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1. Introduction and Identification of Business Issue

The COVID-19 pandemic fundamentally changed organisational operations, with remote working quickly shifting from a marginal practice to a mainstream model. Before the pandemic, only about 5–6% of UK employees mainly worked from home (ONS, 2019). However, during the peak of COVID-19 restrictions in April 2020, this figure increased to 46.6% of the workforce (ONS, 2021). This shift was driven by the need to maintain business continuity and employee safety. Today, remote working remains widespread, with approximately 28% of UK employees working remotely or in hybrid arrangements as of 2024 (ONS, 2024). The rapid adoption of remote working has created both opportunities and challenges for organisations. Benefits include greater flexibility, reduced commuting time, potential cost savings on office space, and improved employee satisfaction for certain roles. However, remote working also introduces several business challenges, including diminished team cohesion, management difficulties, cybersecurity risks, employee isolation, and blurred boundaries between work and personal life. These issues can impact productivity, collaboration, and innovation if not addressed strategically. Furthermore, organisations must consider the long-term financial, technological, and cultural implications of maintaining remote work against potential risks. Many now face the question: should remote working be adopted as a long-term strategy or revert to traditional office-based operations? The importance of studying remote working is amplified by its structural effect on the labour market. For instance, talent acquisition strategies are increasingly influenced by employees’ preference for flexible work options, and organisations that fail to adapt may find it hard to attract and retain skilled workers. This research proposal aims to examine the impact of remote working on businesses, employees, and productivity following the COVID-19 pandemic, to assess its success and sustainability, and to offer evidence-based recommendations for managers and HR practitioners.


2. Research Aim, Objectives, and Questions 

This study aims to assess the influence of remote working post-COVID-19, focusing on organisational performance, employee productivity, and work-life balance.
Aim:
• To explore how remote working, introduced and expanded during COVID-19, has affected business performance and employee experiences.
Objectives:
• To analyse trends in remote working employment from 2020 to 2024 using secondary data from ONS and Indeed.
• To evaluate how remote working impacts employee productivity and well-being.
• To investigate employer perspectives on the long-term viability of remote working models.
Research Questions:
1. How has the adoption of remote working evolved after COVID-19 in terms of job opportunities and employment levels?
2. What are the benefits and challenges of remote working for employees and organisations?
3. What are the implications of sustained remote working for business performance and employee satisfaction?

3. Preliminary Literature Review 

A growing body of research examines the pandemic’s impact on work patterns. Initial ONS data show that in April 2020, 46.6% of employed people in the UK worked from home, mainly due to the pandemic (ONS, 2020). Over time, although the proportion of workers working solely from home declined from early pandemic peaks, hybrid working arrangements grew, and by 2024–2025, more than a quarter of workers reported hybrid arrangements. These long-term trends suggest a structural change rather than a temporary shift. Job-market indicators support this behavioural change. Indeed’s Hiring Lab data reveal that the proportion of UK job adverts mentioning remote and/or hybrid options rose significantly during the pandemic (peaking in early 2022) and remained notable in late 2023 (around low double-digit percentages). Indeed’s UK job listings also show thousands of vacancies labelled as remote, indicating ongoing employer demand for remote workers in the post-pandemic labour market. These trends in job listings signal a shift in employer acceptance of remote work. Themes within the literature show mixed results regarding productivity, with some studies reporting neutral or positive effects, while others highlight challenges to coordination or innovation. Research on employee well-being emphasises both benefits (reduced commuting, increased flexibility) and drawbacks (isolation, blurred work–life boundaries). Management and HR literature emphasise the importance of developing new performance metrics, implementing effective communication protocols, and establishing a robust digital infrastructure. There is also increasing evidence of sectoral differences: knowledge and digital sectors are more adaptable to remote work, whereas frontline services are less able to implement homeworking. Gaps. Existing literature provides detailed statistics on prevalence and some sectoral analyses, but fewer studies systematically connect labour market signals (such as job postings) with organisational outcomes and management practices across sectors. There is also limited synthesis combining national statistics with job-listing data to infer employer intent and labour demand shifts. This study aims to address that gap using secondary data.


4. Research Methodology & Design

Approach
This project is a secondary quantitative study that combines national statistical sources (ONS) with job market data (Indeed—Hiring Lab reports and live job listings), along with peer-reviewed academic articles and industry reports. The study will perform descriptive and trend analyses and synthesise existing findings to draw practical insights.
Data sources
1. Office for National Statistics (ONS) releases and datasets on homeworking, hybrid working, and labour market surveys (time series from April 2020 to the latest releases in 2025). These provide representative, high-quality prevalence statistics.
2. Indeed / Indeed Hiring Lab: historical report charts on the percentage of job postings containing “remote”/“hybrid” terms and live job-search queries and counts (used to assess employer behaviour in job advertising).
3. Academic & industry literature: peer-reviewed articles, think-tank reports, and HR studies on productivity, well-being, and organisational responses to remote work (sourced via university databases and Google Scholar).
Data analysis plan
• Trend analysis: compile ONS time series and present changes in proportions working from home, hybrid, or on-site (April 2020 → 2025).
• Job-market analysis: extract charts from Indeed Hiring Lab and archived percentages of job postings mentioning remote/hybrid, and sample live search results from Indeed UK (counts of active remote vacancies) to assess employer demand. Compare job-listing shares to ONS prevalence to interpret employer supply/demand signals.
• Synthesis: integrate findings from academic studies to discuss effects on productivity and well-being; triangulate with statistical trends and job-market indicators.
• Reporting: present descriptive tables, a timeline chart (pre- vs post-pandemic), and a short narrative synthesis of implications.
Sampling & data reliability
This study utilises complete population estimates where available (ONS survey series) and aggregated job listing samples (Indeed). ONS data are nationally representative; job-listing data are proxies for employer demand and may not encompass all hiring channels. These limitations will be explicitly acknowledged.
Ethical considerations
As this project involves secondary analysis of publicly available aggregated data, it does not require primary ethics approval or handling of personal data. All sources will be cited and attributed; no individual, identifiable information will be extracted or reported.


5. Business Relevance & Practical Implications

Understanding the prevalence and trajectory of remote working is central to several business decisions:
• Workplace strategy: Real estate and office-space planning depend on whether hybrid working becomes a long-term norm; ONS trends (persisting hybrid share ≈ 28%) suggest many organisations should consider flexible workspace designs. 
• Talent management & recruitment: Job-market signals (Indeed posting shares) indicate employer willingness to advertise remote roles; firms that do not offer flexible options may face recruitment and retention challenges in competitive sectors. 
• Productivity & performance management: Mixed evidence on productivity necessitates evidence-based policies (e.g., clear KPIs, asynchronous collaboration tools, training for managers).
• Employee well-being & HR policy: Organisations must address hybrid working’s mental health and work–life boundary implications through support mechanisms and policies (e.g., right-to-disconnect, homeworking allowances).
• Sectoral strategy: As remote adoption is uneven across sectors, sector-specific guidance (e.g., for retail versus IT) is essential.
These implications will be elaborated in the final write-up with concrete, evidence-based recommendations for managers and HR practitioners.


6. Plan of Work and Time Schedule 

The research will be completed over 8 weeks:
• Week 1: Topic confirmation and initial literature search.
• Week 2–3: Literature review and data collection (ONS, Indeed, journals).
• Week 4: Data analysis and synthesis of findings.
• Week 5: Drafting methodology and discussion sections.
• Week 6: Completion of findings and implications.
• Week 7: Final editing, Turnitin-safe paraphrasing, and proofreading.
• Week 8: Formatting, references, and submission.


Indeed job postings chart:
[image: ]
Source: Indeed Hiring Lab. Selected data points: 2019 (2.6%), Feb 2022 (10.3%), Nov 2023 (8.3%), Dec 2023 (15.8%).


Gantt chart of 8-week research plan:
[image: ]
7. Limitations
·  Job-listing counts from Indeed serve as a proxy and may exclude hires through other channels such as LinkedIn, employer websites, or recruitment agencies.
· Definitions of “remote” and “hybrid” differ across sources; I will explicitly define operational terms in the project (for example, “hybrid = works some days at the employer's site and some from home during a typical week”).
·  Secondary research cannot establish causal relationships (for example, remote work → productivity) but can synthesise correlations and evidence from existing data studies.

8. Expected contributions

This research provides a concise overview of national prevalence data and job market indicators to support managerial decisions regarding remote and hybrid work. By combining ONS population estimates with Indeed job-market signals and scholarly evidence on outcomes, the study will provide practical recommendations for organisations in the UK adapting to the post-COVID labour market.

Conclusion

This secondary research proposal outlines a rigorous and methodologically sound approach to examining the impact of remote working in the UK following the COVID-19 pandemic. By integrating authoritative ONS time-series data, Indeed job market indicators, and scholarly research, this study provides a comprehensive understanding of how remote and hybrid work arrangements have evolved, the challenges and benefits associated with these arrangements, and their implications for both employees and organisations.
The research aims to bridge gaps in existing literature by combining national statistics with labour market signals, providing insights that extend beyond prevalence and basic descriptive statistics. This synthesis will promote a deeper understanding of how the adoption of remote work influences productivity, employee well-being, organisational culture, and talent acquisition strategies. Additionally, the study will highlight sectoral differences, demonstrating how remote working strategies must be tailored to organisational contexts and industry needs.
From a practical standpoint, the findings are anticipated to deliver actionable recommendations for managers, HR professionals, and policymakers. These include strategies for implementing hybrid work models, designing flexible office spaces, supporting employee engagement and mental health, and developing performance management systems suited to distributed teams. By aligning statistical evidence with managerial practice, the study will help organisations make informed decisions about sustaining remote working post-pandemic, balancing operational efficiency with employee satisfaction.
Finally, the research emphasises the broader societal implications of remote working, such as labour market flexibility, workforce inclusivity, and potential shifts in employment patterns. By doing so, this study establishes itself as a timely contribution to the ongoing debate on the future of work in a post-COVID world, offering both theoretical insights and practical guidance for businesses adapting to a more flexible and technology-enabled working environment.
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