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[bookmark: _Toc174877438]Abstract
The present ethnography explored the impacts of a remote work environment on employee engagement and productivity at ASDA. The company applies a hybrid work model where workers use remote work environments and physical offices. The results showed that a remote work environment is beneficial amidst challenges. Accordingly, remote work environments improve the productivity and engagement of workers because of reduced distractions of physical office, reduced commuting, increased flexibility, autonomy, and technological infrastructure that boost interactions. However, challenges occur such as low collaboration, slow adapting to the remote work environment, and a feeling of isolation. The study recommended more research in the future using longitudinal study approaches with larger and more diverse sample sizes to enhance the generalizability of the findings. 
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[bookmark: _Toc174877439]CHAPTER 1: INTRODUCTION
1.1. [bookmark: _Toc174877440]The Position of ASDA in the Retail Sector 
ASDA Company is one of the highly performing supermarket chains in the UK falling at position three after Tesco and Sainsbury's. Tesco performs best in the market compared to the rivals such as Adsa and Morrison with Adsa having sales of 693.1 million in pounds as of 2022 (Davey, 2022). However, it strives to gain higher position in the market due to its strategies in ensuring engagment of workers on remote workplatform based on hybrid model. 
1.2. [bookmark: _Toc174877441]Transformation to Remote Work environment
Companies now use remote working concepts combined with physical working in the office for workers to enhance productivity and improve the engagement of the staff. This has been successful in different environments as the strategy is flexible and reduces time wastage (Joel, 2023). Wickens (2021) explains that remote working is currently an important component of the culture of companies, particularly after the emergence of the COVID-19 pandemic. 
The progress of remote work in the UK progressed from 4.7 percent of workers in the UK working from home in 2019 which increased to 46.6 percent of workers in 2020 with 86 percent of the workers in remote platforms engaging in such due to the COVID-19 pandemic. The remote work arrangement in 2024 within the UK with distribution in days such as Mondays 58 percent, Tuesdays 67 percent, Wednesdays 64 percent, Thursdays 63 percent, Fridays 65 percent, Saturdays 6 percent, and Sundays 7 percent (Hooson and Howard, 2024). 
Enterprises such as ASDA embrace this change by implementing a hybrid working concept for its workers, especially the employees at the head office. The idea used in the company is tagged 'Work where it Works' which allows more than 4,000 workers in ASDA House in George House at Leicester and ASDA House in Leeds to embrace the best location for work underpinned by the nature of the activity to promote productivity and flexibility (Sabin, 2021). Asda Company commenced the remote working program in 2021 with a focus on enhancing a hybrid work system for workers at the head offices upon the ease of coronavirus restrictions in the year (BBC News, 2021). The workers at ASDA note that the hybrid work model has no strict rules or requirements for the number of working days for workers to be in the office. This promotes a balanced strategy that blends physical working at the office and remote working, especially from home. The flexibility offered by this work concept focuses on improving the engagement of workers because it allows the staff to work in the best environment of their choice (Wickens, 2021). Hence, the policy shows a commitment of ASDA to promote the work-life balance of its workers and improve their well-being to enhance productivity.
Remote working is a current part of the work concept at ASDA Company. Its adoption in the premise was beyond reasons of the COVID-19 pandemic but a strategy associated with turnover. A report by HRD Connect (2024) indicates that ASDA adopted the remote work system as part of its wider strategy to address issues such as the dissatisfaction of workers and the high turnover rate it has been experiencing. The company in January 2024 commenced trialing a four-day working week which brought in new shifts and flexible work arrangements among employees. This approach was a concept to address the increasing dissatisfaction of workers and focused on enhancing the working environment and helping retain workers (HRD Connect, 2024). 
Feedback is crucial for workers in remote environments as Sultana (2023) affirmed the feedback that employees provide regarding the hybrid concept of the work model brings flexibility and most of the workers are enthusiastic about the strategy. This shows a higher preference for the hybrid working arrangement that promotes the remote work concept. Nevertheless, the transitioning process makes workers feel agitated and disturbed by introducing the remote working concept with limited choice, revealing the need for open and improved communication or support from the top managers to ensure that all workers are heard and valued (HRD Connect, 2024). This caused the company to lose some of its market share and complaints from workers
Separately, the remote working model implemented at ASDA includes workers from different regions and countries which widens its pool of talent and ensures a diverse workforce (ASDA, 2024). Besides, the company strives to address gender-related aspects within this work environment which suggests that it also focuses on ensuring gender equity and equality while focusing on productivity and flexibility.
The hybrid working concept at ASDA offers a mixed impact that includes an increment in productivity through reduced distractions and improvement of work-life balance at one end, and engagement challenges and reduced collaboration among remote teams on the other end. Accordingly, the company implements different measures to solve such challenges including embracing flexible working hours, introducing healthy activities, cycling, mindfulness training, and nutritional advice to enhance the productivity and well-being of workers (ASDA, 2024; Burnley, 2021). Further, the concept where the ASDA employees who work remotely log in and log off at flexible hours in the company aligns with their needs. Moreover, the standard working week for the company includes a five-day schedule, and the new four-day working week is underpinned by a particular policy and trial in place. 
1.3. [bookmark: _Toc174877442]Research Problem
The remote working environment is gaining prominence in different enterprises including ASDA, especially with the advent of COVID-19. Accordingly, ASDA uses a hybrid working concept called 'Work where it Works' to enhance its productivity and improve the work-life balance for its employees. Nevertheless, this working concept also brings challenges with workers revealing mixed reactions concerning this approach. The various issues arising include the dissatisfaction of workers, a high turnover rate, and a need for improved communication and support they need from the top management. Accordingly, limited information regarding how the company implements this hybrid work concept and how it impacts the engagement of workers and productivity warrants more exploration. This helps in understanding the effectiveness of this working model in terms of how it affects the productivity and engagement of workers. The research was required to help in identifying areas that Asda Company should improve to enhance the engagement of workers and their productivity. This reveals the hybrid model of work that Asda Company implemented after COVID-19 to enhance flexibility, engagement, and productivity. 
1.4. [bookmark: _Toc174877443]Aim of the Study 
The study aimed to investigate the impacts of remote working (hybrid model) on the engagement and productivity of employees within ASDA Company. The aim assisted the researcher in answering questions of whether a remote work environment affects the engagement of employees and their overall productivity at ASDA.
1.5. [bookmark: _Toc174877444]Objectives of the Research
The researcher fulfilled the above aim by achieving the below objectives. 
i. To examine the impacts of virtual communication on employee engagement and productivity at ASDA.
ii. To determine the impacts of a personalized virtual work environment on the engagement and productivity of employees at ASDA
iii. To explore the effects of enhanced infrastructure on employee engagement and productivity at ASDA
iv. To examine the impacts of remote work on the increase or decrease in productivity at ASDA. 
1.6. [bookmark: _Toc174877445]The rationale of the Study 
The research is significant because it explains the relevance of remote work on the engagement and productivity of workers at ASDA in terms of increased productivity, flexible working arrangements such as a four-day work trial alongside the five-day traditional work schedule, and the improved login and log off at the preference of workers. This information is important for the company and can be used as a benchmark by other organizations, learners, and experts in exploring the association between remote working environments and the overall performance of workers to gauge productivity.
1.7. [bookmark: _Toc174877446]Outline of the Dissertation
Chapter two of the dissertation expounded on the literature review explaining the meaning and development of the remote work concept, employee engagement, the advantages and disadvantages of remote work environment, and the research gaps that the present study filled and or updated. 
Chapter three expounded on the research methodology focusing on the interpretivist philosophy to underpin the research process, inductive research approach, qualitative research methods, and ethnographic research strategy. Further, the section expounded on the purposive sampling technique, observing the respondents, survey, unstructured interview, and review of peer-reviewed journals. Data analysis entailed content analysis and illustration of the findings using Microsoft Excel. The section further explored ethical considerations as the researcher collected primary data using human beings as participants. 
Chapter four presented the findings of the study on the topic, providing a summary of the results using graphs, tables, and pie charts. Chapter five proceeded with a discussion of the results and the implications while chapter six concluded the dissertation report and offered recommendations for future studies. 
[bookmark: _Toc174877447]CHAPTER 2: LITERATURE REVIEW
1.1. [bookmark: _Toc174877448]Introduction 
The section discussed the information from different articles expounding on the meaning and establishment of remote working in organizations, the engagement of workers, the merits and demerits of remote work, and the existing research gaps that the present research updated. 
1.2. [bookmark: _Toc174877449]The Evolution of Remote Working in Companies 
The remote working concept began in the 1970s when there was an oil crisis (Golden et al., 2008). The concept saves time wasted during commuting which led to more usage of the concept. The study surveyed 261 participants who indicated that remote working caused professional isolation because of the reduction in face-to-face interactions which impacted the performance and reduction of the intention of turnover among workers. The transition from the physical work environment to the virtual platforms explained the origin and its current relevance. Henceforth, the long-term presence of remote working impacts workers in terms of the isolation of employees and their job performance. 
Remote working is when workers engage in their tasks in other areas away from their usual physical workplaces by using the Internet to achieve their objectives and responsibilities without physically working at their usual offices (Elshaiekh et al., 2018). The evolution of remote working increased, especially during the COVID-19 pandemic era made different organizations instruct their workers to work from their respective homes. Aspects such as workload, job satisfaction, and social support are elements that Kurdy and colleagues explored regarding the effects of remote working on the productivity of workers within the UAE region (Kurdy et al., 2023). The results showed that elements such as job satisfaction, workload, social support, and work-life balance improve the productivity of workers. However, the findings also indicated that the levels of job did not moderate the associations. Despite the merits of a remote working environment, workers experience issues such as isolation, poor management of time, and a challenge in balancing the working hours while at home. Thus, comprehension of such factors assists organizations in increasing their productivity and achieving their objectives, especially in times of uncertainty. 
1.3. [bookmark: _Toc174877450]Engagement of Workers
The improvement of the performance of workers is achievable via the people in the organization. This is achievable through the best policies and procedures that enhance performance (Armstrong, 2011). HR practices are important in ensuring improved outcomes among workers such as engagement and productivity. The HR department focuses on both the internal and external environment when developing delivery models to ensure strategic contribution for achieving the goals of the company, recruit top talents, train the workers, and ensure effective administration. 
The context of remote working among employees calls for a strategic approach, especially in the digital era where workers from diverse backgrounds contribute to a company without physically working in the offices. The engagement of employees while working in a remote environment impacts their commitment, and involvement and enhances their enthusiasm in an enterprise. Accordingly, HR departments introduce policies that promote the flexibility of workers and promote communication efforts to enhance their activities (Borderless HR, 2024). The report stressed the merits of changing to the remote work environment in terms of improved flexibility and lowering the time of communicating. Nevertheless, the remote working environment presents various challenges such as increased disconnect between colleagues and the company, increased isolation of employees with reduced engagement, and reduced productivity. A balance between the merits and demerits of the concept explains the challenge of maintaining the engagement of workers in remote work environments. 
A remote work environment promotes efficiency and improves the performance of workers. A consideration of a study by Teronen in 2024 on efficiency reveals this concept. The study reviewed aspects such as efficiency, productivity, and performance of employees in remote working platforms during the COVID-19 era. The focus was to explore the impacts of remote work on the performance of workers, stressing productivity and efficiency (Teronen, 2024). The scoping review used eight publications identified through a systematic literature search. The findings indicated that there are variations in the impact of the remote work environment on the performance of workers with many studies showing a positive linkage between remote work and improved productivity. Nevertheless, other studies indicated that there is overall reduced productivity irrespective of the improved quality aspect of performance. This happens due to factors such as family-associated aspects, environmental aspects at work, flexibility, and support from the organization. Workers, therefore, embrace coping strategies at personal levels, remain committed to work and it requires supervision for improved performance. Further human resources aspects such as establishing policies that promote flexibility and training workers on how to engage in remote environments promote improved performance, engagement, and productivity.
Workers in the remote environment experience both benefits and challenges with some noting issues of communication and low social support. A study by Wang et al. (2021) presented the negative impacts of remote working environments by identifying different negative results linked with such. The mixed method mong the Chinese employees showed that the remote work environment leads to work and home issues, poor communication, procrastination, and loneliness. However, challenges such as reduced social support, high levels of workload, and strict rules for monitoring complicate the experiences of workers. The findings revealed the potential demerits of remote work which suggest that the absence of communication and support structure lowers the engagement of workers in remote environments. 
Employees at remote platforms highlight work overload and reduced satisfaction compared to when they work in physical offices. A discussion of a study by Matli (2020) explained the demerits of remote work on the engagement of workers indicated that a remote work environment leads to exhaustion because of high levels of workload, lower satisfaction, and poor balancing of life and work which adversely impact productivity. Similarly, Wang et al. (2021) showed that the merits of remote work overshadow the challenges that hinder the engagement of workers.
 Organizations experienced improved productivity of workers, authorization of activities, support of workers, and improved outcomes of patients in healthcare systems (Dick et al., 2020). The study showed that the engagement of workers during the COVID-19 pandemic led to positive elements while working in a remote environment. The findings demonstrated that remote work environments enhance effectiveness and efficiency but also cause communication and isolation challenges. 
1.4. [bookmark: _Toc174877451]Merits and Demerits of Remote Working 
A reduced tendency in spending by workers is a merit for those working remotely. A study by Sombret (2023) affirmed the reduced spending and wastage in terms of time and finances. The study noted the advantage of financial saving for employees who work remotely as it reduces the expenses of commuting and fuel. Besides, remote working eliminates unnecessary expenses with meals, childcare, and clothing, especially benefits parents working from home. Moreover, remote work increases productivity as workers plan for their breaks at convenient times to step away from their desks and remain motivated which reduces burnout. 
Remote work leads to flexibility as workers establish their schedules which help them incorporate tasks and exercises in their routines to remain active. Research by Stevens in 2021 showed that flexibility ensures reduced interruptions and focus on activities compared to the distractions associated with socialization in the physical office environment. Further, it enhances work-life balance as workers schedule their activities around their commitment which creates more time for family, leading to improved engagement, job satisfaction, and increased productivity (Stevens, 2021). 
Remote employment in the UK has gained prominence with more workers gaining employment in the private sector. A consideration of as study by Dzhambazova in 2022 noted that two million Brits work remotely and adhere to the 40 to 48 hours every week. The regulations on remote work in the UK require that the employees should not work more than 48 hours per week within the 17-week concept unless the workers opt to follow the maximum hours regulations in writing or voluntarily (Dzhambazova, 2022). The workers who follow five days a week get 20 days of holiday and the employer includes the bank holidays and makes payment for such to the workers. Besides, the workers have the right to ask for flexible working conditions if they work for the same employer for 26 weeks and above (Dzhambazova, 2022). The above concepts are advantages of remote work as they reflect the improvement in flexibility for workers. 
Despite the merits, remote working leads to overwork because of poor management of time, translating to stress and burnout (Herrity, 2023). Besides, it causes a challenge of maintaining a good work-life balance as no clear boundaries between professional and personal time enable employees to struggle in separating their careers from their lives.
Workers continue to note the demerits associated with remote working such as challenges associated with teamwork, leadership, and distractions. A focus on exploration by Bentahar (2022) reveals that remote work may cause difficulty in teamwork and leadership if proper considerations are not taken during planning processes. Accordingly, employers should train workers on new skills, especially on how to conduct virtual meetings and use IT technologies. The change process might be a challenge but learning the new skills is important to help in managing the workforce remotely promote unity and eradicate any form of lack of control. Secondly, remote work promotes a feeling of isolation which translates to reduced productivity and depression. Employers should ensure that the workers in remote platforms do not feel lonely. 
Working in the offices provides no distractions compared to remote working platforms. The exploration of this idea based on a study by Van Belle et al. (2023) revealed that the home environment presents different dimensions such as children and other activities. In such cases, workers find it difficult to establish a balance between work and home activities. The study showed challenges associated with working from home such as distractions and handling feelings. The survey explored Flemish parents with children below 18 years who work from home. The study indicated that parents working from home experienced distractions as they also cared for their children and could not find a balance between work and life.
1.5. [bookmark: _Toc174877452]Research Gaps
The review revealed the benefits of remote working, focusing on the engagement of employees and their productivity. In such cases, workers experience improved satisfaction, improved work and life for workers, isolation of employees and workload (Dick et al., 2020; Matli, 2020: Wang et al., 2021). Nevertheless, the studies showed various gaps arising from aspects such as productivity, virtual communication, the impact of technology on the engagement of employees, and productivity at ASDA Company. The studies also failed to explore the improvement of workers in remote environments at ASDA. The studies also did not explore the demerits such as workers compelled to embrace remote work without making choices or the login and log off of workers at the premises. Further, the explored study did not expound on the hybrid work model at Asda Company and whether the company allows the workers to permanently work from home which the present study explained in detail to elaborate how they impact on engagement and productivity of workers. 
[bookmark: _Toc174877453]CHAPTER 3: RESEARCH METHODOLOGY
1.1. [bookmark: _Toc174877454]Philosophy and Paradigm
A research philosophy is the establishment of an assumption, the nature, and knowledge of a study. Accordingly, it underpins the primary reasoning statement, knowledge, and insights or the methods that researchers apply to allow them to develop ideas to knowledge in the study process (Žukauskas et al., 2018). Thus, the lens through which a researcher perceives the world and explores the methodologies of the study process to make decisions is the research philosophy. 
The present study followed an interpretivism philosophy as a stance underpinned by the belief that the research gets knowledge from interpretation and interaction, stressing the interpretive and subjective nature of the experience (Žukauskas et al., 2018). The researcher in the present study focused on understanding the subjective experience and the meanings attached to the experiences. Thus, the exploration of the perception of workers at Asda Company regarding the hybrid work model revealed emotions, stories, perceptions, and attitudes toward remote work, productivity, and engagement. The philosophy also led to the exploration of the context of Asda Company in terms of the culture, environment at work, and work policies. This helped in comprehending the factors that uniquely influence the productivity and engagement of workers. 
Separately, a research paradigm entails ideas and assumptions that underpin the worldview of a person and approaches in engagement with people or items. The researcher in the present study followed a methodological paradigm to make decisions on methods used for the gathering and analysis of data. 
1.2. [bookmark: _Toc174877455]Research Approach 
The research approach is the process that a researcher selects to gather, analyze, and interpret data. The approach can either be deductive or inductive. Accordingly, it implies the methods that a study embraces in collecting and analyzing data which enables the researcher to differentiate whether the data collection method can either be quantitative or qualitative (Dudovskiy, 2022). Researchers explore the relevance of research questions of hypotheses to distinguish when to use inductive and deductive approaches. The present study followed an inductive approach because the research did not form hypotheses by began by developing the research questions, objectives, and aim of the research. Thus, the researcher commended reasoning from the general perspective to a specific perspective via theories and observation to develop meaning from the collected information for discussion (Dudovskiy, 2022). This ensured that the research established a causal reasoning between the variables. 
1.3. [bookmark: _Toc174877456]Research Methodology
A research methodology is the process of explaining how the researcher conducts a study process. This process is chronological, and systematic in resolving a research problem using reliable methods to arrive at valid and reliable findings that answer the research questions or fulfill the research objectives (Indeed Editorial Team, 2024). 
The present study followed a qualitative research method for the exploration and understanding of the research problem by collecting and analyzing data (Bhandari, 2023). The qualitative method offered the researcher an opportunity to gather in-depth information using ethnography at ASDA Company to develop new ideas. 
1.4. [bookmark: _Toc174877457]Research Strategy
A research strategy is a plan that introduces different aspects of a study project, including the topic, focus perspective, design, and methods. Thus, it reveals how the researcher proposes to answer the research objectives, and questions and how to implement the methods. Thus, the strategy guides the researcher in respective activities and assists the researcher achieve the goals (Oliva, 2019).
The present study focused on ethnography as a research strategy which helped the researcher gather qualitative data using observations and interviews which led to conclusions regarding individuals (Caulfied, 2023). The researcher used the strategy to understand the perceptions, behaviors, and attitudes of employees at ASDA company regarding remote working conditions (Bhandari, 2023). 
1.5. [bookmark: _Toc174877458]Purposive Sampling Techniques
Sampling is the technique or strategy of selecting subjects from a population in a study process to make inferences regarding the traits of the population. The study followed a purposive sampling technique to select the respondents based on their expertise and purpose at ASDA Company (Fleetwood, 2024). The technique assisted the researcher in gathering detailed information that suited the research objectives and questions on remote working, engagement of employees, and productivity. Accordingly, the study embraced 12 key informants as participants with the required information on the topic and also voluntarily agreed to be included in the study process. The technique was also convenient and cost-effective besides being judgemental based on the discretion of the researcher (Fleetwood, 2024). 
1.6. [bookmark: _Toc174877459]Data Collection Methods
The data collection methods that the researcher used included unstructured interviews at ASDA Company. The researcher used video interviews for in-depth data collection on the opinions, ideas, and perceptions, and observation of participants on their behaviors, and attitudes (Chabot and Shoveller, 2011). Besides, the video interviews captured all aspects of communication, including body language, gestures, and expressions for a deeper comprehension of the emotions and experiences of the participants. The researcher collected primary data directly from the respondents in the interview as firsthand information, for analysis. The researcher used the primary data because it captured the respondents' responses. The researcher observed the facial expressions and noted the tonal voices for the understanding of the attitude or intentions of the respondents. Secondly, the data was authentic as the researcher could observe the respondents in their work environment to help them understand the situations. This provided reliability and authenticity of responses. Further, it offered authentic context as the participants remained natural to foster relaxed engagement, leading to genuine answers. 
1.7. [bookmark: _Toc174877460]Data Analysis
The study used a content analysis that helped the researcher explore phrases, concepts, and patterns to create themes from  the analysed data in discussion. The process of analysis entailed familiarization with data, cleaning of data, identifying concepts and themes, and coding. Further, the researcher used Microsoft Excel to summarize data using graphs, tables, and charts for ease of understanding. 
1.8. [bookmark: _Toc174877461]Research Ethics
The researcher got ethical approval from the institution to engage in the study process. Besides, the research followed the guidelines of IRB that mandate the usage of humans as subjects. Moreover, the researcher complied with all ethical principles to ensure data security, and privacy to ensure credibility, integrity, and safe storage of data (Vegnes et al., 2010). The researcher successfully carried out the study without recording any harm from the respondent or any other person involved in the study process. Besides, no respondent was compelled to engage in the study process as all participants voluntarily agreed to engage in the research as affirmed by their signing on the consent form. The present study differed from market research due to the experience and observation of respondents providing sensory information and empirical evidence (GutCheck, 2019). Further, the study did not focus on developing and testing hypotheses as the researcher observed the personal lives of workers at ASDA Company, applying the principles of naturalism to grasp the natural context of behavior, learn more about the respondents, and discover new information that is not applicable in market research.
[bookmark: _Toc174877462]CHAPTER 4: RESULTS AND DISCUSSION
4.1. [bookmark: _Toc174877463]Demographic information of the respondents 
4.1.1. [bookmark: _Toc174877464]Gender
The ethnographic study included respondents working at ASDA company with 42 percent constituting females and 58 percent constituting males.  The result on the gender of the respondents showed a balanced representation with a slight skew towards the male respondent. 
Figure 4: Percent of the gender of respondents in the study
 
4.1.2. [bookmark: _Toc174877465]Age percent categories of the respondents 
The study grouped the respondents using age categories to reflect the diverse workforce with various stages of career to provide different aspects regarding the impacts of remote work on productivity and engagement. The results showed that 42 percent of the respondents were aged between 26 years and 40 years followed by 33 percent of the respondents aged 41+ years and 25 percent of the respondents aged between 25 years and 35 years. Thus, the age diversity increased the comprehensiveness of the study based on how factors related to age influence the perception of the effectiveness of work in remote environments.
Figure: Percentage of age categories of the respondents 

4.1.3. [bookmark: _Toc174877466]Year of experience working in remote work environment 
The study reported the years of experience of the respondents in remote work environments with 41 percent of the respondents having 5 and above years of work in such environments followed by 40 percent of respondents having between 1 and 4 years of experience and 19 percent of the respondents having less than 1 year of experience working in the remote environment. The results showed that respondents adjusted to the remote work setting which provided more information on how the remote work environment impacts their productivity and engagement.  On the other hand, the respondents with less than 1 year of experience offered new information to the study. 
Figure: Percentage of years of experience of respondents working in the remote work environment 

4.2. [bookmark: _Toc174877467]Themes indentified from the interview
4.2.1. [bookmark: _Toc174877468]Virtual communication 
The study explored virtual communication and how it impacted the workers at ASDA in terms of their interactions, productivity, and engagement at work.  Accordingly, 67 percent of the participants indicated that tools for virtual communication streamlined the interactions and ensured that the meetings were effective. Secondly, 33 percent of the respondents noted that they experienced challenges in maintaining their connections which hinder the personal connections of workers. However,  75 percent of the respondents valued the accessibility and ease of the scheduling that virtual communication tools provided in remote work environments which enhanced their engagement. However, 25 percent of the participants the respondents felt that the virtual communication tools hindered their engagement, especially due to the missing face-to-face communication and interactions which led to difficulty in interpreting the body language, translating to misunderstanding. 
Respondents also reported that virtual communication tools impacted their productivity with 58 percent of the participants noting improvements because of reduced communication and limited office distractions. However, 42 percent of the participants reported that they experienced reduced productivity because of the fatigue of Zoom and issues of coordinating in different time zones.  Thus, the results indicated a dual aspect of virtual communication in the remote environment for workers which explained the benefits and demerits. 
Figure: Response to virtual communication tools 

The virtual communication tools explained in the report assist in bringing the gaps established by the limited physical presence of workers with 67 percent of the respondents confirming that the tools have streamlined the interactions and ensured effective virtual meetings. The findings linked with studies that stressed the importance of technology in ensuring workflow and promoting collaborations in remote work environments (Ma, 2021). The study showed that telecommunicating tools ensure effective communication during the coronavirus pandemic as workers use such tools for communication. Further, the virtual tools ensured accessibility and convenience that enabled workers to flexibly schedule their meetings and reduce challenges of stress associated with rigid meeting schedules (Raišienė et al., 2020). However, studies also explained a lack of physical interactions which reduced the engagement of workers as presented in the present study as the findings linked with results from Marlow and colleagues who noted that virtual communication does not offer non-verbal cues, leading to misunderstanding, reduced engagement, and interpersonal trust (Marlow et al., 2017).  Further, studies indicated that virtual communication tools promoted productivity because of reduced communication and reduced distractions in the office, indicating a trend in the remote work setting where workers focus more on the output (Bloom et al., 2015). However, issues of zoom fatigue and poor coordination in different time zones arise due to cognitive overload, translating to a reduction in productivity (Wiederhold, 2020). 
4.2.2. [bookmark: _Toc174877469]Personalised virtual work setting
The study explored personalized virtual work settings with the respondents indicating improved support for their engagement, motivation,  and productivity irrespective of the challenges of the work environment. Accordingly, 83 percent of the participants showed that the remote work environment improved engagement,  showing that the virtual environment increases collaboration and focus for more workers. However,  17 percent of the respondents noted reduced engagement, revealing a need for a tailored approach to support workers. Further, 67 percent of the respondents indicated a positive in productivity because of personalized work settings and a reduction in commuting. Nevertheless, 33 percent of the respondents noted challenges in productivity due to challenges, and distraction in adapting to the virtual work environment. 
Separately, 75 percent of the respondents showed that they experience improved motivation because of the personalized environment, and flexibility of the work setting. However, 25 percent of the respondents reported reduced motivation because of isolation and reduced face-to-face interactions, explaining the different impacts of remote work settings. 
Figure: Report on personalized virtual work setting 

The above findings revealed that personalization of the remote work setting enhances a positive impact on productivity, motivation, and engagement irrespective of the challenges that workers experience. The results were similar to those of a study by Felstead and Henseke noting that personalized virtual work settings offer individual work preferences that increase focus and collaboration as such setting employer employees to manage their activities and engagement (Felstead and Henseke, 2017). However, workers experience challenges in ensuring self-discipline at work and require a structured work environment (Gajendran and Harrison, 2007). Further, a remote work environment provides autonomy to workers which increases output (Bloom et al., 2015).  Nevertheless, there are a lot of distractions when working from home and workers sometimes face the challenge of low social support (Golden and Gajendran, 2019). 
4.2.3. [bookmark: _Toc174877470]Enhancement of infrastructure 
The study reported the enhanced infrastructure at ASDA with respondents indicating strong support for the role of infrastructure in facilitating remote work environments and improving productivity and engagement in the work environment. Accordingly, 92 percent of the participants indicated that the infrastructure supports the remote work environment which reflected the accessibility and reliability of the digital tools at ASDA. However, 8 percent of the respondents noted challenges that suggested improvement, especially in exploring updates on software and challenges on connectivity.  Further, 67 percent of the respondents indicated benefits and challenges in using infrastructure while 33 percent of the respondents explained difficulties in using the technological infrastructure due to complexities of such technologies. Further, technological infrastructure led to increased productivity and engagement as noted by 83 percent of the respondents, revealing the role of infrastructure in ensuring effectiveness in work processes.  However, 17 percent of respondents noted a decrease in productivity due to challenges when exploring infrastructure, revealing a need for support for the workers. 
Figure: Improvement of infrastructure 

The present study indicated that increased technological infrastructure at ASDA impacted the productivity and engagement of workers in remote work settings. The results linked to the study note that digital tools are important for effective working in remote settings due to seamless communication and workflow (Donthy and Gustafsson, 2020). However, challenges such as updating of software, and issues of connectivity necessitate continued support and training of workers to increase the benefits of such infrastructure (Felstead and Henseke, 2017). 
4.2.4. [bookmark: _Toc174877471]Impact on productivity 
The study explored on the impacts of remote work on productivity at ASDA company, revealing a positive appraisal amidst challenges. Accordingly, 75 percent of the participants indicated increased productivity due to aspects such as the reduced community of workers and personalized work environment. However, 25 percent of the respondents noted reduced productivity because of the challenges in managing work and life boundaries and adapting to the new work environment. Besides, 67 percent of the participants revealed that a remote work environment has a positive impact on the ability to complete assignments, especially for independent assignments.  However, 33 percent of the respondents lamented the difficulty in collaborative assignments or projects due to poor communication and coordination.  The comparison of the productivity between the remote work environment and the physical office location revealed that 58 percent of the respondents indicated improved productivity in the remote work settings while 42 percent of the participants indicated reduced production due to limited collaboration and ensuring consistent productivity.
Figure: Percentage of the impact on productivity 

The results presented above indicate that the remote work environment at ASDA improved productivity due to reduced commuting and an increased personalized environment which promoted focused individual work (Bloom et al., 2015).  However, challenges occur which sometimes reduce productivity in terms of poor management of boundaries between work and life, decreased collaboration, and the adjustment to a remote work environment (Wang et al., 2021; Festead and Henseke, 2017). 
[bookmark: _Toc174877472]CHAPTER 5: CONCLUSION AND RECOMMENDATION
The dissertation on exploring the impact of remote work on employee engagement and productivity at ASDA showed important findings on the merits and challenges. Despite the study indicating increased personalized virtual work environment and infrastructural improvement engagement and productivity, the study revealed limitations.  The ethnographic interviews showed that 92 percent of the respondents noted that infrastructure has a role in improving the remote work environment, productivity, and engagement of workers. However, 8 percent of the respondents noted challenges of updates of software and connectivity.  Personalized work setting was an area that  83 percent of the respondent noted as a positive aspect that promote their engagement and productivity because of autonomy and flexibility but a reduction in engagement also existed due to isolation and and limited face-to-face interactions. Overall, 75 percent of the respondents indicated improved productivity because of reduced commuting and a personalized work environment poor management of boundaries between work and life derailed the productivity to some extent. Other advantages mentioned in the study include the independent completion of tasks amidst collaborative challenges due to poor coordination and collaboration. 
The study exhibited limitations, especially a small sample size that provided findings that were not generalizable. Secondly, the study focused only on ASDA company which provided convenience but it lacked more diverse opinions that would have been captured from different enterprises.  Future studies should focus more on larger and more diverse sample sizes from different sectors and locations to ensure the generalizability of the findings.  Further, a focus on longitudinal studies would help in tracking the engagement of workers and productivity over a period to give more information regarding remote work environments. 
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Percentage year of experience	
Less that a year 	1 - 4 years 	5+ years	0.19	0.4	0.41	


Support	
Impacting on daily interactions	Enhancement of engagement	Impacting on productivity	0.67	0.75	0.57999999999999996	Decline	
Impacting on daily interactions	Enhancement of engagement	Impacting on productivity	0.33	0.25	0.42	


Support	
Impact on engagement 	Influences productivity	motivation in remote setting	0.83	0.67	0.75	Decline	
Impact on engagement 	Influences productivity	motivation in remote setting	0.17	0.33	0.25	


Support	
Supports remote work	Challenges and benefits 	contribute to the engagement and productivity	0.92	0.67	0.83	Decline	
Supports remote work	Challenges and benefits 	contribute to the engagement and productivity	0.08	0.33	0.17	


Support	
Change in the productivity 	Specific to a given project 	comparison of level of productivity 	0.75	0.67	0.57999999999999996	Decline	
Change in the productivity 	Specific to a given project 	comparison of level of productivity 	0.25	0.33	0.42	


Percentage	
Male	Female	0.57999999999999996	0.42	
Percentage of respondents 	
25-35 year	36-40 years	41+ years	0.25	0.42	0.33	


