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Evaluating the impact of hybrid working arrangements on workers’ performance within the UK context.
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[bookmark: _Toc235932381]ABSTRACT 
This dissertation presents the investigation on the impact of remote and hybrid working on employee’s productivity, performance and well-being. The first chapter introduces the dissertation by highlighting the key background, problem statement, research aim, objectives and questions, research significance, as well as rationale and outline of the study. This research also focuses on literature review to analyse that including telecommunication and hybrid model can create positive impact for the employees, but flexible working condition can cause different problems if not managed appropriate. It also indicates that physical separation between domestic working environment and formal physical-traditional working arrangement can result in frequent disruption, and digitals availability can create a cognitive fatigue along with elevating risk of some severe psychological burnouts. 
Further, the study highlights the suitable research methodologies, such as interpretivism philosophy and inductive approach, the study informs that qualitative research type is suitable as the study focuses on evaluating subjective and human experiences which cannot be captured using quantitative  and primary methods of data collection. The study highlights inclusion criteria, indicating specific timeframe of reports published from 2022 to 2026. Along with this, the study includes ethical consideration such as legal data access, referencing and citation techniques and effective storage of information. 
Further, data analysis and discussion chapter presents the key themes discussed in the literature review, establishing a detailed discussion and a critical synthesis of significance, challenges and strategies associated with remote and hybrid working as well as in regarding employee productivity, performance and well-being.
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[bookmark: _Toc235932382]CHAPTER 1: INTRODUCTION 
[bookmark: _Toc1998779267][bookmark: _Toc235932383]1.1 Research Background
The modern workplace environment has experienced a significant shift from traditional, on-site working towards remote and hybrid working patterns. The primary drivers for this shift are identified to be varied global disruptions and digital transformation. Gradually, the hybrid working approach has provided numerous benefits to the employees, by boosting their motivation, productivity and overall well-being (Telu, and Kumar, 2025). The modern companies are integrating flexible work arrangements, in order to attract and recruit talented employees, minimise additional operational costs along with addressing the changing employee demands in today’s digitalised era. 
It can be identified that hybrid and remote working provides high autonomy and flexibility, which in turn, improves the overall employee’s job satisfaction, focus and better productivity. However, it has been observed that hybrid work environment can also present numerous challenges, such as lack of clear boundaries, communication loopholes and feelings of isolation, directly affecting employee’s engagement and mental health (Mateen, et al. 2025). In this context, this study will focus on evaluating the direct impact of remote and hybrid working on employee’s performance and well-being. 
[bookmark: _Toc733632932][bookmark: _Toc235932384]1.2 Problem Statement 
Although remote and hybrid work environment provide autonomy and flexibility, the contemporary organisations face numerous challenges while shifting towards these flexible work arrangements. The remote working styles create major problems, such as blurring of personal and professional life boundaries, social isolation and decreased employee motivation (Jaiswal, and Prabhakaran, 2024). This study will focus on evaluating the problem experienced by companies in balancing the flexible work arrangements with the hidden barriers of remote working, like managerial disruptions and digital fatigue. The key problem is rooted in transitioning from traditional approaches towards hybrid patterns while ensuring high employee productivity, performance and overall well-being. 
[bookmark: _Toc227898397][bookmark: _Toc235932385]1.3 Research Aim and Objectives 
Research Aim 
To analyse impact of remote and hybrid working on employee’s productivity, performance and well-being. 
Research Objectives 
· To analyse significance of remote and hybrid working for employee’s productivity, performance and well-being. 
· To identify remote and hybrid working challenges which impact employee’s productivity, performance and well-being. 
· To recommend strategies related to remote and hybrid working for enhancing employee’s productivity, performance and well-being.  
[bookmark: _Toc235932386]1.4 Research Questions
· What is the significance of remote and hybrid working for employee’s productivity, performance and well-being?
· What are the remote and hybrid working challenges which impact employee’s productivity, performance and well-being?
· What can be the strategies related to remote and hybrid working for enhancing employee’s productivity, performance and well-being? 
[bookmark: _Toc899717836][bookmark: _Toc235932387]1.5 Significance of Research
This research study will be highly significant as it will help in identifying actionable strategies to enhance employee productivity during remote and hybrid working. This study will be academically significant as it will provide academic insights related to influence of remote working on employee’s growth and productivity (Al-Dmour, et al. 2023). This study will also be crucial for addressing the gaps in existing literature and capture a detailed and holistic view of interrelationship between study variables. This will help the modern organisations in redesigning its HRM strategies according to workforce needs and demands. As the study will evaluate the balance between flexible working and employee’s well-being, the findings will be significant for companies to eliminate risks associated with hybrid and remote work environment. 
[bookmark: _Toc802336547][bookmark: _Toc235932388]1.6 Research Rationale 
The main rationale of this study lies in the need to assess the post-pandemic transition to remote and hybrid work models and its effects on the contemporary workforce. This study will be justified as it will help in understanding the influence of FWA (flexible work arrangements) on organisation’s capabilities in maintaining employee efficiency and well-being, by highlighting both positive and negative factors (Zerhouni, 2022). Also, the existing literature studies have mainly focused on assessing role of remote working on employees while ignoring the various organisational barriers experienced while implementing these styles. This study will focus on identifying the remote and hybrid working challenges while providing justified recommendations for improving employee’s productivity, well-being and performance during flexible work patterns. 
[bookmark: _Toc997977520][bookmark: _Toc235932389]1.7 Study outline 
	Chapter
	Description 

	Introduction 
	It will include study background, problem statement, research aim and objectives, significance and rationale 

	Literature review 
	It will involve empirical literature, theoretical framework and literature gaps

	Methodology 
	It will consist of research methods, philosophy, approach, strategy, procedure and ethical considerations 

	Data Analysis and Discussions
	It will include study discussions and analysis of secondary data  

	Conclusion and recommendations 
	It will involve summary of study, conclusion, limitations and recommendations 



[bookmark: _Toc235932390]1.8 Chapter summary 
This chapter summarised about the study aim, based on evaluating the impact of remote and hybrid working on productivity, performance and well-being of modern workforce. It was summarised that this study will be significant for offering actionable insights to eliminate hybrid working barriers while improving employee’s motivation and growth. The chapter also highlighted that this study will be justified as it will address gaps in existing literature by offering detailed and contextual insights about study topic. 
[bookmark: _Toc235932391]CHAPTER 2: LITERATURE REVIEW 
[bookmark: _Toc235932392]2.1 Introduction 
The chapter will review contemporary literature review on the impact of remote and hybrid working on employee’s productivity, performance and well-being. It will systematically evaluate three core objectives of research study- Significance of remote and hybrid working for employee’s productivity, performance and well-being, Remote and hybrid working challenges, which influence employee’s productivity, performance and well-being and the strategic intervention for significant organisational success. The chapter will also include three different theoretical frameworks, for having critical insight related employees and corporate connectivity. 
[bookmark: _Toc235932393]2.2 Theoretical Framework 
Job Characteristics Theory: The job characteristics theory helps to understand how job design and approach change employee’s motivation and productivity (Christensen, and Knardahl, 2022). This theory also focuses on autonomy, which significantly promotes freedom and flexibility to perform a specific task. In remote and hybrid working environments, autonomy helps to enhance employee’s control over task management and working schedules, and this approach also enhances their performance and productivity. Through high autonomy, the organisation can further enhance employee’s job satisfaction and performance, but it can also highlight low productivity and disturbances due to wrong utilisation of control (Soegiarto, Sihite, and Usmany, 2024). Studies also indicate that poor job structure and communication also impact autonomy, and it also disturbs the balance between job freedom and achieving organisational goals.   
Work-Life Balance Theory: The work-life balance theory focuses on maintaining a balance between personal lives and professional jobs, and it also indicated that an appropriate balance between work and the like also helps to reduce stress, burnout and enhance overall wellbeing (Sharma, and Tiwari, 2023). The hybrid and remote working approach significantly align with work-life balance because it reduces travel and job preparation activities, and also allows employees to give appropriate time to personal lives by working from home. This flexibility also allows employees to manage different personal and family needs without compromising their professional job responsibilities (Kossek, Perrigino, and Lautsch, 2023). This approach also helps to reduce employee’s stress, anxiety and burnout by providing more flexibility and empowering them to work from anywhere. However, any technical issues, communication gaps and disturbances can impact employee’s engagement and coordination with the organisation, and it can also impact their professional abilities to manage different complex situations.
Social Exchange Theory: The social exchange theory majorly focuses on reciprocity to promote a two-way rewarding system, and this system highlights that organisations need to treat and manage its employees appropriately to encourage and motivate them by highlighting higher performance and loyalty towards the company (Xuecheng, Iqbal, and Saina, 2022). In a hybrid and remote working environment, flexibility, empowerment and organisational support help to keep motivated and engaged employees, and they can also provide additional mental health support, appropriate training programs and feel valued to further enhance their engagement and job satisfaction. Through all these factors, employees will feel more supported and valued by the organisation, and in return they will provide high performance, better coordination and more efforts to achieve organisational goals (Kao, Cho, and Kao, 2023).
[bookmark: _Toc235932394]2.3 Empirical Analysis 
[bookmark: _Toc235932395]Theme 1: Significance of remote and hybrid working for employee’s productivity, performance and well-being.
The current corporate sector is shifting toward a hybrid or flexible working arrangement, which had fundamentally transformed how organisations assess their employee’s worker efficiency and health. Existing literature provided by, Selvaraju, and Anuar, (2024), collectively suggests that including telecommunication and hybrid model can create positive impact for the employees, as they contribute directly to employee autonomy, achievement of healthy work-life balance and job satisfaction rates. The primary mechanisms that are driving positive impact are the strategic mitigation of constraint included in hybrid’s daily commuting. The reclaimed hours along with emotional energy help in expending the transit, as the employees even allocate their high quality focus to their primary professional tasks. This type of temporal flexibility is allowing the individuals who are working remotely to optimise their regular schedules especially around peak personal productivity window. It eventually led to an elevated task performances as well as increased outputs (Sulaiman, and Onah, 2025). Furthermore, controlling working environment can foster some stronger sense of professional trust. It can help in reducing employees’ structural stress and even directly stabilises employee well-being. 
However, Vermeer, (2025) provides a contrasting perspective by arguing that the flexible working condition if no maintained properly can introduce severe impediment in employee performance. They can cautions that operating outside the centralised corporate office can expose employees to severe domestic distraction which can result in fractured attention and even an disrupt their deep focus. Critically, Dutta, and Rangnekar, (2024) their research study highlighted that having lack of physical working location can hinder verbal communication and reduces corporation teamwork among co-worker. When seamless communication is disrupted, collaborative synergy suffers, ultimately resulting in stalled project timelines and leading to a localised decline in organisational productivity. Therefore, having a remote working arrangement is not universally beneficial as they can isolate employees from significant institutional knowledge network. 
well-being and maintaining collaborative structure. 
[image: ]
Figure: Remote Work Productivity Study
(Source: Great Place to Network, 2025)
Collectively, these findings suggest that impacts of hybrid working on employee performance are highly nuanced. The individual advantages they get from remote working can be the schedule flexibility, and reduction in their commuting stress but they can face some negative consequences such as operational risk related to social isolation, distractions as well as fragmented communication in between team. Therefore, success of flexible working condition does not depend in choosing a single environment over the others, but they are dependent on how effectively an organisation can manage this interplay (Sekhar, and Patwardhan, 2023). To achieve positive gains, institution must actively design balanced framework, which can preserve individual employee well-being and maintaining collaborative structure. 
[bookmark: _Toc235932396]Theme 2: Remote and hybrid working challenges, which influence employee’s productivity, performance and well-being.
Research evidence of Sulaiman, and Onah, (2025) consistently demonstrates that having transitionary working condition can introduce some structural friction points that directly threaten to the employee performance as well as employee’s health. Having the physical separation between domestic working environment and formal physical-traditional working arrangement can result in frequent disruption in individuals’ ability to have psychological detachment from the professional responsibilities and the individuals lack in having professional development. Lack of professionally working spatial boundaries, the employee can fall among the patters of over-connectivity and even in some unforeseen condition it result in extending their working hours. The state of digitals availability can create a cognitive fatigue along with elevating risk of some severe psychological burnouts. Furthermore, having a structural dependency on digital tools and infrastructure can introduce technical vulnerabilities and severe gaps in communication (George, Baskar, and Srikaanth, 2024). They can even face challenges such as technical glitches and delayed feedback; it can break workflow momentum, which compromises employee’s daily tasks along with overall operational momentum. 
Despite these positive findings, Achaal, et al. (2024) identify several concerns regarding psychosocial toll of the distributed working arrangements. The research study highlights that having a long term physical isolation from traditional workplace network can erode employees’ social cohesion and create a feeling of professional abandonment. The lack of organic and face-to-face interaction can weaken organisational identity and strips employees’ casual peer support system. Therefore, experiences of employees foster emotional distress, which can directly destabilises their mental condition and reduces their intrinsic motivation (Nehra, and et.al, 2023). The distributed working model can also spark the issue related to bias, where the office employees are receiving a preferential treatment and better project, which is leading them to have faster promotions. This type of structural disparity can foster professionals’ anxiety and feeling of exclusion. The absences of physical movement in remotely working employees can significantly lead to highly sedentary lifestyle and cause physical fatigue. Therefore, this combination of long-term health issue and eroding psychological safety significantly require a creative problem solving initiative along with sustained operational excellence. 
excellence. 
[image: The impact of Remote Work on Employee Productivity and Well-being]
Figure: The impact of Remote Work on Employee Productivity and Well-being
(Source: LinkedIn, 2026)
Taken together, the evidence indicates that having structural challenges of hybrid working conditions can act as significant counterweight to their structural benefits. When the organisations failed to actively regulate their digital boundaries and even support remote infrastructure, this social isolation and cognitive stress can degrade worker performances. For having healthy working conditions, the workforce requires more than providing hardware and demands to have proactive institutional guardrails. The corporate organisations are required to intentionally construct digital boundaries along with social touchpoints for significantly protecting employee well-being and even maintaining long term employees productivity standards (Raksakhwamdee, Pruetipibultham, and Crocco, 2026). 
[bookmark: _Toc235932397]Theme 3: Recommend strategies related to remote and hybrid working for enhancing employee’s productivity, performance and well-being 
Current literature provided by, Sharma, and et.al, (2025) collectively emphasises that optimisations if a distributed workforce significantly require including holistic and dual prolonged management approaches, which will help in balancing the operational metrics along with proactive psychological support. For sustaining the high level of performances, the organisations required moving away from a rigid and legacy supervision model and establishing a modern outcome, which should base on evaluation framework. This can help in shifting trust among centre of the employment relationship and evaluating workers among a tangible deliverables than arbitrary hours. The research study widely indicated that establishment of a predictable communication protocols to reduce a constant requirement of digital connectivity. By providing a clear scenario of teamwork, the organisation can grant their employees with uninterrupted time that is required for deep and focused execution of task. Along with this, having a structural scheduling and current scholarship, which will have their major, focuses among institutional responsibility toward employee’s wellbeing. The organisation, which provide accessible mental health resources and structural digital training for protecting the workforce form physical as well as emotional strains in remote setups (Paigude, and et.al, 2024). The corporate intervention are combined with some authentic scheduling autonomy, where the employees will be structurally empowered for minimising their friction point when they are working from home, that can naturally help to heightened the organisational commitment and optimised job satisfactions for long term productivity. 
Conversely, Wyciślak, S. (2024) highlight several limitations associated with the over engineered corporate strategies are poorly executed and due this the management tries to over correct lack of physical visibility by introducing an electronic tracking software. The virtual meeting with the employees which are working remotely, as it resulted in being productive and creating a sense of being values in the organisation. Having hyper surveillance can result in eroding the organisational trust and even turning flexible working setups among a highly stressful and digitally supervised environment. Rather than securing higher inputs, the constant tracking of remote working employees can trigger some severe cognitive execution and emotional burnout (Urrejola-Contreras, 2023). Furthermore, completely packing schedule of employee’s especially with mandatory virtual check in can influence their day and even leave them with limited time to finish actual tasks. 
The synthesis of literature provided by Cosa, and Torelli, (2026) suggests that making remote working successful and hinges to achieve a equilibrium among structural administrative control as well as authentic organisational empathy. The intervention of management cannot be treat as the uniform checklist; they should be remain highly agile and responsive as per the individual employee’s requirement. The research study indicated that technology and tracking of data should not serve as the substitute for real leadership trust or a social communication channels. 
[bookmark: _Toc235932398]2.4 Literature gap 
A critical literature review has provided detailed information related to the impact of remote and hybrid work on employee’s productivity, performance and well-being. However, it also highlighted a significant literature gap related to analysing and evaluating the long-term impact of hybrid and remote work on different industries (Telu, and Kumar, 2025). This study only focused on short-term impact and outcomes, and failed to analyse whether a hybrid working environment can impact an employee’s career progression, chronic burnout and high productivity in the long-run. This study also focused only on a single and generalised group, which failed to analyse the impact of a remote working approach on different sectors and departments (Adisa, Ogbonnaya, and Adekoya, 2023). Some studies highlighted that this strategy can be useful for tech-based workers, but it can be less effective for manufacturing and management workers.
[bookmark: _Toc235932399]2.5 Conclusion 
The chapter concluded with new literature insight indicating that the remote working models are currently highly nuanced and context based frameworks. It has identified severe friction points and provided actionable intervention to sustaining productivity in the employees, which are working in remote working arrangements. The chapter include dynamic empirical investigation sand theoretical implications to answer research questions. 

[bookmark: _Toc235932400]CHAPTER 3: RESEARCH METHODOLOGY 
[bookmark: _Toc235932401]3.1 Introduction 
Research methodology is defined as the structured blueprint which guides the data collection and analysis of a study (Almusaed, Almssad, and Yitmen, 2025). This chapter focuses on highlighting key elements for evaluating the impact of remote and hybrid working on employee’s productivity, performance and well-being. This chapter highlights and justifies research philosophy, approach, type and secondary data collection methods. Further, this chapter also highlights inclusion and exclusion criteria, and ethical considerations which help in maintaining academic integrity and credibility of findings. 
[bookmark: _Toc235932402]3.2 Research philosophy 
This study focused on using interpretivism philosophy for evaluating the impact of remote and hybrid working on employee’s productivity, performance and well-being. The use of interpretivism is justified as it helped in assessing the subjective meaning linked with the study (Junjie, and Yingxin, 2022). Also, it was highly efficient in understanding multiple viewpoints related to employee’s perceptions and feelings related to remote and hybrid working through secondary data reports. The interpretivism philosophy was justified as it helped in exploring how remote working patterns affect diverse employees rather than merely depending on rigid numerical data. 
[bookmark: _Toc235932403]3.3 Research approach 
The study employed an inductive research approach as it allowed for open-ended evaluation of existing literature data, in order to identify relevant themes. The inductive approach was justified as it helped in integrating secondary findings to create broader themes related to significance and challenges associated with remote and hybrid working systems (Proudfoot, 2023). This approach also helped in proposing justified recommendations while aligning them with existing literature to maintain realistic and relevant nature of suggestions. 
[bookmark: _Toc235932404]3.4 Research design 
This research focused on using descriptive research design as it was highly aligned with qualitative research type. Also, the descriptive design was suitable in answering ‘what is’ and ‘what are’ questions to identify significance of remote working and various challenges faced while shifting towards remote and hybrid work environment. The use of descriptive research design was justified as it helped in identifying, categorising and summarising the vast amount of literature relevant to remote and hybrid working (Hopkins, and Bardoel, 2023). This design was also suitable in maintaining accurate documentation of topics, such as employee productivity and well-being to ensure justified and strengthened study results. 
[bookmark: _Toc235932405][bookmark: _Toc9323042]3.5 Research Type
This study integrated qualitative research type as it was suitable in exploring the subjective aspects, such as human experiences, feelings, and well-being and performance challenges. The qualitative research type was justified as it helped in capturing the lived experiences and deeper insights which cannot be identified using numerical data alone (Lim, 2025). Further, the qualitative research type provided rich and deeper information by exploring hidden information related to changing employee performance, according to remote and hybrid working. 
[bookmark: _Toc235932406]3.6 Data collection 
The study used secondary methods of data collection as it was suitable for assessing long-term work trends and changing work dynamics over the last few years. The use of secondary data collection methods was highly justified as it allows data synthesis and accessibility to diverse data from different sources (Watkins, 2022). The study used data collection methods, such as peer-reviewed articles, journals, books, UK’s remote working statistical reports, government publications and data from different sectors. The secondary data was effective as it was highly time and cost effective as compared to primary data which requires time for live data collection and interpretation. 
[bookmark: _Toc235932407]3.7 Data analysis 
In order to analyse the secondary data, this study used thematic analysis technique as it was highly effective and justified for evaluating vast datasets. The thematic analysis was suitable as it provided a structured approach for identifying, synthesising and categorising diverse datasets and wide ranging information into key themes and ideas. The thematic analysis was also ideal as the study focused on identifying challenges to create relevant strategies and thus, thematic analysis helped in sorting complex qualitative texts to evaluate recurring and relevant themes (Christou, 2022). This data analysis technique was highly flexible as it allowed for organic grouping of findings from diverse secondary sources into justified themes to gain direct answers to the research objectives. 
[bookmark: _Toc235932408]3.8 Inclusion and exclusion criteria 
To ensure that the secondary data collection method was relevant and updated, the study utilised a strict inclusion and exclusion criteria for selecting the literature sources. 
	Inclusion criteria 
	Exclusion criteria

	Timeframe: the studies published from 2022 to 2026 were only selected to ensure updated insights
	Outdated information: the study excluded the studies published before 2022, in order to avoid outdated information 

	Topic: the literature focused on employee productivity, performance, and well-being within remote work settings were only considered. 
	Irrelevant insights: the studies based on infrastructure, macroeconomic factors and organisational costs were avoided

	Language and credibility: the study only included peer-reviewed reports, academic journals and reputable industry and the UK reports, written and published in English. 
	Unverified Sources: the study also excluded non-credible reports, unverified blog posts, personal opinion reports and non-reviewed articles 



[bookmark: _Toc235932409]3.9 Ethical considerations 
The study followed ethical considerations, in order to ensure and maintain academic integrity and credibility of the research. The study focused on accurate representation of findings while avoiding data twisting and manipulation according to the study. The study focused on acknowledging the original authors through proper referencing and citation techniques, to reduce the potential for plagiarism (Yadav, 2023). Also, the study used publicly available and legal data to respect copyright and minimise intellectual property problems. The study ensured that collected data was effectively stored in password protected files to maintain transparency and reduce misinterpretation of study results. 
[bookmark: _Toc235932410]3.10 Timeline 
	Task Name
	Duration
	Start
	Finish

	Creating study aim and objectives 
	1 day
	Mon 29-06-26
	Tue 30-06-26

	Analysing existing literature studies 
	3 days
	Wed 01-07-26
	 Fri 03-07-26

	Defining research methodologies 
	4 days
	Sat 04-07-26
	Tue 07-07-26

	Synthesising secondary data 
	5 days
	Wed 08-07-26
	Sun 12-07-26

	Findings and result presentation 
	4 days
	Mon 13-07-26
	Thu 16-07-26

	Drafting final study 
	3 days
	Fri 17-07-26
	Sun 19-07-26



[image: ]
[bookmark: _Toc235932411]3.11 Conclusion 
The chapter concluded that interpretivism philosophy and inductive research approach were highly suitable because of their accurate alignment with qualitative research type and secondary data collection methods. Further, the chapter summarised inclusion and exclusion criteria to ensure that collected data is credible and legal. This chapter also highlighted key ethical considerations, such as use of referencing, citation and password protected files. 
[bookmark: _Toc235932412]CHAPTER 4: DATA ANALYSIS 
[bookmark: _Toc235893141][bookmark: _Toc235932413]4.1 Introduction
This will be fourth chapter of this dissertation, in which the key themes outlined in the literature review will be presented through a detailed thematic table. Further, an analytical and critically synthesised discussion of significance, challenges and strategies related to remote and hybrid working will be established. The chapter will lastly summarise by outlining an overall combined interpretation of the findings.
[bookmark: _Toc235893142][bookmark: _Toc235932414]4.2 Presentation of themes
	Themes
	Codes
	Authors 

	Significance of remote and hybrid working
	· Dual nature of modern hybrid and remote working
· Structural mechanisms of employee’s productivity
· Risks to collaborative performance
· Reduced attention spans 
· Psychological dividends 

	· Selvaraju, and Anuar, (2024) 
· Sulaiman, and Onah, (2025) 
· Vermeer, (2025) 
· Dutta, and Rangnekar, (2024) 
· Sekhar, and Patwardhan, (2023) 


	Remote and hybrid working challenges
	· Structural friction 
· Erodes boundaries 
· Unable to detach from work 
· Drains 
· Energy 
· Social isolation and erosion of identity 

	· Sulaiman, and Onah, (2025) 
· George, Baskar, and Srikaanth, (2024) 
· Achaal, and et al. (2024) 
· Nehra, and et al. (2023) 
· Raksakhwamdee, Pruetipibultham, and Crocco, (2026) 


	Strategies related to remote and hybrid working
	· Shifting away from legacy system 
· Assessing performance towards the quality of deliverables 
· Establishing stringent communication boundaries 
· Poorly executes strategies can worsen productivity 
· Culture of hyper-digital surveillance 
	· Sharma, and et al.  (2025) 
· Paigude, and et al. 2024) 
· Cosa, and Torelli, (2026), 
· Wyciślak, (2024) 
· Urrejola-Contreras, (2023)




[bookmark: _Toc235893143][bookmark: _Toc235932415]4.3 Discussion
Significance of remote and hybrid working
The key insights presented by Selvaraju, and Anuar, (2024) highlights the dual nature of modern hybrid and remote working, establishing that the ongoing shifts are significantly equipped with the trade-offs between individual and psychological autonomy as well as decentralised organisational friction. It can be interpreted as per Sulaiman, and Onah, (2025) that rather than advancing towards efficacy linearly, flexible working arrangement have completely realigned the structural mechanisms of employee’s productivity, performance and well-being. The data presented implies that the associated metrics operates with a split focus on both individual cognitive optimisation and shared operational vulnerabilities. 
However, the critical discourse presented by Vermeer, (2025) in contrast to these individual advantages implies that flexible working empowers decentralisation but simultaneously, also poses critical risks to collaborative performance. It can be inferred through the review conducted by Dutta, and Rangnekar, (2024) that when personal and professional lives become integrated, the workers become prone to major local distractions, reduced attention spans and critical disruptions within cognitive focus. The argument indicates a notion that elimination of physical workplaces erodes the value provided by spontaneous office interactions, being key for knowledge-sharing and cohesive problem solving.  The breakdown of this communication, as a result, increase collaborative friction, delays project performance and declination of overall organisational as well as employee output efficacy. 
Overall, according to Sekhar, and Patwardhan, (2023) it can further be discussed that when employees are equipped with a flexible working environment, they automatically attain strong psychological dividends due to elimination of stressful requirements such as physically commuting to the workplace. Thus, the transit time saved is perceived as a gain which can be invested further into more valuable, creative and professional jobs that fosters both personal and career growth. Additionally, when autonomy is supported, the employees are also enabled to sync challenging jobs with their personal productivity windows as rigidity to follow defined business schedules is removed. It can be deduced that the workers are allowed to take a control of their environment as physical tracking is replaced with solely result-based staff assessment, thus, breaking down stress, building managerial trust and fostering long-standing personnel well-being.
Remote and hybrid working challenges
The key literature reviewed of Sulaiman, and Onah, (2025) highlights the major challenge of structural friction within workflows regarding remote and hybrid working landscape. It can be established through the findings that when employees shift from purely physical workplaces to remote environments, severe complications emerge which hinders legacy operational structures. The hybrid working mechanisms do offer seamless integration of employees’ personal and professional lives, yet, simultaneously creates tensions when organisational demands cannot be satisfied with individual worker’s capacity. Moreover, George, Baskar, and Srikaanth, (2024) establishes that hybrid working erodes boundaries that differentiates personal-professional aspects of life, increasing vulnerabilities to burnout and psychological exhaustion. 
The findings posited by Achaal, and et al. (2024) contrastingly implies that employees often becomes unable to detach themselves from work responsibilities without clear schedules and scope, and work hours are extended without any limits when digital availability is demanded by managers 24/7. The cognitive fatigue of workers, as per Nehra, and et al. (2023) also increases due to continuous online engagement which drains their energy and as a result, their overall productivity, performance and well-being as well. Thus, operational momentum is faced with a major breakdown due to the complete dependence on digital infrastructure, as potential of technical disruptions and communication delays hampers workflows and outcome efficacy critically.
The perspective put across by Raksakhwamdee, Pruetipibultham, and Crocco, (2026) reveals a critical discourse on the aspects of social isolation and erosion of identity in the context of hybrid working challenges. The author reveals that routine interactions that occurs within offices shapes long-standing networking and social relationships of an employee, which diminishes with no physical contact during remote working. When these periods of isolation extends, workers start feeling abandoned, disconnected and supported. The overall organisational identity and corporate value at the same declines and workers experience extreme emotional distress due to loss of peer systems, resulting in low performance.   
Strategies related to remote and hybrid working
The literature presented in regards with proposing strategies for remote and hybrid working improvements, it can be stated that optimising workforce’s productivity, performance and well-being demands holistic management strategies that can effectively balance operational metrics with proactive psychological support. As per Sharma, and et al.  (2025) shifting away from legacy system is one of the key strategies through which the foundational culture can be transitioned as more flexible. The literature indicates that for making remote work structures sustain actionably in the long-term, managers must adopt trust-based frameworks over physical visibility to put employee’ health as a core priority. 
Paigude, and et al. 2024) further suggests that managers must shift their focus from tracking logged-in hours for assessing performance towards the quality of deliverables for each employees, as it can foster long-term trust as a core business value. Literature further recommends that digital collaboration hours can be set aside for implementation so that constant digital connectivity of employees is not needed and teamwork or value of peer support can be cultivated as well.
For further protecting the cognitive capacities of workers, as per Cosa, and Torelli, (2026), establishing stringent communication boundaries can help in enabling employees with undisrupted schedules through which they can carry out complicated tasks without any pressures and stress. The findings suggests institutionalising health support, and as per the findings demonstrated, it can be established that accessible mental health and counselling support, resources, digital training as well as allowances, if provided to the employees, can systematically protect them from any prevailing or potential remote working strains. 
However, Wyciślak, (2024) critically synthesises the key notion by arguing that in case these corporate interventions and strategies are poorly executed, it can further worsen the pressures put upon employees rather than reducing it. The criticism can be assessed to establish that implementing electronic monitoring tools can erode organisational trust significantly for the purpose of replacing physical visibility. As per Urrejola-Contreras, (2023), a culture of hyper-digital surveillance might be created, which can turn the flexibility of remote working as an exhausting burden for the employees, leading to their psychological resistance. Meanwhile, constant virtual meetings can also decrease attention spans while increasing major digital fatigue. Thus, there remains a major risk of workers being left without any reliable guidelines and infrastructure, complicating workflows, enhancing isolation and diminishing long-term productivity and performance. 
Overall synthesis
These findings revealed can be overall synthesised to summarise that the ultimate result of remote working is contingent is nature and highly dependent on context rather than being completely negative or positive. The core challenge is the paradoxical emergence of individual autonomy improving personal performance but also hindering collaboration, while mitigating commuting stress contrasts with social isolation. Thus, organisational and employee success, both is determined by how effective the balance between autonomy and mutual reliance is. Moreover, the structural obstacles of hybrid working is profound as well, which leads to major employee fatigue, posing a critical need for businesses to move away from passive management to actively implement structured digital boundaries and social support systems which can foster both well-being and operational momentum. The enhancement and maximisation of hybrid workforce’s potential remains dependent on how well structure and trust is at par. The findings reveal that constant surveillance and lack of guidance, both can cause friction. Hence, resiliency must be fostered by designing strategic interventions and mechanisms that combines workflow boundaries with genuine business support to foster employee productivity, performance and well-being in the long-term (Cosa, and Torelli, 2026).
[bookmark: _Toc235893144][bookmark: _Toc235932416]4.4 Conclusion
The chapter presented and summarised the key themes presenting in the literature review regarding the main significance, challenges and strategies associated with remote and hybrid working as well as in regarding employee productivity, performance and well-being. By establishing a detailed discussion and critical synthesis of the results, it can be concluded that well-being of a worker is the key determinant of optimal performance outputs.  
[bookmark: _Toc235932417]CHAPTER 5: CONCLUSION AND RECOMMENDATIONS 
[bookmark: _Toc235932418]5.1 Introduction 
This chapter will strategically analyse entire research report to highlight key findings and results for making informed decisions related to remote and hybrid working environment. It also provide limitations and recommendations to further support research findings. 
[bookmark: _Toc235932419]5.2 Summary 
This research highlighted that the remote and hybrid working model is significantly growing in the modern business environment, and this model is also impacting employee’s productivity, performance and well-being. Different studies indicate that a hybrid working approach provides more workplace flexibility and autonomy by reducing daily commutes, saving time and maintaining an appropriate work-life balance. This approach significantly enhances employee’s job satisfaction and motivation to stay loyal with the organisation. Some reports also highlighted that employees feel more supported and empowered by the organisation, and they highlight high performance and productivity. However, remote and hybrid working environments also highlight some issues, such as social isolation, home distractions and communication barriers. These issues directly impact their professional abilities and performance, and employees feel stressed and burnout. Different studies also heightened the fact that organisations can manage different remote work issues by maintaining strong communication, coordination and engagement between organisation and employees.   
[bookmark: _Toc235932420]5.3 Recommendations 
Organisations can develop strict guidelines for managing remote and hybrid employees, and also focus on asynchronous communication to effectively encourage employees to maintain continuous connectivity with the organisation through utilising different digital platforms. Organisations can also shift their focus from digital monitoring tools to measurable outputs and results for better performance and productivity analysis of employees, and it also helps to make more informed decisions related to manging remote employees. Organisations can also reduce virtual meeting fatigue by integrating anchor days, and this approach will encourage all employees to come to the office and physically engage with each other. This approach will help to enhance social connection and collaboration within the workplace environment. Organisations can also support their remote-working employees in developing an appropriate working place at home, and also provide digital mental health resources to reduce stress and social isolation. Through all these practices, an organisation can strategically manage their remote and hybrid working employees, and also effectively maintain their performance, productivity and job satisfaction. 
[bookmark: _Toc235932421]5.4 Practical Implications 
Different organisations, HR managers, corporate leaders and managers can utilise research findings to enhance their remote and hybrid working management. HR leaders and managers can redesign their performance metrics by utilising research findings, and this process will help them to analyse actual results and quality of remote and hybrid employee’s work, and further make informed decisions related to management of remote employees. Managers can also implement trust-based management by considering social exchange theory, and this approach will help to enhance employee’s morale, loyalty and retention. This study also highlighted the importance of strong communication and collaboration for managing a hybrid working environment, and organisations can utilise this information to strategically design more structured hybrid and remote working approaches while supporting employee’s well-being and work-life balance. Employees can also utilise research findings for developing specialised, dedicated and appropriate workspace at their home, and also support their capabilities to enhance work performance and productivity. 
[bookmark: _Toc235932422]5.5 Limitations and Future Research 
This study majorly focused on secondary data sources, and these sources highlighted more generalised and basic information related to remote and hybrid working environments and their impact on employee’s performance and productivity. Secondary data sources also failed to include changes in employee emotions and workplace culture, which also cause a significant impact on remote and hybrid working employees. This study also focused on inductive research design which only focused on the general group, and did not include specific industry, career and job role to analyse and derive more specific and detailed information related to the impact on remote work within the specific sector. In future research, it could focus on utilising a mixed research method, and this method will allow to integrate both primary and secondary data sources for deriving more critical and comprehensive information related to remote and hybrid working environments. In the future, it can also focus on sector-specific comparative studies to collect and derive more specific information about the hybrid working model’s impact. 
[bookmark: _Toc235932423]5.6 Conclusion 
This chapter concluded that the findings of this research are appropriate for managing general problems of hybrid and remote working environments, but it is not capable of managing some specific and sector-focused issues. It also highlighted that organisations can enhance their hybrid and remote working management by focusing on strong communication and trust-based management. 
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