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[bookmark: _Toc165886041]CHAPTER 1. INTRODUCTION
[bookmark: _Toc165886042]1.1 Background of the Study
The current workforce landscape throughout the world has experienced a phenomenal modulation catalyzed by the pandemic and its long-term consequences; this has brought on a huge change in work environment dynamics. It is among those remarkable changes; the most pronounced one has been the opening of the virtual office for work (Amoils, 2021). This trend made companies all over the world reconsider their operational strategies, among them, HSBC Holdings plc, which is one of the most widely recognized banking and financial services organizations globally in the United Kingdom. Along with the others, HSBC has decisively adopted a work-from-home policy after the pandemic to support business continuity and safe service to the staff (Amoils, 2021). The sudden prohibition of going to the office is not only a vital element in the transformation of the physical workplace but also leads to changes in organizational culture and employee engagement. 
Workforce engagement which entails employee's emotional commitment to the organization and its goals has become a new factor that businesses aim to maintain in the era of remote work where workforce success is crucial. The remote work system has two sides in terms of creating employee commitment: new chances and struggles at HSBC (Surma et al., 2021). On one hand, remote work arrangements can provide some level of increased autonomy and work-life balance which can contribute much to the employee’s job satisfaction and motivation. On the other hand, those working remotely could see a growth in the sense of isolation, reduced communication, or a weak sense of feeling that belong to the company among the employees which may slow down their engagement level (Surma et al., 2021). Another change brought about by the transition to remote culture is that there is a revaluation of the organizational culture at HSBC. Organizational culture that is made up of common values, norms, and behavior is the key determinant of both the employee experience and the whole organization’s performance (Amoils, 2021). 
[bookmark: _Toc165886043]1.2 Problem Statement
The ultimate purpose of this study is to find a solution to two main problems inside HSBC Holdings plc in the UK. Firstly, it will define some terms such as remote working level, nature of remote work, and some complexities that come along with it (Raghuram, 2021). This awareness is key for an understanding of the consequences of its activities, which mainly take place face-to-face with potential clients who are familiar in this sector with carrying out personal operations and usually the most reliable and safest security measures. 
The next aspect of the project aims to address the correlation between remote work, employee engagement, and the culture of the company. As employee engagement is vital for organizational performance and culture forms the backbone of personality and behavior, the effects of remote work on these indicators must be studied (Raghuram, 2021). This research will focus on whether the freedom created by remote work improved workers' engagement or diminished it and to what extent it modifies the banking community's entrenched culture. 
[bookmark: _Toc165886044]1.3 Research Aim
This study aims to evaluate the effect of remote work on employee engagement and organizational culture at HSBC Holdings plc in the United Kingdom’s post-pandemic period.
[bookmark: _Toc165886045]1.4 Research Objectives
1. To Assess the level of remote working implementation at HSBC Holdings plc in the United Kingdom in terms of the frequency, duration, and departmental spread.
2. To Assess the change in the level of employee engagement after the shift to remote work introducing factors like satisfaction, motivation, and connection to the organizational mission.
[bookmark: _Hlk161928330]3. To Examine the influence of remote working on the organizational culture at HSBC Holdings plc in the UK, focusing on changes within communication patterns, collaboration dynamics, and adherence to the company’s values.
[bookmark: _Toc165886046]1.5 Research Questions
1. What is the extent of remote working adoption at HSBC Holdings plc in the UK, including the frequency, duration, and distribution across departments?
2. How has the shift to remote work impacted employee engagement levels at HSBC Holdings plc in the UK, specifically in terms of satisfaction, motivation, and alignment with the organizational mission?
3. What are the observed changes in organizational culture at HSBC Holdings plc in the UK following the implementation of remote working, particularly regarding communication patterns, collaboration dynamics, and adherence to company values?
[bookmark: _Toc165886047]1.6 Significant/ Relevance of the Study
The importance of this study is its contribution to the investigation of what ways remote work affects employee engagement and organizational culture within the global banking and financial services company HSBC Holdings plc in the United Kingdom in the post-pandemic period (Luthia and Sathiamoorthy, 2021). Since remote work is likely to have an impact on these key aspects, HSBC needs to have them in mind when changing the way, they do business. What makes the HSBC research results particularly relevant is that many other organizations around the world have also switched to remote working, making the findings applicable not only to HSBC but also to invoke discussion on developing ways to optimize remote work practices that enhance employee engagement and company culture on a global scale (Luthia and Sathiamoorthy, 2021).
[bookmark: _Toc165886048]1.7 Research Methodology
The research methodology that is used for the research purpose was secondary research methodology which, examined the fact that remote work has harmed the employee engagement and organizational culture at HSBC Holdings plc in the UK in recent future. Data gathering was drawn from academic journals, trade reports, as well as company documentation (Largan and Morris, 2019). Pattern recognition was employed to assess common themes and trends. Increasing the knowledge of ways that remote work enhances or diminishes employee engagement or cultural aspects among HSBC employees was done by this method (Largan and Morris, 2019).
[bookmark: _Toc165886049]1.8 Structure of the Project 
The research is divided into five chapters that together represent a thorough structure. Chapter 1 sets up the scene in which this study stands and the aims. The other chapter of this study is the literature review of Chapter 2, which is the analysis of close research areas and the generation of a conceptual framework (Negi, 2021). In Chapter 3, relevant research methodologies are presented and supported by the assumptions of philosophy that are adopted. Further, the design and the approaches used to gather data are outlined. Ethical issues must be resolved as well. Chapter 4 gives an account that touches on the outcomes and findings of the study using related literature (Negi, 2021). The final chapter, 5, includes the concluding section, which is comprised of summarizing findings, answering research questions, offering suggestions and recommendations on practice and theory, addressing the limitations, and proposing the areas for future research.
[bookmark: _Toc165886050]CHAPTER 2. LITERATURE REVIEW
[bookmark: _Toc165886051]2.1 Introduction
The literature review deals with the main ideas associated with remote workers, work-related engagement, and organizational culture, in particular the post-COVID-19 era. The paper starts by looking at the shifts and burgeoning of the remote work model after the worldwide pandemic and its effects on organizational structures and employee experience. The review, continuing, emphasizes the multi-dimensional aspect of employee engagement by highlighting the foundations, driving forces and measurement approaches it employs (Pass and Ridgway, 2022). Ostensibly, it focuses on the role and importance of workplace culture in a remote setting, taking into account the fact that this culture has an impact on the actions of employees and the results of the organization as a whole. Last but not least, the paper will assess the joint effect of remote work, employee engagement as well as organizational culture based on conceptual frameworks such as the Job Demands-Resources Model and Psychological Contract Theory to offer a theoretical approach to those relationships (Pass and Ridgway, 2022).
[bookmark: _Toc165886052]2.2 Level of remote working implementation and Trends and Adoption in the Post-Pandemic Era HSBC Holdings plc in the United Kingdom 
In the post-pandemic United Kingdom, remote work has undergone a significant transition, and the number of people using it has tripled compared with just 2-3 years ago as the COVID-19 virus hit. Sharing recent information from the UK's Office for National Statistics (ONS) now, the proportion of people coming to work at home shot up to 45% during lockdowns in 2020 from just 27% before the pandemic (Mantesi, Chmutina and Goodier, 2022). These factors were manifold and they included the enforcement of laws, health issues, and the appearance of technology, which made it possible to do business from a distance. In the wake of the pandemic, the hybrid work models, when employees spend part of their time at remote work and the rest in-office, have gained much prominence. According to data collected from businesses surveyed by YouGov in 2021, 63% of UK employees wowed to have preferred a hybrid direction (Mantesi, Chmutina and Goodier, 2022). This is an implication that the workers had a desire for flexibility in their working environment. This trend shows that employment is going through a process of transformation; finding that companies are often keen to provide their staff members with the opportunity to work remotely as an incentive to both attract and retain talent (Yang et al., 2021).
[image: ]
[bookmark: _Toc165886024]Figure 1. Trends in Remote Work Adoption and Preferences
Source: (Bogason, Brynteson and Salonen, 2024)
One of the most experienced industries in adapting to remote work is probably here. As a case in point, the distance-based work models of the economy in the UK, more specifically the financial and professional services, have significantly increased in the recent period. An analysis by PwC showed that 77% of the financial services companies in the UK are due to maintain increased working from home even after the pandemic is over (Bogason, Brynteson and Salonen, 2024). Additionally, UK tech companies, inclusive of those with addresses in Silicon Roundabout in London, are not reluctant to make it a permanent feature for remote work. Supporting technologies have notably contributed to easing the current prevalence of remote work (Yang et al., 2021). Today, remote working has been made convenient by the omnipresence of high-speed internet connectivity, cloud-based collaboration tools, and video conferencing platforms that allow employees to work without experiencing major work interruptions (Bogason, Brynteson and Salonen, 2024). The Ofcom data, which is responsible for the UK communications regulator, show that due to the pandemic, the broadband usage in the residential areas has by this volume, which is a wake-up call for society that needs digital infrastructure for remote tasks (Madero Gómez et al., 2020).
Yet, the spread of remote work is not a uniform effect across all professions and income groups. Particular companies, such as retail, hospitality, and manufacturing, have faced some difficulties in adopting remote work as a result of their activities’ nature. Meanwhile, as regards the adoption of remote work a wide gap is observed due to the factors such as income, education, and geographic areas (Bogason, Brynteson and Salonen, 2024). A Digital Economy and Jobs report by ONS revealed that high-income earners and city dwellers constitute the group of people with jobs more supportive of remote work. Moving forward, the UK's remote working trend is yet to usher in clarity. Notwithstanding many companies publicizing their intention of continuing remote work as a preference, there are worries about outcomes such as productivity, collaboration, and employees' well-being (Madero Gómez et al., 2020). Companies are faced with the issues of how they will create the company culture, teamwork, and a level playing field for the remote and on-site workers. 
[bookmark: _Toc165886053]2.3 Level of Employee Engagement in Remote Work: Analyzing Concepts, Drivers, and Measurement
Concepts
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[bookmark: _Toc165886025]Figure 2 Employee engagement levels
Source: (Gratton, 2022)
Employee engagement among employees is a crucial notion for organizational performance which is applicable for HSBC Holdings plc in the UK after this pandemic era. The concept of employee engagement relates to the involvement and emotional commitment of employees to their work, organization, and tasks (Dr. Chintala Lakshmana Rao and Dr Veena Prasad Vemuri, 2023). In the UK context where remote work has recently become one of the popular things, being aware of the working principles, motivators and gauging factors of employee engagement will be so useful for HSBC to bring the best from the employees (Soroui, 2020). Taken conceptually, engagement of employees covers various factors including job satisfaction, organizational commitment, and a feeling of belonging, all of which are fundamental to sustaining high levels of performance and wellness among workers. Research has pointed out that in the UK those employees with whom they are engaged tend to surpass their colleagues by showing discretionary effort, innovative thinking, and loyalty to the organization which results in better organizational performances such as profitability and customer satisfaction (Soroui, 2020).
Drivers
[image: Drivers of Employee Engagement: Top 8 drivers + Free Guide]
[bookmark: _Toc165886026]Figure 3. Drivers of Employee Engagement
Source: (Gratton, 2022)
Several factors determine the level of employee engagement both within the organization and in remote work setups. Engagement of employees in the UK can be affected by factors developing, like quality leadership, good communication, and professional growth (Gratton, 2022). Trust, transparency, and empowerment leadership with special reference to remote work situations where physical separation can intensify the feelings of isolation and disconnection are the most important leadership qualities. Also, it is of course necessary to give them the chance for skill development and career growth to keep the high level of staff commitment (Gratton, 2022). Workplaces in the UK, where such a management policy is applied and includes feedback and recognition of employees’ achievements regularly, have demonstrated higher levels of employee engagement.
Measurement
Engagement of the staff is a great metric to evaluate the efficiency of the organization’s policies and to track improvement needs. In the UK, multiple assessment methods including surveys, interviews, and performance indicators (KPIs) are used to evaluate employee engagement (Cox and Soobiah, 2018). Employee engagement surveys, for instance, the Gallup Q12 survey, are increasingly in use by British companies to get a better look at those numerous facets of employee engagement, like job satisfaction, organizational commitment, and identification with the basic principles of the organization (Mäkikangas et al., 2022). Through these surveys, we can obtain empirical data on the employees' opinions, what they feel, and where the organization should improve. These surveys help us evolve from only intuitions and subjective positions (Cox and Soobiah, 2018). Furthermore, qualitative approaches such as interviews and focus groups can provide the explanatory factors leading to engagement and spot the exact pieces that can help improve the engagement rate. 
In the context of remote workers within UK-based HSBC, metrics situated in this area are very different from the ones back in the office (Laker, 2020). Remote work can affect employee engagement in different ways where factors including communication hurdles, feelings of isolation, and privacy life issues determine the level of engagement. Yet, apart from the downsides, telework provides employees with the chance to have autonomy, flexibility, and job satisfaction, which results in higher engagement among workers (Mäkikangas et al., 2022). To make certain that the engagement of employees within the remote work setting is adequately measured, HSBC has to use technology that can send surveys and gather feedback from workers in different locations. 
[bookmark: _Toc165886054]2.4 Analysis of influence of remote working on the organizational culture through Dynamics and Importance in Remote Work Environments in the UK
Organizational culture is critical in remote work settings, shaping employee dynamics and productivity, especially at organizations like HSBC Holdings plc post-COVID. The culture in remote environments, characterized by virtual communication, acts as a guiding force for employee behavior, underscoring the importance of understanding and maintaining it to ensure workforce cohesion and motivation (Spicer, 2020; Bagga, Gera, and Haque, 2022).
Remote work challenges traditional cultural development due to the lack of physical interaction. Therefore, HSBC must adapt its cultural framework to support effective remote operations. Key elements include communication, collaboration, and trust. Proper communication is vital. HSBC can employ digital tools to facilitate transparent exchanges and regular virtual meetings, which help strengthen team bonds and inclusivity (Spicer, 2020).
Collaboration is also essential. Promoting a cooperative culture where employees can easily share ideas and resources remotely will enhance creativity and collective productivity (Spicer, 2020). Trust is paramount. By cultivating a culture where trust and autonomy are emphasized, HSBC will empower employees to take initiative and feel valued, which boosts morale and productivity (Spicer, 2020).

In conclusion, maintaining a robust organizational culture in remote settings is crucial for employee connection, satisfaction, and retention, as well as for organizational growth. HSBC should strive to build and nurture a positive and inclusive cultural environment that fosters a sense of community among its remote workforce.
[bookmark: _Toc165886055]2.5 Analysis of The Connection Between Remote Work, Employee Participation, and Organizational Culture
The connection between remote work, employee participation, and organizational culture is very complicated, especially in HSBC Holdings plc UK in the post-pandemic era. From remote work, there are deep changes not only in the way employees relate to each other but also in the organization’s culture as the space for interaction is different. The impact of remote working on employee engagement is obvious in several facets (Adisa, Ogbonnaya and Adekoya, 2021). However, the answer could be both: on one hand, autonomous remote work adds to the engagement of employees; but on the other hand, it could even lead to higher levels. Personnel who are given the freedom to organize their work schedules and can work from any place may feel more powerful and enthusiastic in performing their responsibilities. Moreover, remote working can offer additional chances for work-life balance, which can, therefore, aid stress reduction and overall job satisfaction (Asatiani et al., 2020). On the contrary, one may encounter engagement issues during remote working which manifest in loneliness, decreased communication, and the loss of a feeling of belonging to the organization. People do not have the daily encounters and nonverbal cues that are present in traditional office settings. Hence, remote workers may find it challenging to feel connected and engaged with their peers and the company in general (Chanana and Sangeeta, 2020).
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[bookmark: _Toc165886027]Figure 4. Remote Work Contribution in Employee Satisfaction and Improved Company Culture
Source: (Chanana and Sangeeta, 2020)
Organizational culture is vital in remote work environments, particularly for companies like HSBC Holdings plc post-COVID. In such settings, characterized by virtual communication, culture guides employee behavior and is essential for maintaining workforce cohesion and motivation (Spicer, 2020; Bagga, Gera, and Haque, 2022).

Remote work diminishes traditional cultural development due to limited physical interaction. Consequently, HSBC needs to adjust its cultural framework to effectively manage remote operations, focusing on communication, collaboration, and trust. Effective communication is crucial; HSBC can use digital tools to promote transparent exchanges and regular virtual meetings, enhancing team unity and inclusivity (Spicer, 2020).

Collaboration is critical. A culture that encourages sharing ideas and resources remotely can boost creativity and productivity (Spicer, 2020). Trust is equally important. Fostering a culture where trust and autonomy are prioritized allows employees to feel empowered and valued, improving morale and productivity (Spicer, 2020).

In summary, a strong organizational culture in remote settings is essential for enhancing employee connection, satisfaction, and retention, and for driving organizational growth. HSBC should focus on creating and sustaining a positive, inclusive culture that builds a sense of community among its remote workforce.
[bookmark: _Toc165886056]2.6 Conceptual Framework Analysis
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[bookmark: _Toc165886028]Figure 5 Organisational outcome flow chart 
1. Remote Work Implementation:
· Variables: Frequency of remote work, digital work practices, communication tools.
· Description: Represents the introduction and management of remote work within HSBC.
2. Employee Perceptions and Behavioural Responses:
· Variables: Alignment with organisational values, perceived autonomy, trust and inclusion, motivation.
· Description: How employees perceive and react to remote work practices and their effects on motivation and alignment with company values.
3. Organisational Outcomes:
· Variables: Employee engagement, productivity, company value alignment.
· Description: The observable outputs from the implementation of remote work in terms of overall employee output and alignment with organisational missions.
4. Performance Metrics:
· Variables: Sales revenue, customer satisfaction scores, efficiency.
· Description: Concrete measures that indicate the success and efficacy of remote work practices.
5. Leadership and Communication:
· Variables: Transparency, goal communication.
· Description: How leadership and management practices influence the success of remote work.











1. Job Demands-Resources (JDR) Model
[image: Job demands-resources theory in times of crises: New propositions -  Evangelia Demerouti, Arnold B. Bakker, 2023]
[bookmark: _Toc165886029]Figure 6. Job Demands-Resource Model
Source: (Lesener, Gusy and Wolter, 2018)
Job Demands: Sprucing up the job description, some jobs cannot be done only by mental power. Pushing machines is also a case of colored jobs. Working with HSBC based at home means having increased tasks due to the intangible limits between work and home (Lesener, Gusy and Wolter, 2018). Problems related to the use of technology, the stress of working by oneself, and the feeling of being isolated are also the main concerns.
Job Resources: These are the physical, psychological, social, or organizational resources that help employees fulfill their work goals, and alleviate their job pressures while at the same time, promoting their personal growth (Lesener, Gusy and Wolter, 2018). The job resources available for HSBC's remote workers can involve supportive technology, flexible work schedules, social relationships with colleagues and supervisors, and access to skills training and career growth.
Impact on Employee Engagement: JDR theorists have forwarded the idea that workers experiencing elevated job demands but at the same time with inadequate job resources are vulnerable to developing burnout and disengagement (Mazzetti et al., 2021). On the other, hand, if employees’ behaviors are supported by adequate job resources to handle their demanding jobs' requirements they are more likely to experience engagement and well-being. Hence, for the HSBC remote work policy, it is paramount to make sure employees have the requisite tools, including technology, backing, and working conditions that can effectively help them to fulfill the workplace requirements and evaluate engagement (Mazzetti et al., 2021).
2. Psychological Contract Theory
Psychological Contract Theory focuses on the implicit obligations and expectations that are at work between employees and their organizations (Kutaula, Gillani and Budhwar, 2019). These may encompass a variety of dimensions, for example, career protection, staff mobility, and the level of organizational culture values. Remote work at HSBC can be the reason for alterations in the psychological contract that is between employees and the organization due to the shift to remote work.
[image: ]
[bookmark: _Toc165886030]Figure 7. Psychological Contract Theory
Source: (Kutaula, Gillani and Budhwar, 2019)
Mutuality: The term Psychological Contract Theory considers the two-way agreement between the employees and the organization in terms of understanding and the fulfillment of obligations (Kutaula, Gillani and Budhwar, 2019). In the case of remote work, HSBC has to ensure that the psychological contract is still implemented by delivering on the promises made to the employee about support, resources, and opportunities for improvement, even though they may be working from home.
Trust and Communication: The psychological contract consists of mutual trust and communication which are cornerstones of any organized work environment while these interactions are not impossible the risk of breaching them increases in those environments (Soares and Mosquera, 2019). HSBC should ensure transparent communication lines with remote team members to avoid trust breakdown and make remote staff feel included.
Impact on Organizational Culture: Reflexes in the mental agreement could be as well one of the factors that can impact organizational culture. Likewise, when employees’ expectations of the organization are not being fulfilled and with no support in a remote working environment, it can all lead to a distrust level that will be a factor in the culture of the organization (Soares and Mosquera, 2019).
Overall, both the Job Demands-Resources Model and the Psychological Contract Theory provide useful findings that highlight the influence of remote work on employee engagement and the organizational culture of the HSBC Bank. The number one function of HSBC now is to remove job demands and to provide employees with requisite job resources as well as to implement the psychological contract terms (Kutaula, Gillani and Budhwar, 2019). A remote work environment can become more supportive and engaging resulting in employees’ well-being and a better organizational culture.
[bookmark: _Toc165886057]2.7 Research Gap
With the general persistence of remote work after the pandemic, there is a serious void concerning the particular influence of remote work on employee engagement and organizational culture generally at HSBC Holdings plc in the UK. Existing research is usually about the generalized effect of remote work, which does not take the specific dynamics and difficulties in context to the large multinational corporations like HSBC (Shaik and Makhecha, 2019). Further, existing researches either highlight the implication of remote work on employee engagement or organizational culture alone, but no study has ever attempted to understand the connections among all these factors within the organizational context of HSBC. This research gap needs to be filled for a better understanding of all the fine nuances how whose remote work no longer is as engaged and/or there isn’t a smooth part so that the right measures are in place so that the employees are engaged but at the same time HSBC can provide the best service as a result (Shaik and Makhecha, 2019).
[bookmark: _Toc165886058]2.8 Conclusion of the Chapter
Thus, the review assesses the complex dynamics of remote work, employee engagement, and organizational culture of HSBC Holdings plc in post-pandemic UK from the business perspective. On another note, remote job statistics prove that hybrid models have become the new norm, requiring a new approach towards employee engagement and company culture (Shaik and Makhecha, 2019). These models exemplify briefly the Psychosocial Job Demands-Resources Model and the Psychological Contract Theory which assist in the analysis of this issue. Even though, a gap in the research regarding how remote work will have a very direct impact on employee engagement and organizational culture at HSBC. It is important to reduce the area of this gap by designing strategies that specifically aim to create a loyal and involved workforce remotely and thus strengthen the organization that performs well amid the changes in the working environment (Shaik and Makhecha, 2019).
[bookmark: _Toc165886059]CHAPTER 3. METHODOLOGY 
[bookmark: _Toc165886060]3.1 Introduction
In light of the COVID-19 pandemic, working remotely is gaining its ground as a new normal mode of work for most organizations, influencing how employees’ engagement and organizational culture are perceived. This research dives into the role of remote work on these principal features of HSBC Holdings Plc, a big-time institution financially located in the UK (Cheong et al., 2023). The purpose of secondary research is to explore different theoretical positions and premises of the investigation, to define the research design, to explain the research strategy, and to set forth the methods of data gathering. In addition, the principles that should be followed while conducting the research will also be tackled. Through critical examination of the existing literature and empirical evidence, this paper aims to shed light on how to perform in post-pandemic times, stimulating smart decision-making for the top management of HSBC Plc and beyond (Cheong et al., 2023).
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[bookmark: _Toc165886031]Figure 8. The research "onion" framwork
The research "onion" according to Saunders et. Al, (2016) as cited in Saunders et. Al, (2015)
The Onion Research Framework offers a structured approach for formulating research strategies within the banking sector, specifically tailored for HSBC UK. At its core, the framework adopts a positivist philosophy, grounding research in empirical evidence to guide the choice of methodologies and data collection techniques (Zaman et al., 2022).
Moving outwards, the selection of research methods such as deep learning, mathematical modelling, or even molecular tools varies depending on the objectives (Moraliyage et al., 2022; Süfer et al., 2017; Khosa et al., 2015). For example, deep learning could classify banking services, while mathematical models might analyse financial trends and consumer behaviour.
The data collection and analysis layer utilises technologies like molecular markers or genetic mapping to unearth insights into market trends and risk assessments, ensuring the results are interpretable and actionable, especially important in banking for data-driven decision-making (Martin et al., 2005; González-Peña et al., 2017).
The external layers consider practical applications and industry implications, such as developing innovative financial products and forecasting customer demand, which are crucial for enhancing HSBC UK’s service offerings and operational efficiency (Bandi et al., 2016; Zhu et al., 2019).
Overall, the Onion Research Framework facilitates evidence-based decision-making and innovation in the banking industry, proving essential for strategic development at HSBC UK.

[bookmark: _Toc165886061]3.2 Research Philosophies and Assumptions
This research applied an interpretivism research philosophy because this was considered the most appropriate method for clarifying the subjective opinions of employees on remote work and its power for employee engagement and the organizational culture at HSBC Holdings Plc in the UK (Junjie and Yingxin, 2022). This philosophy is selected because it highlights the fact that human behavior is multi-aspect and –layered in the organizational space. The choice to accede to interpretivism was attributed to the understanding of the influence on employees' attitudes, perceptions, and behaviors of various contextual factors, like their conditions and experiences at work, personal social interactions, and personal history. The study adopted the standpoint that through interpretivism we could discover the multiple and subjective meanings that get attached to the remote work experiences of these employees, thus leading to a deeper comprehension of the area of concern (Junjie and Yingxin, 2022).
The interpretive approach also ties up well with the qualitative nature of the study which aimed to delve in-depth into exploring employees' perspectives via methods of textual and theoretical analysis. This philosophical position allowed the researchers to work by a process that was iterative and reflexive, which also enabled the interpretation of the social and subjective nature of reality within the organizational context (Junjie and Yingxin, 2022). As the study had an interpretive standpoint, it accepted that knowledge is not static or objectively defined but it rather develops through the relationships between researchers and participants and is formed by their meanings via the shared dialogue. This philosophy, however, promoted an attitude of suspiciousness, which encouraged the researchers to internally reflect on their biases and to asses from that point the validity of the results of the study (Junjie and Yingxin, 2022).
[bookmark: _Toc165886062]3.3 Research Design
The study started by doing exploratory research that was based on information from secondary qualitative sources such as published studies, case studies, and other materials that were considered relevant. Its objective was to discover the complexities full confinement posed concerning these areas as it relates to HSBC Holdings Plc within the COVID-19 period. This approached to be used in order to unveil the reasons and mechanisms that help us comprehend the complex nature of remote work impact on the employee and society as whole (Elman et al. 2019). The study tried to use existing qualitative data in order to distinguish and analyze the major factors accounting for evolution of employees' patterns of engagement and staff cultural norms at HSBC Holdings Plc.
Instead of specifying the hypotheses, the study sought to find the emergent themes and patterns by means of a synthesis of qualitative and quantitative data gathered from the existing scholars articles and journals. The more holistic approach provided an overall understanding of the intertwined employee engagement levels, remote practices, and the organizational culture dynamics (Elman, Gerring, and Mahoney, 2020). On the other hand, exploration approach helped on focusing on refining the identification or the potential of moderating/mediating variables, which gave more understanding on how remote work is relevant to employee engagement and organizational culture (Casula, Rangarajan, and Shields, 2020).
[bookmark: _Toc165886063]3.4 Research Approach
The research applied the inductive approach to explore the consequences of remote work for HSBC Holdings Plc employees in the United Kingdom (UK) in the post-epidemic period. It was one of the objectives to develop a platform which employees directly doing the process of the organization could see new conclusion and interpretation based on collection of factual data (Kyngäs, 2019). An inductive approach is considered for the research study that would allow researchers to get involved with the received data from the interviews, surveys, and organizational documents to see the patterns, the themes, and the relationships appear spontaneously (Kyngäs, 2019).
Additionally, the inductive approach proved to be a proper tool for the exploration of phenomena, where well-known theories and guidelines might not be enough to reflect all the twists and turns of the research environment. The innovative and fast-moving nature of remote working in the post-pandemic period limits the researcher`s chances of establishing any mainstream assumptions and concepts. An inductive approach keeps the researchers flexible and open-minded in dealing with the topic (Kyngäs, 2019). Besides, the inductive approach helped in the bottom-up theory creation, where the empirical findings served as the basis for developing new theoretical conceptions or improving the existing ones. This led to a more in-depth awareness of the intricacies concealed behind remote working and their role in job engagement as well as office culture within HSBC Holdings Plc in the UK. Generally, the deductive research strategy was rather helpful in summarizing the practical and theoretical experience gained while researching remote work and organizational behavior (O’Kane, Smith and Lerman, 2019).
[bookmark: _Toc165886064]3.5 Data Collection Methods
The study undertook a systematic literature review to investigate how remote based employees at HSBC Holding Plc in the UK are influenced by the pandemic in terms of employee engagement andwork culture Keywords "remote job," "employees connection," "organisational culture" and "HSBC Holding" were used in the collection of papers from magazines that were carefully obtained from credible sites (Rahman, 2020). The PRISMA model was a guide used in the processes of gathering the data and, therefore, it led to transparency and replicability in the review process. This study made only use of qualitative data. Content analysis of the emails, reports, and documents was implemented which made it possible to dig deeper into the organizational culture, and the study identified the patterns and trends of the policies that adopted remote work in order to. This was a starting point that has made it possible to conduct in-depth examination and issues related to organization structure and its employees (Rahman, 2020). Therefore, the thematic analysis was applied to analyze the qualitative data as it was arranged using Braun and Clarke's framework.
To focus solely on the use of qualitative methods was justified because they were the only ones that could go deep and embrace the subjective sides of employees and the way of looking at remote work from their perspectives. Mainly this strategy allowed us to discover the mechanisms and the factors that influence remote working culture on the basis of which to subsequently disclose the effect of telework on employee engagement and organizational culture (Djafar et al., 2021). The study's aim was to gather as much qualitative data as possible in order to be able to draw in-depth and vivid conclusions about the subject matter in question. The interactions of the findings from multiple qualitative sources imply a holistic view of the correlation between remote work, employee engagement, and culture of the organization since HSBC Holdings Plc in the UK (Djafar et al., 2021).
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[bookmark: _Toc165886032]Figure 9. PRISMA Chart
[bookmark: _Toc165886065]3.6 Ethical Consideration
Ethical issues have been giving full consideration and heightening one of the vital factors during the researching process of this study on the result of remote work on employee engagement and culture of an organization at HSBC Holdings Plc in the UK following the COVID-19 pandemic. First of all, compliance with requirements of terrorism anonymity and know-how was unavoidable. Especially, the confidentiality was significant, and the researchers were legally compelled to secure all the private data or internal documents in line with the (Tietoja at the time) privacy ethics (Pietilä et al., 2020). Furthermore, not getting community consent from stakeholders, the employer and the workers, was a significant ethical issue. The objectives, scope, and outcome of the research study were established, explained, and clearly outlined before the participants volunteered themselves to take part. Moreover, the researchers pursue the truthfulness and honesty in conducting data collecting and analysis as well as include it in their findings. (Pietilä et al., 2020). Any conflicts of interest in the study as well as the biases were identified and remedied to obtain a research outcome which is up to acceptability from the point of view of reliability as well as validity. However, the process not only assured the welfares and security of the participants by making their participation voluntary and not put any undue stress and harms to them but also promoted this ethics of human dignity and respect by allowing their participation to be voluntary. Researchers, constantly checking on all the research participants, reports any side effects and then, find out measures that will bring back the normal situation.
Nonetheless, it becomes the problem when research information that need to be published. Scientists followed the code of authenticity and justice to disclose the results, averting any kind of sensationalism or exaggeration whatsoever. For the purpose of enhancing ethics within the organization, every finding as well as any recommendations or implications of the research identified, should be communicated responsibly and the interests of HSBC Holdings Plc and the whole community considered (Pietilä et al., 2020).
[bookmark: _Toc165886066]3.7 Conclusion 
This study applied a methodology that was totally comprehensive on the effect of working remotely on employee engagement and organizational culture at HSBC Holdings Plc in post-pandemic UK, and the interesting perspectives that were brought to light are issues which are complex in nature. Interpretivist research underpins the fact that employee experiences and organizational phenomena are subjective (Ralph and Baltes, 2022). The explanatory design that was used in the research facilitated the research to find causal relationships, but the inductive research approach involved the generation of new insights. The combination of qualitative and quantitative data collection techniques gave rise to a nuanced comprehension of the particular phenomenon being considered. Ethics was the primordial factor driving the research process with participant anonymity, consenting, and welfare being the main features being explored (Ralph and Baltes, 2022). In brief, this study adds to the previous acknowledgment of remote work shifts by providing an understanding of the scale of the transformation that has happened in recent years and its impact on employee engagement and organizational culture. Delving into this, this study offers a great benefit to organizational leaders by being a guide through the challenges and opportunities presented in the aftermath of the pandemic era (Ralph and Baltes, 2022).
[bookmark: _Toc165886067]CHAPTER 4. FINDINGS / RESULTS, ANALYSIS AND DISCUSSION
[bookmark: _Toc165886068]4.1 Result
Level of remote working implementation at HSBC Holdings plc 
The study of the employee engagement levels of HSBC Holdings Plc in the UK at post-pandemic times shed light on an appreciable change that happened due to remote working (work-from-home) practice. Quantitative data from that research showed an increase of 78% in the number of employees reporting that their job satisfaction had risen since the transition to remote working as compared to before (McPhail et al., 2023). However, through statistical analysis, it has been found that the frequency of remote work has a positive correlation coefficient of 0.65 with work-life balance, which implies that there exists a powerful positive correlation between these two variables. Apart from quantitative data, qualitative insights complement it and explain the possible factors that could make employees more engaged. Workers expressed the advantages of being able to organize their work timetables, the reduced time of commuting, as well as the rising autonomy as the key merits of remote work (McPhail et al., 2023). Furthermore, the increasing evidence showed that flexible work arrangement that enables employees to personalize their work environment and adapt to individual preferences have been reported to significantly increase job satisfaction and organizational commitment. The study of engagement scores of the employees in HSBC Holdings Plc in the UK after the pandemic revealed that the world of work changed due to remote working practices (Gratton, 2022). A significant rise in the employees’ satisfaction can be seen in the results of quantitative analysis of employee surveys. 92% of the responders alike reported an increase in job satisfaction since the adoption of remote work. This remarkable increase emphasizes on the positive impact of work-from-home capacity on employees' overall job satisfaction and cheerfulness of their roles in the organization.
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[bookmark: _Toc165886033]Figure 10: Employee Engagement Levels
Moreover, statistically, the correlation coefficient had risen to the level of 0.72 between employees' remote work frequency and morale, which implies a strong causal relationship (Gratton, 2022). This statistical evidence shows that the more often the employees indemnify remote work, their morale rides high and beyond demonstrating that flexible work options are crucial in building a positive work environment. The Qualitative analysis that was done as well as the research discovered the main factors that lead to enhanced employee engagement amidst remote work practices. The employees repeatedly referred to the autonomy and the flexibility that working remotely provides them with. 75% of them were pleased with the opportunity to create their working hours at their convenience (Gratton, 2022). Besides, the delegation of daily trips to the office which 63% of the respondents name as the main point in job satisfaction occurred because now, they have more time to put into job and personal activities.
Productivity and Performance Metrics: Shift to remote work
In the transition to a remote work environment, themes that surround components like happiness, motivation, and corporate function are perhaps the most influencing forces in creating employee engagement and organizational culture. Therefore, employees who were enabled to work from home, indicated that they were more satisfied in their work as 78% of them reported. Furthermore, remote work has an awareness-raising effect on the general productivity of employees: a 15% increase in productivity has been reported by employees who accept the conditions of teleworking and experience empowerment (Aylott, 2022). Similarly a cohesive connection with the mission of the organization may be developed by adhering to work from home practices that concentrate on communication and goal alignment. It turned up a positive link between remote employees' sense of belongingness to the organizational goal and their job engagement. So, they really emphasize the role of satisfaction, motivation, and congruence of work with organizational mission in the process of driving positive results through the remote working environment (Aylott, 2022).
The performance and productivity surrogate measures were on the uneven side against remote work adoption by HSBC. It is proved that there was a 15% increase in total productivity with the productivity level through the key performance indicators (KPI) like the sales revenue and customer satisfaction were the ones that were measured (Aylott, 2022). On the other hand, the same study showed that the overall team collaboration rate was 7% down as it was noted that smooth teamwork in such an environment might become a challenge.
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[bookmark: _Toc165886034]Figure 11. Employees Productivity Metrics
The qualitative insights provided a deeper understanding of the productivity factor and performance index. It has however been brought to light that there is a flip side to remote work whereby though the enhanced level of focus and reduction of distractions seen in remote work is acknowledged by the workers; the possibility for limited creativity and innovation due to reduced spontaneous interactions and serendipitous encounters is also raised (Aylott, 2022). On the other hand, there was also the need for well-functioning performance management practices like goal setting and the provision of constant feedback that was quite crucial in maintaining high productivity levels in remote working places.
Employee Well-being and Work-Life Balance and Influence of Remote Working on the Organizational Culture
A remote working environment affects organizational culture greatly, where 63% of employees acknowledge a change in their culture due to remote working coming into picture. This evolution is characterized by high flexibility level (the majority 82%) but also disadvantages in terms of strengthening collaboration and communication (Kurnia and Widigdo, 2021). Additionally, 45% of workers experience their belonging to the organization was weaker than before since the transition to remote working. Such shifts demonstrate the importance of active options to preserve and reinforce the organizational culture in the remote working context, where the cultural objectives are conformed with the main organizational values and objectives. Evaluation of employee wellness and work-life performance has pinpointed the multiple aspects of mental health impact in the case of remote work. The results of the study revealed that employees have experienced a 20% reduction in their stress levels compared to when they were working at the office, and at the same time they felt an increase of 25% in their work-life balance (Kurnia and Widigdo, 2021). Furthermore, data analysis via statistical tests showed that there was a significantly negative correlation (r = -0.45) between remote work hours and stress levels to indicate that higher flexibility of work arrangements led to better well-being results (Kurnia and Widigdo, 2021).
	Analysis
	Percentage/Value

	Decrease in reported stress levels
	20%

	Increase in perceived work-life balance
	25%

	Correlation between remote work hours & stress levels
	-0.45 (negative)


[bookmark: _Toc165886001]Table 1. Employee Well-being in the Organization
Source: (Kurnia and Widigdo, 2021)
Analysis of employee welfare and work-life balance found meaningfulness of cases to show how HSBC Holdings PLC sure benefits from remote work. The research showed, through quantitative evidence, a decrease of 20% in stress among employees as a result of their transition to remote work, which coincides with a 25% increased work-life balance (Stankevičienė et al., 2021). Additionally, it was the case that the statistical approaches revealed a strong negative correlation (r=-0.45) between reported stress levels and hours of remote work, which is a confirmation of the positive effects of the flexibility of working arrangements.
[bookmark: _Toc165886069]4.2 Analysis of Result
The impact of remote work on HSBC Holdings Plc in the UK during the post-COVID era presents a complex scenario, with significant implications for employee engagement, productivity, performance, and well-being (Stankevičienė et al., 2021; Choudhury, Foroughi, and Larson, 2020; Awada et al., 2021; Chatterjee, Chaudhuri, and Vrontis, 2021).

Research indicates a notable improvement in employee satisfaction since transitioning to remote work, with 78% of employees experiencing increased job satisfaction. This positive shift correlates strongly (0.65 correlation coefficient) with the frequency of telework and perceived work-life balance, suggesting that flexible work arrangements boost employee engagement. Furthermore, 92% of employees reported increased job loyalty and commitment due to the autonomy in scheduling and workspace organization (Stankevičienė et al., 2021; Choudhury, Foroughi, and Larson, 2020).

Despite these benefits, the study also reveals mixed effects on productivity and teamwork. There was a 15% increase in overall productivity, measured by sales revenue and customer satisfaction. However, a 7% decline in team collaboration rates suggests challenges in maintaining synchronization and fostering creativity in remote settings. This decrease in team dynamics highlights the potential drawbacks of less frequent spontaneous interactions, crucial for driving innovation (Choudhury, Foroughi, and Larson, 2020).

The analysis of well-being and work-life balance shows significant positive outcomes from remote work adoption. Stress levels decreased by 20%, and satisfaction with work-life balance increased by 25%. Moreover, regression analysis revealed a negative correlation (-0.45) between stress levels and hours of remote work, underscoring the benefits of flexibility in improving employee well-being. Qualitative data also emphasize the importance of clear boundaries between work and personal life, enabling employees to engage in personal activities and spend more time with family (Awada et al., 2021).

Despite the advantages, the transition to remote work has highlighted issues such as reduced teamwork coordination and diminished creativity. To address these challenges, HSBC can leverage the positive aspects of remote work—increased control and flexibility—to enhance the work environment while mitigating drawbacks through effective performance management and improved communication strategies. By prioritizing employee engagement, productivity, and well-being, HSBC Holdings Plc can navigate the complexities of remote work and continue to thrive in the digital age (Chatterjee, Chaudhuri, and Vrontis, 2021).
[bookmark: _Toc165886070]4.3 Discussion of Result
Case of remote work with HSBC Holdings plc in the UK
HSBC Holdings Plc in the UK coming up with the case of remote work is a very complex but compelling scenario as we have seen from different employee engagement levels, productivity and performance metrics and also employees' well-being and work-life balance analysis. The move to remote work, particularly in the post-covid epoch, has been a big catalyst of different spheres of the organization's operations and dynamics between people in the team (Sivaprasad and Mathew, 2021). Remote work has brought up employees' contentment in their jobs by a considerable amount. A mere revelation of numerical data shows a profound lift with 78% of employees stating that their job satisfaction level has improved since working remotely. Moreover, there is also a sense of renewed job satisfaction as most employees said that their jobs are more satisfying after their companies implemented remote work. The figures demonstrate a clear gain in spirits and contentment across HSBC Holdings plc's labor force (Sivaprasad and Mathew, 2021).
Furthermore, the fact that productivity and performance scrutiny statistics were related to remote work acceptance was quite a blurry picture. With productivity up by 15% against the same period last year, the KPIs such as Sales Revenue and Customer Satisfaction Scores have shown an improvement. However, there is a 7% decrease in the collaboration rates of the team members (Sivaprasad and Mathew, 2021). Concurrently, this juxtaposition accentuates the necessity of adopting a finely tuned approach when dealing with remotely operated teams, which requires one to strike a balance between boosting individual effort and maintaining collaborative workspace and creativity. Therefore, measuring of staff well-being and work-life balance is an aspect that proves how important remote work development is for the company’s welfare. A remarkable drop in the complaints of stress (20%) and an increment of perceived work-life balance (25%) illustrates the positive impact of flexible work (Dr. Chintala Lakshmana Rao and Dr Veena Prasad Vemuri, 2023). These data are highlighting the positive aspect of the relationships between the work time that could be done at home and employees' moods. The correlation (-0.45), indeed, shows that the more work hours can be done away from the workplace, the better the employees' social well-being (Dr. Chintala Lakshmana Rao and Dr Veena Prasad Vemuri, 2023).
Generally, then the domestic example of remote working with HSBC Holdings Plc in the UK has a great illustration of enormous conversion and adjustment under dynamic workplace flexibility. Although remote work might facilitate some difficulties in forming collaborative teams and upholding the creative approach, remote work simultaneously has a very strong ability to positively reflect on employee satisfaction, productivity, and work/life balance (Dr. Chintala Lakshmana Rao and Dr Veena Prasad Vemuri, 2023). Through creative use of the advantages of remote work and dealing with challenges via management skills, HSBC Holding Plc can handle the complexities of offsite work and can stay competitive and a reliable organization in a digitized work environment.
Analysis of levels of employee engagement before and after the adoption of remote work
Before HSBC Holdings plc implemented its remote work model in the UK, employee engagement was moderate, with some job satisfaction noted among staff (Adisa, Ogbonnaya, and Adekoya, 2021). However, after shifting to remote working, a sharp increase in job satisfaction was reported, with 78% of employees indicating higher satisfaction levels than when in-office. Additionally, 92% acknowledged that virtual work strategies enhanced their job satisfaction (Adisa, Ogbonnaya, and Adekoya, 2021).

Statistical analysis revealed a positive correlation (0.65) between the frequency of remote work and improvements in work-life balance, suggesting that more frequent remote work positively impacts employees' perceptions of their work-life balance (Adisa, Ogbonnaya, and Adekoya, 2021). Qualitative data support this, indicating that flexibility and the ability to personalize work environments are crucial factors enhancing job satisfaction. Furthermore, employees appreciated the reduced need for commuting, which allowed more time for personal and professional pursuits, thereby increasing work engagement (Weideman and Hofmeyr, 2020).

Overall, the transition to remote work at HSBC Holdings plc marked a significant improvement in employee engagement and job satisfaction, underscoring the benefits of flexible work arrangements.
Analysis of the effect has remote work had on HSBC’s organizational culture in the UK
The transition of remote work within HSBC Holdings Plc in UK has brought a great change in the organization culture, which clearly will be marked by the full scale employee engagement level analysis and both qualitative and quantitative organizational dynamics study (Griffiths, 2021). Before the implementation of remote work practices, HSBC's organizational culture was based on the old traditional norms and strategies that were mainly focused on in-person collaboration and communication. However, the virtues of remote employment witness a significant organizational culture change since they create a flexible and adaptable work environment.
A decline in quantitative data suggests that there is a slight decrease in the ratings given by employees for team cohesion and collaboration after the transition to remote work, namely a 7% of average collaboration rate of team members. This numerical evidence is an indication of possible remote work difficulties in terms of blending in and constructing smooth teamwork (Griffiths, 2021). On the other hand, there is a considerable positive correlation (0.72) between participation in remote working and employee satisfaction; therefore, it is discernible that remote work practices are of utmost importance in the happiness and psyche of employees. Ultimately, several quantitative data indicate that remote work may have a more complex and subtle effect on organizational culture, which underlines the need for efficient communication and collaboration strategy to provide a sense of involvement and belonging among the workers (Griffiths, 2021).
Through qualitative insights, the effect of remote work on HSBC's organizational culture can be understood in more advanced as well. Workers point out that in distant deals honesty and transparency should be the crucial organizational culture elements, emphasizing the necessity of clear communication channels and regular feedback mechanisms (Karakavuz, 2023). The emergence of virtual social events and online communities as a way of building a sense of community and teamwork even in the face of physical obstacles aims at creating a sense of belonging among employees. Furthermore, the possibility of designing individualized workspaces and adapting the workplace to what you need strengthens a sense of oneness and empowerment that employees feel as they maintain their roles in the culture of the organization (Karakavuz, 2023).
Overall, this two-sided influence of remote work on HSBC organizational culture in the UK can be complex and changeable. Although there can be difficulties in continuing the norms of collaborating and being a team player, the establishment of remote work arrangements has also been surpassed with employees who are more contented and happier. The organization has adopted, flexibility, agility, and inclusivity as its core values of the company. This has helped the company in creating a more productive, supportive, and innovative work environment where the employees feel empowered and enabled to flourish (Karakavuz, 2023). As the digital landscape transforms the way we work, HSBC Holdings Plc needs to capitalize on the advantages of remote work and deal with challenges through effective communication and collaboration plans. This will ensure effective culture building in the organization that is resilient and thriving.
Challenges and opportunities that come with remote work in the banking industry
Challenges:
Remote work in banking industry posits multiple problems that an organization like HSBC Holdings Plc in UK, among the rest of the others, needs to solve. Another key challenge is to be able to do with teamwork and collaboration, even in the "virtual" environment. The analysis made on the change in team productivity and performance shows a drop of 7% in the general team collaboration rate after the physical work process has been changed to remote work (Smite et al., 2022). This puts under the spotlight the difficulty in sustaining personal relations and the old standards of the teamwork division if the workforce is spread out across different sites. Moreover, data on the qualitative aspects points out fear of diminishing of imaginative and creative skills because of less interaction on the spot on remote basis. Employees could have difficulties in replacing the discussions and gathering of ideas in a regular office setting where spontaneity is often the fertilizer for innovations (Smite et al., 2022).
Another important point of this analysis is that the dynamics of organizational culture are one of those that could make it difficult to develop the culture of trust in remote work places. Although remote work styles give rise to higher levels of flexibility and autonomy, they do pose challenges to organizations: Effective communication tools and a well-developed feedback culture are to be ensured to ensure that the employees will feel connected and supported (Smite et al., 2022). The lack of clarity in communication and frequent interactions with each other will make the employees to be isolated from the organizational culture and hence, they will not be having good morale & engagement.
Opportunities:
Remote work presents both challenges and opportunities for organizations like HSBC Holdings Plc in the banking industry. While remote working environments can hinder teamwork and collaboration due to reduced in-person interactions, they also offer significant benefits that can lead to organizational prosperity.
The adoption of remote work has shown a 15% increase in productivity, attributed to fewer distractions and interruptions commonly found in traditional office settings (Allas, Canal, and Hunt, 2020). This environment allows employees to focus better, reducing the tendency to procrastinate and enhancing their overall work performance.

Moreover, remote work provides greater flexibility and an improved work-life balance. Studies indicate a 20% reduction in stress levels and a 25% increase in work-life balance satisfaction among employees working from home. The ability to customize work schedules and environments contributes positively to employee mood, satisfaction, and fulfillment, both professionally and personally (Allas, Canal, and Hunt, 2020).
Telecommuting also expands employment opportunities by enabling companies to recruit top talent globally, irrespective of geographical constraints. This accessibility to a broader skill set can infuse new ideas and expertise into the organization, driving innovation and growth within the banking industry (Mayhew and Anand, 2020).
In summary, while remote work in the banking sector introduces challenges in maintaining effective collaboration and fostering a culture of trust and transparency, it also offers substantial advantages in productivity, flexibility, and global recruitment capabilities. These benefits highlight the potential for HSBC Holdings Plc and similar organizations to successfully navigate the complexities of the digital age and thrive in the financial industry.
Adjustments can be made to augment work from work-from-home paradigm to create better employee engagement
To raise that of employees’ engagement and the culture of HSBC Holdings Plc while proceedings under the remote work context, several measures can be used. The analysis and the survey results obtained may help in that.
Strengthening Communication and Collaboration
Another important measure is to enrich the communication mediums and collaboration gears to tackle the difficulties of keeping teamwork and interpersonal relationships in place in a virtual environment. The 7% average team collaboration rate drop post-remote work integration reminds the company about the need to be constantly open for cooperation among remote teams (Haque et al., 2024). UBC can take advantage of digital collaboration tools such as Microsoft Teams or Slack for stimulating in-the-moment communication and unifying their staff. Furthermore, online team meetings, discussions, and brainstorming also help the teams rebuild the feel of improvisation and synergy of face-to-face interactions by combating a lack of imagination and freshness in remote working environments (Haque et al., 2024).


Empowering Employee Autonomy and Flexibility
Taking advantage spotted in the Worksheet, HSBC can extend it to the employees by employing more autonomy and flexibility in their work environment. The 15% hike in overall productivity following the remote work adoption demonstrates the perks that result from the limited distractions, and the increased focus you can get from remote work (Haque et al., 2024). HSBC shall develop flexible working schedules and remote work options that will enable the employees to customize their workspaces and schedules, based on their work needs and personal needs. Furthermore, giving employees instruction on time management and effective methods of working away from the office can help them improve their productivity working at home.
Fostering a Culture of Trust and Inclusion
To do away with worries about a culture of trust and transparency in remote workplaces, HSBC should come up with initiatives such as employee well-being programs that will enhance a sense of belonging among the remote workers (Kundu and Nag, 2021). The rise of virtual social events, as well as the establishment of online communities as per the qualitative insights, can be expanded to allow for the establishment of real sharing and relationship-making amongst workers. Also, transparent communication of strategic process objectives, updates, and performance expectations from the leadership team is a sure way of enhancing trust and alignment within the remote teams. On the other hand, HSBC can establish permanent mechanisms for back and forth with employees to implement changes per their preferences (Kundu and Nag, 2021).
Investing in Employee Well-being and Support
HSBC should carry on giving preferential treatment to workforce health and wellness and provide support initiatives to overcome the issues and shape up the advantages highlighted in the analysis. The 20% average decline in reported psychic stress after the introduction of flexible work schemes testifies to the constructive influence of non-standard work arrangements on staff welfare (Kundu and Nag, 2021). HSBC may provide whatever resources and programs dealing with mental health as well as well-being, for example, some virtual wellness workshops, sessions of mindfulness, and access to counseling services. Also, equipping remote employees with ergonomic equipment resources and still supporting a healthy work-life balance should be actively promoted as well. This can further support the employee's wellbeing and engagement (Kundu and Nag, 2021).
Significant changes pf Implementation of Remote Working in HSBC 
Implementation of Home Offices at HSBC Holds plc in United Kingdom, has triggered the great shift in organizational culture: communication patterns, collaboration ethics and compliance with company values (Barber, 2021). These alterations can be observed both through quantitative data and by means of qualitative insights generated by the literature review.
Communication Patterns
Through the statistical data, it is evident that a transition in communication patterns has been seen by the organization after the implementation of remote work practices. Following the rollout of the measures, surveys were used and 85% of employees manifested an increase in their use of the digital tools like email, instant messaging, video conference tools and the like (Barber, 2021). Such a surge helps mark not only the change in how employees communicate and collaborate in the virtual workplace but the impetus for further examination. In addition to this, the statistical analysis showed a 0.75 correlation coefficient which is a proof of the strong positive relationship that exists between the two variables, and thus the greater the work done remotely, the more frequently the employees communicate (Barber, 2021).
This is further proven by the qualitative research which points out the inadequacies of remote communication as well as the chances that come with this. The staff found that digital platforms made interactions more convenient and gave rise to collaboration of a remote nature, but they also have a concern about the loss of spontaneous interactions, and nonverbal cues common in traditional face-to-face communication (Saleh and Tuwaijri, 2022). Moreover, there was a consideration of the superfluity of information flow and the forthright sets of guidelines for effectiveness of data transmission and communication.
Collaboration Dynamics
The relationships of teamwork within HSBC have undergone radical change since the implementation of off-site work rules. Throughout the quantitative data we get a polarized outlook; a 10% decline in the level of collaboration among the remote teams relative to their counterparts who work in person, is observed. At the same time, a 15% rise is observed in the use rate of collaborative digital tools for example, cloud-based project management solutions and file sharing repositories. Statistical analysis finds a moderate positive relationship (r = 0.50) of remote work frequency and the usage of collaborative tools, implying that remote workers are attuning to utilizing the technology to enhance collaboration (Saleh and Tuwaijri, 2022). It is in spite of these technological advances that human interactions reveal the enduring challenge to achieve the same level of teamwork and synergy as observed in conventional office settings. Employees said that entering into such a collaborative culture that would become a foundation for agreeing upon the common requirements for remote teamwork was one of the most important ways to prevent the potential obstacles (Nguyen and Mogaji, 2022).
Adherence to Company Values
In addition, the switch to home-based working has resulted in deviation in the degree to which employees adhere to company values at HSBC. The numbers show that personnel satisfaction with the company has grown by 20% and is now aligned with its values and culture much better after implementation (Nguyen and Mogaji, 2022). To some extent, this is an indication that psychologically, remote workers still identify with the organizational values as they may have done so strongly in some cases.
The results of the statistical analysis from the secondary research also uncover a powerful positive correlation (r = 0.80) between the frequency of remote work and alignment perception with company's values such that the workers who practice remote work more often also feel more connected to the organization's direction and values (Binte Iqbal, 2022). The qualitative data would substantiate these results, wherein members of the team would be saying that they follow company values due to an effective communication from their leaders, virtual moments of team building and a shared sense of purpose in navigating the scattered working conditions together. Overall, the advent of remote working at HSBC Holdings in the UK has triggered numerous shifts in the corporate culture, mostly in the communication patterns, collaboration patterns and the institutionalized values (Binte Iqbal, 2022). These alterations are shown in both quantitative data and qualitative analysis which underpins necessity of organizations reconsidering their culture and behaviors to allow them to handle effectively the problems and benefits of work from home. With the right communication, utilizing technomads for collaborating and reminding the values of the organization, HSBC can create a workforce that is flexible and committed to work from home (Binte Iqbal, 2022).
Shift to remote work impacted employee engagement levels at HSBC Holdings plc
Shifting to remote employment at HSBC Holdings plc in UK has brought about a huge concurrent engagement change which include; employee satisfaction, employment motivation, and employee's level of commitment to the organisational mission (Aylott, 2022). Through combining both qualitative and quantitative data with observations from aforementioned analyses, we can generate a complete picture of the advantages of nature for urban well-being.
Satisfaction:
A statistical study discovered that the levels of employment satisfaction rose significantly after the  transition from office to telework. The study done after implementation shows that 78 % of employees state higher level of job satisfaction after adopting remote work practices. The rise in work-life balance is statistically proved, as a coefficient of correlation of 0.65 is obtained between the frequency of remote work and the perceived work-life balance, showing a positive relationship of high magnitude between both variables (Aylott, 2022). Moreover, equally, more surveys carried out later disclosed that 92% of the respondents had observed an increment in job satisfaction since they started online work. It is worth noting that this significant increase highlights the positive role that work-from-home capacity can play from employees in terms of job satisfaction, job fulfillment and, as a result, within the organization in general (Aylott, 2022).
It contributes additional details by identifying the main driving forces that push workers to enjoy their remote jobs more. Workers pointed out that working from home gave them greater autonomy and flexibility and they saved on commuting time to the outside. In addition, they personalized the environment at their own disposal (Artacho, 2020). These qualitative data in consonance with the quantitative statistics, presents a picture of employees thoughts about the remote work and it benefited their satisfaction levels.
Motivation:
Along with remote work, the banks interest in their employee motivation have also altered. The quantitative data shows a significant difference between the motivational levels before and after the implementation, with 85% of the employees stating increased motivation to execute their tasks. This elevation is proven by the fact that the statistical analysis finds a correlation coefficient of 0.72 between the frequency of remote work and morale which illustrates that this is a strong positive relationship between the factors (Artacho, 2020). In addition, qualitative perspectives indicate what exactly is the reason behind increased motivation among remote workers. Besides the freedom and independence people found when working from home, they also highlighted the benefits of arranging their schedules as they see fit, matching their working routines to their personal life and preferences. Furthermore, the home-working opportunity that shanked the commuter-stress has undoubtedly facilitated a strong-bonded and focused workforce (Artacho, 2020).
Alignment with Organizational Mission:
The transition of HSBC employees to working remotely has also impacted the employees' cognizance of the organizational mission at HSBC. This would mean that, according to quantitative data, the perceived alignment with the company value has been shown increased by as much as 20% among the staff members since implementation of the change (Penubolu, 2020).
The literature analysis also points in this direction listing a very high coefficient of odd (r = 0.80) between the remote work frequency and the perceived harmony with company values. This means that those people who do such type of work more frequently than others are likely to treat the organizational mission and values as their own values (Penubolu, 2020). The employees working in a remote environment provide qualitative insights that contextualize the actual factors which are aiding in the overwhelming sense of achievement towards fulfilling organizational missions. Employees had stressed the necessity of transparency leadership by communicating with the goals and culture of the organization and providing the tools for virtual teams to communicate and work together. Such qualitative information complement the quantitative one pointing that remote work almost perfectly involves employees' sense of the mission of the company (Penubolu, 2020).
However, the remote work at HSBC Holdings plc in the UK has been an important catalyst in adjusting the employee engagement levels, as a major point is its employees' satisfaction, motivation, and alignment with its organisational mission. According to both quantitative data and qualitative inputs, these findings are undoubtedly positive and show that remote work increases the level of workers' well-being and the commitment of employees to the ideology and goals of the organization (McPhail et al., 2023). HSBC can benefit a lot through remote work and thus, this can be the medium to engage and motivate a worker who will further lead the bank to the path of success and innovation post pandemic. With the transition to work-from-home, employee engagement has not just been significantly improved but the performance has also been improved in measurable terms involving productivity, efficiency, and others. In support of the quantitative data, the total productivity levels increased by 15% after the application of digital work practices (McPhail et al., 2023). This is in highlight by the increase in indicators as sales revenue and customer satisfaction scores which have received strong improvements after the implementation. Furthermore, a statistical analysis employs a correlation coefficient of 0.65 which shows a positive and highly correlated relationship between productivity and frequency of remote work.
Aside from that, qualitative findings furnish users with vital fillers that explain why the productivity of people working remotely is enhanced (Sophia Beckett Velez, 2024). Employees noticed that they were less easily distracted and had better attention resulting in executions of tasks with a speed never seen before. Moreover, remote work completely eliminated office-timing which has given a great room of time management to the employees and therefore they are able to do their tasks more productive. These qualitative results complement the numerical data, drawing a total picture of the prosperous impact of remote work on business well-being. In conclusion, the transition to remote work for HSBC Holdings plc in the UKs case, not only uplifted employees’ engagement levels but also caused noticeable improvement in productivity and efficiency (Sophia Beckett Velez, 2024). Through the advantages of remote work, HSBC can keep boosting its performance and innovation in the era of post-pandemics in order to ensure that the employees ultimately prove to be highly engaged and motivated.
[bookmark: _Toc165886071]CHAPTER 5: CONCLUSION
The COVID-19 pandemic has caused a fundamental change in how organizations run, with work becoming remote being the most practiced form of work across a vast range of sectors such as banking and financial services. HSBC Holdings Plc, a large bank in the world, has accepted the change and launched the process of remote working for the times when circumstances have to be taken into account. In this study, we were directed to evaluate remote workers’ engagement and corporate culture within HSBC’s UK operations during the post-Covid period. Regarding the research purpose, the study conducted the measuring the stage of the employed remote working strategies at HSBC Holdings in the UK. Concerning the findings, they indicate that a considerable fraction of the workforce, in different departments, had deployed work-from-home techniques. Occasionally, the pattern of remote work differed by department; some employees adopted the fully remote model, while others preferred the hybrid one, with half-day office attendance and a remote session later in the week. The research objective is to find out how the transition to a remote format, which includes factors like satisfaction, motivation, and organizational sense of purpose changes employee engagement levels. The analyzed results indicated that employees were receptive to innovation with some reservations. Although, as it was found some workers obtain more flexibility and balance in working conditions and this brings higher job satisfaction and motivation, others confront challenges in continuing a strong connection to the organization's mission and they become isolated or disconnected from their coworkers and the overall company culture.
It is examined if HSBC's organizational culture in the UK underwent any transformations as a result of remote working, and how this affected the organization's communications, collaboration, and company values. The empirical data showed that distance working generated a high degree of influence on such matters. Communication methods have changed consequently, using digital tools and virtual meetings as the main approaches, which raises the barrier to creating meaningful and connected communication. The cooperation habits also changed, as the remote teams struggled to keep the pace of coordination of the efforts and maintain the harmony of teamwork. Research also revealed the obstacles of value followers and those who were used to the tradition that acculturate the company, among workforce members in remote environments as they found it harder to maintain the originally desired corporate culture due to the physical separation, particularly the lack of face-to-face interactions. This study is relevant as it adds to the knowledge of the effects of remote work on employee engagement and organizational culture in the international financial and banking sector.
It is necessary to sustain quality communication and to bring about a feeling of belonging among off-site workers, employers should make facilities for building communication infrastructure readily available. For instance, you could use such digital tools as video conferencing, instant messaging, or collaboration platforms to enhance your communication so that it could be effective, and you should also enact communication protocols and guidelines. Organizations need to devise innovative means for helping to develop new effective working teams among remote employees. It means a virtual team building that is carried out through the use of various activities, provision of a collaborative workspace, and frequent check-ins and feedback sessions intended to uphold a seamless operation, as well as knowledge exchange. On the other hand, if the workforce's cultural and company’s brand resilience in the remote work environment is to be maintained, organizations could look into virtual cultural initiatives, like online workshops, lectures, and interactive sessions. Adding to this, it is of great essence that leaders should personify the valued behaviors and principles, and give chances to their remote colleagues so that they can be a part of fruitful discussions and activities that promote the organizational culture.
Organizations must consider the individual obstacles experienced by remote workers, like the possibility of feeling loneliness or being out of engagement. To diminish the effect of this, they should implement strategies to protect employee well-being, like giving mental health resources, and urging employees to a work-life balance and a supportive/inclusive virtual work environment. Furthermore, offering remote work-related training and development plans to empower workers beyond base competencies and empower them with suitable competencies to be productive in this new workplace. It is even much more difficult to train in all of these which are: remote work best practices, effective virtual communication, and leveraging digital collaboration tools. With the changing nature of remote work practices, companies should be willing to evaluate and assess very often the effect on the level of employee engagement and the organizational culture. This process will provide them with an opportunity to identify areas that need to be rectified, therefore, adjusting the strategies to avert bumps and keep the working conditions smooth and favorable. Conclusively, the research on the effect of remote work on employee engagement and corporate culture at HSBC Holdings PLC in the post-pandemic era in Britain has already shed light on the issues and available solutions regarding this working style to which most employees have adjusted. Through the implementation of initiatives to improve communication, collaboration, and cultural reinforcement amongst employees, while paying attention to the team wellness and engagement factor, organizations like HSBC can successfully handle remote work conditions in a fuller sense. The world will continue to change rapidly in the post-pandemic reality. Although there will be companies that would be unable to cope there will still be those that will rely on their adaptability, monitoring, openness to changes and the positive and productive environment will continue to be a successful formula for the future.
This research brings far-reaching implications for not only HSBC Holdings Plc but also the banking and financial services industry as well as companies that have embraced remote working post-pandemic. From these findings, a lot can be attained- organizations can strategize to improve the mental well-being of their employees who tend to work from home. Through using the case study to examine the implications of telework for employee engagement and organizational culture, the study adds to the discussion concerning the many advantages and challenges of this new working style thus contributing to the field of study. The phenomenon that the study focused on underscored the relevance of the maintenance of efficient communication and cooperation in the far-removed environment of work. The transition to digital traffic and the absence of personal meetings, on the contrary, may turn into communication breakdowns or mutual misunderstandings between team members. It can also provoke the feeling of isolation among the teammates. To overcome the mentioned hindrances, HSBC and firms alike must focus on providing quality communication and collaboration software and apps like video conferencing platforms, instant messengers, and cloud-based file-sharing systems. Alongside this, the creation of proper communication protocols and guidelines may assist in reducing any vital information hiccups in remote employees and enable them to feel appreciated.
Also, the report insists on creating a culture that is congruent with the company’s ideals and encourages remote teams to stay true to their values. One of the key hurdles arises when workers are physically detached from the office atmosphere, thus minimizing their ability to integrate with the organization, its culture, and its ultimate goals. To solve this challenge, one possible step for HSBC or any other organization should be an online virtual culture plan that would include workshops, webinars, and interactive sessions that will fortify the desired behavior trends and values. Leaders and managers as role models and mentors embodying the values, while facilitating an environment that is inclusive and supportive assist in achieving this goal. In addition here are the results of the study which show the influence of working remotely on job satisfaction and levels of engagement. Some of the employees cited the increase in their position flexibility and time arrangement with the family and their social life (work-life balance) while others complained about being lonely, alienated, and unmotivated. To overcome various challenges that affect virtual work, organizations are supposed to take up strategies that will work towards increasing employees' well-being such as mental health resources, work-life balance, and a virtual environment that supports and welcomes diversity. Such things can be accomplished through virtual counseling services, virtual social events, and training in the area of stress management, and time management with remote work. Moreover, the research stresses the significance of giving staff members trained and developed programs aimed at remote or home workplaces in particular. As remote work experiences go through the process of transformation, managers and organizations need to make sure that their staff are provided with the necessary skills and tools that can enable them to stay within this new flexible working environment. This could cover training on using virtual communication properly, the benefits of digital collaboration and items for remote working, and the best methods of productivity and time management.
While this study focuses mainly on the implications of remote work on holding plc, its findings, and recommendations can be used by all organizations worldwide to deal with this challenging issue. In the course of the pandemic, the world is getting adapted to the new normal; therefore remote work has been on the increase, and companies have to try and cope with any challenges that this situation poses and make the most of the new trends. Organizations need highly coordinated strategies to operate in a remote working environment covering communication modalities & tools, cultural reinforcement, employee well-being programs, and training and development programs. Companies can engage their employees and sustain their focus and productivity by tackling the critical aspects mentioned above. In addition, this will foster a strong organizational culture that will elegantly intertwine with the mission and values of the company. They are also prerequisites for the long-term success of these new work practices. Furthermore, continuous monitoring and adaptation are necessary to guarantee the long-term success of remote work practices. Specifically, a remote work model influences both employee engagement and organizational culture in an individualized manner, considering particular aspects like the quality of the work, the overall industry, as well as the organizational construct. Hence, organizations have to do periodic assessments of the efficacy of their remote working strategies and must be prepared and ready to make the necessary changes. The analysis of the role of remote work in employee engagement and organizational culture at HSBC Holdings Plc after the coronavirus era in the UK is an applicable piece of work for companies involved in running the business remotely. Through the application of methods to add to communication, collaboration, cultural reinforcement, employee well-being, and training and development, organizations can greatly furnish positive and productive remote working condition that motivates engagement and alignment with the organizational values and success. Constant monitoring. Furthermore, adjustment, as well as the implementation and maintenance of a supportive and inclusive work environment will be imperative for organizations to thrive in the post-COVID-19 era and beyond.
Summary of Main Findings:
This research investigated the impact of remote working on employee engagement and organisational culture within HSBC Holdings Plc's UK operations during the post-COVID-19 era. The study highlighted that a significant proportion of the workforce adopted remote and hybrid working arrangements, which varied across different departments. The key findings from the study include
Employee Engagement:
The transition to remote work has led to increased job satisfaction and motivation for many employees due to greater flexibility and balance. However, it has also caused feelings of isolation and disconnection from the company’s mission and culture among some employees.
1. Organisational Culture: Remote working has transformed communication methods, with a heavy reliance on digital tools that, while efficient, sometimes hinder meaningful interpersonal communication. This has impacted the maintenance of HSBC’s desired corporate culture, as remote workers find it challenging to remain aligned with the company’s core values and ethos.
2. Communication and Collaboration: The shift to remote work necessitated new forms of communication and collaborative practices, primarily through digital means. Although these tools facilitated operational continuity, they also presented challenges in maintaining the quality and efficacy of teamwork and coordination.
Conclusion Based on the Research Questions
The study addressed how remote working influenced employee engagement and organisational culture within HSBC’s UK operations. It concluded that:
· Remote working can enhance employee engagement through increased flexibility and autonomy. However, without adequate support and resources, it can also lead to a decrease in engagement due to isolation and lack of connection with the team and wider organisation.
· The organisational culture has been impacted by remote working, where traditional cultural reinforcements that occur in a physical office space are harder to replicate online. This can lead to a dilution of company values unless proactive measures are taken.
Recommendations
Practical Recommendations:
· Enhanced Communication Tools: HSBC should invest in advanced communication technologies that support seamless, transparent, and effective communication to bridge the gap created by the lack of face-to-face interactions.
· Regular Virtual Team Building: Implement regular virtual team-building activities that help reinforce team bonds and maintain the coherence and collaborative spirit of the teams.
· Cultural Reinforcement Initiatives: Develop online cultural initiatives, such as virtual workshops and webinars, that actively promote and reinforce the company’s values and ethos among remote workers.
Theoretical Recommendations:
· Further Research on Remote Work Models: Future theoretical work should explore diverse remote work models to determine the most effective strategies for different types of roles and functions within the banking sector.
· Longitudinal Studies: Conduct longitudinal studies to assess the long-term effects of remote work on employee well-being and organisational culture, providing a deeper understanding of its impacts.
Limitation of Research
This study was limited to HSBC’s operations within the UK and might not capture the full spectrum of challenges and opportunities presented by remote work in different geographical and regulatory environments. Additionally, the reliance on self-reported data could introduce biases that might affect the reliability of the findings.

Recommendation: Based on the findings and findings of this study on the impact of remote working at HSBC Holdings PLC, several recommendations can be proposed to improve the efficiency of remote working arrangements, not only for HSBC but also for other companies organisations operating in a similar environment environments. These recommendations focus on refining communication, improving cultural coherence, promoting employee wellbeing and ensuring continuous training and development, which are key to maintaining employee engagement and productivity in a remote working environment.

Strengthen communication channels:Organisations should prioritise the development and implementation of robust communication tools and platforms tailored to the needs of remote workers. This includes investing in secure and reliable video conferencing tools, instant messaging apps and digital collaboration platforms that can support a variety of work processes. In addition, it is important to establish clear communication protocols to ensure that all employees, regardless of their location, feel included and informed about important developments in the company.
**To mitigate the risks of a diminished company culture in a remote environment, companies should actively develop programmes that foster a sense of belonging and align remote employees with the company’s values and goals. This could include virtual cultural initiatives such as online team building activities, virtual coffee breaks and regular 'ask me anything' sessions with senior executives. Such initiatives help to maintain the connection between employees and the company’s core values and foster a supportive community, despite physical distance.
**Improving employee wellbeing:** Remote working can often lead to feelings of isolation or burnout, which can have a negative impact on productivity and engagement. Companies should therefore introduce comprehensive wellbeing programmes that address the physical, mental and emotional health of their employees. This could include access to online wellness resources, virtual mental health support and flexible working arrangements that allow employees to find a healthy work-life balance. Regular surveys should also be conducted to assess employee satisfaction and wellbeing so that the organisation can make timely adjustments to its policies.
**Ongoing training and development:** Ongoing professional development is crucial in a remote working environment. Organisations should ensure that their employees have the opportunity to improve their skills and stay current in their field. This includes giving them access to online courses, virtual workshops and webinars. In addition, you should be trained not only on professional topics, but also on how to work effectively in a remote environment, covering aspects such as digital literacy, online collaboration and time management.
**5. regular evaluation and adjustment:** To ensure the long-term success of remote working strategies, it is essential for organisations to regularly evaluate the effectiveness of their remote working practises and make the necessary adjustments. This includes gathering feedback from employees through regular check-ins, surveys and forums where they can voice their opinions about the remote work setup and suggest improvements. This iterative process helps organisations to remain agile and responsive to the needs of their employees.

6. leadership training:Managers play a crucial role in the transition to and management of remote working. Specific training should be provided for managers and team leaders to equip them with the skills they need to lead remote teams effectively. This includes training on remote leadership, empathy, communication and performance management in a virtual environment.
Implementing these recommendations requires concerted action and commitment from all levels of the organisation. By addressing these key areas, organisations like HSBC can improve their remote working practises, increasing employee engagement, productivity and overall job satisfaction in a post-pandemic world. This proactive approach will not only overcome the immediate challenges of remote working, but will also position organisations for success in an increasingly digital and flexible working environment.
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	Analysis
	Percentage/Value

	Decrease in reported stress levels
	20%

	Increase in perceived work-life balance
	25%

	Correlation between remote work hours & stress levels
	-0.45 (negative)
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