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Abstract
In this study influence of hybrid work practices on employee satisfaction and productivity was explored within the UK retail industry. The study looked to evaluate how hybrid models, integrating remote and in office work have been implemented in the sector and to what extent it has improved employee experiences as well as organisational performance. A secondary qualitative research method was used that involved analysing the academic literature, industry reports and case studies where the study period was between 2019 to 2024.
It turned out that it was hybrid work mostly available to roles like administration, marketing, and logistics, not the customer facing ones. Being in these roles made employees happier because they found that their work life balance improved, commute was reduced and they became more autonomously. Although those doing retail jobs in customer facing roles did not have the same hybrid work arrangements availability to them as other employees, it led to perception of inequality and morale amongst the workforce there.
Hybrid settings also scored well in terms of individual productivity and few workplace distractions were credited with this, as well as greater flexibility. On the other hand, in some cases, the productivity on collaborative tasks went down due to the decrease of face-to-face interaction and the communication delay. Strong digital infrastructure, clear policy frameworks, inclusive leadership and appropriate training and support for employees were key organisational factors that helped in successful hybrid work.
The limitation of the study was the usage of secondary data, thereby reducing the first-hand employee’s perspectives. However, the study was a contribution to relevant existing knowledge base and ended with the constructive recommendation of inclusive hybrid policies, continuous digital tools investments and leadership development in order to increase long term employee satisfaction and productivity in the retail sector.
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[bookmark: _Toc193742596]Chapter-1 Introduction
1.1 [bookmark: _Toc164133647][bookmark: _Toc193742597]Background of the Study
The development of work practices has affected the retail industry in the UK deeply, with the post-pandemic, not leaving work behind but “hybrid” work as the main model. Peeters and van Ooijen (2020) claim that hybrid work that combines remote and in-office work has been widely adopted across several sectors to achieve flexibility and better operational efficiency. Traditionally, the retail industry has relied on in-person work, but technological advances and changing employee expectations are making it easier for hybrid models — to be incorporated, for example, into administrative, managerial, and customer support roles.
Hybrid work, how it is impacting employee satisfaction and productivity, is a critical area of study as per Pinnington and Ayoko (2021). This flexibility in the work environment may lead to greater work–life balance, greater engagement, higher job satisfaction, but it still has challenges like communication barriers, monitoring of performance, as well as staying cohesive as a team. However, Ciambotti and Pedrini (2021) also stated that hybrid work is effective under certain conditions such as organisational policies, technological infrastructure, and employee flexibility.
The purpose of this study is to examine how the hybrid work affects satisfaction and productivity in the UK within retail employees. This research will examine existing hybrid work practices, measure employee experiences and identify the key implementation challenges to contribute to a deeper understanding of hybrid work’s potential role in transforming the UK retail workforce and the future, such that organisations can optimise work models for long-term success.
[bookmark: _Toc164133648][bookmark: _Toc193742598]1.2 Problem Statement
Pass and Ridgway (2022) assert that while the UK retail sector has adopted hybrid working, both opportunities and challenges for employee satisfaction and productivity were created. Despite the greater flexibility and better work life balance hybrid models provide, there nevertheless are concerns of a communication gap, lack of performance management and organisation efficiency. According to Gratton (2022), retail businesses battle to build a good hybrid structure that preserves productivity while guaranteeing employee engagement. There is little research done regarding the effect hybrid work has on retail employees, given that the sector, in general, has traditionally employed people through in-person operations. This paper attempts to fill this gap through the evaluation of hybrid works practices in terms of effect on employee productivity and satisfaction as well as the key determinants impacting on hybrid works practice effectiveness.
[bookmark: _Toc164133649][bookmark: _Toc193742599]1.3 Research Aim
This research aim is to measure the impact of the practices of hybrid work on the productivity and satisfaction of employees in the industry of UK retail. 
[bookmark: _Toc164133650][bookmark: _Toc193742600]1.4 Research Objective
· To examine the present state of the practices of hybrid work applied in the retail sector of the UK.
· To measure the influence of the work of hybrid on the levels of worker satisfaction among the employees of retail. 
· To assess the connection between the practices of hybrid work and the productivity of employees in the environment of retail.
· To determine major factors impacting the effective application of the models of hybrid work in the industry of UK retail.
[bookmark: _Toc164133651][bookmark: _Toc193742601]1.5 Research Question
· What are the present practices of hybrid work adopted by the organizations of retail in the United Kingdom?
· How do the practices of hybrid work impact the satisfaction of employees in the sector of retail?
· What is the connection between the practices of hybrid work and the productivity of employees in the retail industry of the UK?
· Which factors lead to the effective application of the practices of hybrid work in the environment of retail? 
[bookmark: _Toc164133652][bookmark: _Toc193742602]1.6 Research Rationale
According to da Silva et al. (2022), employment dynamics in the UK retail sector have undergone a significant shift as hybrid work has emerged in most industries that have been minimally explored. To keep retail businesses afloat, efficiency must be balanced with employee well-being, and there is a need to know how hybrid models impact satisfaction and productivity. The research focuses on identifying key factors that determine the effects of hybrid work arrangements, and will assist retail organisations to optimise work models, improve employee experience, and achieve better business performance in a transitioned work environment.
[bookmark: _Toc167828312][bookmark: _Toc193742603]1.7 Dissertation structure
	Chapter
	Title
	Description

	Chapter One
	Introduction
	Introduces the research aim and background, providing an overview of hybrid work practices in the UK retail industry. It discusses the significance of flexible work models, research objectives, key questions, and the study's relevance to the evolving work environment.

	Chapter Two
	Literature Review
	Reviews existing studies on hybrid work, employee satisfaction, and productivity. Explores theories on work flexibility, motivation, and organisational performance, identifying benefits, challenges, and research gaps related to hybrid work in retail.

	Chapter Three
	Research Methodology
	Explains the research design, data collection methods, and sampling techniques. Justifies the use of qualitative and quantitative approaches, discusses ethical considerations, and addresses potential study limitations

	Chapter Four
	Data Analysis and
Discussions
	Presents collected data using charts, tables, and graphs. Analyses employee responses on hybrid work’s impact on satisfaction and productivity, identifying trends and comparing results with existing literature. Discusses key findings and implications for the retail sector.

	Chapter Five
	Conclusion,
Limitation and
Recommendations
	Summarizes key findings, highlighting the relationship between hybrid work, employee satisfaction, and productivity. Discusses practical implications, provides recommendations for optimising hybrid models, acknowledges study limitations, and suggests future research directions.


[bookmark: _Toc193742604]

1.8 Summary of the chapter
This chapter has presented the overview of the Influence of Hybrid Work Practices on Employee Satisfaction and Productivity in the UK Retail Industry. It has discussed hybrid work in retail, the way it is growing popular, its benefits and the associated challenges. The problem statement therefore brings about the need to research on how it affects employee satisfaction and productivity. The structure of the study is founded on the research aim, the objectives and the questions asked and the rationale for it is to optimize hybrid work models for the sake of long-term success.


[bookmark: _Toc147097320][bookmark: _Toc164133655][bookmark: _Toc193742605]Chapter-2 Literature Review
[bookmark: _Toc193742606]2.1 Introduction
According to Ali and Kaur (2022), hybrid work has become a transformative work model wherein both remote and in-office work arrangements are combined to maximize flexibility and productivity. It is widely adopted in various industries, however, in the UK retail sector application of it is still a complex question and it has been the case in the face-to-face part of retail operation. Bolm et al. (2022) find that the deployment of hybrid work allows businesses to adapt to changing workforce expectations and use of technological advances, while also carrying several challenges. It is important to know the effect of retail work structures on employee satisfaction and productivity as well. 
[bookmark: _Toc193742607]2.2 Overview of Hybrid Work Practices in the UK Retail Industry
According to Narbariya et al. (2022), the UK’s retail industry has historically carried out in-person work for a customer facing nature. But major changes in retail operations include the evolution of work trends and technological advancements, which have brought in increased flexibility. Daraius Lifestyle is only at its beginning, namely, administrative, marketing and logistics jobs were allowed to work remotely, while the frontline employees worked in stores. According to Elrayah and Semlali (2023), however, other than that as time passed, flexible work arrangements like part time remote job, flexible shifts started to pick up and were introduced for employee wellbeing and effectiveness.
Storing variables remotely can refer to the COVID-19 pandemic accelerating the adoption of work hybrid, as LAN retailers needed to adapt to government restrictions and workforce demands, according to Santillan et al. (2023). In turn, many retail businesses adopted hybrid models of work for back-office roles (i.e. corporate, customer service, e-commerce) with stores keeping up their staff required for essential tasks and remote work for the rest. The shift in Aprilina and Martdianty (2023) also shows the benefits as well as drawbacks of hybrid work, which influences the future organisational policies.
According to Ng and Stanton (2023), hybrid work policies in the UK retail sector today differ based on company size, job roles and operational requirements. Structured hybrid policies have been applied at large retailers such as Tesco and John Lewis, whereas small businesses try out flexible schedules. According to Lamberti (2023) it involves balancing productivity, employee satisfaction and keeping up the need for efficiency involved with implementing the hybrid work.
[bookmark: _Toc193742608]2.3 Theoretical Frameworks Related to Hybrid Work
Work-life balance theory
[image: ]
Figure 1: Work-life balance theory
Source: Alnoor et al. (2023) 
Alnoor et al. (2023) explained that Work-Life Balance Theory emphasizes the need for balancing work and personal duty. Hybrid work is vital in enhancing enrichment and reducing conflict through providing employees with flexibility to balance it effectively. Per the UK retail industry, they [hybrid models] have shown to be great for non-customer facing frontline people such as administrative and marketing. According to Boutros et al. (2023), with a balance between working remotely and in the office, hybrid arrangements can mitigate stress, avoid burnout and enhance overall feeling of well-being. A good work-life balance builds happier employees and gives them a better atmosphere. More engaged, productive, and happier employees. Structured hybrid work policy implementation by retail organisations helps improve cohesion and development in the workforce, too, alongside improving job satisfaction and retaining talent, leading to better business performance. 

Job Characteristics model
[image: ]
Figure 2: Job Characteristics model
Source: Mazaheri et al. (2023)
According to Mazaheri et al. (2023), the Job Characteristics Model (JCM) is a highly applicable theoretical structure to explore the link between hybrid work practice and employees’ satisfaction and productivity in the UK retail industry. Greater skill variety, task identity, and task significance of what employees are doing result in a higher meaningfulness in employees’ roles. Hybrid work increases the vehicle that autonomy plays in employees' lives, and because of that, they become responsible for what they are producing. Moreover, Mer and Virdi (2023) point out that feedback mechanisms also enable employees to know how much they have performed in the workplace for better productivity. 
[bookmark: _Toc193742609]2.4 Impact of Hybrid Work on Employee Satisfaction
According to Wheatley et al. (2024), hybrid work has a substantial impact on the employee satisfaction by creating more balance between work life and greater flexibility of the job. This way, employees can manage their schedules better, which helps in reducing commuting time and better integration of personal and professional responsibilities. As per Dutta et al. (2024), this flexibility reduces stress and burnout on the one hand and increases job satisfaction on the other. For employees working in administrative, marketing, and customer support roles, hybrid work is very advantageous in the UK retail industry as they can still be productive working from home while still maintaining standard working hours.
The other key factor according to Kalia et al (2024), is employee motivation and engagement. Hybrid work fosters autonomy, giving employees a sense of control over their tasks. Confidence and authority create that sense of trust and power which leads to being engaged and committed to the work. Furthermore, the remote working options can boost motivation and therefore improve job satisfaction, which in turn will enhance performance and employee loyalty in the retail organizations.
However, according to Podder et al. (2024), hybrid work does have its drawbacks, which might affect the employee satisfaction. One common concern when talking about remote work is communication barriers as working remotely can sometimes feel like people are never in touch with other team members. Furthermore, another issue that employees working remotely face when they feel out of touch with workplace culture or the fear of not receiving promotion and possible career advancement. Furthermore, Nwankpa and Roumani (2024) stated that inconsistency in hybrid work policies among different roles add to what engages perceptions of inequality thus further damaging morale.
[bookmark: _Toc193742610]2.5 Influence of Hybrid Work on Employee Productivity
Mer and Virdi (2023) stated that hybrid work has a great influence on task efficiency and time management. When people have to do work from a home office, employees tend to have fewer distractions than when they are in the office. It gives employees the ability to shape their schedules to their busiest hours, consequently, becoming more productive. Wheatley et al. (2024) however claimed that managers should ensure that employees achieve productivity without proper time management because some employees might find it hard.
Similarly, Nwankpa and Roumani (2024) maintained that hybrid work may influence positively or negatively both collaboration and teamwork. On the other hand, in independent work and flexibility, employees enjoy, however, lack of face-to-face interaction may give rise to communication gaps as well as any delay in decision making. Team work is a necessity in retail organisations thus the maintenance of a strong collaboration between remote as well as in office employees is very important. To fulfil this need, companies have to devise a structured hybrid policy ensuring smooth coordination and participation.
As mentioned by Griva et al. (2024), a crucial enabler of hybrid work productivity is technological dependence and digital tools. Workflow efficiency depends on having cloud-based systems, virtual communication platforms and project management tools. Yet, unskilled employees or people dealing with technical glitches could find it difficult to adapt, affecting productivity. According to Osorio and Madero (2025), retail companies would need to invest in adequate training and infrastructure so the employees will be able to use technology to the extent it is needed in a hybrid working environment.
[bookmark: _Toc193742611]2.6 Factors Affecting the Effectiveness of Hybrid Work in Retail
Organisational Culture and Leadership Support
According to da Silva et al. (2022), effective implementation of hybrid work relies on strong organisational culture and leadership support. Trust, inclusivity and collaboration has to be fostered by leaders: they have to encourage the creation of a culture so that both in office and remote employees feel equally valued. The continuous engagement, such as providing feedback to employees, clear performance expectation and open communication help in maintaining the motivation and commitment among employees. In his paper, Ali and Kaur (2022) argued that, retail firms with the leaders who took training on how to manage their hybrid teams become more productive and happier at the workplace.
Infrastructure and Digital Transformation
Bolm et al. (2022) state that technological infrastructure is crucial in the possibility of hybrid work operations undisturbed. To enable remote employees, retail organisations need to invest in cloud-based collaboration tools, cybersecurity measures and virtual communication platforms. And this also includes upgrading in-store and online systems so work can flow smoothly between remote and in-shop. As Narbariya et al. (2022) claimed, without proper access to e-resources, the employees would find it difficult to do their job and hence the efficiency and job satisfaction would be lowered.

Employee Adaptability and Skills Development
Adaptability of employees is another important factor that matters in the effectiveness of hybrid work according to Elrayah and Semlali (2023). What's true is not everyone likes or is comfortable with digital tools and remote collaboration because that can create productivity gaps. It's not fair to the employee nor the company if there are no digital tools. To improve employee workforce competency in a hybrid work setting, organisations should provide regular employee training on digital literacy, time management and virtual communications. Continuous learning opportunities provide opportunities for employees to continue to grow at the spur of the time as the work models are evolving.
Policies and Regulatory Considerations
Santillan et al. (2023) conclude that to achieve this new way of working that is requested by employees and companies, retail organisations need to have a set of clear hybrid work policies within the legal and industry regulation frames. To make a work environment balanced and ethical, fair work allocation, equal access to career growth opportunities, and compliance with labour laws are necessary. In Aprilina, Martdianty (2023) argued that policies structured help to avoid inequality among remote and onsite employees to enhance fairness and accountability in a hybrid work model.
[bookmark: _Toc193742612]2.7 Challenges and Opportunities of Hybrid Work in Retail
As stated by Ng and Stanton (2023), there are several challenges involved in the implementation of hybrid work in a UK retail sector. Keeping in and remote workers engaged and collaborating effectively is one of the most challenging hurdles. There are some occasions where Hybrid models can create virtual workplace silos, where teams aren't meeting and interacting as freely as they are when working together on site. Another stumbling block is disparity in work allocation where remote employees may deem themselves disconnected from the organisation and recognize lesser possibilities for career advancement. Jobs are also insecure, considering that employees are afraid their visibility and a possibility of alleged promotion are going to be compromised while working remotely, as mentioned by Alnoor et al. (2023). In addition, there are technical barriers like a lack of sufficient digital infrastructure as well as a shortage of appropriate training that could hamper productivity especially by people who may not be used to working remotely.
Even with these challenges, according to Boutros et al. (2023), hybrid work has many opportunities in terms of innovation and the growth of their business. Using technology, retail companies can optimise the office space usage, improve operational efficiency, streamline workflows, and eliminate overhead costs. According to Mazaheri et al. (2023), flexible work arrangements also enable businesses to recruit and retain their best professionals since more employees prefer work life balance when selecting employers. By Kalia et al. (2024), hybrid work promotes digital transformation allowing retail to grow its online niche, strengthen its supply chain, and improve customer service through innovative computer solutions. In a phase of rapid evolution in the retail landscape, companies that successfully implement hybrid work policies can reap the advantage of increased employee satisfaction, increased productivity, and sustained business.
[bookmark: _Toc193742613]2.8 Literature Gaps and Chapter Summary 
Whilst hybrid work has been widely studied across various industries, no research in the UK retail industry has specifically looked at how it is likely to have an impact. However, most of the literature to date does not examine how hybrid models operate in traditionally in person retail settings. There exists further investigation as to how hybrid work can be successfully applied to those unique challenges that retail employees, like customer interaction and store operations, face.
There is also limited research on how the work of retail employees changes over time in terms of their well-being and performance with hybrid work. Short term benefits such as flexibility and reduced stress are however apparent while the effect on career progression, job security and overall productivity have not been proven over extended lengths. Understanding the gaps is crucial when developing hybrid work policies for the retail industry that are effective both for employees’ satisfaction and the efficiency of the business.


[bookmark: _Toc193742614]Chapter-3 Methodology
[bookmark: _Toc193742615]3.1 Research Philosophy
Research philosophy is an underpinning of the aspects of researchers’ fundamental beliefs and inclinations towards the research process (Cohen, and Manion, 2018). An Interpretivism or Positivism is one of the two major research philosophies. Positivism is an objective focus on reality based on verifiable information that in many cases is used in scientific research (Columbus, 2020). For Interpretivism, subjectivity is represented through the human experiences, social contexts and only qualitative insights. This research has chosen to use Interpretivism as an approach in its study of experiences, perceptions and effects of hybrid work on employee productivity and satisfaction in the UK retail industry. The nature of the study involved the qualitative analysis, therefore Interpretivism has helped one to have a deeper understanding of the employees’ perspectives and to capture some of the insights that quantitative methods cannot. 
[bookmark: _Toc193742616]3.2 Research Approach
A research approach is outlined logically in how to handle a study. There are two main Deductive and Inductive (Fletcher, 2020). According to Goddard and Melville (2020), the Deductive approach testing theories and hypotheses that are based on existing theories and hypotheses, whereas the Inductive approach is based on collected data to construct new theories. The methods used in this study are a deductive method, because it has attempted to critique the current theories about the hybrid work, job satisfaction, and productivity. The UK retail industry’s hybrid work practices have been researched in terms of how the theories relate to. The deductive approach is chosen as the study has confirmed or contradicted existing concepts, but not formulated new theories.
[bookmark: _Toc193742617]3.3 Data Type
Data type is the type of data that is used in a research study which is of Primary, Secondary or Mixed type. Primary data is directly collected from the sources, through Surveys, Interviews or Experiments, while the Secondary data is used from previously published materials such as Journal articles, Reports and Books (Keightley, 2020). This paper utilizes Secondary Data as this study was designed to analyse already existing academic research, industry reports, and case studies considering the hybrid work in the UK retail sector. The justification for the choice of the secondary data was that the time constraint and the availability of the vast literature on the topic made it convenient enough to conduct the study on the secondary data. The research has been made possible through a review of well-established studies which have given us the benefit of valuable insight without needing to collect any direct primary data, thereby providing us with a wide and reliable view as to the subject.
[bookmark: _Toc193742618]3.4 Research Strategy
Qualitative and Quantitative are the two broadly classified approaches to define a research strategy, which determines the methodology employed in the investigation of the research question. Description and information of people's experience are the object of the Qualitative approach, whereas in the Quantitative approach, the object is statistical evaluation based on numerical data (Miles, 2021). A Qualitative research strategy has been employed to examine the activities, perceptions and difficulties of hybrid work to employees in the UK retail sector. This has enabled the research to review qualitative literature on subjective perspectives, organizational strategies and work life balance impacts and thus qualitative analysis becomes the most suitable strategy for this study.
[bookmark: _Toc193742619]3.5 Data Collection Methods
Since the research has examined secondary qualitative data, it has analysed journal articles that appeared from reputable academic databases like Google Scholar, JSTOR, and Science Direct. To explore the effects of hybrid work practices on employee satisfaction and productivity in the British retail sector has been conducted by reviewing 15-20 peer-reviewed journals, industry reports and case studies. To make the research credible and relevant, and at the same time to access the well-documented findings and theoretical perspectives, the sources selected have priority there. In addition, the choice of journal analysis has also contributed to the extension of the study’s scope of insights without need for direct primary data collection.
[bookmark: _Toc193742620]3.6 Data Analysis Procedure
A Thematic Content Analysis has been used as the primary method of data analysis by the research. Thematic analysis is a qualitative approach that means analysing themes within the data that is collected. It has been suitable this method in terms of helping categorize several phases of hybrid work as work life balance, productivity, job satisfaction and challenges of working in retail space (Miles and Huberman, 2022) This study has identified the recurring themes in the academic literature and derived reliable conclusions on how employees get impacted by hybrid work. The application of quantitative analysis was supportive of the making of research objectives because of the use of thematic analysis, which gave it a structured and insightful evaluation of data so obtained.
[bookmark: _Toc193742621]3.7 Limitations
The reliance on secondary data represents one of the main constraints of the work since the engagement with employees working in hybrid settings has lacked any direct contact. Having the absence of primary data collection, such as employee surveys or interviews, has prevented firsthand perspectives while secondary data has helped a lot. Furthermore, hybrid work research has not focused much on the retail industry, and as a result, it can be difficult to find targeted industry research, meaning the researcher has to draw parallels from broader hybrid work research. However, time constraints have prevented the collection and analysis of these data from progressing to any great extent. However, despite these limitations, the research has tried to provide a total analysis of all available academic sources.
[bookmark: _Toc193742622]3.8 Ethical Considerations
Due to the study having been based only on secondary data, no ethical concerns of participation of humans have existed, confidentiality, and informed consent applied to the research. But it has maintained academic integrity as all citations and references were done in line with the rules. The study has brought together credible and peer-reviewed literature to support the research. Plagiarism has also been avoided and the author has ensured that all interpretations and analyses are original and have been well referenced. The study has maintained credibility and transparency in its findings by adhering to the ethical research principles.
[bookmark: _Toc193742623]3.9 Validity and Reliability
This research has been ensured for validity and reliability by using well-established peer-reviewed sources from academic databases and industry reports. The studies selected are relevant and recent, and a choice has been made so that the findings are a valid reflection of hybrid work practices within the UK retail industry. The addition of multiple sources used to confirm key trends and insights has increased accuracy and reliability for the results. The research has been carried out based on a structured research design such that findings are not influenced by the bias or misinterpretation. 
[bookmark: _Toc193742625]3.10 Summary of the chapter
The research methodology of this chapter has been elaborated on this, detailing the research philosophy; approach; the type of data; strategy; data collection; and analysis. As Interpretivism was employed throughout the study to gain employees’ experiences and Deductive was used for checking existing theories. The data used were Secondary qualitative data, mostly journal analysis, which Thematic Content Analysis was employed in handling. Credible sources have been maintained that ethical considerations, validity and reliability are maintained. The research is conducted despite some limitations such as time constraints, but ensures a complete overview of hybrid work in the UK retail sector.


[bookmark: _Toc193742626]Chapter 4: Data Analysis and Discussion 
[bookmark: _Toc193742627]4.1 Introduction
This chapter uses an intense secondary qualitative analysis of how hybrid work practices work today in the UK retail sector, their impact on employee satisfaction and productivity, and the key determinants of delivering the best practice. Based on peer reviewed journal articles, industry publications and government reports from 2019 through 2024, the chapter uses recurring patterns and thematic trends to support a comprehensive analysis of hybrid work in this context.
[bookmark: _Toc193742628]4.2 Theme 1: Current Practices of Hybrid Work in UK Retail
Overall, the current state of hybrid work in the UK retail can be broken down by application and organisation, large and small, and role category. Formalised hybrid frameworks have been used to manage admin and head office functions by larger corporations such as Tesco and Marks & Spencer. Most of the times, these frameworks come with a fixed number of days remote, expectations on productivity and communication.
Although bigger enterprises operate under more formalized and static hybrid models, small and medium size enterprises (SMEs) primarily rely on more informal and flexible hybrid models, developed ad hoc during COVID 19 pandemic. However, the infrastructure or HR capacity to implement the detailed hybrid policies is not built by SMEs in many cases. Consequently, there is a significant amount of variation in how much hybrid work access is available as well as the degree to which it is implemented.
Table 1: Summary of Key Literature on Current Practices
	Author Name
	Key Findings

	Ng and Stanton (2023)
	Structured hybrid policies more common in larger retailers.

	Santillan et al. (2023)
	COVID-19 accelerated adoption of hybrid models in non-customer-facing roles.

	Aprilina & Martdianty (2023)
	Hybrid work in retail is role-dependent, with varied access across departments.


These studies demonstrate that corporate and administrative staff are in fact able to work hybrid. As a physical dealing role, customer facing employees, such as store assistants and stockroom personnel have limited options for remote working. It shows structural inequalities and leads to further talk on workplace fairness.
[bookmark: _Toc193742629]4.3 Theme 2: Influence of Hybrid Work on Employee Satisfaction
Hybrid work practices have been adopted in the retail industry leading to improved levels of employee satisfaction specifically for those who had office-based roles. Several papers point out that flexibility in working hours and reduction in daily commute time are the primary reasons employees prefer hybrid arrangements.
It gives employees more flexibility in terms of doing their personal and professional duties. Therefore, there is a drop in feelings of stress, anxiety and burnout. This notion is supported by work life balance theories which assert that above all else, balance between one’s work and life, directly affects emotional wellbeing and job satisfaction.
Table 2: Summary of Key Literature on Satisfaction
	Author Name
	Key Findings

	Wheatley et al. (2024)
	Hybrid work increases job satisfaction due to flexibility and reduced stress.

	Dutta et al. (2024)
	Autonomy and flexibility promote greater employee motivation and engagement.

	Alnoor et al. (2023)
	Work-life balance theory supports the positive psychological effects of hybrid work.


These studies point out that the psychological benefit of hybrid work is not a given. Sometimes people working from home might get disconnected from their teams or unsupported by management. However, depending on other such factors, hybrid work can either boost or minimise the satisfaction gains, unless organisations add inclusive communication strategies.


[bookmark: _Toc193742630]4.4 Theme 3: Impact of Hybrid Work on Productivity
Effects of hybrid work are multitalented in terms of productivity. There is a lot of literature on this theme; it goes to show that individual productivity improves when employees are allowed to work remotely. The credit is given to the increased power to do so, reduced workplace distractions and the capacity to tweak the working environment.
Most collaborative tasks are however precarious for hybrid work. Delays in communication and difficulties in making decisions can negatively affect team-based productivity. Collaboration in hybrid environments is reliant upon a degree of planning and access to the same digital tools.
Table 3: Summary of Key Literature on Productivity
	Author Name
	Key Findings

	Mer and Virdi (2023)
	Remote work enhances productivity in independent tasks.

	Griva et al. (2024)
	Collaboration and teamwork may decline in hybrid setups.

	Mazaheri et al. (2023)
	Autonomy and feedback drive productivity in hybrid work environments.


Organisations are encouraged to implement hybrid specific workflows in order to overcome these challenges. For example, there are regular check ins, collaborative software platforms and hybrid meeting strategy for in office team members and remote team members.
[bookmark: _Toc193742631]4.5 Theme 4: Enablers and Organisational Support
Organisational infrastructure and support systems support the success of hybrid work arrangements in the retail sector. The literature is that digital readiness and well-defined policy guidelines support employees working remotely they help in that. The companies that have robust IT systems and cloud-based platforms in place have less to contend with in terms of disruptions.
It also has supporting role in the training and development programmes. The stronger the employees are at confidence and productivity on hybrid work tools and expectations, the better. In addition, the leadership must demonstrate its adaptability and inclusiveness in order to build a cohesive hybrid work culture.


Table 4: Summary of Key Literature on Organisational Support
	Author Name
	Key Findings

	Kalia et al. (2024)
	Digital tools and clear policies enhance hybrid work effectiveness.

	Bolm et al. (2022)
	Organisational readiness is crucial for hybrid work success.

	Osorio & Madero (2025)
	Training and infrastructure investment improve hybrid productivity.


Overall, most successful hybrid work happens in the organisation that actively invests in digital transformation, leadership development and communication protocols. They help to lower the employee disengagement risk and also keeps the same performance standards on various locations.
[bookmark: _Toc193742632]4.6 Theme 5: Inequality and Role-Based Disparities
Hybrid work is both flexible and autonomous for many, but it also brings with it new inequalities. The primary issue is the remote work access through roles. Corporate staff working on hybrid schedules are common in the retail sector while store employees are not. But this gap can have feelings of exclusion and resentment.
Moreover, employees who work remotely may be unable to feel invisible to their supervisors and will be barred from moving up the career ladder. According to literature on proximity bias, decisions about promotion or professional development of employees are influenced by the fact managers are biased towards in-office employees.
Table 5: Summary of Key Literature on Inequality and Disparities
	Author Name
	Key Findings

	Aprilina & Martdianty (2023)
	Frontline staff have limited access to hybrid arrangements.

	Gratton (2022)
	Visibility bias may impact remote workers’ promotion opportunities.

	Nwankpa & Roumani (2024)
	Equity-focused policies are needed to prevent disengagement.


The key insight from these findings is that there is a need for these hybrid work strategies to be more inclusive and consider diverse job roles. If employees cannot work remotely, then retailers should think about providing some alternative forms of flexibility to store-based staff, for example by extending flexibility through flexible scheduling or split shifts.
[bookmark: _Toc193742633]4.7 Discussion
In line with the existing literature, the findings of this study seem very similar to emerging hybrid work within the UK retail sector. In certain instances, not customer facing roles like marketing, administration and logistics have found hybrid work as a key transformation in workplace design. As corroborated by Narbariya et al. (2022) and Ng and Stanton (2023), this study confirms that large retailers have adopted structure hybrid frameworks; whereas SMEs rely on informal practices because of the scarcity of infrastructural and HR capabilities.
Hybrid work affects employee satisfaction in accordance with work-life balance and job characteristics models. According to Wheatley et al. (2024) and Dutta et al. (2024), hybrid arrangements employ more autonomy, motivation, and emotional wellbeing, especially by offering flexibility and decreasing commuting time. Even so, these findings echo some of the concerns of Podder et al. (2024) and Nwankpa and Roumani (2024) regarding communication barriers, poor visibility, and discriminatory hybrid access that may hamper morale and fairness perceptions.
While team-based collaboration may suffer without proper coordination (Griva et al., 2024), autonomy and flexibility find us improving individual productivity (Mer and Virdi, 2023). It adds further emphasize on the importance of digital infrastructure and leadership support, similarly as Bolm et al. (2022) and Osorio and Madero (2025) suggest that technological readiness, training, and inclusive management are required for hybrid work success.
But the study determines crucially that the perceived inequality risks extend to role-based inequalities in access to hybrid work. It is these insights that make it evident that inclusive hybrid strategies that cater to all roles existing within an organisation are necessary. Hybrid work will effectively divide the organisation if not designed with an equitable balance.


[bookmark: _Toc193742634]4.8 Summary of the Chapter
This chapter has first analysed and discussed the secondary qualitative data on hybrid work practices in the UK retail sector. In detail the five themes of current practices, employee satisfaction, productivity, enablers of hybrid work and inequalities of access are discussed. The study findings show that by providing appropriate infrastructure and inclusive policies, hybrid work has potential to deliver better employee experience and business outcomes.
Hybrid work isn’t just working from various locations. This means that it demands a shift in the strategic way work is designed, managed and supported. This chapter concludes by stating that hybrid models should be implemented with care so as to best benefit the retail industry by maximising benefits to both employees and organisational goals.


[bookmark: _Toc193742635]Chapter 5: Conclusion, Limitations and Recommendations
[bookmark: _Toc193742636]5.1 Summary of Key Research Findings
The secondary qualitative methodology of this study was to evaluate the impact of hybrid work practices on employee satisfaction and productivity in the UK retail sector. Using case studies based on academic literature, industry reports, and other sources, the research traced how hybrid models are employed in the retail industry, the influence of them on the employee experience, and organisational factors that either support or hinder success attached to them.
This finding indicated that employees in non-customer facing roles such as administration, HR, marketing and logistics are more able to work from home. As they are using digital tools, these roles are less compatible with their strictly remote work. On the other hand, equal access to working flexibly is limited for store staff, such as store assistants and supervisors, because their tasks are physical. The disparity is responsible for fostering the feeling of inequality in the work place and can affect the morale of some staff.
Employee satisfaction was strongly correlated with hybrid work. Employees who could switch between hybrid arrangements had more work–life balance, less stress, and felt more controlled. The greatest effect was of those who could shape their own work and schedule. Nevertheless, some employees were isolated and the cohesion of the team deteriorated, as well as an absence of connection with the organisational culture, when the communication structures are weak or inconsistent.
The study showed that output of individuals was heightened in hybrid models relative to models that were single or multi with full separation. This gave employees the chance to work in quieter environments and to manage their own schedules. However, communication delays and limited in person interaction caused the productivity in collaborating projects sometimes decrease. In organisations which invested in collaborative tools and had a schedule of team interactions, team productivity was maintained more successfully.
The enabler of hybrid work effectiveness was organisational support. While there were generalities across the winning and losing companies, those that prevailed most consistently described companies that offered digital infrastructure, clear policies, and supportive leadership. On the other hand, when an organisation lacks structured guidance and proper training, the employees became confused and had inefficiencies; which in turn resulted to poor employee engagement and performance.
[bookmark: _Toc193742637]5.2 Limitations of the Study
This study has several limitations. First, it relied only on secondary qualitative data, meaning that it was not able to capture experiences in depth. The findings rely on interpretations of existing literature rather than on firsthand accounts because primary data like interviews or survey are missing.
Firstly, the findings are not generalisable due to the range of diversity in the retail sector. Across businesses there will be a wide divergence in practices with respect to hybrid, size matters, and structure. Although much of the literature focused on larger retailers in comparison to employees in smaller or independent stores, these may not be the experiences of employees of smaller or independent stores.
Thirdly, there were many sources that were reflecting short-term responses to the COVID-19 pandemic more than long term strategic shifts. Therefore, the true effects of hybrid work on career progression, retention and company culture are uncertain.
From the study, it was found that the study did not involve quantitative data and also finally. Improve the conclusions and make the themes more empirical by including measures of absenteeism, turnover or performance outcomes.
[bookmark: _Toc193742638]5.3 Recommendations for Practice
Retail organisations ought to focus on developing clear, inclusive hybrid work policies. Eligibility, setting expectations and transparency should be defined in these policies. Structured guidance ensures consistency across teams and results in trust among the employees.
It is necessary to invest in digital infrastructure. To keep up with productivity in hybrid world, key tools to communicate, work in projects, and virtual collaborate are the tools to keep high productivity. These tools should be accompanied by regular training and IT support to make the tools usable among all the roles.
Equity should be seen through various job roles. Not every position will have full remote possibilities, but other forms of flexibility can be introduced—like flexible shifts, rotating in store duties and partial remote work.
It should also be a priority to develop, leadership development. The hybrid teams do require the training of managers in hybrid team management, remote communication, performance monitoring, and employee support. Collaboration, accountability and morale can now be fostered by well-equipped managers in the hybrid settings.
Moreover, hybrid arrangements should be periodically measured and they should be flexible, and organisations should periodically take steps to assess the effectiveness of these arrangements and respond to experience and evolving employee needs.
[bookmark: _Toc193742639]5.4 Suggestions for Future Research
These should be future studies that could gather primary data through interviews and/or surveys with employees that are hybrid and find out deeper their experiences. Longitudinal study is also needed to ascertain for how long hybrid work will affect career progression, organisational loyalty and team cohesion.
Other studies could be conducted to compare hybrid models with respect to performance under disparate industry requirements. Furthermore, research on underrepresented employees (carers, disabled workers, low income) would ensure that hybrid work is designed to be inclusive.
The assembling of both quantitative performance data and qualitative insights in mixed methods research would provide a more holistic understanding of the outcomes of hybrid work and shed light on evidence based organisational strategies.
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