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Key Findings 
Hybrid work is here to stay. This Commission was created to better understand what hybrid 
work looks like in the UK from the perspective of both employees and employers, as well as 
identify ways in which the Government can maximise the potential hybrid work offers. 

A growing body of research shows that the right hybrid and remote work environment in the 
UK could contribute to raised productivity, increased prosperity and a happier and healthier 
workforce.1 

In plain monetary terms, we estimate that hybrid working 
is worth £13.5bn to UK hybrid employees annually. This is 

equivalent to £1,634 a year to an individual hybrid worker 
or 5.3% of a median salary.

At a time when UK households and businesses are facing a challenging economic outlook, 
this boost would surely be welcome. Post-pandemic, 21% of people in the UK remain eco-
nomically inactive and productivity remains sluggish compared with other G7 countries.2 
Hybrid work, if done right, offers some solutions to these challenges.

Table 1: Productivity, GDP per hour (2021) 
US$ purchasing power parity

Through a mixture of consumer and business polling, focus groups, new economic modelling 
and desk research, it is clear that - despite the value of hybrid and remote work to business-
es, employees and the UK economy alike - the experience of hybrid and flexible work is var-
ied. Inequalities persist, even while the overall picture of hybrid work remains positive. 

To unlock the potential that hybrid and remote work have to offer, we must close the gap in 
experiences between different groups and open up these opportunities to more people and 
businesses. This will require action in a few key areas: 

1	 See literature review (Annex B) 
2	 https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/

bulletins/employmentintheuk/june2023 

A perception 
gap on productivity 

There was a clear difference in opinion as to whether hybrid 
workers were more, less or equally productive when working 

at home compared to in an office; and these perceptions 
seemed to be dependent on whether an individual themselves 

participated in hybrid work. 

For example, 33% of business owners felt people worked better when working from 
home, while 32% felt working in the office was more productive, and the remaining 

third felt it made no difference. These numbers changed significantly when you look 
through the lens of how their own businesses operate. Business owners whose teams 

were fully remote overwhelmingly believed that the workforce was more productive 
when working remotely (54%), but this came down to 35% amongst those who used 

a hybrid model, and then fell lower still (22%) among the population of business own-
ers who retained an in-person only approach. 

Although there is little concrete evidence to suggest that employees are less productive 
when working hybrid or remote, the data above shows there is a clear perception gap be-
tween how employers feel about levels of productivity when working away from the office. 

This perception gap may be enough to stunt British businesses’ ability to maximise the ben-
efits of hybrid and remote work, if employers can’t be convinced of the productivity benefits 

of hybrid and remote work. 

1

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/bulletins/employmentintheuk/june2023
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/bulletins/employmentintheuk/june2023
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An age divide 
75% of hybrid workers told us that hybrid working 

has had a positive impact on their work-life balance. 
Only 4% said it had a negative impact. However, this rises 

to 8% amongst 18 - 24 year olds who were also more likely to 
report that they felt disconnected from their teams - particularly 

senior managers, who they find it easier to speak to when face-to-
face (45% amongst 18-24 year olds vs 33% total). 

Several studies have found that hybrid and remote work can be challenging for 
early career professionals who benefit from being immersed in an office environ-

ment for networking, mentorship and learning-by-osmosis. For example, we found that 
young people were more likely to say that there were greater opportunities to learn new 

skills in the office, than their older counterparts (52% to 43%). 

This plays out against a backdrop of decreasing training and professional development 
opportunities overall - employer investment in training has fallen by 28% since 2005.3 By 

increasing opportunities for learning, you also increase opportunities for connection and 
collaboration, which young people in the workforce today feel like they’re missing out on. 

3	 https://learningandwork.org.uk/news-and-policy/employer-investment-in-training-plummets-28-since-
2005-putting-the-governments-ambition-of-a-high-skill-high-wage-economy-at-risk-report-warns/ 

A route to 
greater accessibility 
44% of those who self-reported having a long-term health 
condition wished they had more flexibility over their work 
schedule, compared to 35% of the general population. This group 
also reported marginally better overall wellbeing when working from 
home (47% vs 44%). 

With the employment rate amongst the disabled vs non-disabled population 
standing at 28.3 percentage points, there are wider benefits for the economy and 
society to be reaped by closing the participation gap.4 Over a third (34%) of those we 
spoke to with long-term conditions that prevented them from working said they would like to 
work if given the right arrangements by their employer. 

That said, while 64% of the general population felt that most employers are willing to 
accommodate the disabilities of their employees, this number drops significantly (43%) 
amongst those with long-term conditions. Indeed, the majority (54%) of those we surveyed 
reporting long-term illness told us that the Government should give employees the right to 
work remotely if there is no strong reason why the job cannot be done from home. 

4	 https://www.lancaster.ac.uk/media/lancaster-university/content-assets/documents/lums/work-founda-
tion/TheChangingWorkplace.pdf 

2 3

https://learningandwork.org.uk/news-and-policy/employer-investment-in-training-plummets-28-since-2005-putting-the-governments-ambition-of-a-high-skill-high-wage-economy-at-risk-report-warns/
https://learningandwork.org.uk/news-and-policy/employer-investment-in-training-plummets-28-since-2005-putting-the-governments-ambition-of-a-high-skill-high-wage-economy-at-risk-report-warns/
https://www.lancaster.ac.uk/media/lancaster-university/content-assets/documents/lums/work-foundation/TheChangingWorkplace.pdf
https://www.lancaster.ac.uk/media/lancaster-university/content-assets/documents/lums/work-foundation/TheChangingWorkplace.pdf
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A mixed 
picture for parents

Parents in Britain work 2 hours longer than the OECD 
average every week and face significantly higher childcare 

costs than their counterparts in much of Europe. Keeping this 
context in mind, the parents we spoke to broadly agreed that hybrid 

work was a good thing. 69% of those with children under 18 reported that 
hybrid work had made juggling their parenting responsibilities easier. 

However, this was not equal across genders. Mothers were more likely than fathers to 
report that hybrid work had made the juggling act harder (19% vs 11%). Of those who said 

hybrid work made juggling parental responsibilities harder, three-quarters of women (76%) 
said they were expected to spend inconsistent hours in their external place of work com-

pared to fewer than half of all men (49%), and 62% of women said they were expected to 
spend more time caring for their children compared to only 37% of men who reported the 

same. 

Women, particularly mothers, already face a penalty at work. Research shows that they 
are more likely to be stereotyped as being less committed to their work and careers. With 
women more likely to report hybrid and flexible work as being important (19% vs 14%), it is 

vital these two things are not conflated to create a double perception penalty.5 

5	 https://www.sciencedirect.com/science/article/abs/pii/S0191308512000093 

Differences 
between sectors
The hybrid working landscape varies by sector. For example, 
60% of those in manufacturing had never worked in a home 
environment, compared to 31% of those we spoke to in finance 
and insurance. While much of the conversation centres on those who 
can work from home, there are important learnings to be extracted from 
those sectors and businesses who don’t engage with hybrid work. 

While 70% say the reason they don’t participate in hybrid work is because their job 
cannot be performed from home, our focus group with this cohort suggested there 
were other options that might support greater autonomy, flexibility and work-life balance. 
For example, co-working hubs with high levels of security, fast broadband connectivity or 
greater ability to set and shape shift patterns would all be welcomed by this group. 

In our survey of businesses, 58% of employers in sectors such as manufacturing, construction 
and education (where there are lower rates of hybrid working) said they would consider 
giving their employees more flexibility over working hours. Meanwhile, 44% of businesses said 
they would be more likely to allow home working if there was faster broadband access at 
their employees’ homes and 41% if there was more reliable broadband.

More work needs to be done to improve this disparity, especially given that hybrid working 
patterns help expand the talent pool. 51% of businesses said offering hybrid roles increased 
their ability to hire people from different regions, 53% said the same about hiring parents or 
caregivers, and 42% for hiring those with a disability. 

4 5

https://www.sciencedirect.com/science/article/abs/pii/S0191308512000093


12 13

Recommendations 
For many businesses, the changes wrought by the 
pandemic were introduced overnight. Since then, 
working practices will have evolved - but not nec-
essarily optimised. With many organisations now 
experimenting with hybrid and remote work for the 
long-term, the opportunity has arisen for the Gov-
ernment to work in tandem with businesses and 
their employees to develop guidance, support and 
the relevant infrastructure to help ensure success. 

Employers should seek to create moments for purposeful 
interaction, connection and collaboration by ensuring that 
employees have a reason to be in their office if they are so required. 
This could take the form of organising training days, strategy days 
and/or organising recurring meetings on certain days to ensure that 
employees come into the office for very specific purposes and do not 

feel as though their time is wasted.

The Government, working with relevant bodies, should 
develop guidelines to support businesses to measure 
productivity in a hybrid and remote working environment. 
These guidelines must not be intrusive, but give confidence to 
businesses that they have an objective set of tools to help them 
understand the productivity of staff and teams.  Our research suggests 
that ‘trust’ is a key driver in the successful implementation of hybrid 
and remote working practices. In focus groups, those who chose not 
to use hybrid or remote practices, or did so begrudgingly, did not 
have the confidence that their workforce would be as productive 
from home. SMEs have historically struggled to objectively measure 
productivity, particularly in the knowledge-economy. The advent of 
hybrid and remote work requires new tools and strategies - delivered 
in conjunction with organisations such as Be The Business - to help 
managers understand the productivity of their employees as a first 

step to making improvements and adjustments.  

Employers should offer line managers and those with 
management responsibilities training on hybrid and remote 
work to help them support their teams with hybrid working. 
Organisations like the Chartered Institute of Personnel and 
Development (CIPD) offer guidance to employers and managers 
in areas such as: supporting wellbeing in hybrid workers, effective 
communication, and building inclusive workplaces. More needs to 
be done through local business networks such as LEPs (and their 

successors) to disseminate this guidance to businesses. 

Include hybrid and remote working provisions as a part of Good 
Work Charters. 
Good Work or Good Employment Charters are springing up across 
the country, often spearheaded by combined authorities, such as 
in Greater Manchester and the West Midlands. These increasingly 
encompass elements such as working conditions, progression, 
employee voice and flexibility. The Local Government Association 
should, with its members, explore how good hybrid and remote 
working practices can be captured and expressed in these Charters 
as a way to further encourage the uptake and proliferation of hybrid 
and remote work. This could for example, include ensuring that 
employers are explicit about their hybrid/flexible working options 
and what is expected from employees at the outset i.e. in job 
adverts.

The Government should consider reviewing parental leave 
policies and the impact this may have on bolstering gender 
divisions in the workplace. 
Our evidence shows that while hybrid and remote work is welcomed 
by mothers and fathers alike, there have been unintended 
consequences resulting in mothers expressing greater challenges in 
balancing work and home life. This is a complex area, influenced by 
social norms and workplace culture and expectations; however, the 
policy environment clearly has a role to play in promoting greater 
equality in the workplace for those with childcare responsibilities. 

In consultation with businesses, the Government should introduce 
a National Remote and Hybrid Work Strategy to ensure that 
remote working is a permanent feature in the UK workplace 
in a way that maximises economic, social and environmental 
benefits.  
The UK Government’s approach to hybrid and remote work has 
been piecemeal and largely hands-off. The pending introduction of 
a day-one right to request flexible working shows positive progress, 
and the Flexible Working Taskforce has proved a useful model for 
bringing industry and Government together to consider flexible 
working conditions. However, the Government should now go one 
step further and introduce a National Remote and Hybrid Work 
Strategy, written with industry consultation, to build a holistic set 
of policy interventions that together support greater uptake and 
encouragement of hybrid and remote work.  

The National Infrastructure Commission should actively consider 
the rise of hybrid and remote working in their second National 
Infrastructure Assessment due to be published later in 2023.
Understanding that the widespread availability of fast and reliable 
internet connections underpins the ability to adopt hybrid and 
remote practices, the National Infrastructure Commission should 
make it an explicit part of its mission to work with industry partners 
and Ofcom to ensure digital infrastructure rollout, including full fibre 
and 5G, meets the needs of businesses right across the UK. The 
second National Infrastructure Assessment, due for publication in 
the second half of 2023, which will focus on policies and funding to 
ensure the country is ready to face the demands and opportunities 
of the next 30 years, must not ignore the critical role hybrid and 
remote working will play in the UK’s transformation. 
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Introduction 
Introduction 

Remote and hybrid work practices have been gradually increasing for some time. Before the 
pandemic, one in eight working adults reported working from home in the week prior to be-
ing surveyed (12%).6 In Spring 2022, when work from home guidance had been lifted, 38% of 
working adults reported having worked from home over the past seven days.7 Three years on 
from the start of the pandemic, our survey suggests that 58% of those currently working have 
some form of hybrid work practice in place. These figures are not all directly comparable, but 
they do illustrate a clear change to working culture.

It is no exaggeration to say that many of the changes made to enable home-working came 
in overnight. The majority (56%) of business owners who reported some form of hybrid work-
ing today had never used hybrid working pre-2020. However, even three years on, 15% of 
business owners admit to not formally making any changes to contracts or the workplace 
environment to accommodate increased home and hybrid working. This may mean that 
workplaces are not optimised for a changed environment that looks likely to stay in place. 

The Government has also broadly taken a hands-off approach. After a clamour to get work-
ers back to the office as the UK opened up post-pandemic, the Government has taken in-
cremental, ad-hoc steps rather than pursue a comprehensive strategy on hybrid work. The 
pending day-one right to request flexible working, along with investments in connectivity 
infrastructure are welcome, but fall short of more comprehensive approaches to hybrid and 
remote work as seen in countries like Ireland. 

This Commission has been formed to explore what a more holistic approach could look like 
to hybrid work. The insights in this report are based on new business and consumer polling, 
focus groups with workers and employers alike, as well as new economic modelling. The 
findings and subsequent recommendations build on a wealth of literature, captured in the 
annexed literature review, and a growing body of evidence on hybrid and remote work. 

Broadly, our findings suggest that there are some clear changes that have created chal-
lenges as well as opened up new opportunities. These can be defined as: 

•	 A changed office
•	 A change to hiring and retention 
•	 A change in how we live

Taking these each in turn, this report considers what has changed, how people (employers 
and employees) feel about it and how the Government might intervene to maximise the 
opportunities offered while minimising new challenges that present themselves as a result. 

Definitions
Flexible working describes working arrangements that give people a degree of 
flexibility over where, when and how they work. Remote working refers to a type of 
flexible working based on location, where employees work at home or a location 
other than the traditional workspace where the employer is based. ‘Hybrid’ work-
ing refers to a combination of office-remote arrangements. Other flexible work-
ing models can be based on the number of hours and when these are worked, 
including flexi-time and compressed hours.

Source: POSTbrief, The impact of remote and hybrid working on workers and or-
ganisations, 2022. 

6	 https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/
articles/ishybridworkingheretostay/2022-05-23 

7	  Ibid. 

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/articles/ishybridworkingheretostay/2022-05-23
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/articles/ishybridworkingheretostay/2022-05-23
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A Changed Office 
A Changed Office 

The conventions of a five day working week in a fixed location have only recently started to 
shift. These changes take many forms - for example, flexi-time has been steadily on the rise 
for much of the last decade (Table 2) and other forms of flexibility, for example, compressed 
hours, job share, zero hours and annualised hours, have all become increasingly common in 
21st century Great Britain.

Table 2: Flexi-time series

 

Most of these changes have happened incrementally over time. However, the pandemic 
created a sharp break from what had come before. Prior to the Covid-19 outbreak, flexibili-
ties tended to be built around an individual or a specific role; but this change was far more 
blanket in nature,  shifting entire workplaces and office buildings to home-working on either 
a full-time or hybrid basis.
 		

Table 3: Currently, how many days per week are you required to 
work from your external place of work?
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The scale of this change has altered the very essence of the office, and how individuals or-
ganise their time.

40% of survey respondents said they found it easier to have good relationships with col-
leagues when working in the office and  a third (33%) tended to find it easier to speak to 
more senior colleagues when in the office. Meanwhile, an overwhelming majority (62%) said 
team collaboration was better in the office and over half (51%) said they had better oppor-
tunities for skills development when at an external place of work. 

Conversely, almost half (49%) said they found it easier to stay focused on their work when at 
home, with the idea that “deep work” was saved for home-working coming through strongly 
in focus groups:

“Working at home, I would say I’m a lot more focused, I get more work 
done at home than I do in the office, there’s less interruptions.”

Female, 30, Assistant Manager.

“I absolutely love working from home… I feel like if we’re in the office we 
do a lot of chatting and that is really nice but I also find it quite stressful 

because sometimes I really just want to get on with my work”.

Female, 41, Co-owner of a school therapy organisation.

Employers agree. 63% of business owners who deployed some form of hybrid working said 
team collaboration was better when working in an office and 66% agreed that staff valued 
their time in the office more than they did before hybrid work was on offer. 

Recommendation: Workplaces as environments 
for meaningful connection
Employers should seek to create moments for purposeful 
interaction, connection and collaboration, by ensuring that 
employees have a reason to be in their office if they are so 
required. This could take the form of organising training 
days, strategy days and/or, organising recurring meetings 
on certain days, to ensure that employees come in for very 
specific purposes and do not feel as though their time is 
wasted.

There are two spillover impacts of this change that are worth considering when asking how 
the Government can use this change to the broader benefits of UK plc. First, what is the net 
impact on productivity given this new split between a more sociable office vs a focused 
home-working environment? And, second, what does this mean for overall employee well-
being? 

Productivity
The British public were evenly split as to whether they felt people were more productive when 
working from home vs working in the office. 

 

However, this view was heavily coloured by whether or not they were themselves a hybrid 
worker. 46% of hybrid workers felt that people were more productive at home compared to 
only 18% who did not engage in hybrid work. The distinction was even more stark between 
those who were remote only vs in-office only (53% vs 18%). 

Employers were also split. 33% of business owners felt people worked better when working 
from home, while 32% felt working in the office was more productive, and another third felt it 
made no difference. Again, these numbers change significantly when you look through the 
lens of how their own businesses operate. Business owners whose teams were fully remote 
overwhelmingly believed that the workforce was more productive when working remotely 
(54%), but this came down to 35% amongst those who used a hybrid model, and then fell 
lower still (22%) among the population of business owners who retained an in-person only 
approach. 

31%
didn’t feel it 

would make a 
difference

28% 
felt people 

would be more 
productive at 

home

33%  
thought they’d 

be more 
productive in 

the office
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Please indicate if you believe that work productivity is improved when people work remotely.

Exploring this phenomenon more closely in the focus groups, it became apparent that this 
“productivity perception gap” was based on little concrete evidence in terms of metrics or 
outputs, and instead seemed to come down to trust and respect. 

“I don’t really mind if they’re working at 11pm or 3 in the morning if that 
fits their life pattern, as long as we’re servicing our customers – it comes 

down to that trust relationship and holding onto people.”

Female, 56, Managing Director.

Recommendation: A more objective measure of 
productivity
The Government, working with relevant bodies, should 
develop guidelines to support businesses to measure 
productivity in a hybrid and remote working environment. 
These guidelines must not be intrusive, but give confidence 
to businesses that they have an objective set of tools to help 
them understand the productivity of staff and teams.  Our 
research suggests that ‘trust’ is a key driver in the successful 
implementation of hybrid and remote working practices. In 
focus groups, those who chose not to use hybrid or remote 
practices, or did so begrudgingly, did not have the confidence 
that their workforce would be as productive from home. 
SMEs have historically struggled to objectively measure 
productivity, particularly in the knowledge-economy. The 
advent of hybrid and remote work requires new tools and 
strategies - delivered in conjunction with organisations 
such as Be The Business - to help managers understand 
the productivity of their employees as a first step to making 
improvements and adjustments.  

Case study: Atom Bank  
Challenger bank, Atom, recently introduced a four-day working 
week after a six-month trial. As part of the trial, Atom Bank analysed 
approximately 170 different metrics of productivity to assess the 
impact of moving to a four-day working week. 

“Productivity is such a difficult thing to put your finger on,” says 
Anne-Marie Lister, the bank’s chief people officer. “It’s a mix of lots of 
things”, she said, which the bank studied in detail before introducing 
the new working pattern. “If you also ask your people how productive 
they feel and what efficiencies they’ve found, that gives you a much 
better picture.”8

Having clear metrics ensured an objective assessment and gave 
leaders the data points necessary to make a considered decision. 
The four-day working week at Atom has proved a huge success - 
not only increasing productivity but also reducing sick days and 
improving retention. 

8	 https://www.raconteur.net/future-of-work/how-to-monitor-productivity-in-the-hybrid-era/

https://www.raconteur.net/future-of-work/how-to-monitor-productivity-in-the-hybrid-era/
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Wellbeing
70% of business owners reported that their business was happier since introducing a hybrid 
work model. One business leader told us that they were making the transition to a four-day 
working week, based on the idea that productivity could increase even as time was reduced. 

“We feel people can be more productive if theyhave a better work-life 
balance”. 

	 Female, 56, Managing Director.

This idea is not a new one. There is clear evidence that points to an association between indi-
vidual wellbeing and productivity. Economists such as Diane Coyle, for example, have written 
extensively about what gets left out when we focus only on GDP as a measure of growth. 

Our survey clearly showed that for workers, wellbeing and productivity were intrinsically con-
nected and that hybrid work was a helpful tool in securing that ‘work-life balance’, which 
could also be thought of as a wellbeing-productivity balance. 

Over half of Brits (54%) 
believe working hybrid 

supports a better work-
life balance

62% of hybrid workers 
said it promoted better 

wellbeing

60% of those who had a 
hybrid work pattern told 
us that they were able 

to better avoid work 
stress when working 

from home

However, there were also concerns that being physically apart from colleagues could lead to 
negative impacts on wellbeing. Whilst just 4% of respondents said hybrid work has a nega-
tive impact on their wellbeing, this rose to 8% amongst 18 - 24 year olds who were also more 
likely to report that they felt disconnected from their teams - particularly senior managers, 
who they find it easier to speak to when face-to-face (45% amongst 18-24 year olds vs 33% 
total). 

Indeed, increases in loneliness and isolation topped the list of concerns business owners had 
about a hybrid model of work. In our focus groups, a number of participants talked about how 
mental health and wellbeing had become more of a focus since moving to hybrid working. 

“We seem to be encouraged more now to speak out if we’re not having 
a good day or if there’s an issue. We’re encouraged to ask colleagues for 
help. I just don’t think that would have been directly communicated if we 

had been in clear sight looking like we were fine.”

Female, 36, Operations Coordinator.

“There’s a lot more emphasis on mental health, they constantly remind 
you that there’s mental health and wellbeing support if you need help to 
reach out and at Christmas they did things like decorate your desk. They 

didn’t want to exclude people that were working from home so they were 
really encouraged to participate and send in pictures.”

Female, 41, Customer service Advisor.

In our focus groups, people shared positive examples of how managers and those with line 
management responsibilities had placed a greater emphasis on wellbeing since introduc-
ing hybrid work. However, our survey data suggests that this is not universal with just under 
half (43%) of managers at businesses with some or all employees working hybrid reporting 
that their company offers training on how to manage hybrid employees.

Recommendation: Training for Hybrid
Employers should offer line managers and those with 
management responsibilities training on hybrid and remote 
work to help them support and enable their teams hybrid 
work. Guidance from organisations like the Chartered 
Institute of Personnel and Development (CIPD) to support 
employers and managers in areas such as: supporting 
wellbeing in hybrid workers, effective communication, and 
building inclusive workplaces, already exists. More needs to 
be done through local business networks such as LEPs (and 
their successors) to disseminate this guidance to businesses. 

Indeed: Work Wellbeing Score
Working in partnership with leading academics and experts, job search platform 
Indeed has created a new index measuring wellbeing at work. The index is a novel 
way for employees to not only evaluate their workplaces overall, but also under-
stand how people feel at work and since launching the Work Wellbeing Score, 
over 15 million survey responses have been submitted, allowing jobseekers an 
extra metric with which to evaluate potential employers and allowing companies 
an insight into their workforce.

Measured on a scale of 40-100, the ‘score’ is a composite metric that measures 
the key outcomes of work wellbeing: happiness, purpose, satisfaction and stress. 
In their 2022, Work Wellbeing insights report, Indeed highlights that fair pay and 
flexibility are considered foundation needs that contribute to these outcomes. 
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A Change to 
Hiring & Retention A Change to 

Hiring & Retention 

A report by Indeed in collaboration with Zoom suggests that, since the pandemic, there has 
been a rise in “Zoom towns” - areas that have seen a significant increase in job adverts of-
fering hybrid and fully remote roles. This demonstrates how employers across the country 
are responding to demands from candidates and have spied an opportunity to recruit from 
wider geographical talent pools. 

Table 4: Imagine you were looking for a new job. Which of the following factors would be most 
important to you in your search?

Our survey showed that work-life balance comes second only to a competitive salary for 
Brits, when asked to consider what factors would be important when looking for a new job. 
This has had a knock on effect on hiring practices amongst UK employers. Almost half (45%) 
of employers who offer a hybrid work model told us they would prioritise telling prospective 
candidates about this when hiring, ahead of professional development opportunities, bene-
fits, and even details about remuneration.

Employers have in turn benefited from being able to cast a wider net when hunting for talent, 
as they are no longer constricted by geography. 

70% of employers who of-
fered some form of hybrid 

work said hiring has become 
easier since they introduced 

hybrid and remote work 
options.

Almost a third of employ-
ers also told us that using a 
hybrid model had allowed 

them to recruit from a more 
diverse pool of talent and 
16% said it had increased 

their ability to better match 
jobs to skills.

51% of businesses said of-
fering hybrid roles increased 

their ability to hire people 
from different regions, 53% 
said the same about hiring 
parents or caregivers, and 
42% for hiring those with a 

disability.

It is also worth noting that hiring processes themselves have embraced hybrid models. Data 
suggests that pre-pandemic only 22% were conducting video interviews, increasing to 79% 
in 2021.9 

9	 https://www.onrec.com/news/statistics/60-of-employers-to-keep-video-interviews-after-lockdown-re-
strictions-lifted 

https://www.onrec.com/news/statistics/60-of-employers-to-keep-video-interviews-after-lockdown-restrictions-lifted
https://www.onrec.com/news/statistics/60-of-employers-to-keep-video-interviews-after-lockdown-restrictions-lifted
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Recommendation: Hybrid and remote work as part 
of  Good Work Charters. 
Good Work or Good Employment Charters are springing 
up across the country, often spearheaded by combined 
authorities such as in Greater Manchester and the West 
Midlands. These can encompass elements such as working 
conditions, progression, employee voice and flexibility. Not 
only do they help employers stand out in a crowd, they can 
also give potential employees another tool to help them 
determine whether a role or workplace is right for them. 

The Local Government Association should, with its members, 
explore how good hybrid and remote working practices can 
be captured and expressed in these Charters as a way to 
further encourage the uptake and proliferation of hybrid and 
remote work. This could for example include ensuring that 
employers are explicit about their hybrid/flexible working 
options and what is expected from employees at the outset 
i.e. in job adverts.

The other side of the coin is retention. 78% of businesses agreed that being able to offer hy-
brid/remote working has helped with staff retention. 

Our estimates suggest that in total, between £6.9bn and 
£10.3bn is saved annually across the UK economy due 
to improved retention from hybrid working through 

recruitment costs alone. 

This was supported by what we heard in our focus groups. 

“When we first got back into this sort of hybrid model [post-Covid] I had a 
number of conversations with staff and a lot of them were saying to me ‘if 

you make us go back in five days a week, I’m gonna give you my notice’. 
I spoke to people in other businesses and they were doing the same… it 

became a non-negotiable quite quickly.”

Male, 40, Proprietor.

A positive unintended consequence of more companies using hybrid and remote work has 
been that businesses have also had to think meaningfully about increasing internal commu-
nication, encouraging company values and promoting better collaboration. Staff then feel 
more valued and connected to the company and their colleagues. 

This too was a powerful thread in the focus groups we ran: 

“Even though we don’t see each other as much in person, we’ve 
kind of put a focus on those big get together days which we’re 
going to try and do once per term, and that’s because we have 
got more money available because we’re not having to pay 
for people driving miles and miles. We’re aware that we’re not 
crossing paths as much, and there isn’t as much networking and 
face-to-face interaction. So we really want to make sure we have 
these get togethers that are really good quality interactions that 
everyone gets to make connections and feel valued.” 

Female, 41, Co-owner of school therapy company.

“If one day, my employer 
did turn around and say, 
we want you in five days a 
week, I would probably have 
a problem with that… it takes 
me 45 minutes to get there, 
driving. I didn’t mind doing 
that one or two days a week, 
but if they made me do that 
every day, then I might not 
want to do the work there 
any more.”

Male, 25, Coordinator.



28 29

Accessibility
By changing the requirements placed on employees to travel to an external place of work, 
hybrid work has also expanded employment opportunities to individuals with disabilities who 
are unable or less able to access offices.

Hybrid work has allowed disabled employees increased autonomy and flexibility in their roles 
and hours worked, allowing them the ability to work in more accommodating environments. 
Our study found that 44% of those who self-reported having a long-term health condition 
wished they had more flexibility over their work schedule, up from 35% of the general popu-
lation. 

“I have chronic health conditions that are impacted by having to go into 
the office five days a week, and being able to take a Monday and Friday… 
tapering out of the weekend and tapering back into the weekend… allows 

me that great bit of freedom in managing my health.”

Female, 25, Student support officer

“We’ve now got something called job carving, where there’s a couple of 
people that for health reasons can’t come in at all. Once upon a time 

they would have probably lost their job entirely but now the retention is a 
lot better.”

Female, 33, Operations manager

In addition to the ability to choose where they work, hybrid working allows disabled employ-
ees greater ease with managing their conditions: administering medication, changing med-
ical dressings and equipment and attending medical appointments over the phone. 

The benefits of hybrid work to employees with disabilities were reflected in the data we col-
lected. When we asked, a third (34%) of people with a long-term illness said they would like 
to work, given the right arrangements. The impacts of increased hybrid work on the hiring of 
employees with disabilities was also reflected by our business survey, within which 42% of 
businesses agreed that it had increased their ability to hire people who are disabled.

That being said, there is still room for improvement. Whilst 64% of the general population 
felt that most employers are willing to accommodate the disabilities of their employees, 
this number drops significantly (43%) amongst those with long-term conditions. Indeed, the 
majority (54%) of those we surveyed reporting long-term illness told us that the Government 
should give employees the right to work remotely if there is no strong reason why the job 
cannot be done from home. 

Parents & Carers
We have also seen how hybrid and remote work can exacerbate challenges already faced 
in the workplace, for example, for women with caring responsibilities. 

Parents in Britain work two hours longer than the OECD average every week and face signifi-
cantly higher childcare costs than their counterparts in much of Europe. Keeping this context 
in mind, the parents we spoke to broadly agreed that hybrid work was a good thing. 69% of 
those with children under 18 reported that hybrid work had made juggling their parenting 
responsibilities easier. 

However, this was not equal across genders. Mothers were more likely than fathers to report 
that hybrid work had made the juggling act harder (19% vs 11%). Of those who said hybrid 
work made juggling parental responsibilities harder, three-quarters of women (76%) said 
they were expected to spend inconsistent hours in their external place of work compared to 
fewer than half of all men (49%), and 62% of women said they were expected to spend more 
time caring for their children compared to only 37% of men who reported the same. 

Moreover, our polling found that mothers were nearly four times more likely to work part-time 
than fathers (43% and 12% respectively). At the same time, we also found that part-time em-
ployees reported being less likely to have experience of working hybrid than their full-time 
counterparts (39% vs 54% respectively) and, conversely, more likely to only have experience 
working from an external location than full-time employees (56% vs 39%). This suggests that 
part-time workers, specifically mothers, do not experience the benefits of hybrid work to the 
same degree as full-time employees. 

Recommendation: Reviewing Parental Leave 
Policies
The Government should consider reviewing parental leave 
policies and the impact this may have on bolstering gender 
divisions in the workplace. Our evidence shows that while 
hybrid and remote work is welcomed by mothers and fathers 
alike, there have been unintended consequences resulting 
in mothers expressing greater challenges in balancing work 
and home life. This is a complex area, influenced by social 
norms and workplace culture and expectations; however, the 
policy environment clearly has a role to play in promoting 
greater equality in the workplace for those with childcare 
responsibilities.
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A Change 
in How We Live  A Change 

in How We Live  

Covid-19 catalysed significant, ongoing turbulence in the housing market. Defined as a “race 
for space”, more households are hunting for larger properties in greener areas. The North 
West and Yorkshire and the Humber are outstripping price growth rates expected in London 
and the South East (18.8% vs 5.6% overall 5-year price growth).10 The number of proper-
ties bought by Londoners alone increased dramatically, leading one analyst of the property 
market to describe it as the “largest migration out of London in a generation”.11 

A 2022 report by Hays outlining the benefits of “Work from anywhere” job roles found that the 
hybrid model allows employees to live nearer family, and reduces conflict when families seek 
to relocate. It can also allow them to benefit from reduced cost of living, and gives younger 
employees the opportunity to travel whilst working.12

Almost a fifth (19%) of hybrid workers said they would move elsewhere if their job was fully 
remote. This number was significantly higher in London where 26% said they would move 
elsewhere if their job was fully remote and significantly lower (10%) in the North of the UK. Be-
ing more rural, in a cheaper area and a bigger property were high up on the list of reasons 
driving this decision for those interested in making a move. 

Table 5: You said that you would move somewhere else if your job was fully remote. Where would 
you want to move to?

10	 https://www.countrylife.co.uk/news/countryside-house-price-growth-to-outstrip-london-and-the-south-
east-for-years-to-come-say-savills-as-hybrid-working-is-here-to-stay-234984 

11	 https://www.theguardian.com/lifeandstyle/ng-interactive/2022/feb/25/lockdown-lifestyles-how-lives-
changed-covid-pandemic

12	 https://www.hays.com.au/documents/276732/1102429/New+workplace+realities+for+2022.pdf 

https://www.countrylife.co.uk/news/countryside-house-price-growth-to-outstrip-london-and-the-south-east-for-years-to-come-say-savills-as-hybrid-working-is-here-to-stay-234984
https://www.countrylife.co.uk/news/countryside-house-price-growth-to-outstrip-london-and-the-south-east-for-years-to-come-say-savills-as-hybrid-working-is-here-to-stay-234984
https://www.theguardian.com/lifeandstyle/ng-interactive/2022/feb/25/lockdown-lifestyles-how-lives-changed-covid-pandemic
https://www.theguardian.com/lifeandstyle/ng-interactive/2022/feb/25/lockdown-lifestyles-how-lives-changed-covid-pandemic
https://www.hays.com.au/documents/276732/1102429/New+workplace+realities+for+2022.pdf
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Case Study:  Tulsa remote model  
One initiative deploying hybrid working as a response to brain drain 
is underway in Tulsa, Oklahoma. Launched in 2018 by the George 
Kaiser Family Foundation, Tulsa Remote is a program designed 
to attract and retain remote workers in Tulsa by offering college 
graduates a grant to move to Tulsa, on the condition that they stay 
for at least a year.

According to data from Tulsa Remote, by June 2021, they had 
received over 20,000 applications, had invited close to 2,700 and 
successfully relocated 763 remote workers as part of the program.

A 2022 study into the success of the initiative found that workers 
who relocated with the program have a higher chance of remaining 
in their new communities beyond the required first year, higher 
engagement in the local  community and higher real income growth 
without a drop in productivity.13 

In addition to these findings, a second study reporting on the impact 
of the program on the city’s economy estimated that a new full-
time job was created in Tulsa for every two remote employees who 
moved there as part of the program; they also estimated that every 
dollar spent on the program creates $13 in economic activity. 

Despite the appearance of a high upfront cost, preliminary 
investigations into the impact of the Tusla Remote model indicate 
that supporting and facilitating increased hybrid and remote work 
may reap a range of rewards for individuals, businesses and local 
areas alike

13	 https://www.brookings.edu/research/work-from-anywhere-as-a-public-policy-three-findings-from-the-
tulsa-remote-program/

Local economies
Putting relocation aside, the way we interact with ‘place’ and where we spend the majority 
of our time has also changed as hybrid and remote work has increased. Where we live and 
where we choose to spend our money then has an enormous impact on local economies. 

Research from Demos in December 2020 found that more people (36%) thought they would 
spend increased time in their local area after the pandemic than thought they would spend 
less (10%). Our own survey work found that those currently in work were now most likely to 
carry out day-to-day activities closer to home, such as: 

Dropping off or picking 
up a parcel (73%)

Buying groceries (78%) Getting a haircut (74%)

This may point to greater spending in residential areas and lower spending in office-dense  
areas.

It also points to a change in commutes. 36% of hybrid workers said that their commute had 
changed since hybrid working was introduced, with 44% saying that they drove to work less, 
travelled off-peak more (26%) and no longer paid for a season ticket (22%).

We estimate that the average hybrid worker saves 178 
hours a year from reduced commuting as a result of 

hybrid working. In total, this equates to 661 million hours 
saved across all hybrid workers in the UK. 

https://www.brookings.edu/research/work-from-anywhere-as-a-public-policy-three-findings-from-the-tulsa-remote-program/
https://www.brookings.edu/research/work-from-anywhere-as-a-public-policy-three-findings-from-the-tulsa-remote-program/
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Barriers
While much of the conversation centres on those who can work from home, there are im-
portant learnings to be extracted from those communities who don’t engage with hybrid 
work. While 70% say the reason they don’t participate in hybrid work is because their job can-
not be performed from home, our focus group with this cohort suggested there were other 
options that might support greater autonomy, flexibility and work-life balance. 

For instance, 25% of all those who currently do not work from home say that they would be 
more likely to work remote if they had faster broadband at home. The same percentage 
(25%) said they would be more likely to if their broadband was more reliable. This is corrobo-
rated by employers. 44% of businesses said they would be more likely to allow home working 
if there was faster broadband access at their employees’ homes and 41% if there was more 
reliable broadband.

Indeed, a study looking at network data changes showed that UK market towns such as 
Kingston (52%), Guildford (52%) and Dudley (49%) have seen some of the largest increas-
es in network data usage in the country since the start of 2020. Reigate and Redhill (48%), 
Chelmsford (48%) and Dorchester (45%) have also experienced significant growth.14 

14	 https://www.computerweekly.com/news/252502174/Boom-in-hybrid-working-high-speed-connectivity-
drive-influx-into-UK-market-towns 

The cost of working from home was also noted as a drawback in our survey. 27% said that 
spending more money on household costs like heating and internet was one of the main 
disadvantages of working from home. Over a third (35%) of respondents who engaged in 
hybrid or remote working said they received no reimbursements for office equipment or 
supplies they buy. 

New types of workspaces have emerged to meet this demand; coworking spaces, cafes and 
pubs seizing on a new business opportunity offering WiFi and free refills, have popped up 
in commuter towns and communities across the country. These new spaces cater to free-
lancers, entrepreneurs and startups, but also to the hundreds of thousands of newly hybrid 
workers who want some of the office comforts of old, including reliable broadband, and a 
‘reserved’ space, creating a boundary between home and work.

If such spaces were more widely available, this would help even more workers shift to a hy-
brid or fully remote working model - one where they didn’t have to commute far from home 
to an external place of work each day, as has been the case in Ireland.

Recommendation: A National Remote & Hybrid 
Work Strategy
In consultation with businesses, the Government should 
introduce a National Remote and Hybrid Work Strategy to 
ensure that remote working is a permanent feature in the 
UK workplace in a way that maximises economic, social and 
environmental benefits. The UK Government’s approach to 
hybrid and remote work has been piecemeal and largely 
hands-off. The pending introduction of a day one right to 
request flexible working shows positive progress and the 
Flexible Working Taskforce has proved a useful model for 
bringing industry and government together to understand 
and respond to the challenges and barriers preventing 
more people benefiting from flexible working conditions. The 
Government should now go one step further and introduce 
a National Remote and Hybrid Work Strategy, written 
with industry consultation, to build a holistic set of policy 
interventions that together support greater uptake and 
encouragement of hybrid and remote work.  

Recommendation: Connecting Britain
The National Infrastructure Commission should actively 
consider the rise of hybrid and remote working in their second 
National Infrastructure Assessment due to be published 
later in 2023. Understanding that the widespread availability 
of fast and reliable internet connections underpins the 
ability to adopt hybrid and remote practices, the National 
Infrastructure Commission should make it an explicit part 
of its mission to work with industry partners and Ofcom to 
ensure digital infrastructure rollout, including full fibre and 5G, 
meets the needs of businesses right across the UK. 

The second National Infrastructure Assessment, due for 
publication in the second half of 2023, which will focus on 
policies and funding to ensure the country is ready to face 
the demands and opportunities of the next 30 years, must not 
ignore the critical role hybrid and remote working will play in 
the UK’s transformation. 

https://www.computerweekly.com/news/252502174/Boom-in-hybrid-working-high-speed-connectivity-drive-influx-into-UK-market-towns
https://www.computerweekly.com/news/252502174/Boom-in-hybrid-working-high-speed-connectivity-drive-influx-into-UK-market-towns
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Case Study: Connected Hubs Ireland
Connected Hubs is a flagship initiative led by Minister Humphreys 
and the Department of Rural and Community Development and 
implemented by the Western Development Commission, a statutory 
body established to promote economic growth across Ireland. 
The initiative is the centre piece of Ireland’s 2021 National Remote 
Working Strategy and aims to connect and deepen the remote 
working infrastructure across rural Ireland to make remote working 
possible for workers in every community. 

The network now has 315 co-working hubs across Ireland registered 
on its online platform, with aspirations for 400. These have been 
established by businesses and local authorities, supported by 
central Government grants. The Connected Hubs initiative aims 
to create a shared platform and brand to raise awareness of the 
hubs, the services they offer and the opportunities to relocate or 
establish a business from anywhere in Ireland, as well as developing 
and raising the profile of the hubs as convenient and professional 
distributed workplaces. 
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Annex A: Methodology Note

Polling
Public First polled 2,016 UK adults between 13th Mar - 17th Mar 2023. All results were weighted 
using Iterative Proportional Fitting, or ‘Raking’. The results were weighted by interlocking age 
and gender, region and social grade to Nationally Representative Proportions. Public First is a 
member of the British Polling Council and abides by its rules. 

Consumer Surplus
Following the methodology of Brynjolfsson, Collis and Eggers (2019), we asked hybrid workers 
a single discrete binary choice question in the form:15

“Imagine you had to choose between getting an annual salary increase of £X, but you had 
to give up hybrid working (i.e. you would have to work from your external place of work every 
day). Which would you prefer?”

The price offered was randomised between £100, £300, £500, £1,000, £1,500.

We then computed both a linear regression of the results of this poll to derive a demand 
curve and the total consumer surplus per user, taking the average as the headline measure.

To calculate how this value equated to a proportion of a hybrid worker’s salary, we then 
calculated the median salary of a hybrid worker using ONS data on employee earnings by 
major occupational groups. This was weighted by the likelihood of each occupation to re-
port hybrid working using ONS data on the proportion of working adults that reported hybrid 
working September 2022 to January 2023.

The headline measure was also scaled to give a value for the UK as whole using ONS data on 
the number of working adults that reported hybrid working September 2022 to January 2023.

Time saved from reduced commuting
To establish a baseline, we estimated the total time spent commuting per week based on 
the assumption of working a full week at an external place of work (e.g. office) using Labour 
Force Survey data on travel time to work by occupational groups. To account for differences 
in working patterns, we calculated part time and full-time workers separately. 

We then multiplied the weekly baseline commute time by the proportion of days hybrid 
workers were likely to go into the office (50%) and multiplied by the number of weeks worked 
in a year for an annual figure. The 50% figure was based on an average taken across multiple 
recent business surveys on the topic.

The calculation was then weighted by working patterns and occupational groups’ likelihood 
to work from home using ONS data to estimate the headline measure of annual time savings 
for the average hybrid worker. 

The headline measure was also scaled to give a value for the UK as whole using ONS data on 
the number of working adults that reported hybrid working from September 2022 to January 
2023.

15	  https://www.pnas.org/doi/full/10.1073/pnas.1815663116

Emissions savings from hybrid working
Modelling the emission savings from hybrid working comprised two key components: the 
emissions related to increased energy use from home working and the emissions savings 
related to reduced commuting.

The carbon emissions savings related to reduced commuting was first calculated by con-
verting the time savings per hybrid worker and at a total UK level to distance using the av-
erage speed during peak times from the Department for Transport. This was then multiplied 
by CO2e per mile for car journeys using BEIS data on scope 1 emissions per vehicle type. Our 
model assumes that carbon savings only relate to commutes made by car.

The carbon emissions related to increased energy use at home were calculated using BEIS 
data on carbon emissions from homeworking per working hour. This includes carbon emis-
sions related to heating and running office equipment. To calculate the number of working 
hours for both part-time and full-time workers, we drew on BEIS literature on daily and sea-
sonal heating and working patterns. We then calculated a weighted average for the carbon 
savings of an individual hybrid worker. This was also scaled to give a value for the UK as 
whole using ONS data on the number of working adults that reported hybrid working from 
September 2022 to January 2023. 

The calculations for carbon emissions related to increased energy use at home were then 
subtracted from the carbon emission savings related to reduced commuting to create the 
headline figure.

Impact of hybrid working on employee retention
To calculate this, we used the findings of Bloom, Han and Liang (2023), which estimated that 
hybrid working led to a 33% reduction in employee attrition rates.16 To calculate the cost sav-
ings this would have for businesses, we used literature from The Society for Human Resource 
Management which estimated that it costs 6-9 months of an employee’s salary to replace 
them. 

We calculated the baseline of the cost of staff turnover in a non-hybrid scenario by multiply-
ing ONS data on employee turnover per industry in 2018 by ONS data on median salary per 
industry. A high cost scenario and low cost scenario were calculated to reflect cost bandings 
of 6 months (50%) and 9 months (75%) of salary.

We then calculated the aggregate reduction in costs for hybrid workers by multiplying the 
high cost and low cost scenarios by Bloom et al.’s reduction in attrition rates (-33%) and the 
likelihood of home working per industry from ONS. All industries were then summed to pro-
duce an aggregate UK figure for the cost savings related to improved employee retention as 
a result of hybrid working.

16	  https://www.nber.org/system/files/working_papers/w30292/w30292.pdf

https://www.pnas.org/doi/full/10.1073/pnas.1815663116
https://www.nber.org/system/files/working_papers/w30292/w30292.pdf
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Annex B: Literature Review
This Commission is tasked with exploring how the UK Government can leverage shifts in how 
we work to drive economic growth, regional prosperity and improved outcomes for employ-
ees and employers alike. 

To do this it asks four central questions: 
1.	 How can hybrid work support growth in towns and cities across the UK? 
2.	 How can hybrid work help create more inclusive and accessible workplaces for all 

groups? 
3.	 What impact does greater levels of hybrid work have on workplace rights and cul-

ture? 
4.	 What impact does greater levels of hybrid work have on individuals and families?

The pandemic accelerated trends in hybrid work in the UK; it has also provided us with rich, 
new data that has been closely examined. This review summarises the existing literature on 
this topic, as it relates to our four central questions, and identifies gaps in our collective un-
derstanding of hybrid work. 

This literature review focuses on studies in the UK with a further focus on those studies from 
2020 onwards, reflecting the shifts in hybrid work patterns resulting from the Covid-19 pan-
demic and related lockdowns. 

However, it is important to first recognise that hybrid work is not a novel phenomenon. 

Pre-Pandemic Trends
The prevalence of hybrid work has accelerated since the pandemic, but both were gaining 
traction prior to the imposition of the work from home guidance during the pandemic. The 
ONS highlighted a gradual increase in home working between 2011 - 2020 (Table 6).17 

Table 6: Any working from home (millions)

17	 https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/labourproductivity/datasets/home-
workingintheukworkfromhomestatus

These findings are supported by 2017 analysis of Labour Force Survey statistics that indicate 
a rising prevalence of remote working.18 The amount of employees working at least one day 
a week away from their workplace rose from 13.3% in 1997 to 17.1% in 2014. Similarly, the propor-
tion working primarily remotely increased from 7.0% in 1981 to 12.3% in 2015.

However, following the Covid-19 pandemic, employee preference for hybrid work has risen, 
with studies suggesting it has become a central demand of job seekers. A 2021 International 
Workforce Group survey found that two-thirds of employees aged 25-34 would not consider 
applying for a job that did not allow for hybrid work, and 72% preferred hybrid work over be-
ing office-based, even if the latter meant earning 10% more.19 When applying for jobs, 83% of 
respondents stated they would be more likely to apply for a position if it allowed for hybrid 
work and a 2021 Bloomberg report also found that almost 39% of those surveyed would leave 
a job if it did not allow for hybrid work, with this number rising to 49% for millennials.20 These 
findings are supported by a 2023 CIPD report that found that 6% of employees have left a job 
in the last year as a result of a lack of flexible working and 12% have changed careers due to 
a lack of flexible working across the sector.21

These new trends are being realised by employers. A 2022 ONS report highlighted that, in the 
reasons why businesses are embracing hybrid work, the “ability to recruit from a wider geo-
graphical pool in the UK” and “ability to recruit from a wider geographical pool internation-
ally” were two of the most important.22 This is supported by a 2021 Zoom report that found a 
correlation between areas in the UK with strong job markets and an increase in remote jobs23. 
In the 25 areas that experienced the biggest increases in roles offering remote working op-
tions, this number was growing faster than the remainder of the local job market. Similarly, a 
2022 analysis of job vacancies on LinkedIn found that 15% of job adverts were listed as hybrid, 
with this number rising to 64% in the City of London and reaching a peak of 90% in Oxford.24 
The desire for hybrid work  findings are supported by a 2022 CIPD study that highlighted that 
68% of organisations offering hybrid/remote work reported that it has allowed them to at-
tract and retain talent.25

This Commission focuses on how the UK Government can leverage changing trends to the 
betterment of employees and employers in the UK. The remainder of this chapter explores 
the existing data and literature, collected in the UK after the Covid-19 pandemic, to establish 
the benefits and challenges posed to employees and their employers, and to the economy. 

18	 https://onlinelibrary.wiley.com/doi/pdf/10.1111/ntwe.12097
19	 https://work.iwgplc.com/MediaCentre/Article/why-employees-prefer-hybrid-working-to-pay-rise
20	 https://www.bloomberg.com/news/articles/2021-06-01/return-to-office-employees-are-quitting-instead-

of-giving-up-work-from-home?leadSource=uverify%20wall
21	 https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/2023-pdfs/2023-flexi-

ble-hybrid-working-practices-report-8392.pdf
22	 https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/

articles/ishybridworkingheretostay/2022-05-23
23	 https://explore.zoom.us/media/uk_leader_hybrid_work_report.pdf
24	 https://www.orielpartners.co.uk/blog/research-hybrid-working
25	 https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/resourcing-and-tal-

ent-planning-report-2022-1_tcm18-111500.pdf

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/labourproductivity/datasets/homeworkingintheukworkfromhomestatus
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/labourproductivity/datasets/homeworkingintheukworkfromhomestatus
https://onlinelibrary.wiley.com/doi/pdf/10.1111/ntwe.12097
https://work.iwgplc.com/MediaCentre/Article/why-employees-prefer-hybrid-working-to-pay-rise
https://www.bloomberg.com/news/articles/2021-06-01/return-to-office-employees-are-quitting-instead-of-giving-up-work-from-home?leadSource=uverify%20wall
https://www.bloomberg.com/news/articles/2021-06-01/return-to-office-employees-are-quitting-instead-of-giving-up-work-from-home?leadSource=uverify%20wall
https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/2023-pdfs/2023-flexible-hybrid-working-practices-report-8392.pdf
https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/2023-pdfs/2023-flexible-hybrid-working-practices-report-8392.pdf
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/articles/ishybridworkingheretostay/2022-05-23
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/articles/ishybridworkingheretostay/2022-05-23
https://explore.zoom.us/media/uk_leader_hybrid_work_report.pdf
https://www.orielpartners.co.uk/blog/research-hybrid-working
https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/resourcing-and-talent-planning-report-2022-1_tcm18-111500.pdf
https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/resourcing-and-talent-planning-report-2022-1_tcm18-111500.pdf
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How can hybrid work support growth in towns and cities across 
the UK?

Key take-aways
•	 Hybrid work may contribute to a relocation of spending away from hubs of office 

space to residential smaller towns and cities.
•	 Employees would like to be in offices at least part-time.
•	 Digital infrastructure may limit the ability of some employees to work from home.

Gap in the research
•	 The impact of hybrid work on the redistribution of where employees are spending 

money has not fully been determined.

Studies exploring the impacts of hybrid work indicate that towns and cities across the UK 
may benefit from the resulting redistribution of employee spending.

Research suggests that hybrid work allows employers to hire from broader pools of talent 
as applicants are not confined to applying for roles in their local area. As employees seek to 
work from home more frequently, local economies outside of major cities may be boosted 
as employees’ spending is relocated from near their offices to near their homes26. A 2022 ONS 
report investigating home working and lower levels of spending found that 50% of home-
workers reported spending less on fuel and parking and 40% spending less on commuting 
using public transport.27 A 2022 report from the Irish Department of Enterprise, Trade and Em-
ployment estimated that employees could save up to €413 annual on reduced commuting.28 
Additionally, findings from a 2021 report indicate a link between employees who would like 
to work at home part-time after the pandemic and those who intend to spend more in their 
local areas than prior to the pandemic.29 

Table 7: Changes in household spending when working from home30

26	 https://www.lancaster.ac.uk/media/lancaster-university/content-assets/documents/lums/work-founda-
tion/reports/Hybrid.pdf

27	 https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/
articles/homeworkingandspendingduringthecoronaviruscovid19pandemicgreatbritain/april2020tojanu-
ary2022

28	 https://enterprise.gov.ie/en/publications/publication-files/an-evaluation-of-the-impacts-of-remote-
working.pdf

29	 https://demos.co.uk/wp-content/uploads/2021/03/Post-Pandemic-Places-Report.pdf
30	 https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/

articles/homeworkingandspendingduringthecoronaviruscovid19pandemicgreatbritain/april2020tojanu-
ary2022

These findings are supported by a 2020 study that found that the increase in employees 
working from home is shifting patterns of consumption of goods and services from where 
they work to where they live.31 Subsequent changes may arise in residential areas as shops 
and restaurants seek to capitalise on the rise of people working from home and the redirec-
tion of their spending into local economies, as indicated in Table 7. 

Whilst there are positive indications about the impact of hybrid work on towns and cities 
across the UK, limitations remain. 2021 ONS statistics highlighted that 70% of workers want-
ed to be office-based a few days a week.32 This may limit the number of employees willing 
or able to move beyond commutable distance from major hubs of office space, i.e. larger 
cities, and prevent smaller towns and cities from encouraging workers to relocate. Another 
2021 study supports this finding, stating that the number of remote workers drawn away from 
larger cities into local areas is likely to be very low and in line with existing migration patterns 
and thus unlikely to significantly boost the economy of the areas receiving these workers.33 

Some rural areas may also be prevented from capitalising on this redistribution due to the 
lack of digital connectivity in their area. In 2020, OfCom reported that 17% of people and 30% 
of businesses living and operating in rural areas did not have access to superfast broad-
band (30 megabits or higher).34 In comparison, a 2021 report found that 77% of premises in 
London and half of premises served by metropolitan borough councils in the North and West 
Midlands have gigabit coverage (1 gigabit=1000 megabits).35 This indicates that some parts 
of the country may not have the infrastructure to accommodate hybrid workers and will be 
unable to benefit from the increased spending these workers would bring to their local areas.

Additionally, despite decreased spending on commuting, hybrid work has led to a rise of 
spending in homes (Table 7). The aforementioned 2022 ONS report exploring home working 
and spending during the pandemic found that 92% of homeworkers renting reported in-
creased spending on utilities, with 86% of those paying a mortgage and 77% of homeowners 
reporting the same.36 Additionally, of those working from home with children, 39% reported 
increased spending on food, 89% on utilities, and 27% on internet access. Those without chil-
dren reported similar statistics (29%, 85% and 23% respectively). This may indicate that sav-
ings resulting from increased hybrid work are being absorbed by increased costs of being at 
home more, and may not be being redistributed into local economies.

Whilst local towns and cities may benefit from the redistribution of spending that results from 
increased hybrid working, little robust data has been collected that supports or disproves 
these inferences.

31	 https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3752977
32	 https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/

articles/businessandindividualattitudestowardsthefutureofhomeworkinguk/apriltomay2021
33	 https://www.lancaster.ac.uk/media/lancaster-university/content-assets/documents/lums/work-founda-

tion/reports/Hybrid.pdf
34	 https://www.ofcom.org.uk/research-and-data/multi-sector-research/infrastructure-research/connect-

ed-nations-2020/main-report
35	 https://www.peteraldous.com/sites/peteraldous.com/files/2021-10/county_all-party_parliamentary_

group_-_levelling_up_digital_connectivity-compressed_2.pdf
36	 https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/

articles/homeworkingandspendingduringthecoronaviruscovid19pandemicgreatbritain/april2020tojanu-
ary2022

https://www.lancaster.ac.uk/media/lancaster-university/content-assets/documents/lums/work-foundation/reports/Hybrid.pdf
https://www.lancaster.ac.uk/media/lancaster-university/content-assets/documents/lums/work-foundation/reports/Hybrid.pdf
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/articles/homeworkingandspendingduringthecoronaviruscovid19pandemicgreatbritain/april2020tojanuary2022
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/articles/homeworkingandspendingduringthecoronaviruscovid19pandemicgreatbritain/april2020tojanuary2022
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/articles/homeworkingandspendingduringthecoronaviruscovid19pandemicgreatbritain/april2020tojanuary2022
https://enterprise.gov.ie/en/publications/publication-files/an-evaluation-of-the-impacts-of-remote-working.pdf
https://enterprise.gov.ie/en/publications/publication-files/an-evaluation-of-the-impacts-of-remote-working.pdf
https://demos.co.uk/wp-content/uploads/2021/03/Post-Pandemic-Places-Report.pdf
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/articles/homeworkingandspendingduringthecoronaviruscovid19pandemicgreatbritain/april2020tojanuary2022
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/articles/homeworkingandspendingduringthecoronaviruscovid19pandemicgreatbritain/april2020tojanuary2022
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/articles/homeworkingandspendingduringthecoronaviruscovid19pandemicgreatbritain/april2020tojanuary2022
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3752977
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/articles/businessandindividualattitudestowardsthefutureofhomeworkinguk/apriltomay2021
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/articles/businessandindividualattitudestowardsthefutureofhomeworkinguk/apriltomay2021
https://www.lancaster.ac.uk/media/lancaster-university/content-assets/documents/lums/work-foundation/reports/Hybrid.pdf
https://www.lancaster.ac.uk/media/lancaster-university/content-assets/documents/lums/work-foundation/reports/Hybrid.pdf
https://www.ofcom.org.uk/research-and-data/multi-sector-research/infrastructure-research/connected-nations-2020/main-report
https://www.ofcom.org.uk/research-and-data/multi-sector-research/infrastructure-research/connected-nations-2020/main-report
https://www.peteraldous.com/sites/peteraldous.com/files/2021-10/county_all-party_parliamentary_group_-_levelling_up_digital_connectivity-compressed_2.pdf
https://www.peteraldous.com/sites/peteraldous.com/files/2021-10/county_all-party_parliamentary_group_-_levelling_up_digital_connectivity-compressed_2.pdf
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/articles/homeworkingandspendingduringthecoronaviruscovid19pandemicgreatbritain/april2020tojanuary2022
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/articles/homeworkingandspendingduringthecoronaviruscovid19pandemicgreatbritain/april2020tojanuary2022
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/articles/homeworkingandspendingduringthecoronaviruscovid19pandemicgreatbritain/april2020tojanuary2022
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How can hybrid work help create more inclusive and accessible 
workplaces for all groups?

Key take-aways
•	 Minority groups tend to have a preference for hybrid work.
•	 Hybrid work creates more opportunities for under represented groups to seek em-

ployment.
•	 Hybrid work may limit progression towards promotion.

Gaps in the research
•	 The literature acknowledges the limitations of hybrid work for disabled employees or 

employees but does not detail how these can be overcome going forward. 
•	 The literature does not fully explore the benefit of hybrid work to older employees.
•	 The impact of hybrid work on the progression of employees towards promotion.

Research conducted, including data analysis, literature reviews and anecdotal evidence, 
suggest that hybrid work removes some of the barriers that some employees may face in 
accessing and feeling comfortable in their workplace.

Research indicates that hybrid work enables employees with disabilities similar opportunities 
as their non-disabled colleagues. A 2022 report that surveyed 406 disabled workers in early 
2022, found that hybrid working granted disabled employees increased autonomy and flex-
ibility in their roles and hours worked, with benefits particularly salient for respondents with 
sensory-processing conditions.37 These respondents found that working from home allowed 
them control over lighting and noise levels in their workspace - conditions they had limited 
control over in an office setting. Working from home also gave disabled employees greater 
ease in managing their conditions: administering medication, changing medical dressings 
and equipment and attending medical appointments over the phone. The positive impli-
cations of hybrid work for disabled employees are further demonstrated by a 2022 report 
that found that employees with disabilities were 11% more likely to prefer hybrid work than 
their non-disabled colleagues.38 Other minority groups also expressed preferences for hybrid 
work: non-binary employees were 14% more likely to prefer hybrid work than their cisgender 
colleagues, and LGBTQ+ employees were 13% more likely to prefer hybrid work than their 
heterosexual colleagues. Additionally, black employees were 14% more likely than their white 
colleagues to quit a job if it did not allow for a degree of hybrid work, LGBTQ+ employees were 
24% more likely to quit than their heterosexual counterparts, and employees with disabilities 
were 14% more likely to quit than non-disabled employees. The report found that employees 
seeking to manage stigmas relating to these matters found it easier to do so when remote 
and hybrid work was possible.

Older workers are another key group that may benefit from the expansion of hybrid work. A 
2022 review of labour statistics highlighted a rise of people aged 50-64 leaving the work-
force.39 This rise in economic inactivity is a concern for policymakers, due to the added strain 
on an already tight labour market.40 Another 2022 study exploring this trend, found the two 
top causes to be: “I did not want to continue working” and “I reached retirement age and 
decided to retire”, and concluded that many of these workers were financially positioned 
to retire and did not do so because of another reason, including ill-health.41 A similar report 
found that the increased preference for hybrid work among middle-aged and older em-
ployees compared to younger employees, even before the pandemic.42 This indicates that 
an increase in hybrid work options may appeal to older workers and support their retention 
in the labour market. This bears particular salience when considered alongside the demand. 

37	 https://www.lancaster.ac.uk/media/lancaster-university/content-assets/documents/lums/work-founda-
tion/TheChangingWorkplace.pdf

38	 https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/hy-
brid-work-making-it-fit-with-your-diversity-equity-and-inclusion-strategy

39	 https://ifs.org.uk/articles/worsening-health-leading-more-older-workers-quitting-work-driving-rates-
economic

40	 https://www.ft.com/content/125df3f1-b0c0-4a5b-bf96-9bca0fc06404
41	 https://www.thephoenixgroup.com/sites/phoenix-group/files/phoenix-group/Phoenix%20Insights/Publica-

tions/Phoenix%20Insights%20What%20is%20driving%20the%20Great%20Retirement.pdf
42	  https://www.cipd.co.uk/Images/understanding-older-workers-report_tcm18-107672.pdf

Hybrid work can be utilised as a tool to help create more inclusive and accessible work-
places, but progress remains to be made. Whilst research indicates that between half and 
two-thirds of managers no longer believe that working from home disadvantages employ-
ees’ progression towards promotion, the prevalence of those who still hold this view must 
be acknowledged.43 Analysis of hybrid work has highlighted the concept of the ‘availability 
heuristic’ which argues that judgments are made based on the information immediately ac-
cessible to employers.44 When applied to hybrid work, the availability heuristic suggests that 
those who spend more time in offices are more visible to managers and, subsequently, may 
be given preferential allocations of assignments, pay-rises and promotions. This bears im-
portance when considered alongside findings that minority groups have a stronger prefer-
ence for hybrid work. This consideration is supported by a 2020 study that found that remote 
and hybrid work was more likely to have had a negative impact on the career progression of 
employees with caring responsibilities and disabilities.45 These impacts are documented by 
ONS data that determined that employees who mainly worked from home were ‘less than 
half as likely to be promoted than all other employees between 2012 and 2017’ and ‘around 
38% less likely on average to have received a bonus compared with those who never worked 
from home between 2013 and 2020’.46 This demonstrates that, whilst these employees may 
benefit from the practicalities of hybrid work, the availability heuristic may result in a “double 
stigma”, as they may not be considered for promotions as immediately as those who are 
able or prefer to spend more time in the office. These findings are supported by data col-
lected prior to the Covid-19 pandemic demonstrating that the reason why flexible working is 
used, i.e. due to caring responsibilities, can negatively impact career outcomes more than  
gender factors.47 This report examined data from 2011 and found that the utilisations of flexi-
ble working arrangements was more likely to have had a negative impact on the careers of 
those with caring responsibilities and disabilities.

In addition to the challenges posed to employees, studies highlight the challenges facing 
employers. A 2020 study outlined the practicalities of accommodating hybrid work, indicat-
ing the need for the provision of the equipment required to work from home, overcoming 
home IT issues, and the need for managers to adapt their communication styles.48 Managers 
set out the challenges they face supporting employees in their day-to-day work but also 
supporting their wellbeing, and ensuring they are able to maintain a healthy work-life bal-
ance. Employers must also navigate the strategic issues of providing office space: how much 
office space is required if employees often work from home, and how can they manage the 
flow of employees in an office to prevent overcrowding. Whilst employers may seek to limit 
the size of their office, this may limit the degree of flexibility afforded to employees.49 

Whilst hybrid work has made offices and roles more accessible for many, stigma and strate-
gic challenges remain that may negate the positive impacts of these changes. 

43	 https://www.birmingham.ac.uk/documents/college-social-sciences/business/research/responsi-
ble-business/managerial-experiences-during-covid19-2020-accessible.pdf

44	 https://www.lse.ac.uk/tii/assets/documents/Hybrid-Working-report.pdf
45	 https://www.lancaster.ac.uk/media/lancaster-university/content-assets/documents/lums/work-founda-

tion/PolicyBrief.pdf
46	 https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/labourproductivity/articles/home-

workinghoursrewardsandopportunitiesintheuk2011to2020/2021-04-19
47	 https://link.springer.com/article/10.1007/s11205-018-2036-7
48	 https://www.birmingham.ac.uk/documents/college-social-sciences/business/research/responsi-

ble-business/managerial-experiences-during-covid19-2020-accessible.pdf
49	 https://www.futureofworkhub.info/comment/2021/4/30/hybrid-working-what-are-the-pros-and-cons
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https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/hybrid-work-making-it-fit-with-your-diversity-equity-and-inclusion-strategy
https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/hybrid-work-making-it-fit-with-your-diversity-equity-and-inclusion-strategy
https://ifs.org.uk/articles/worsening-health-leading-more-older-workers-quitting-work-driving-rates-economic
https://ifs.org.uk/articles/worsening-health-leading-more-older-workers-quitting-work-driving-rates-economic
https://www.ft.com/content/125df3f1-b0c0-4a5b-bf96-9bca0fc06404
https://www.thephoenixgroup.com/sites/phoenix-group/files/phoenix-group/Phoenix%20Insights/Publications/Phoenix%20Insights%20What%20is%20driving%20the%20Great%20Retirement.pdf
https://www.thephoenixgroup.com/sites/phoenix-group/files/phoenix-group/Phoenix%20Insights/Publications/Phoenix%20Insights%20What%20is%20driving%20the%20Great%20Retirement.pdf
https://www.cipd.co.uk/Images/understanding-older-workers-report_tcm18-107672.pdf
https://www.birmingham.ac.uk/documents/college-social-sciences/business/research/responsible-business/managerial-experiences-during-covid19-2020-accessible.pdf
https://www.birmingham.ac.uk/documents/college-social-sciences/business/research/responsible-business/managerial-experiences-during-covid19-2020-accessible.pdf
https://www.lse.ac.uk/tii/assets/documents/Hybrid-Working-report.pdf
https://www.lancaster.ac.uk/media/lancaster-university/content-assets/documents/lums/work-foundation/PolicyBrief.pdf
https://www.lancaster.ac.uk/media/lancaster-university/content-assets/documents/lums/work-foundation/PolicyBrief.pdf
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/labourproductivity/articles/homeworkinghoursrewardsandopportunitiesintheuk2011to2020/2021-04-19
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/labourproductivity/articles/homeworkinghoursrewardsandopportunitiesintheuk2011to2020/2021-04-19
https://link.springer.com/article/10.1007/s11205-018-2036-7
https://www.birmingham.ac.uk/documents/college-social-sciences/business/research/responsible-business/managerial-experiences-during-covid19-2020-accessible.pdf
https://www.birmingham.ac.uk/documents/college-social-sciences/business/research/responsible-business/managerial-experiences-during-covid19-2020-accessible.pdf
https://www.futureofworkhub.info/comment/2021/4/30/hybrid-working-what-are-the-pros-and-cons
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What impact does greater levels of hybrid work have on workplace 
rights and culture? 

Key take-aways
•	 Hybrid work contributes to increased autonomy for employees.
•	 Hybrid work has changed how managers oversee employees.
•	 Productivity may be dependent on the extent of each employees’ desire to work from 

home.

Gap in the research
•	 Existing research offers a limited explanation of productivity when hybrid work is op-

tional. 

Studies exploring hybrid work highlight both the positive impacts on the experiences of em-
ployees at work and the limitations of employees working part-time from home. 

A key impact of hybrid work has been the shifting relationships between managers and em-
ployees. A 2021 study found that hybrid employees reported higher levels of autonomy than 
those fully office-based.50 Managers are required to have higher levels of trust in employees 
working from home as they are unable to monitor them as they would when sharing an of-
fice. Managers reported going to greater lengths to build trust, focusing on opportunities to 
develop social relationships, not just their work. Hybrid work has also shifted the priorities of 
managers, who are now more likely to prioritise results and outputs instead of the process of 
attaining these results, supporting employee autonomy in how work is completed. However, 
despite these increased efforts, a 2022 Work Trend index highlighted that hybrid managers 
are more likely to say they struggle to trust their employees to do their best work in compar-
ison to in-person managers (49% vs. 36%).51

In addition to increased autonomy, a 2020 study indicated that remote and hybrid work may 
not negatively impact career progression as previously believed.52 The assumption that be-
ing office-based is linked to career progression appears to be regressing. 

Table 8: Employers’ perception of behaviour required for career progression53

50	 https://www.lancaster.ac.uk/media/lancaster-university/content-assets/documents/lums/work-founda-
tion/reports/Hybrid.pdf

51	 https://www.microsoft.com/en-us/worklab/work-trend-index/hybrid-work-is-just-work
52	 https://www.birmingham.ac.uk/documents/college-social-sciences/business/research/responsi-

ble-business/managerial-experiences-during-covid19-2020-accessible.pdf
53	 https://www.birmingham.ac.uk/documents/college-social-sciences/business/research/responsi-

ble-business/managerial-experiences-during-covid19-2020-accessible.pdf

This is supported by findings that, since the end of lockdown, 68.1% of managers surveyed 
believe flexible working can enhance performance and 60.8% of managers in large organi-
sations believe hybrid employees are equally likely to be promoted as office-based employ-
ees.54

Data collected throughout and since the pandemic also disproves the belief that hybrid work 
negatively impacts productivity. A 2020 study highlighted that voluntary home working did 
not impact, and in some cases actually boosted, productivity and, following the end of the 
Covid-19 restrictions, nine out of 10 employees preferred hybrid work.55 A 2021 study yielded 
similar results, indicating that when businesses were forced to operate remotely during the 
pandemic, productivity remained stable.56 More recent data supports these indications, a 
2022 CIPD report of more than one thousand employers suggested that 41% believe flexible 
working policies have increased productivity, compared with 18%  who say it has had a neg-
ative impact.57

Despite positive affirmations about the impact of hybrid work on productivity, some stud-
ies indicate that this view was not held by all employees. A 2021 survey found that 84% of 
18-24-year-olds believe collaborative work was easier in an office, and 82% believe that be-
ing office-based enabled them to develop skills that would help progress their careers.58 
This is supported by the findings of a 2021 ONS survey that reported that roughly 20% of busi-
nesses cited “reduced communication”, “negative impact on working culture” and “reduced 
productivity” as drivers of their intention not to expand hybrid work options for employees.59 

These studies indicate that hybrid work can positively impact employee experiences whilst 
limiting the negative impact on their careers. However, these studies also suggest that pro-
ductivity may be dependent on the extent of the appetite for hybrid work. Subsequently, ex-
ploring data on the productivity of employees forced to work remotely during the pandemic 
may not accurately reflect the impact of hybrid work on productivity. This remains a key 
shortfall of the existing literature, with more insight required to evaluate the impacts of hybrid 
work on workplace rights and culture.

54	 https://www.birmingham.ac.uk/documents/college-social-sciences/business/research/responsi-
ble-business/managerial-experiences-during-covid19-2020-accessible.pdf

55	 https://wiserd.ac.uk/wp-content/uploads/Felstead_Reuschke_2020_Homeworking-in-the-UK_Report_Fi-
nal.pdf

56	 https://www.lancaster.ac.uk/media/lancaster-university/content-assets/documents/lums/work-founda-
tion/reports/Hybrid.pdf

57	 https://www.cipd.co.uk/Images/flexible-hybrid-working-practices-report_tcm18-108941.pdf
58	 https://work.iwgplc.com/MediaCentre/Article/why-employees-prefer-hybrid-working-to-pay-rise
59	 https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/

articles/businessandindividualattitudestowardsthefutureofhomeworkinguk/apriltomay2021
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What impact does greater levels of hybrid work have on 
individuals and families?

Key take-aways
•	 Hybrid work has improved the work life balance of a large percentage of employees.
•	 The ability to work is skewed towards higher paid workers and excludes blue collar 

workers.
•	 Hybrid work has contributed to the blurring of work and home for some employees.

Gaps in the research
•	 The existing literature and research does not consider how hybrid working may be 

applied to employees in blue collar jobs.
•	 Beyond anecdotal evidence, there is limited explorations of the gendered nature of 

expanding hybrid work options.

Research conducted indicates that hybrid work may have positive impacts on the ability of 
employees to strike a better balance between their work and home lives.

An analysis of the 2011 UK Workplace Employee Relations Survey highlighted positive impacts 
of homeworking on job satisfaction for employees, who have more control over the timing 
and location of their work and better management of work alongside household responsibil-
ities.60 These findings are supported by 2022 ONS data that highlights that 78% of those who 
worked hybrid said doing so improved their work-life balance and 47% reported it improved 
their wellbeing.61 The salience of hybrid work is demonstrated by 2020 findings that 61% of 
respondents believe that improved work-life balance was a key benefit of home working 
and respondents highlighted that money and time savings and ease of dealing with caring 
responsibilities were the top reasons for their improved work-life balance.62 Linked to this, 
are the findings of a 2023 National Bureau of Economic Research study that showed that 
employees working from home in the UK saved 73 minutes per day - time that these em-
ployees were subsequently able to give to leisure, caregiving activities, in addition to more 
time spent working.63 Employees that opt to work hybridly may also benefit from increased 
monetary savings, a 2022 report from the Irish Department of Enterprise, Trade and Employ-
ment estimated that employees could save up to €413 annually on reduced commuting.64 
Despite limited data, parents are one of the key groups benefiting from hybrid work. A 2020 
study into the effect of hybrid working on mothers found that it reduced conflict between 
commitments to work and family, and that it resulted in the largest boost in job performance 
in mothers.65 Similar benefits have also been seen by employees with caring responsibilities. 
A 2021 study highlighted the increased opportunities available to employees who are depen-
dent on hybrid work to balance their caring commitments.66 Where employers may previ-
ously have only minimally accommodated these requirements, many are now more willing 
to allow hybrid work regardless of caring commitments. A 2021 report also suggested that 
the rise in household income for those with caring responsibilities could result in an increase 
in productivity that could boost UK GDP by £5.7bn.67

60	 https://journals.sagepub.com/doi/abs/10.1177/0950017016631447
61	 https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/

articles/ishybridworkingheretostay/2022-05-23
62	 https://www.cipd.co.uk/Images/embedding-new-ways-working-post-pandemic_tcm18-83907.pdf
63	 https://www.nber.org/system/files/working_papers/w30866/w30866.pdf
64	 https://enterprise.gov.ie/en/publications/publication-files/an-evaluation-of-the-impacts-of-remote-

working.pdf
65	 https://lbsresearch.london.edu/id/eprint/1064/1/Discretionary%20Remote%20Working%20Helps%20Moth-

ers%20Without%20Harming%20Non-Mothers%20-%20Copy.pdf
66	 https://www.lancaster.ac.uk/media/lancaster-university/content-assets/documents/lums/work-founda-

tion/PolicyBrief.pdf
67	 https://www.virginmediabusiness.co.uk/pdf/RevTheEv/Three-Years-of-Progress_2021-Cebr-Report-VM-

Business%20VMBD_CEDG.pdf

However, research indicates that the positive experiences of hybrid work were not felt uni-
versally. The impact of the savings associated with hybrid work may only be experienced by 
certain socio-economic groups as the ability to work from home is skewed towards higher 
earners. A 2020 ONS study found that jobs that pay a higher hourly wage are more likely to be 
adaptable to hybrid work.68 These employees are thus more likely to benefit from the savings, 
better working relationships, flexibility and increased autonomy. This view is supported by 
the exclusivity of existing approaches to hybrid work. During and after the pandemic, it has 
been primarily ‘white collar’ workers able to work from home. The existing literature has so far 
focused on the applicability and benefits of hybrid work for ‘white collar’ workers, with limited 
exploration of how ‘blue collar’ workers might benefit. Anecdotal evidence and opinion piec-
es indicate that increased flexibility for ‘blue collar’ workers may mean four-day work weeks 
and greater ability to choose working days and hours, but this has not been fully explored. 

Whilst studies indicated improved work-life balance, data also highlights the increased de-
mands of hybrid work on employees. Studies also suggest that, prior to the rise of hybrid work 
due to the pandemic, the use of technology in homes blurred distinctions between work and 
home life.69 The continual access to computers resulted in employees feeling obliged to be 
constantly available, thus working longer hours. This is well illustrated by a quote from a 2021 
study that noted the issue is “not so much working from home, it’s living at work”.70 Whilst pro-
ductivity remained stable, employees worked longer as some carried on working in the time 
they would’ve been commuting.71 Studies reported that the willingness to increase efforts 
rose from a sense of obligation. Applying principles of social exchange theory, researchers 
found that employees worked longer hours out of gratitude to employers for allowing hybrid 
work, despite no pressure from employers to do so. Studies highlighted that issues (burnout 
and decreased job satisfaction) resulting from the intensification of hybrid work occurred 
after longer periods of working from home. A 2021 report supports these findings, highlighting 
that 90% of respondents believed that being office-based allowed them to maintain bound-
aries between work and home and being able to leave the office marked a clear end to their 
day.72 

Whilst data has indicated the merits of hybrid working, there remains drawbacks to working 
in spaces that overlap home and leisure spaces.

68	 https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/
articles/whichjobscanbedonefromhome/2020-07-21

69	 https://pure.coventry.ac.uk/ws/files/4023163/psychological%20factors.pdf
70	 https://www.lancaster.ac.uk/media/lancaster-university/content-assets/documents/lums/work-founda-

tion/reports/Hybrid.pdf
71	 https://journals.sagepub.com/doi/10.1177/0018726709349199
72	 https://work.iwgplc.com/MediaCentre/Article/why-employees-prefer-hybrid-working-to-pay-rise
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