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This article provides a rationale for selecting the appropriate type of FHWS (Flexible Hybrid Workspace) model
for company management, enabling companies to identify the optimal solution for balancing in-office and remote
work formats. The study identifies key evaluation attributes that allow company leadership to make evidence-based
decisions regarding the ideal organization of workflow. The chosen evaluation tool is Fishbein's multi-attribute
modeling method, which supports comprehensive assessment of management decisions through quantitative
analysis of critical attributes. The primary limitation of this approach is the subjectivity in defining attribute weightings,
which may lead to inaccuracies in the results. Nonetheless, Fishbein’s multi-attribute model remains an effective tool
for managerial decision-making within the context of a hybrid work arrangement.
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Y emammi npedcmas/ieHo 06rpyHmysaHHs1 subopy FHWS modeni yrnpas/iHHS KOMNAaHI€er, sika cripssMosaHa Ha
3abesneyeHHs1 basiaHCy MiX OGhICHOK ma 8i00a/1IeHO PO6OMOI0, @ MaKOoX 2Hy4YKUMU pobo4umu npocmopamu. Mo-
desnb FHWS (Flexible Hybrid Work Space) € cydacHum rnioxo0om 00 opeaHizayii po6o4o20 rpoyecy, wo sionosioae
rnompebam adanmusHOCMIi ma 2Hy4Kocmi 8 yMoBax WBUOKUX 3MiH PUHKY i BUCOKOI KOHKYpeHUii. OCHoBHa ides yjel
Modei nosisizae 8 MOEOHaHHI nepesaz oghicHOI pobomu, Bid0asieHUX POBOYUX MiCUb Ma 2HyYKUX 2i6pUOHUX MPOoCcmo-
piB y HEOBXIOHOMY | siKHallkpaujoMy CriggiOHOWEHHI, 3abe3rneyyrdu npu YboMy ehekmusHy KOMyHIkayito, ornmu-
MasibHi yMOBU 07151 TPOOYKMUBHOCMI ma 3a0080/1€HHS MpayiBHUKIB. Y crmammi BukopucmaHa My/ismuampubymus-
Ha Modesib ®iwbeliHa 07151 aHas3y | BUGOPY HaUbIIbW 00YisIbHO20 BapiaHMy yrpasiHHSA. Lisi Memoduka 00380/159€
oyiHUMU BapiaHmu yrnpas/iiHCbKUX PilueHb Ha OCHOBI K/IK0H0BUX ampubymis. KoxeH 3 ampubymis gidizpae saxiusy
POsIb y BUSHAYEHHI onmumMasibHOI MOOesli pobomu, OCKi/ibKU 003B0/ISIE KEPIBHUYMBY KOMMaHiIi npulmamu 6i/1bw 06-
rpyHmMoBaHi ma 00Ka308i PiLEeHHSI, ase OyiHUMuU BCi ampubymu HEMOX/1UBO i 00 aHasi3y nionadae 4-5 HaliBax/u-
BilUX 3a oYiHkamu ekcriepmis. MynbmuampubymusHa mooesib DiwbeliHa Mae psio nepesaz, 30kpemMa 30amHicmb
KOMI/IEKCHOT OYiHKU PI3HUX acriekmig yrpas/iiHHs ma 3abe3rneqyeHHst Ki/lbKicCHo20 aHaslizy 3Hadyujux xapakmepuc-
MUK KOXHOI Modesti pobomu. Lje 00380/15€ 3HU3UMU Cy6'ekmuUBHICMb BUBOPY, 3abe3neyyroyu 6i/lbli MOYHI Pesy/ib-
mamu oyiHKu. [Jo0amkKoBoK repesazord MEMOOUKU € MOX/IUBICMb adarimysamu MOO€e/Ib 00 3MiH 8 OpaaHi3ayilHil
Ky/ibmypi KomnaHii ma nompeoé ii crispobimHuKis, Wo Crpusie MioBUWEHHIO 3a0080/1€HOCMI NpayiBHUKIB | iXHbOT
3as1ydeHocmi y poboyuli npoyec. MNpome, 0CHOBHUM HEOO/IIKOM MOOE/Ii € Cy6'EKMUBHICMb Y BU3HAYEHHI Ba20BUX
KoegbiyieHmis ampubymis, Wo MOoXe CrpuyUHUMU fMesHi HEMOYHOCMI B OYiHKax, 30Kpema npu 3MiHi npiopumemis y
opeaHizayii. Hessaxaroyu Ha yel HedosliK, MysibmuampubymusHa Mooesb diwbeliHa 3a1uwaemscsi eqpekmusHUM
iHcmpyMeHmom 07151 hopMyBaHHs1 06rpyHmMoBaHUX yrpas/liHCbKUX PilUeHb B yMOBax 2i6pU0HOI opaaHisayii pobomu,
Wo noedHye esieMeHmu sid0as1eHoi, 0ghicHOI 3aliHiImocmi ma 2i6pUdHUX NPOCMOpIB.

Knrodosi cnosa: moodesib, ampubymu, eqhbekmusHiCmb, KepisBHUYMBO, 2ibpudHa Mooe/b, iHghopmayilHe 3abes-
nevyeHHs1, yrnpasniHcbKuli npoyec.

Statement of the problem. In the contempo- advancements in digital and technological innova-
rary world of heightened competition, extensive tion, business management requires organizations
globalization, evolving customer needs, and rapid to adapt to a constantly changing environment
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and effectively manage internal transformation.
Choosing the right management model is crucial for
ensuring efficient business operations, employee
retention, and competitive advantage. The Flexible
Hybrid Work Space (FHWS) model offers a solu-
tion that integrates multiple work formats, including
flexible, remote, and in-office situations to meet
diverse operational needs. However, not all execu-
tives recognize that they have already incorporated
elements of such models into their business prac-
tices, as recent events and trends have impacted
every organization. Notably, the 2020-2022 pan-
demic accelerated the digitization of management
processes and the adoption of new management
software. It is essential to assess the effectiveness
of the FHWS model and to determine which variant
is best suited to a specific organization and ope-
rational context, maximizing both productivity and
employee engagement.

Analysis of recent research and publica-
tions. Recent studies indicate that hybrid mana-
gement models, which combine in-office and
remote work arrangements, are increasingly
popular due to their ability to balance organiza-
tional needs with employee flexibility. Research
in this area highlights several employee benefits,
such as improved productivity, reduced stress,
and higher job satisfaction. Analysing hybrid work
structures allows us to draw from established
organizational models. Previous classifications of
these models categorize them based on key cha-
racteristics like management style, project mana-
gement approach, level of management centrali-
zation and HR technology frameworks. According
to the identified characteristics, we encounter
descriptions of various management models:
Command-and-Control and Delegation (author:
Goleman D.) [1]. The Waterfall and Agile models
have been detailed by Royce W. and Beck K. [2;
3]. Mintzberg H. outlined the principles for con-
structing Centralisation and Decentralisation mod-
els [4]. Additionally, Ulrich D. has described both
Traditional HR models and Digital HR models [5].
Despite these insights, the FHWS model remains
underexplored in academic literature, especially
regarding its impact on corporate culture, col-
laboration levels, data security, and technical
infrastructure. Further examination is required to
understand how this model influences organiza-
tional effectiveness and employee engagement,
considering the contemporary shifts toward digital
transformation and hybrid work structures. This
study seeks to address these gaps, providing a
framework for evaluating the suitability of FHWS
models based on an organization’s specific
requirements and strategic goals.

Highlighting previously unresolved parts of
the overall problem. Despite extensive research
in the field of hybrid work models, the question
of selecting optimal parameters for the FHWS
(Flexible Hybrid Work System) model remains
unresolved. Key issues that require further

investigation include determining the appropriate
balance between office-based and remote work,
identifying the level of necessary technological
support, enhancing social interaction, and ensur-
ing organizational integrity under decentralized
conditions. Additionally, there is a need to examine
the practical aspects of implementing this model,
particularly in terms of justifying the primary criteria
for selecting model options, assessing implemen-
tation costs, ensuring effective application, manag-
ing risks and adapting corporate culture to the new
environment.

Setting the task. The aim of this article is to
justify the selection of the FHWS (Flexible Hybrid
Work System) model for company management
based on defined attributes, considering its poten-
tial advantages and challenges. To achieve this, it
iS necessary to examine the core components of
the FHWS model, assess their impact on company
performance, and develop recommendations for
the optimal application of this model to enhance
productivity and employee satisfaction.

Summary of the main results of the study.
The author’s research in the field of company man-
agement models has led to the conclusion that the
variability of these models, particularly in terms of
work process organization, is insufficiently sub-
stantiated. Surveys and observations conducted
have highlighted the relevance of developing a
foundational FHWS model (see Fig. 1). The mod-
el's name reflects its primary characteristics: flex-
ibility and the hybrid integration of various forms
of work organization for personnel within a unified
workspace.

In line with fundamental management prin-
ciples, the model has a single management cen-
tre that defines the company'’s strategic direction,
oversees financial management, establishes the
organizational hierarchy and corporate culture,
and conducts research, analysis, and performance
monitoring. A technical and digital support unit sus-
tains internal communication within the company
and facilitates global integration through various
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Figure 1. Basic FHWS Company
Management Model.

Source: developed by the author
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devices, software, and databases. These elements
can remain stable, while the workspace itself
is highly dynamic, providing the model’s hybrid
component.

Combining different proportions of traditional
office spaces, remote workstations, and special-
ized flexible work areas enables the creation of
various versions of the basic model, which can be
adapted to a company’s specific needs, reflecting
its unique operations and the distinct requirements
of management and staff. Possible model varia-
tions are presented in Table 1, though in real-world
business settings, the flexibility may be consider-
ably extensive.

A key issue is justifying the selection of a model
for a specific company. Primarily, the choice of
model is determined by the company’s internal
regulations and the external environment. Often
companies develop their own combination of
organizational forms intuitively, through attempts
to adapt to existing conditions. This approach
requires a lengthy adaptation period and is prone
to many errors, which may result in losses for the
company. For a more accurate choice, we sug-
gest utilizing the Fishbein multi-attribute model-
ling methodology, which was developed in the

1960s and remains foundational for understan-
ding how people form and express their attitudes
toward products, services, or brands [6, 7]. This
model helps to understand the complex interaction
between beliefs, evaluations, and behaviours that
drive decision-making processes. It can also be
applied to expert assessment in our case.

The advantages of this method include its sim-
plicity and ease of implementation, providing quan-
titative information about expert evaluations and
facilitating a comparative analysis of selected fac-
tors (attributes). However, there are limitations to
the method’s application: it analyses only direct
relationships between model components, has a
limited scope in complex decision-making scena-
rios, and involves subjectivity in defining the weight
coefficients of attributes.

To conduct the analytical work, it is necessary to
form a group of experts who can deeply evaluate
the potential FHWS models selected for analysis.
The number of experts should either match or be
a multiple of the number of models. At the first
stage, the list of potential attributes should be as
detailed as possible to ensure a comprehensive
assessment and account for all possible influen-
cing factors.

Table 1

Key characteristics of basic FHWS model variants

Flexible
workspace Remote

The FHWS traditional office model implies that traditional
workspaces constitute over 75 % of the total number
of workstations within a company. This model prevails in

work most companies with production processes, despite the
impact of pandemics, the characteristics of the information
’ environment, and various economic and social crises.
Traditional office
; The FHWS remote work model prioritizes employees working
Flexible . ’ . - L
it outside the office, driven by internal factors such as shifts in
work culture and the company’s environmental policy, as well
as decisions to reduce costs and expand operations.
Traditional office
Remote work

Flexible
workspace

Traditional office || TCIROtS Work

The FHWS while balanced model may appear harmonious,
in real business conditions it is nearly unattainable due to its
low stability and the significant influence of various internal
and external factors.

Source: developed by the author
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Table 2
Main methodological tool of the multi-attribute modelling methodology
Attributes Average Adjusted
models 1 2 3 4 5 Rating Average

FHS remote model

FHS office model

FHS space model

FHS balance model

Importance

Differentiation

Characteristic

Source: formed by the author based on [8]

The list of key components for the model
may include: employee productivity, flexibility of
work schedules, level of technological support,
communication reliability within the team, avail-
able social contacts, information system security
reliability, working conditions at workstations,
overall office or remote support costs, labour
productivity, company profitability, employees’
psycho-emotional well-being, inter-departmental
effectiveness, ability to implement new ideas and
solutions, overall job satisfaction, environmental
impact (waste, energy consumption) and others.
Since not all attributes can be assessed, experts
should select only 4—6 key attributes that can
objectively evaluate all the models chosen for
analysis.

The second stage of the work will involve conduc-
ting a survey of the expert group. The questionnaire
should meet the following requirements: a minimum
of three questions for each attribute to assess each
model, closed-ended questions with quantitative
ratings on a 10-point scale, and parallel assessment
of the importance of attributes using coefficients or
percentages. The greatest risk of inaccuracy lies in
determining the factor of importance.

The aggregated results of the expert survey will
serve as the basis for the third stage of the work —
calculations (see Table 2).

The ratings for each attribute are calculated as
arithmetic averages based on the survey results,
differentiation as the standard deviation, and char-
acteristic as the product of the importance score
and the differentiation score, adjusted by coef-
ficients. Thus, we obtain the adjusted weighted
average score for each model, which allows us to
determine the leading model.

Conclusions. The selection of an optimal hybrid
management model for a company should be based
on a comprehensive evaluation of various factors
and rely on the coordinated decisions of experts,
managers, and employees. The chosen model
must aim to enhance productivity, optimise the use
of technical and digital resources, and achieve high
levels of operational efficiency. Additionally, it is cru-
cial that the model fosters a comfortable working
environment, maintains effective team collabora-
tion, and considers the industry’s specifics and the
company’s needs, ensuring its market competitive-
ness. The successful implementation of the right
hybrid model will improve employee satisfaction,
which in turn positively influences corporate cul-
ture and talent retention. It is important to note that
environmental parameters may evolve over time,
necessitating potential adjustments to the manage-
ment model. In such cases, the selection process
should be revisited and reassessed accordingly.

REFERENCES:
1. Goleman, D. (2000) Leadership That Gets Results. Harvard Business Review, no. 78(2), pp. 78-90.
2. Royce, W. W. (1970) Managing the Development of Large Software Systems. Proceedings of IEEE WESCON,

1-9. |IEEE.

3. Beck, K. (2000) Extreme Programming Explained: Embrace Change. Addison-Wesley.
4. Mintzberg, H. (1979) The Structuring of Organizations: A Synthesis of the Research. Prentice Hall. 512 p.
5. Ulrich, D. (1997) Human Resource Champions: The Next Agenda for Adding Value and Delivering Results.

Harvard Business Press. 304 p.

6. Formpl Fishbein’s model of attitude in market research. Formpl. Available at: https://www.formpl.us/blog/
fishbeins-model-of-attitude-in-market-research (accessed September 19, 2024).
7. Dean, G. Multiattribute theory and Wal-Mart. Marketography. Available at: https://marketography.com/tag/

fishbein-model/ (accessed September 19, 2024).
8. Ryan,

M. J. The extended Fishbein model:

Additional insights and problems. Available at:

http://www.acrwebsite.org/volumes/5769/volumes/v02/NA-02 (accessed September 19, 2024).

MEHEXMEHT


https://www.formpl.us/blog/fishbeins-model-of-attitude-in-market-research
https://www.formpl.us/blog/fishbeins-model-of-attitude-in-market-research
https://marketography.com/tag/fishbein-model/
https://marketography.com/tag/fishbein-model/
http://www.acrwebsite.org/volumes/5769/volumes/v02/NA-02

