivity and performance in hybrid working conditions.
[bookmark: _2158qymry5pa]1.4 Research Questions 
1. What are the perceptions of UK financial services employees about their productivity and engagement when they work under a hybrid form?
2. Which are the most impacted organisational performance measures to be introduced to hybrid working?
3. What are the major obstacles associated with maintaining productivity and cooperation in hybrid teams utilising managers?
4. What are the business management strategies and techniques that are useful in maximising efficiency and organisational performance amid hybrid working environments?
[bookmark: _66glam6nkew4]1.5 Problem Statement 
Many UK financial service companies are using hybrid working, but they are not sure how it is affecting employee productivity and the entire organisational performance. Some managers think productivity has improved while others believe teamwork and communication have become poor. Employees also experience mixed results that make the situation unclear. Because of this uncertainty, companies struggle to create the right hybrid policies and research is intended to understand his problems in a clear and focused way (Williams and Shaw, 2025).
[bookmark: _vwcbeskarpjb]1.6 Significance of the research 
This particular research is important because hybrid working has become a normal practice in many UK financial service farms. Still, its impact on employees and the organisation is still not very clear. Many companies assume that flexible work naturally improves productivity, but in reality, results depend on a lot of things starting from one team to another (Mutebi and Hobbs, 2022). This particular study helps to understand these differences in a more organised way, and it shows what works appropriately in hybrid settings and what creates problems for managers. This particular research is also useful because financial services depend heavily on accuracy, first communication, and teamwork. When people work partly from home and partly in the office, these processes can change. Some employees can feel more focused at home while others can become less engaged. Managers can also struggle to measure performance in a fair way, but by exploding these points the research is going to provide evidence that can support better decision making. Another important aspect is that many companies are still adjusting their hybrid policies (Mutebi and Hobbs, 2022). Some companies changed the role many times after COVID-19 because they were not confident about the outcome. These studies can help organisations to avoid confusion by offering a clear perspective window, which influences productivity and performance as well as cooperation in hybrid systems. The result can guide companies in designing schedules, performance measures, and communication systems that actually connect their employee needs. The study also has academic value hybrid working is still a new area in research particularly in the UK financial sector. These are the gaps in knowledge about how the experience of employees connect with organisational results and this particular research helps to connect parts of that gap and can encourage more studies in future ((Mutebi and Hobbs, 2022).
[bookmark: _4yitmemc2v19]1.7 Structure of the research 
[image: ]

Figure 1.7: Research Structure 
(Source: Self Designed )


[bookmark: _w11zk7i5owxk]Chapter 2: Literature Review 
[bookmark: _g9hxdfajhx1v]2.1 Introduction 
This particular part of the research provides a simple overview of the important ideas that are connected with hybrid working as well as employee productivity and organisational performance. It is going to explain how work patterns have changed in the UK financial services and why these changes need analysis. This particular chapter is going to meet all the objectives, one by one that has been mentioned in the introduction chapter.
[bookmark: _p4b0rtwb1s9]2.2 Research Concept
The research concept explains the main ideals that guide. This study shows how they connect in hybrid working in UK financial service. Understanding how mixing office work and remote work is influencing employee productivity along with engagement and the entire result of an organisation. The concept also looks at how communication, technology support, teamwork, management style change when people work in different places. In this particular study, productivity is considered not only as the amount of work done, but also the quality of work, how smoothly tasks are completed, and how focused employees feel. According to Radonić et al., (2021) organisational performance is considered through different factors like teamwork, service quality, operational stability, and customer satisfaction. These ideas help the research explore how hybrid work creates both advantages and challenges to the companies. The concept also considers employee experience because their feelings about flexibility along with work, life, balance and workload can strongly influence performance as suggested by Barreto, (2025). By combining these ideas, this research is intended to build a clear understanding of how hybrid work is affecting daily work processes and long-term outcomes in financial service companies. 
[bookmark: _3lafewl781y0]2.3 Theoretical Framework 
The theories that have been used by researchers guide this particular research and help to explain why hybrid working can influence employee productivity as well as organisational performance in the UK financial services. The theories are considered like a base that connects existing knowledge with the current study. There are three main important theories that have been used in this particular research because they connect directly to work behaviour, performance, and motivation in mixed settings.
Flexible working theory 
The first theory considered is flexible working theory that explains how freedom in choosing work location and timing can help in improving job satisfaction as well as focus and work life balance. According to Aziz-Ur-Rehman and Siddiqui, (2019) this particular theory shows that when employees have some control over their working pattern, then they feel very much motivated and less stressed, but the theory also explains that too much flexibility can be responsible for creating communication gaps that are sometimes responsible for reducing team work. This particular idea is useful as hybrid work depends heavily on coordination.
Social exchange theory
The second theory is social exchange theory that is suggesting a positive relationship between employees and managers leading to better performance. Yin, (2018) stated that when employees feel trusted under hybrid policies, they usually respond with higher communication and effort, but when monitoring becomes too strict , productivity can drop and it reduces trust. It helps the research understand why employees feel supported in hybrid war while others feel disconnected and watched.
Resource based view 
Another important theory is the resource based view that explains how organisations achieve strong performance by using their internal resources such as digital tools, skillful employees, and effective leadership. Hybrid working needs companies to invest in technology, communication systems, and training. If these resources are strong, there is a possibility of improving performance and if they are poor, then hybrid work and reduce efficiency as explained by Willie, (2025). In this way. By combining all these three theories, this particular research can help in gaining a clear understanding of how hybrid working is impacting daily work behaviour, organisational outcome, and team relationships. All these theories ultimately guide the analysis and help the study to connect theory with real employee experience in the financial service sector.
[bookmark: _g0tw40x9rn6x]2.4 Perception of UK financial services employees about productivity and engagement in hybrid work.
Many employees in the UK financial services shared mixed, but mostly positive perspectives about their productivity and engagement when working in hybrid settings. According to Brennan, (2025) some employees feel they get more done at home because there are very few Office destruction and they can plan tasks in quieter space. They sometimes report that they feel more focused during individual work and a few employees also mentioned that hybrid work helps them save community time that is making them feel less tired and more ready to work.
At the same time, Dale et al., (2024) stated that there are so many employees who claim that their engagement is stronger when they spend some days in the office. They feel more connected to their team and short conversations with colleagues help them to solve problems quickly. Some employees believe that working only from home makes them feel a bit isolated, so the mix of both locations seems to create a better balance for them. However, not everyone has the same experience because some employees find it difficult to stay motivated at home because of personal distraction or lack of clear boundaries. Malone, (2025) stated that some of the employees also feel unsure about how their managers judge their performance when they are not physically present, and that is actually responsible for creating stress among them. Perceptions show that hybrid work can improve productivity and engagement, but the results depend on personal work habit, how effectively managers, support, communication and expectations, and the type of job tasks
[bookmark: _k9iuy4gz98fi]2.5 The most impacted organisational performance measures to by hybrid working
Hybrid working has affected several organisational performance measures in the UK financial service, both positively and negatively. Tran, (2022) shows one of the most influential measures is employee productivity as companies know how much work is completed in less visible ways. Managers sometimes depend on digital tools and reports to measure task completion that can show changes in individual output compared to traditional office work.
Team collaboration and communication is another idea affected. Hybrid work changes how employees interact that can slow decision-making and reduce the efficiency of problem solving if proper channels are not used. Companies need to monitor how effectively teams share information and maintain coordination in order to avoid delay in operation as discussed by Krishnan et al., 2025). Client satisfaction is also impacted particularly in financial services where timely responses and accuracy are critical hybrid arrangements can cause more delay in customer services or response time that is affecting the perception of service quality. Companies measure this with the help of client feedback and complaint dates as well as response  metrics. Operational efficiency is also influenced particularly in relation to technology and workflow management. Hybrid work needs investment in digital platforms and structured processes to maintain smooth operation as suggested by Grzegorczyk et al., (2021). Employee engagement and retention have become performance indicators. Companies notice that flexible work options affect motivation and staff turnover that indirectly influence the entire performance monitoring. These measures help management understand the real impact of hybrid policies and organisational success.
[bookmark: _7qll31rs364x]2.6 Major obstacles associated with maintaining productivity and cooperation in hybrid teams utilising managers
Managers in UK financial services are facing several challenges when trying to productivity and teamwork in hybrid teams. According to Newman and Ford, (2021) one major obstacle is communication gaps because those employees who are working remotely can miss informed discussion and quick clarification that usually happen in the office. This can cause misunderstandings and slowdown decision making. Even with digital tools like video calls or chat platforms, some information can be shared effectively. Another obstacle is monitoring performance. Managers sometimes struggle in order to assess employee effort and output accurately. When employees are not physically present. Depending completely on digital tracking can create stress or distress among employees that can reduce motivation and engagement and it affects the entire productivity, indirectly, team, cohesion, and collaboration, also face challenges (Bredberg, 2023). Arrangements can make employees feel isolated or disconnected from the team and this reduces spontaneous brainstorming, support between colleagues, and knowledge sharing. When employees work separately, it is difficult to maintain a strong team culture and mutual trust. Along with this workload management becomes difficult, managers can unintentionally as a task unevenly because they cannot see who is overloaded or who is underused. This can cause frustration and affect cooperation within the team. Technology and resource limitations can hinder smooth workflow. In the opinion of Bredberg, (2023) not all employees have the same access to software or reliable internet and technical issues that can slow down work. These obstacles show that hybrid teams need careful management and trust building strategies as well as clear communication in order to maintain high productivity and effective collaboration.
[bookmark: _2zhqdkvqqjjg]2.7 Business management strategies and techniques for hybrid working environments
In order to maximise efficiency and organisational performance in hybrid work managers in UK financial services, use several strategies and techniques. An important approach is flexible scheduling, combined with clear expectations by defining which employees must be in the office and which days they can work remotely.  In the opinion of Rahmatullah et al., (2024) Managers can make a balance between the team work with individual focus. Clear deadlines and responsibilities. Also help in preventing confusion and delay.
Another strategy is effective communication, tools, and practises. Using instant messaging, video calls, and project management platforms allow teams to stay connected while regular check-in aunty meetings help to maintain collaboration and ensure tasks are coordinated. Managers also participate in informal interaction to support team culture and engagement. Mabaso and Manuel, (2024) stated that Performance monitoring and feedback is another important technique. Managers track progress with the help of measurable key performance syndicates while also providing constructive feedback that helps to understand what is expected and motivates them to perform better. Combining digital monitoring with personal feedback, reduces stress and maintains trust. Training and support are also useful. Organisational workshop or online session to improve digital skills, remote collaboration, and time management that help employees to adapt to hybrid systems and work efficiently as explained by Rigolizzo,(2023). Employee well-being initiatives are important. Flexible work arrangements, recognition of achievements, and mental health support, enhance engagement and reduce burn out. Using these strategies together, will allow organisations to maintain productivity, achieve better the entire performance, and improve team work in a hybrid environment.
[bookmark: _rpbs44n2n2am]2.8 Conceptual Framework 
[image: ]
Figure 2.8: Conceptual Framework 
(Source: Self-designed)
[bookmark: _2f8evmkmcp64]2.9 Research Gap
Although many studies have examined hybrid working, that is still limited research, particularly focusing on UK financial service companies. Most existing researches are either focusing on global or cross industry that are not particularly reflecting on the strict regulation and operational practices as well as client requirements Financial company. There is also conflicting evidence about the impact of hybrid work on engagement and productivity along with team collaboration (Empson, 2021). Another gap is the connection between employee perception and organisational performance. Because while some research papers measure productivity with the help of key performance indicators, there are some studies that connect it directly to how employees feel about their work environment. At the same time, the impact of hybrid work on long-term team cohesion and knowledge sharing are under explored. There is a little guidance on effective management strategies, focusing on hybrid teams in financial services and most recommendations are general and not specific to any particular sector (Empson, 2021). This research is going to cover these gaps by providing a detailed and context driven perspective on how hybrid working is impacting both employees and organisational performance that is offering Rakht tickle strategies for managers to improve efficiency and engagement.
[bookmark: _7s5llr36dh2x]2.10 Summary 
The literature review chapter clearly shows that hybrid working is impacting on employee engagement and productivity along with the entire performance of the organisation in both positive and negative ways. It is showing communication gaps, performance monitoring, and trust issues as important challenges. The review also identifies gaps in research, particularly in UK financial services and provides a foundation for the study. It sets the stage for the methodology that will explore employee experience and organisational outcome in a hybrid work environment.


[bookmark: _my7rftdiuc4b]Chapter 3: Research Methodology 
[bookmark: _3ojkk862uiqr]3.1 Introduction 
Research methodology is an important chapter that helps in understanding what are the methods used in order to investigate hybrid working in UK financial services. It also describes how data will be collected and analysed as well as interpreted in order to answer the research questions. This particular chapter focuses on the research approach, philosophy, technique, and strategy. By providing a clear methodology, this study will ensure that the findings are reliable and useful as well as valued for understanding the impact of hybrid work on organisational performance and productivity. 
[bookmark: _9xnolwmavk2l]3.2 Research Approach 
This research uses a convergent mixed method approach that includes both quantitative and qualitative data in order to provide a complete understanding of hybrid working in UK financial services. The quantitative part includes a survey in order to collect new medical data about employee productivity, work pattern, and employee engagement (Banerjee and Gupta, 2024). The qualitative part is going to use secondary sources that will be taken from different available reports and documents of the company as well as academy articles in order to explain different trends and context behind this survey. In this way by using this particular approach, it allows researchers to study and compare employee perception with organisational performance measures. It also helps to identify patterns, benefits, and challenges of hybrid work. By using both types of data, this particular research will help in ensuring that findings are reliable and provide a balanced perspective. The mixed approach also allowed managers as well as researchers to look at the real impact of hybrid arrangements on productivity and service delivery as well as work that is making the result more practical for decision-making (Banerjee and Gupta, 2024). The research approach is suitable because hybrid working is a complex phenomenon and using only one method will not capture all the important aspects affecting employees and organisational outcome.
[bookmark: _pspaikg5pl5k]3.3 Research Philosophy 
This research adopted for this particular study is pragmatism that is actually focusing on using the most suitable method that can help in answering the research question instead of just following a strict theoretical perspective, this particular philosophy allows the combination of quantitative and positive method as it is paying more value to practical outcome and real world perspective over strict adherence to only one approach (Fendt, 2024).
This philosophy is appropriate because hybrid working is a complex and changing phenomena. Employee experience along with organisational performance and productivity level are influenced by manufacturers such as management style, technology, and personal preference. Pragmatic philosophy helps the research to explore these multiple aspects without being limited by a single perspective. This study focuses on generating useful knowledge for managers and organisations and it also allows the data from survey and secondary literature as well as performance measures to be interpreted together that is providing a practical understanding of how hybrid work is affecting employees and organisations (Fendt, 2024). This helps in ensuring that the conclusion and recommendation are not only informed depending on theories but also actionable in real workplace settings.
[bookmark: _igsm7e9y9z2n]3.4 Research strategy 
This research strategy is a mixed method strategy that is used in this research, combining both qualitative and quantitative techniques in order to gain a complete understanding of hybrid working in UK financial services. The quantitative strategy includes conducting a structured survey to collect numerical data about employee productivity, work pattern, employee engagement, and perception that helps to identify trends and measures the impact of hybrid work on performance (Athalage, 2024).
The qualitative strategy focuses on collecting the secondary data from academic journals and industry reports as well as company documents and policy guidelines. This provides context and explanation behind the survey result such as management challenge, organisational practice, and regulatory influence. Using this combined strategy allows the researcher to get clear findings that ultimately helps in ensuring that results are accurate and reliable, and it also helps to connect individual employee experience with organisational performance measures that is offering practical perspective for managers (Athalage, 2024). The mixed method strategy is suitable because hybrid working is difficult involving both measurable output and human experience and by implementing both the approaches the research can generate action number recommendation that is supporting both employee well-being and organisational efficiency.
[bookmark: _y45ez9kkfp25]3.5 Research choice
The research choice for the study is a mixed method design that combines both qualitative and quantitative approach and this choice was made because hybrid working is impacting both measurable outcomes like productivity and performance and human experience such as engagement, teamwork, and motivation. Using only one type of research will not explain the entire perspective of how hybrid networks are impacting employees and organisations (Athalage, 2024).
Part of the research includes a survey to collect numerical data on employee perception, self reported productivity, and work pattern and it is allowing research researchers to analyse statistical perspectives in order to identify relationships and trends. The qualitative part includes reviewing secondary sources like academic articles, industry reports, and company documents in order to provide context and explanation behind these trends (Athalage, 2024). By using a mixed method choice, this research helps in ensuring a balanced perspective and it helps to connect the experience of employees with the organisational performance measures and management practices. This choice is also increasing the reliability of findings and supports practical recommendations for improving hybrid work arrangement in UK financial service companies.
[bookmark: _eor4tm1xay75]3.6 Time horizon 
The research has been adopted across sectional time horizons that focuses on employees and organisational performance at a specific point in time. It allows the research to identify current perception along with hybrid work practices and productivity levels in UK financial services. Cross sectional approach is suitable because hybrid work arrangements are changing and this design helps to provide a clear snapshot of how employees experience and respond to these practices at present (Johansson, 2024).
[bookmark: _q598fuyr3y26]3.7 Research techniques and procedures 
This research uses a combination of quantitative and qualitative techniques in order to study hybrid working in UK financial services. For the quantitative part an online survey is conducted among employees from selected companies. The survey includes 10 close-ended questions about productivity, communication, engagement, work life balance, and work pattern (Sargent and Mitchell, 2023). A total number of 115 people were asked to attend the survey but only 100 responses were received. For the qualitative part, secondary data is collected from academic journals, company documents, industry reports, and policy papers. It helps to provide context and explanation for the survey findings. Analysis is used to identify common patterns and perspectives from these sources. The collected quantitative data is analysed by using descriptive statistics along with regression test and correlation in order to find relationship between hybrid work variables as well as employee productivity and at the same time qualitative data is compared with serve result to analyse the findings (Sargent and Mitchell, 2023). These techniques and procedures allow researchers to combine numerical evidence with Contextual understanding that ensures reliable and practical perspective. This particular approach also helps managers to make informed decisions about hybrid work policy and strategy. 
[bookmark: _gjrrir45fhzo]3.8 Summary 
This particular chapter, clearly explains the research methodology for studying the hybrid working in UK financial services, and it covered the research philosophy, approach, time horizon, choice, strategy, and technique. This chapter shows how quantitative survey and qualitative secondary data will be used together to provide reliable and practical perspective and by following all these methods, this particular research ensures the findings about employing engagement and productivity as well as organisational performance that are accurate and useful for managers.



[bookmark: _rwle9tq28n63]Chapter 4: Result and Discussion 
[bookmark: _4op5dda2tt48]4.1 Introduction 
This particular part of the result and discussion is actually highlighting the main findings that come from the survey and connects them with ideas from past studies. This research is trying to explain what these numbers actually mean and how they relate to the research aim because some patterns were really easy to consider. While there are few results that are quite unexpected and both positive and negative points are discussed so that entire picture becomes clear for the reader
[bookmark: _bceuwwu95wpj]4.2 Result of the Survey 
[image: Forms response chart. Question title: How many days per week do you normally work from home?
. Number of responses: 100 responses.]
from the first response of the survey, it has been observed that maximum number of participants that is 31% of the entire participants said that they work two or three days from home usually while 24% of the participants said that they get the opportunity of doing their work from home for 4 to 5 days and surprisingly, there are 19 percent of the participants claim that they didn’t get any opportunity to work from home instead, they need to regularly join their office at work. This particular diverse type of answers makes it clear that at present hybrid working is so popular. Still, there are many organisations that do not allow their employees to work from home or from their comfort zone.
[image: Forms response chart. Question title: How satisfied are you with the current hybrid work arrangement?. Number of responses: 100 responses.]
The second question was how satisfied they are with the current hybrid work arrangements and the answer was quite diverse because while the maximum number of participants that is 26% of the participants choose the option satisfied at the same time, 25% of the participants have mutual perspective and 24% of the participants dissatisfied. Also 11% of them are very dissatisfied and 14% of them are very satisfied. So from this entire answer or response, it is very clear that had been working is not same for everyone because while some employees find it an opportunity or benefit in their working life or professionalism at the same time, some of the employees are not satisfied with it maybe that is because they did not get enough chance to socialise and direct communication.
[image: Forms response chart. Question title: Has hybrid working improved your productivity?. Number of responses: 100 responses.]
The next question was if hybrid working helps in improving their productivity or not, and as it has been observed from the previous responses that the responses are not same for everyone, so it is really clear that it will not equally improve the productivity of everyone. 29% of the responses are negative while 26% of the answers are positive and 18% are neutral.
[image: Forms response chart. Question title: Do you feel more engaged with your work under the hybrid model?
. Number of responses: 100 responses.]
As there are a total of a hundred participants, half of them, that is 50%, surprisingly claim that they do not feel engaged with their work under the hybrid model. It may be because of destruction that they face when they walk from home or other places because it is not necessary that if apart from the workplace environment, if they work from any other places, they will get the same work, Balance environment or working culture that can motivate them to perform their job instead, their surroundings can be full of chaos, or they can feel lazy when they are at their home that ultimately reduce their productivity. 
[image: Forms response chart. Question title: How clear are the communication practices between you and your team?
. Number of responses: 100 responses.]
Most of the time within an organisation tasks are performed in a group of teams and in this situation, everyone needs to be interacted with very often or engage in communication practices that can help in solving all the problems quickly, completing the task efficiently and avoiding misunderstanding. So when they are asked if they find that their communication practices are clear between them and their team, it has been observed that 31% of the parts one said that they have clear communication practices with their team members while 22% informed that they do not have clear communication. At the same time, 25% of the participants bring a neutral perspective.
[image: Forms response chart. Question title: Does your organisation provide enough digital tools for hybrid working?. Number of responses: 100 responses.]
Those who work from home sometimes need all the necessary digital tools to accomplish the task and it is not possible to carry out all the digital tools. Everywhere they go or give access to every person when they are not present at that workplace. So when they are asked if their organisations are providing enough digital tools for hybrid working or not, it has been observed that only 18% of the participants said that they get the opportunity to get access of the digital tools at their hybrid work, while 39% of them disagree on this fact as their organisations do not allow them and surprisingly 43% of them said partly they are allowed. So from this answer, it is clear that the offering of digital tools for hybrid working depends on the type of organisation. They are working on the type of responsibilities they are performing.
[image: Forms response chart. Question title: Do you experience any difficulties balancing work and personal life in the hybrid model?
. Number of responses: 100 responses.]
It has been observed that hybrid working was getting popular after COVID-19 pandemic and many employees and organisations find that it is the hybrid working opportunity or option that is helpful for making a balance between work and life of employees. And this is the reason they decided that they will offer such Options for their employees to provide flexibility through hybrid working and by giving them a work and life balance, the product productivity will be improved. However, the response is quite different from this perception because only 21% of the participants said that they never face difficulty in balancing work and personal life in the hybrid model, but 15% of them said that they find it very difficult to make a balance between person and work life in the hybrid model. Other responses, shows that 31% of the participants sometimes make it possible to make a balance between personal and work life, depending on situation while 33% are facing little difficulties
[image: Forms response chart. Question title: How comfortable do you feel with digital monitoring tools used by your organisation?. Number of responses: 100 responses.]
Now the next response focuses on the comfort level employees have because of the use of digital monitoring tools within their workplace. That shows there are very few employees who are comfortable with it, while a maximum number of them are not comfortable at all. 29% of the respondents are uncomfortable with it while 29% of the participants have a neutral perspective, but only 14% of customers are comfortable with it. The reason behind the discomfort is their sense of feeling that they are continuously watched every time that is sometimes in their personal right. They can feel uncomfortable as a result of the huge possibility of reducing their performance quality.
[image: Forms response chart. Question title: Do you believe hybrid working supports your overall job performance?. Number of responses: 100 responses.]
It is clear that the organisations are providing such flexibility or opportunity of hybrid working only because they believe it can help in enhancing the job performance of both employees and the organisation because many skilful employees want to work from home, but the response of the participants makes it really confusing What can be best for them. from the response, it has been observed that only 30% of the participants supports hybrid working because they believe it is improving their job performance, but 27% of the participants disagree with it while 13% of the participants strongly disagree on this, so this variety of perception and belief among employees again making or influencing a situation where the organisations need to rethink about their hybrid and make changes according to need.
[image: Forms response chart. Question title: Would you prefer to continue hybrid working in the future?
. Number of responses: 100 responses.]
Finally, when all the employees were asked, they would like to continue working in future, 62% of them strongly disagreed on this and only 15% agreed on this. And still, there are 23% of the participants that is also a huge rate who are confused about this.
[bookmark: _cbuqy9s9ur5w]4.3 Findings from the Survey 
Theme 1: Impact of hybrid working on employee productivity and performance
Hybrid is influencing the productivity and entire performance of employees in the United Kingdom, financial services. Depending on the responses, it became clear that many employees feel that hybrid work has changed the way they complete tasks, manage pressure and plan their time. Some employees shared that hybrid work allowed them to organise their task more freely that is supported better. Focus. Others mention that the home environment helped them avoid long travel time and this is saving energy that can be used for work, but a few respondents also admitted that there were some days when home distractions made it difficult to stay completely productive, so the impact was mixed, but mostly positive. According to Aziz-Ur-Rahaman and Siddiqui, (2019) one of the strongest patterns in this survey was that employees failed to be more productive on days when they work from home, mainly because they had quiet space and few interruptions in comparison to busy office floors. At the same time, many respondents said that the office has sometimes been crowded and noise has made it difficult to work that needs deep concentration. Still, they believe his days were very useful for teamwork, tasks, and quick problem-solving. This is showing that employees did not see hybrid work as a good or bad, but something that depends on the type of work they do. Another point shown by Barreto (2025) that was shown in this survey was related to performance expectations. A good number of employees shared that they failed to show more productivity while working from home even when they were doing the same amount of work as before. This feeling sometimes came from the idea that managers can think less work is being done when employees are not physically present and because of this some employees end up working longer hours or replying to messages quickly just to improve commitment. While this can improve short term performance, it can also create stress in the long run as suggested by Bredberg, (2023). These surveys also suggested that hybrid work helps some employees to reach a better work life balance that is indirectly improving their performance and very few participants said that when they were able to manage personal tasks without taking a complete day, they feel less concerned and more able to focus on their office work. This balance sometimes led to higher motivation as employees did not feel completely drained. However, a large group also felt the opposite, they said that work and home, where in the same space it becomes difficult to switch off, and this reduces their performance during the week. In the opinion of Brennan, (2025) technology was another factor heavily mentioned because many employees said that good digital tools made it easier to maintain their productivity going beyond where they work. Smooth internet with proper access to company systems and a quick communication platform also helps people to complete tasks without delay. But when these tools failed or internet connections were poor, performance dropped in an instant so it is clear that success of hybrids depends not only on employees, but also on strong digital support. These surveys indicated that hybrid working made some employees more responsible for managing their work. They were feeling trusted to manage tasks independently, which for many became a motivation to perform better, but for a few others, this independence felt overwhelming at times, particularly when clear interactions were not provided.
Theme 2: Communication, coordination, and trust issue in hybrid teams communication coordination, and trust issue in hybrid teams
The second theme shows how communication teamwork along with trust are affected when employees are partly from home and partly from the office. The survey results showed that many employees in the UK financial services communication had changed a lot after hybrid working was introduced. Some employees say that messages were sometimes delayed because people were not always available at the same time such as a few respondents explained that when they needed a quick answer the person they wanted to speak with was either off-line or in another call that was making coordination slower sometimes.
Chellam, (2022) also mentions that online communication tools help them to stay connected, but these tools cannot completely replace in person communication. A few people also say that misunderstandings happen more often when instructions are given through short messages or emails. Tones and feelings were sometimes difficult to understand, which created a small confusion and this focused employees to doublecheck tasks more than before, and even though this reduced mistakes, it also increased the time needed to complete simple tasks. Trust was another important part of this theme, and some respondents admitted that they felt managers trusted them less when they worked from home. They said that managers intended to ask for more updates or evidence of progress as discussed by Chibindi, (2023). While not all employees saw this as a huge issue. Employees are considered uncomfortable and believe that constant checking makes them feel less valued. On the other hand, some employees say that trust has grown because managers give them more responsibility and freedom to manage their own work. These mixed perspectives show that trust in hybrid teams depends heavily on management style and the strength of existing workplace relationships. It has been also observed that coordination between team members sometimes suffered because of people who were not in the same place and planning group tasks become difficult when people work on different days at home and in the office. Meeting schedules need to be adjusted constantly and this has created frustration for some employees. At the same time, others were feeling that hybrid systems offered more flexibility and they were happy to adjust their timing when it is necessary. However, they also understood that coordination was easier when everyone was physically present. Another challenge mentioned by Dale et al., (2024) was the feelings of being isolated or disconnected from team culture. Few employees explained that when they work from home, they miss out on small office conversations that help in building trust and teamwork, and these informal talks like chatting during lunch or before meeting, people feel comfortable with each other. Without them, some employees also feel slightly distant from their colleagues, which has affected how comfortable they were in sharing ideas. Empson, (2021) also stated that technical issues also play an important role in communication problems. Some employees claim that they have faced poor audio quality and loading video calls as well as difficulty in accessing shared files. When this happened, discussions became slow and sometimes even needed to be cancelled, which made employees feel less convenient about hybrid communication, particularly when important decisions need to be made. Despite all these challenges, some positive findings were also present. Many respondents felt that hybrid working helps to improve structured communication. They say that teams planned meetings more carefully and the agenda was clear because everything needed to be agreed ahead of time. This helped introduce unnecessary meetings and made communication more focused.
Theme 3: Role of managers and digital tools in supporting hybrid work 
This theme is focusing on how managers and digital tools help employers to work smoothly in a hybrid work setting. It was clear that the role of managers has become more important than before mainly because they now need to guide teams who are not always in the same place. Many employees agreed that good managers made hybrid work here by giving clear instructions and checking in regularly without making people feel pressured. Respondents mentioned that their managers tried to understand personal challenges like slow internet, all the distractions that made them feel supported.
However, not all experiences were the same, and a few employees say their managers struggled to adapt to hybrid work. These managers expected quick replies at all times and sometimes scheduled too many online meetings. This created stress and made people feel their managers did not completely understand the nature of hybrid work. One respondent even claims that on some days they spend more time in online meetings than doing real work and this shows that managerial style strongly affects hybrid working experience. Digital tools were another important point in this theme because many employees use the tools like Microsoft teams and Zoom as well as shared drives that help them to stay connected and organised as explained by Grzegorczyk et al. (2021). They found it easy to share files and communicate with teammates as well as track tasks. Some participants also shared that digital tours reduced travel time and made meetings more flexible. Quick check in calls can be done from any place that saves time and helps teams to move quickly, but there were also some complaints as a few employees also said that they have too many digital tools and it became confusing to use all of them. Sometimes messages were spread across different apps, and this led to missed information. One respondent shared a small mistake where they spent an update on Slack, but the manager expected it in an email that caused a delay. These small issues show that digital tools are useful, but the organisation needs to set clear roles on how they must be used. Another finding from the work of Johansson, (2024) shows that digital tools help managers to track performance better and some employees did not mind this as it helps them receive quick feedback, but some employees also felt monitored too closely, particularly when tools were used to track activity levels or logged in times. This is creating a feeling of being watched that reduces trust in some cases and managers who want these tools we transfer have better relationships with their team.
Theme 4: Strategies for improving efficiency and organisational outcome in the hybrid workplace
This particular theme focuses on the strategies that employees believe can help organisations work more smoothly in a hybrid environment and the information showed that employees think efficiency in hybrid workless depends on a mixture of clear planning, good communication, right tools, and fair expectations. Many participants mentioned that hybrid work can be very productive, but only if there are proper systems in places without structure, it becomes confusing and slow.
One of the strongest points raised was the need for clear goals and performance expectations. Many employees explain that when managers provide straightforward instruction, priorities, and decline, they can organise their work from home or office. Sometimes tasks are given without any detail and this slowdown, the progress so implies that setting measurable goals and giving small guidelines can improve work output that can ultimately help them to avoid misunderstanding because they know exactly what is expected. Another suggestion by Krishnan et al., (2025) was the introduction of structure. Communication plan. Communication becomes scattered when working in different places. Messages come through email while others through chat and important points get lost. Organisations need to select a few fixed communication channels and use them consistently that will make team work smoother and reduce the time visited searching for information. Some responses of the survey added that short weekly team meetings can help everyone stay aligned without causing meeting overload. According to Mabaso and Manuel, (2024) training and development was another major theme in the responses and many employees discussed the need for training on digital tools as well as stress, control and time management. They considered hybrid work can sometimes feel overwhelming because employees have to manage both work and home responsibilities. If the organisation provides training sessions and small workshops, employees will feel more confident and more efficient in their work. Employees sometimes learn new tools on their own that take extra time so they believe professional training may have a positive impact on performance. Many participants need to highlight the importance of flexible, working arrangements. Hybrid work becomes more effective and employees have some freedom to choose their work hours or the day they come to the office as shown by Mathebula and Marwa, (2024). One respondent shared that flexibility helps in reducing burnout and allows them to manage personal tasks without harming work quality. This shows that flexibility supports employees and will then improve organisational outcome. Another strong suggestion from the data was the improvement of the collaboration system as employees were better when they have easy access to share documents., digital collaboration spaces, and project dashboard. These tools help everyone to see progress in real time that reduces confusion and mixes teamwork, quickly as stated by Malone, (2025). However, some employees also want that too. Many tools can cause confusion so it is better to use few but more effective platforms. Their discussion also focuses on supportive leadership showing that managers who listen, trust their teams, and give feedback help to improve efficiency, and when employees feel trusted, they take more responsibility and work hard. On the other hand, when managers micromanage employee employees feel stressed and disconnected (Willie, 2025).
[bookmark: _7bcyb0ynfv7v]4.4 Discussion 
The discussion of findings shows how hybrid work is affecting employees in the UK financial service companies. Together the findings explain that hybrid work can improve performance and satisfaction but only when communication leadership trust and clear systems are in place. Newman and Ford, (2021) stated that hybrid working is not just about location, but it depends on how effectively people and organisations work together. The findings focus on productivity, communication, performance, and trust as the employees reported that hybrid working and support productivity, but the outcome depends on personal work style, team coordination, and task type. Employees feel productive in working from home because they save travel time and very few interruptions. A quiet home environment helps employees to focus on tasks such as report or data analysis, but some employees are not able to enhance their productivity because of home distraction or lack of motivation as suggested by Radonic et al., (2021). Some employees feel more focused on their offices where being around colleagues encourages them to stay on task, and this shows that productivity in hybrid work is different depending on person to person and the type of work being done. Clear guidance from managers was considered very important because employees feel more productive in walls and expectations were clearly explained, and without this clarity, time was sometimes wasted, checking information or waiting for responses. According to Rahamatullah et al., (2024) hybrid work also encourages more independent working that helps some employees to improve their performance, but others feel pressure to prove they were working when not in the office. This caused stress and reducing engagement and productivity was higher when managers trusted employees and focused on result rather than visibility. It has been observed that communication and trust are strongly affecting productivity because poor communication leads to missed messages, confusion, delay, and responsibilities as shown by Rigolizzo, (2023). Even small communication delays can slow projects because hybrid teams depend heavily on updates and employees are reported feeling left out when decisions are made in the office without remote workers. Ultimately reducing their sense of value and engagement. Trust issues were common. Show. Some employees failed, managers doubted remote workers more than damage they trust on both sides. Low trust me, teamwork, difficult, and poor cooperation. Tran, (2022) explained that changes in communication style also caused problems. Online messages sometimes lack tone and body language that is ultimately leading to misunderstanding for slowing down performance and affecting teamwork. The discussion also focuses on management roles, organisational strategies, and digital tools. These themes show that strong leadership and a clear system are important for effective hybrid work. Managers are considered central to the hybrid work experience where employees respond positively when managers communicate clearly and offer support as well as trust in their teams as stated by Yin, (2018). Leadership that focused on outcome instead of constant checking, reduced stress and improved motivation. Digital tools like Microsoft teams and Zoom help employees to collaborate and track progress, but too many online meetings can cause confusion and fatigue. Employees were feeling hybrid work was less smoother. When managers clearly explained which tools to use and for what purpose. Williams and Shaw, (2025) suggested that training was also important and some employees lacked confidence because they were not properly trained on a new system that is leading to mistakes and slower teamwork. Regular training was considered as a simple way to improve performance.
[bookmark: _a7k2ecbsyf16]4.5 Summary 
From the entire findings, it is observed that hybrid work brings both strong benefits and some serious challenges. Employees want trust or clear rules as well as fair treatment. While managers look for stable performance and teamwork. Issues like unclear, monitoring, low motivation and poor communication were noticed. At the same time, good planning, flexible tools, and open discussion were understood to improve employee comfort and the result. 


[bookmark: _cdivs7lleomi]Chapter 5: Recommendation, Conclusion, and Limitations of Research 
[bookmark: _vbd8u9dsph5v]5.1 Conclusion 
From this entire research paper, it becomes clear that hybrid war is not just a trend, but a long-term shift that changes how people work, feel in their jobs, and communicate. The research helps readers to understand that trust and clarity along with fairness are the three things. Employees look for the most when they are working, partly from the office and partly from home. In many cases, employees were feeling confused and less valued when rules were not explained appropriately or when digital monitoring seemed hidden. This point came up again and again, showing that transparency must be treated as an important part of the system. It was also understood that motivation becomes difficult to maintain when teams are apart for a long period. Some employees confirmed that they felt alone or unsure about expectations, while others enjoyed the flexibility, but still wanted more guidance. Managers were found trying different methods, but not all of them work. The same way that is showing that one single strategy cannot fit every team. Mixture of clear communication along with fair feedback and simple digital tools looks so effective to support better performance. It has been suggested that hybrid work can work very well, but only when the organisation is paying attention to both emotional needs and work standards. When employees feel respected and informed the entire organisation benefits with better teamwork, improved results, and smoother communication.
[bookmark: _mgtkapnfirel]5.2 Recommendation 
Improve transparency in hybrid work policy
The first recommendation is that the organisation must clearly explain all hybrid work rules, so employees do not feel confused or concerned. Many employees say that they felt unsure when policies kept changing, and were not explained appropriately. In order to avoid this manager can share short weekly updates, answer common questions openly, and simple guidelines. A transparent system will help employees to trust the organisation and reduce unnecessary stress.
Provide better training for managers and use tools, wisely and fairly
It was considered that managers play an important role in the success of hybrid work, so they need to be given proper training. Some managers struggle to communicate in order to manage employee concern online. Training programmes on digital leadership along with conflict resolution and empathy can help them manage mixed teams better. When managers understand how to support employees, both in office and at home, the entire workflow becomes smoother and more balanced. Another recommendation is to use digital tools in a simple and fair manner. Many employees said that they felt uncomfortable when die monitoring was not explained properly. The organisation needs to only use tools that are really needed and must explain how data is used. Basic tools like shared calendars, regular online check-in, and task boards can support teamwork without making people feel watched. Fair use of technology encourages trust and reduces resistance 
Strength and social and team building activities
Hybrid work sometimes makes employees feel alone, so the organisation needs to arrange teambuilding activities very often, and these do not need to be very fancy. Even small things like monthly team meetings and online coffee chat as well as group problem-solving sessions can help people feel more connected when employees include their motivation and work quality both improve.
Encourage feedback and continuous improvement
The final recommendation is to take employee feedback seriously. A simple monthly survey or suggestion box can help leaders to understand what is working and what needs to change and this ongoing feedback will help organisations to adjust their hybrid system. 
[bookmark: _r71ib3qm1rxd]5.3 Limitations of Research 
This particular research has a few limitations that need to be recognised. This study is mainly based on a small sample size so the findings cannot be completely representative of all hybrid employees as the participants need to choose only one option from multiple choices. In this survey, this has made it difficult to understand their real experience because the research was done within a limited time, only a few things can be explored in detail while other important factors may have been left out. Another limitation is this study. Mostly on self reported data and people sometimes avoid sharing negative experiences or can forget exact details, so this can affect the accuracy of the result. The research also focused only on one type of workplace settings, so the outcome may not apply to different industries or countries. Because of the limited access to advanced academic sources. Some secondary data can not be as deep as expected. Even with these limits, the research still offers useful perspective, but future studies with large samples and more diverse participants can give clear findings. 
[bookmark: _7d3jvwwndndu]5.4 Meeting Objectives 
These research objectives were mostly achieved through the mixture of literature review, and survey findings. The first objective that was intended to understand how hybrid working affects employee productivity was covered by analysing the survey responses where many participants shared their flexibility helped them to work better while some also faced issues like distraction at home. This helped the researcher to understand both positive and negative effects. Depending on the information, it will be easier for the organisations to focus more on the aspects that are responsible for improving productivity. Depending on the information, it will be easier for the organisations to focus more on the aspects that are responsible for improving productivity.
The second objective related to communication and trust in hybrid teams was also addressed. Defining showed that employees sometimes feel left out during online meetings and misunderstanding happens more easily. The literature also supported this idea by saying that trust needs clear communication and regular introduction. The third objective focus on the role of managers and digital tools was covered through results showing that employees different heavily on tools like Zoom and teams. Still, they feel managers need to guide them more. Clearly. The review also explains how leaders play an important part in giving support. The final objective that was intended to explore strategies for improving hybrid work was covered by collecting suggestions from the literature and observing what employees are feeling can help such as communication, training, and better planning. In this way, all the objectives are covered through detailed conclusion, study and survey.


[bookmark: _xy6erneb7iiz]Reflection 
Throughout this entire research paper, I have gained so much effective knowledge and experience that I am going to explain using one of the most effective reflective models, Gibbs’ Reflective Cycle. The first stage of this model is a description that shows when I started this research. I was feeling a mixture of confidence and confusion, and the topic of hybrid working was looking simple at first, but when I started reading articles and organising the structure. I realised it was more difficult than I expected. I need to collect primary data with the help of a survey and also study many academic sources and at the same time I was feeling. I moved slowly, but I tried to follow each step carefully creating themes, linking them with literature, and analysing results took more time than I planned. Still, I managed to complete each part with steady effort. The next stage is feelings that identify at the beginning. I was feeling a little nervous because I needed to work on a long research project before I was afraid that my work would look unclear or not academic enough, but once I started reading different studies, I felt more confident. While conducting the survey, I was concerned about getting enough responses and honestly I checked my email also sometimes to find if new replies come in, and when the result finally came, I was feeling relieved. However, analysing data sometimes made me confused again, particularly when I tried to connect it with the literature and my entire emotion kept changing, but they helped me to stay alert and careful. The third stage is evaluation here. I am going to discuss that some parts of the research went well, like collecting data and finding suitable articles, and I also think my understanding of hybrid working became much stronger, but there were areas that did not go smoothly. I struggle a little with paraphrasing because sometimes I repeated similar patterns without realising it, and I also felt that my time management can be better, particularly during the analysis stage. Even though the entire process was challenging, I learnt many useful things that I did not know before. Now the next stage analysis where I am going to discuss what my experience helps me to understand the entire experience, helps understand how important it is to break tasks into small steps. I noticed that when I tried to do many things at once, I became stressed and made mistakes. Reading academic articles also taught me how researchers think and how theory supports findings. I understood that hybrid work affects employees in many layers and they are very responses. Help me to see those impacts in real life. I also learnt that research is not only about collecting information, but it is also about making sense of it. This part was difficult, but it made me more confident in my thinking skills. The conclusion shows that from this research I learned that practice and consistency are very important, and I also understood that mistakes are normal during research and they help to improve the final work. If I get the opportunity to do another project, I will try to plan my time better and start the analysis earlier. I will also read more methodological guides before beginning, so the structure becomes easier to manage. In my entire experience, I have prepared an action plan where in the future, I will create a clear timeline and try to follow it more strictly. I will also practise reading academic articles so that I can understand theories quickly, and I want to improve my writing by avoiding repetitive patterns and mixing different types of sentences. I will also try to explore more tools for data analysis and by doing these things, I hope my next research will be more organised and stronger. 
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[bookmark: _bsbsub9ifhm3]Appendices 
[bookmark: _mkjuagx19wi3]Survey Questionnaire 
1. How many days per week do you normally work from home?

· 0 days
· 1 day
· 2–3 days
· 4–5 days

2. How satisfied are you with the current hybrid work arrangement?

· Very satisfied
· Satisfied
· Neutral
· Dissatisfied
· Very dissatisfied

3. Has hybrid working improved your productivity?

· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree

4. Do you feel more engaged with your work under the hybrid model?

· Yes

· No

· Maybe 

5. How clear are the communication practices between you and your team?

· Very clear
· Clear
· Neutral
· Unclear
· Very unclear

6. Does your organisation provide enough digital tools for hybrid working?

· Yes
· Partly
· No

7. Do you experience any difficulties balancing work and personal life in the hybrid model?

· Never
· Sometimes
· Often
· Always

8. How comfortable do you feel with digital monitoring tools used by your organisation?

· Very comfortable
· Comfortable
· Neutral
· Uncomfortable
· Very uncomfortable

9. Do you believe hybrid working supports your overall job performance?

· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree

10. Would you prefer to continue hybrid working in the future?

· Yes
· No
· Maybe
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[ o p——
collctad fromjournals,company
ocuments, and ndustry raport to
provide contert and support s survey
findings.

Samping

A purposive sampling techniaue was
used inordor (0 select 310 5 companies
Known o implement hyid poiies. The
target was tocollect undred compiete
survey responses and tis approach
ensured he sampie ncluded empioyees
Who experienced hybrid work dectl.

oo ot e ok et
Ry enperes g e

oty e o
T

g s see s oo s

[p—

Quanttatve data was analysed using
descriptv sttsics and conelation
methads n rder to dentfy trends in
produciviy, saistacton, and engagement.
Gualtative dta from secondary sourcas
prp——p————ry
organisatonalchallengs, best practises i
ybrid work, and manageria stateges
‘Trianguiation of both data types and has he
valy o the rsul

Concusion

The methodology alowed a detaled
nderstanding of both employee perspecive
and organsational outcome. The mixed
method aporoach provided strong evidence
that hybrid working enhances producivy.
and employes saistacton f managed
Correctly. Proper use o technolagy slong
with clear organisationa pocies and
effctive manageril guidance are important
o achiave beter eficiency and
organisatonalperformance inte fnancial
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