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Hybrid working is now a permanent feature of most workplaces and 
it is offered to all employees, most of whom attend the office no more 
than 50% of the time. This is according to findings from our fourth 
‘return to the office’ survey, which we have conducted in six-month 
intervals since March 2021. 
For each survey, we asked firms the same questions to more easily compare 
results and observe changing sentiments/trends. But over time we have 
also added a few additional questions to reflect more recent shifts in 
the market and questions that have been raised in Totum’s many 
networking meetings. 

In this report, we analyse the latest findings from our survey conducted in 
September 2022 – comparing them to previous results. We are also pleased 
to note that 44 firms responded to our survey this time, compared to 36 in 
March and 24 to each of our previous two surveys. 

Policies in practice
The hybrid workplace has become the norm of the professional services sector. 
The vast majority (89%) of respondent firms have now implemented a hybrid 
working or work from home policy, with only 2% not doing so and just 9% still 
trialling an approach that is not yet settled, a drop from 22% in March 2022. 
In addition, for 70%, this is a formal policy that applies across the business, 
compared to around 50% in all previous surveys. No firms still need to decide on 
how the policy will be rolled out (see figures one and two). 

Figure one:  Has your firm implemented a hybrid-working or work from home policy? 
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Figure two:  Is this a formal policy or ‘guidelines’ that can be rolled out and interpreted locally?
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Most firms (61%) also say 
their hybrid working policy is a 
permanent change, a rise from 49% 
in March, while 34% are still testing 
an approach, down from 48% in our 
previous survey. For the past six 
months, 100% of respondent firms 
have offered hybrid working to all 
employees (see figures three and 
four). A small minority (9%) have 
a differing hybrid-working policy 
for partners who spend more time 
in the office than employees, but 
nearly all the others (91%) offer the 
same type of hybrid-working policy 
to all.

Given these figures, it seems increasingly 
unlikely that we will ever revert back to exactly 
the working practices we knew before the 
pandemic hit. But how firms will strike the 
right balance between the challenges and 
opportunities of this changed workplace 
remains the trickier issue, as we will see in the 
remaining findings.

Figure three: Is your hybrid-working policy a permanent change or are 
you continuing to make short-term changes? 
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Working the hybrid way
Most firms seem to favour a 40% office / 
60% home working pattern (or three days 
at home, two in the office) while a slightly 
smaller number favour the other way – a 
60/40 balance or three days in the office and 
two at home (see figure five).

Figure four: To whom do you offer hybrid working (excludes 
facilities/reception)?
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Figure five: What is your firm’s favoured working pattern for the return to the office? 
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It is interesting that the 50/50 split has dropped off 
considerably from 20% of respondents in March 
2022 to 4% now. Perhaps this option hasn’t proved 
as logistically simple in practice as just sticking to a 
40/60 rule or vice versa. 

It is striking, however, that 13% of firms in this survey 
selected ‘Be in the office more than remote’ as their 
favoured pattern here. This option wasn’t offered in 
the last survey, but in keeping with other findings in 
this report suggests that some firms are finding the 
remote aspect of hybrid working more challenging than 
widespread hybrid-adoption rates might suggest.
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Figure six: Where will you allow people to work (multiple options chosen)?
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Interestingly, when asked where people will be allowed to work, 
the most popular option remains ‘Able to commute into the office 
if needed at short notice’, putting the office firmly centre-stage. 
However, the figures for this option have dropped from 77% in 
September 2021 to 68% now. At the same time, the numbers 
saying employees can work ‘Anywhere in the UK’ has consistently 
grown – from 36% last year to 52% in September 2022 (see figure 
six). Perhaps there are signs of some conflicting emotions here: 
while firms may be increasingly keen to enjoy the full resourcing 
flexibility (and potential cost-efficiencies) that hybrid can offer, 
few want to lose the benefits of traditional office processes or  
the sense of cultural cohesion it provides.

Certainly, when it comes to the 
advantages of adopting a hybrid-
working model, there has been an 
interesting jump in the numbers thinking 
it broadens the talent pool – from 26% 
in March 2022 to 43% now (see figure 
seven).  Ever larger numbers also now 
see it as improving employee morale 
and wellbeing (now 95% compared 
to 83% in March), a similar number 
thinks it improves work/life balance 
(68% compared to 71% in March) 
and 57% think it gives more freedom 
and autonomy (51% selected this in 
March 2022). If serious about keeping 
employees happy, few firms are going to 
engage in any major policy reversal when 
looking at figures like this.
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But there are problems with this major workplace shift that are 
not going away. In listing the disadvantages of adopting a hybrid 
model, there are now 91% of respondent firms concerned 
about the ‘lack of team cohesion’ compared to 82% in March. 
Meanwhile, 72% are concerned about ‘lack of time spent with 

trainees’ and 56% are worried about ‘cultural issues’, a rise from 
44% in March 2022. Other issues seem far less pressing – no 
firms, for example, are now worried about ‘loss of employee 
productivity’ which would perhaps have been a key concern prior 
to the pandemic lockdowns – see figure eight.

Figure eight: What are the three main disadvantages for your firm in adopting a hybrid-working model? 

Figure seven: What are the top three advantages for your firm in adopting a hybrid-working model? 

Improved morale and employee wellbeing

Improvements in employee performance

Improved company culture

Increased variety to communicate effectively

Reduction in office costs / office overheads

Better employee productivity

Better work life balance

More freedom and autonomy

Broader talent pool

95%

91%
82%

72%
79%

56%

5%

5%

6%

6%
0%

44%

26%

12%
9%

9%

9%

9%

9%

32%

3%

83%

68%
71%

57%
51%

43%
26%

16%
17%

7%
26%

5%

5%

0%

3%

3%

3%

0%

0%

20%

20%

40%

40%

60%

60%

80%

80%

100%

100%

Sep -22

Sep -22

Mar -22

Mar -22

Lack of team cohesion

Lack of time spent  with trainees

Cultural issues

Reduced business development opportunities

Potential discriminatory promotion decisions

Problems with employee performance

Technology disruptions

Lacking right home tech

Difficulties with retaining talent

Loss of employee productivity



© Totum Partners 2022. All rights reserved.

But if the office is no longer the mainstay of working life, how do firms 
create a sense of team, of shared culture? What binds people to a firm if 
half the time is spent working apart, remotely?

Indeed, when the survey asked firms for their average weekly office occupancy over four 
weeks (not including August), most respondents selected the 26-50% bracket – 67% of 
respondents in September 2022, compared to 69% in March (see figure nine). For sure, more 
are now filling the 51-75% office occupancy bracket – 26% compared to just 11% in March, 
and only 7% now have just 0-25% occupancy rates. But this still means that most firms are not 
getting people in for more than 50% of the time and we have to assume that a fair few are in 
fact achieving less than that. 

Tuesday to Thursday are by far the most popular office attendance days; in many firms, offices 
on Mondays and Fridays must look like ghost towns (see figure ten). And firms are going out of 
their way to get people in: 82% are encouraging office attendance via team/anchor days, 80% 
are hosting team social activities and 66% are running firm-wide social events – numbers that 
if anything have risen since March 2022 (see figure 11).

Figure nine: What is the average weekly office occupancy 
over the past four weeks?

Figure eleven: What is your firm doing to encourage office attendance?

Figure ten: Which days are the most popular for coming 
into the office (multiple options chosen)? 
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Interestingly, when asked about the barriers for employees 
coming into the office, respondents chiefly chose: ‘Used to 
flexibility of home working’ (95%); ‘Do not want to commute/
avoid downtime of commuting’ (91%); and ‘No reason to return 
to the office after two years remote working’ (73%) – see figure 
12. Countering these entrenched views must be difficult. Instead, 
perhaps more firms are concluding that the better option is to go 
with the flow rather than fight against powerful currents.

The message is still very much carrot rather than stick 
– 39% try to encourage attendance by communicating 
the firm’s mandate but this falls quite far below more 
entertaining mechanisms. A couple of individual comments 
were interesting here, with two firms actively encouraging 
office attendance from Tuesday to Thursday to ensure 
people get to ‘see as many of their colleagues as possible’.

Figure twelve: What are the barriers for employees coming into the office (multiple options chosen)?
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Figure thirteen: Have you introduced a policy/framework which discounts an employee’s salary due to them moving 
to a lower-cost location?

Figure fourteen: If you responded yes or thinking about it, what is the primary objective for introducing this framework?
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Most (61%) also don’t discount salaries 
for employees that work 100% remotely 
but 27% are thinking about doing this and 
12% already do so (see figure 15), with 
individual comments suggesting that 
salaries have been reduced for remote 
workers by up to 20%. We think location-
based salary decisions will continue to be 
an area for considerable discussion and 
movement in months to come, as firms 
try to balance the need for transparency, 
simplicity and equity in pay structures 
with the fact that individual roles may suit 
different approaches.

Figure fifteen: Does your firm discount salaries for 
employees that work 100% remotely?
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Figure sixteen: Now you have introduced your formal hybrid working policy, what has been the effect on lawyers' productivity? 
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Figure seventeen: Now you have introduced your formal hybrid working policy, what has been the effect on 
business services professionals’ productivity?
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Regardless, there seem to be very few concerns that 
productivity is slipping – albeit a small proportion are unsure, 
and a few individual comments pointed to concerns over 
the challenges of monitoring productivity in this changed 
market. Our earlier question on the advantages of hybrid-
working models also showed a drop in numbers selecting 
‘better employee productivity’ from 26% in March to 7% in 
September (although in a follow-up question, no respondents 
went on to say there had been a loss in employee productivity).

Some ambivalence here may not be particularly surprising; 
hybrid working models have been in place for long enough 
to see the immediate advantages of flexibility on employee 
wellbeing as well as specific challenges around weekly office 
attendance, for example. But it is arguably not long enough to 
confidently conclude longer-term impacts around important 
areas like productivity. This is an important reason for us 
running this survey, to gather together the feedback that will 
pinpoint deeper concerns and trends sooner rather than later. 
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These many benefits, combined with the fact 
that so many firms have now adopted hybrid as 
a permanent change to working policy, makes 
it unlikely that firms are going to roll back such 
models any time soon (not least because talented 
employees might just leave to get the flexibility 
still offered elsewhere). 

However, there are clear worries. Firms are still working to 
get the right balance of office and remote work – to ensure 
that employees are together in the office for long enough 
each week to benefit from a shared culture; achieving 
a sense of belonging, which is so important for talent 
retention, is hard to achieve remotely. While firms seem 
to acknowledge the many benefits to the individual that 
hybrid models deliver, it cannot be at the expense of the 
team, concerns over which are listed so highly among the 
responses citing the disadvantages of hybrid. 

Balancing act 
Overall, these findings reflect the conversations 
we are having with firms on a daily basis. As 
hybrid working models have become standard 
practice across most firms, they have brought 
with them many advantages in terms of 
employee wellbeing and morale, work-life balance 
and increased freedom and autonomy. Nor as yet 
do we see signs that productivity is dropping. 

We think more work will be needed over the specifics of how 
hybrid models work in practice – from exactly what level 
of office attendance is required for training and mentoring 
purposes, and to ensure a sense of collective endeavour, to 
changes in compensation models that reflect the reality of 
how different roles are best located/conducted. Firms that 
are already seeing hybrid working open up the talent pool 
may well be willing to go further, but it may require further 
courage to think and act differently. 

Firms currently running offices with only 50% attendance at 
best will be grappling with difficult decisions: how to rethink 
office space and how teams can be best brought together 
for the sustained benefit of all, while prioritising productivity, 
cost-efficiency and employee wellbeing. None of this is easy 
but the firms that can find the right balance will reap the 
rewards of a landscape that has already changed – and is 
waiting for the most progressive firms to seize its potential.
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