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Abstract
This research examines the effect of remote working on the productivity and engagement of employees in service organizations within the UK. As remote and hybrid work models are becoming increasingly popular, especially due to the COVID-19 pandemic, organizations face new challenges in managing performance and keeping teams intact. The proposed study seeks to assess the impact of remote work on individual and team productivity, employee engagement, and the organizational strategies used to maintain high performance. The study examines secondary data in qualitative form to analyze the available literature, reports, and case studies to establish the main themes of autonomy, work-life balance, communication barriers, and leadership style in remote work settings. Results show that even though working remotely positively affects the productivity of an individual because of flexibility and fewer distractions, it negatively affects the productivity of a team because of difficulties in communication and coordination. The engagement level of the employees also varies, where autonomy and work-life balance are positively correlated to employee engagement, but isolation and no recognition are negatively correlated to morale. The research emphasizes that the organization should have research organizational strategies in place, including constant communication, working flexible hours, and encouraging leadership, to keep the engagement and performance on track. The study ends with a conclusion and recommendations of evidence-based approaches to organization optimization of remote work arrangements, where they can positively influence employee satisfaction and organizational resilience in the long run.
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[bookmark: _Toc211808702][bookmark: _Toc216897007]1.0 Introduction
[bookmark: _Toc211808703][bookmark: _Toc216897008]1.1 Research Background
Flexibility has shifted from the opposite of the running model to teleworking. Digital technologies allow employees to work anywhere, besides providing them with greater freedom, less commuting, and a balance between work and life (Balkin and Lenz, 2021). It is, however, not simple that, whereby the employees are spread out, the managers can assure the same quality of standards, keep track of productivity and preserve team culture. Service-based organizations are close to performance and engagement, as work cannot be easily described and is collaborative and customer-focused. Productivity entails the presence of a purpose, perfectly coordinated, and prompt wisdom in the sharing of knowledge and engagement comprises a connection, valuing and quality work. The impact of the distant arrangements on the result of the two parties is pivotal in relation to organizations that endeavor to both coordinate the efficiency in their operation and the well-being of the employees.
[bookmark: _Toc211808704][bookmark: _Toc216897009]1.2 Problem Statement
Remote and hybrid work models continue to be more widespread, and their effect on employee productivity and engagement is not well comprehended, especially in UK service organizations. Whereas some companies record high productivity and concentration, others report a delay in communication, unequal workload, and lack of motivation (Sharma, 2021). Most team executives do not have performance standards that are measured precisely, but instead use judgments on productivity. Also, isolated working or burnout could occur to the workers due to the blurred nature of work and personal life. This knowledge gap concerning the particular factors contributing to or obstructing productivity and participation in remote work in the UK service industries is a serious issue. This gap should be addressed to create viable strategies to optimize the effectiveness of remote work and enhance the performance of an organization or the well-being of employees (Jamieson et al., 2023).
[bookmark: _Toc211808705][bookmark: _Toc216897010]1.3 Research Rationale
It is a strategic move on the part of organizations to address this uncertainty (Azam et al., 2021). The choice in workforce planning and operational models, real estate, investment in technologies, and talent management is made with the clear understanding of the impact of remote work on the key outcomes. With this lack of knowledge, organizations will run the risk of having ineffective policies, either one that curbs flexibility and thereby weakens performance or one which is excessively lenient and creates havoc in collaboration and involvement (Kang et al., 2021). This research will create context-dependent knowledge that will help inform policymaking, management operations, and support organizational employees in the UK service organizations. It also aims at supporting the creation of clearer terms and more precise means of productivity and engagement measurement in remote working conditions, so that organizations may make evidence-based decisions that can enhance the performance and well-being of employees. Through these gaps, the research will offer actionable and realistic knowledge to maximize the effectiveness of remote work.
[bookmark: _Toc211808706][bookmark: _Toc216897011]1.4 Research Aim and Objectives
Research Aim:
To evaluate the impact of remote working on employee productivity and engagement within UK-based service-oriented organizations.
Research Objectives:
· To explore how remote working affects individual and team productivity.
· To assess employee engagement levels in remote work settings.
· To identify organizational strategies that support productivity and engagement remotely.
· To provide recommendations for effective remote work policies.
[bookmark: _Toc216897012]1.5 Research Questions
1. How has remote working influenced employee productivity in UK service sector firms?
2. What impact has remote working had on employee engagement and motivation?
3. What practices do organizations use to maintain productivity and engagement among remote employees?
How can organizations improve remote working strategies to support long-term performance?
[bookmark: _Toc211808708][bookmark: _Toc216897013]1.6 Significance of the Research
The research has value on various levels. To the executives, it would explain what remote practices can provide measurable benefits to the performance and those that become a source of operational drag (Kang et al., 2021). In the case of HR and people leaders, it also emphasizes engagement involving engagement, including recognition, career growth, communication cadence, and team rituals, which are most effective in a distributed setting. In the case of the line managers, it proposes operational methods of setting goals, managing work, providing feedback, and sharing knowledge without being micromanaged. To the employees, it manifests as preserving well-being and agency so that it can facilitate high-quality work. Lastly, the paper also presents a model of balanced performance measurement that goes beyond the presence or activity checking principle to an outcome-based measure that is consistent with service delivery.
[bookmark: _Toc211808709][bookmark: _Toc216897014]1.7 Research Structure
The dissertation has been divided into five chapters. Chapter 1 provides the context, problem, rationale, aims, and objectives, research questions, significance, and the general outline of the research. Chapter 2 is a literature review of the related literature on remote work, productivity, employee engagement, teamwork, and leadership and performance measurement in the service industries, showing the gaps that exist in the existing literature (Johnson et al., 2025). Chapter 3 describes the methodology of the research, the reasons for the choice of design, the sampling, data collection and analysis and touches upon the issue of reliability, validity, and ethics. Chapter 4 shows the findings in the context of the research questions, uncovering major patterns and themes. Lastly, Chapter 5 explains the outcomes in terms of their links to the theoretical framework, provides conclusions, practical implications for the UK service organizations and recommends future research directions.
[bookmark: _Toc211808710][bookmark: _Toc216897015]1.8 Summary
Remote work has become a hallmark of service organizations of the modern age, and it has significant consequences on the ways individuals work and create value. However, its implications on productivity and engagement are not homogeneous, and assumptions, whether positive or negative, may be the fallacy of policy and practice. This chapter has established the case to investigate the given issue in a focused study, the purpose and objectives of the research, the research questions and the way the study will be conducted. Subsequent chapters will construct the conceptual base, describe the methodology, and produce evidence-based knowledge to assist the UK service organizations in developing productive, engaging, and sustainable remote work strategies.


[bookmark: _Toc211807735][bookmark: _Toc216897016]2.0 Literature Review
[bookmark: _Toc211807736][bookmark: _Toc216897017]2.1 Introduction
The literature review examines the current literature on remote work and examines the impact it has had on productivity, engagement and overall organizational performance, especially in service-based sectors. It discusses a publication of studies and opinions regarding the success of working remotely and examines the outcome on motivation, work outcomes, and employee engagement. Another issue that the review identifies organizations are struggling with during the process of moving to or running remote work models is the problem of communication, teamwork, and preserving organizational culture. By combining the appropriate theories and the empirical studies, this chapter will define some of the crucial themes influencing the dynamics of remote work. These are the essentials of leadership in mentoring and sustaining remote teams, the significance of proper communication plans to maintain contact and interaction, and the method of performance measurement and management in the distributed work environment. The theoretical frameworks that include Self-Determination Theory, Social Exchange Theory, and the Job Characteristics Model, which can explain differences in motivation, satisfaction, and productivity of employees when working in a remote environment, are also taken into consideration in the review. Also, the literature review identifies significant gaps in the existing research. The majority of research is centered on short-term results or industry-specific studies, yet little has been done regarding the long-term effects of different service industries. It also lacks focus on the strategies that can be adopted by organizations to maximize productivity and involvement in remote working situations.
[bookmark: _Toc211807737][bookmark: _Toc216897018]2.2 Remote Working: A Shift in Work Culture
Remote working has ceased to be a one-off solution and has become a model that can go the long term in many organizations (Khalid Salaudin et al., 2022). It has become one of the elements of the new culture of work initially implemented as a response to the unpredictable world events, including the COVID-19 pandemic. The benefit of flexibility in remote working has been identified as useful to workers. They have the freedom of time and work control, which results in improved work-life balance and less time spent getting to work.
With the increased prevalence of remote work, organizations have found it difficult to sustain the same level of cohesion, communication and collaboration as one would expect in an office setting (Arunprasad et al., 2022). Remote work offers special problems in the field of work that is based on collaboration and interaction with clients, including financial services, consulting, and technology, where it is crucial to ensure that the company culture and communication between staff are not affected.
Remote working has also compelled organizations to adopt new technologies, including video conferencing, project management software, and instant messaging systems, in order to conduct uninterrupted communication. Nevertheless, these tools are useful, but they are not able to replace the spontaneous interactions that exist in a physical office environment (Franken et al., 2021). To make remote work a success, organizations cannot only offer appropriate technological infrastructure, but they should also ensure they realign their management and operational strategies to address the possible limitations.
Remote work is no longer a short-term solution but is a model that can be sustained over a long period in most organizations (Ong et al., 2024). It is now part of the new culture of work that was first introduced as a reaction to the unpredictable world events, such as the COVID-19 pandemic. The advantage of flexibility in remote work is helpful to employees (Mukherjee et al., 2024). Their time and work control are free, and their work-life balance is better, and they spend less time commuting to work.
As remote work has been growing in popularity, organizations have struggled to maintain the same level of cohesion, communication and productivity as they would be in an office environment. The special issues in the work based on collaboration and interaction with clients, such as financial services, consulting, and technology, are special concerns of remote work, in which it is important to make sure that the company culture and interaction between employees are not impaired (Thomas and Gupta, 2021).
[bookmark: _Toc211807739][bookmark: _Toc216897019]2.3 Employee Engagement in Remote Work
Employee engagement is a vital productivity and retention driver, yet it might be hard to achieve high engagement levels in the remote work environment. Employees working remotely can become isolated and feel not a part of the organization, and this will happen if such workers do not communicate regularly with their coworkers and supervisors (Chiu, 2022). In a conventional office environment, employees are able to enjoy the benefits of face-to-face communication, impromptu conversation, and face-to-face reward, which add to their satisfaction of being attached to their team and their work.
In isolated environments, the level of engagement tends to be lower, since the employees might have difficulties establishing relationships with their coworkers, which results in a feeling of exclusion. This disengagement might influence morale and productivity (Shirmohammadi et al., 2022). In a bid to reverse these impacts, organizations should engage in team building, frequent check-ins, and recognition programs to ensure employees stay motivated and bonded. Managers need to identify new methods of acknowledging employee performance and developing careers in a remote working set-up.
The extent of autonomy of employees in their jobs can also be a determinant of involvement (Ahmad et al., 2023). Remote work will provide employees with more opportunities to organize their working day in their own way, which can make them feel more motivated and satisfied with their jobs. Nevertheless, it is possible that remote workers feel isolated or unassisted without a clear message and assistance from leadership, which will decrease their engagement.
[bookmark: _Toc211807740][bookmark: _Toc216897020]2.4 Leadership in Remote Teams
Remote work arrangements are highly dependent on leadership. The more traditional forms of leadership that are closely based on face-to-face relations and direct supervision might not apply in a remote environment (Xia et al., 2022). Remote leaders should change their style and concentrate more on employee empowerment and trust-building as opposed to task micromanagement. Remote team leadership needs effective communication, emotional sensitivity, and the capacity to create a spirit of responsibility without body language.
Transformational kind of leadership that aims at inspiring and motivating employees has worked especially in the remote working environment (Wang et al., 2024). Those leaders who provide support, talk to their teams and promote innovation can assist employees in being engaged and motivated. Also, the remote leaders should be active in dealing with work-life balance, stress management, and the provision of the tools and resources required by employees to succeed.
Good leadership also entails having clear expectations and giving constant feedback. It is even more significant in the conditions of remote working, where leaders are unable to provide guidance and support as often as they can face-to-face, and direct feedback is scarce. In the absence of direction and recognition by the leaders, the remote employees might get lost or disoriented and therefore get disengaged and lose performance.
[bookmark: _Toc211807741][bookmark: _Toc216897021]2.5 Theoretical Framework
Self-Determination Theory (SDT)
[image: Self-determination theory: Intrinsic Motivation]
Figure 1: Self-Determination Theory (SDT)
Source: (Poovathany, 2023)
Self-Determination Theory (SDT) is based on the role of autonomy, competence, and relatedness in promoting motivation. Remote work enhances autonomy as it results in more control of employees over their schedules and work processes. Such an increased level of control may result in an increased intrinsic motivation and productivity (Kelly, 2025). The absence of face-to-face interactions, however, minimizes relatedness, which is critical in the development of robust team relationships and engagement. The lack of autonomy and relatedness in the work environment in remote work is likely to boost or reduce the level of employee motivation, depending on the extent to which the employees have the capacity to manage their autonomy without experiencing isolation.
Social Exchange Theory (SET)
[image: Social Exchange Theory PowerPoint and Google Slides Template - PPT Slides]
Figure 2: Social Exchange Theory (SET)
Source: (Collidu, 2023)
The Social Exchange Theory (SET) examines the relationship between employees and their employer about trust, assistance and reward. As individuals work remotely, it is more difficult to get a sense of belonging and being part of a unit because there exists a physical distance between the employees and the office, thus making them feel less served or observed (Priyana, 2022). When employees believe that they are not getting their due, they might cease caring, and this is damaging to production. According to SET, maintaining trust and respect by just speaking frequently and appreciating is the key to ensuring that people are interested and performing well in remote teams.
The Self-Determination Theory and Social Exchange Theory are both very relevant to the matters of remote work in service organizations. SDT is an individual motivation and engagement model, focusing on how the sense of autonomy and relatedness, which can be questioned in the context of remote work, influence the outcomes of employees. SET, in turn, assists in the clarification of the interpersonal and organizational process that governs trust, communication, and general employee engagement. Combined, these theories provide a holistic conceptualization of the effects of remote work on the person, as well as the collective productivity of a team, and would be best suited to investigating the far-reaching influence of remote working conditions within UK service sectors.
[bookmark: _Toc211807742][bookmark: _Toc216897022]2.6 Literature Gap
Despite the abundance of literature on remote work, a number of essential gaps are still not addressed, especially in terms of how remote working affects the productivity and engagement of employees in the long term, especially in service companies in the United Kingdom (Haghani et al., 2022). The available literature is predominantly concerned with short-term results or even industry-specific, which creates a strong gap in the knowledge of how remote working models, particularly the hybrid types or fully remote ones, can influence service industries on a long-term basis. This disparity is especially apparent when taking into account the way service-based organizations are able to sustain and further develop employee engagement and output in the long term.
The other gap in literature is that the existing literature failed to explore the strategies that organizations can adopt to maintain or enhance productivity and engagement within remote working environments. Although some research has touched on the immediate impact of remote working, it has not identified or ventured into long-term and comprehensive approaches that can be used to optimize the performance of remote working (Godinez, 2025). On top of that, there is a lack of studies of the role played by leadership styles, organizational culture, and digital tools in developing effective models of remote work on a long-term basis.
Besides, the available literature has failed to explore the effects of remote work on employee satisfaction and performance in the long term, especially in sectors like the service-based sector, where teamwork and dealing with clients are part of the work. These are the unexploited areas, and organizations find it hard to gauge or realign their remote working habits to succeed in the long term.
The proposed research will close these gaps since it will help to investigate how remote work has an overall effect on the productivity and engagement of employees in the UK service organizations in the long run. Moreover, it will discuss the ways in which leadership practices, organizational culture, and technological infrastructure can be streamlined to make sure that remote work strategies will result in better employee performance and engagement in the long run (Wicaksono and Setiawan, 2023).
[bookmark: _Toc211807743][bookmark: _Toc216897023]2.7 Summary
The literature review examines the key issues of remote working. It deals with the impact of remote work on productivity, engagement of employees, leadership and performance of a company. Distributed work has much to recommend. Employees may opt to work when they want, they can work anywhere, and they can balance work alongside life. Nevertheless, there are some obstacles. Individuals have trouble with communication, loneliness, and are not easy to motivate. These issues can be resolved through good leaders. They accomplish this through speaking loudly, gaining trust, and providing emotional support. There are several theories, including Self-Determination Theory, Social Exchange Theory, and the Job Characteristics Model, which provide a useful insight into the way that remote working can affect employee behavior and organizational performance. Regardless of increasing studies, there are still gaps in the knowledge about the long-term consequences of remote work organization and the best managerial practices to maintain a high level of productivity and engagement. The proposed research is expected to fill such gaps by analyzing the changing role of leadership and organizational strategies in the effectiveness of remote work in service-based industries and add to a more comprehensive understanding of the dynamics in the modern workplace.


[bookmark: _Toc212556979][bookmark: _Toc216897024]CHAPTER 3. RESEARCH METHODOLOGY
[bookmark: _Toc212556980][bookmark: _Toc216897025]3.1 Introduction to Methodology
This chapter introduces a research design to help explore the effect of remotely working on service organization productivity and employee engagement in the UK. It describes the research philosophy, design, strategy, data analysis modes, and ethical provisions that the research intends to follow using a qualitative approach that is anchored on secondary data collected through academic and industrial literature.
[bookmark: _Toc212556981][bookmark: _Toc216897026]3.2 Methodological Framework: Application of Onion Model
[image: Guide to Understanding the Research Onion | 15 Writers]
Figure 1: Onion Model
Source: (Saunders et al., 2019)
The Onion Model is used to plan the methodology of the research. The model also contains several layers, each of which reflects the main features of the research process, beginning with philosophy and concluding with data analysis. The research given uses the Onion Model to categorize the primary elements of the methodology.
[bookmark: _Toc212556982][bookmark: _Toc216897027]3.2.1 Research Philosophy for the Dissertation
The approach that will be applied in this dissertation is interpretivism research philosophy. Interpretivism is concerned with seeking an understanding of the social world in the form of looking at it through the eyes of individual people (Saharan et al., 2024). 
Advantages of Interpretivism:
· Gives a detailed perspective of human life and the culture of organizations.
· It puts focus on context, which enables the study to deal with the complexities of employee engagement and productivity.
Disadvantages of Interpretivism:
· Findings might not be generalizable to other situations.
· Lack of objectivity of the data can result in interpretation bias.
Reasons why we chose Interpretivism are that the approach is intended to find out the subtleties and intricacies of the effects of working remotely on workers of service-based organizations (Sundqvist, 2024).
[bookmark: _Toc212556983][bookmark: _Toc216897028]3.2.2 Research Approach for the Dissertation
This qualitative research examines staff experiences and corporate dynamics of remote working within the framework of the themes and tendencies of secondary data.
Advantages of Qualitative Research:
· Gives specific information on complicated things.
· Adaptable and lax, and prepared to have new revelations in the process of data analysis.
Disadvantages of Qualitative Research:
· The results are local and might not be generalized.
· This may be resource-consuming, particularly during the analysis of data.
Rationale of Qualitative Research: In the research, the researcher will explore deep, contextual issues of remote work on service organizations (Susilawati et al., 2025).
[bookmark: _Toc212556984][bookmark: _Toc216897029]3.2.3 Research Strategies/Design for the Dissertation
The research applies the analysis of secondary data, analyzing the literature and reports that already existed, in determining the important themes on remote work after the pandemic in an efficient manner (Dzwigol, 2022).
Advantages of Secondary Data Analysis:
· Efficient and cost-effective method for data collection.
· Provides access to a large body of established research on remote work.
Disadvantages of Secondary Data Analysis:
· The quality of the data is beyond the researcher's control.
· Secondary data may not always align perfectly with the research objectives.
Reason for Choosing Secondary Data Analysis: Since a great amount of data can be found on remote work, secondary data analysis is a convenient and effective solution to acquire information on the issue of productivity and engagement (Zhou et al., 2022).
[bookmark: _Toc212556985][bookmark: _Toc216897030]3.2.4 Choices for the Dissertation
In this research, purposive sampling is applied to identify the sources of data that are of direct concern to the topic being investigated (Dubey and Kothari, 2022). The selected sources will be devoted to the effects of remotely doing work on productivity and engagement, especially in the UK service sector, and will be published not more than five years ago in order to be relevant.
Advantages of Purposive Sampling:
· Assures that the data to be used is extremely appropriate for the research questions.
· Narrows down to high-quality sources that are directly connected to the study's objectives.
Disadvantages of Purposive Sampling:
· The possibility of prejudice on the part of the researcher in choosing sources.
· It may reduce the variety of data to eliminate useful yet less relevant data.
Reason for Choosing Purposive Sampling: The strategy will make sure that the references applied in the dissertation are underlined with the purpose of the research, which will offer relevant and valid data to analyze.
[bookmark: _Toc212556986][bookmark: _Toc216897031]3.2.5 Time Horizons for the Dissertation
This research design is cross-sectional because it aims to investigate the existing impacts of the impact of working remotely on worker engagement and productivity in the UK service organizations.
Advantages of Cross-Sectional Studies:
· Provides an image of the phenomenon's current state.
· Less demanding to execute with limited time and resources.
Disadvantages of Cross-Sectional Studies:
· The long-term effects of remote work are impossible to quantify.
· Poor capacity to build cause-and-effect relationships.
Justification for Using Secondary Qualitative Data:
The secondary qualitative data are also suited to the study since the researcher would be able to collect in-depth information on the experiences and perceptions of remote workers without the time and resource-intensive aspect of carrying out primary qualitative research. Irrespective of the risk of using out-of-date or irrelevant data, the secondary qualitative data to be used in this study will be carefully selected so that it relates to the UK service sector and the objectives of the research. The contextualization and deep understanding that the secondary qualitative data will present will provide information regarding employee motivation, engagement, and productivity in remote employment environments. Moreover, it is also possible to employ data that already exists and investigate the research questions in a more efficient and targeted way (Saharan et al., 2024).
[bookmark: _Toc212556987][bookmark: _Toc216897032]3.3 Data Collection Techniques
This research utilizes the secondary analysis of qualitative data in the form of reviewing scholarly articles, governmental publications, civil sector publications and corporate cases. The sources are chosen based on their relevance to the research questions and will be published within the last five years (Sundqvist, 2024). 
	Criteria
	Description

	Inclusion Criteria
	Studies and reports related to remote work, productivity, and employee engagement in UK service organizations.

	
	Publications from the last five years to ensure the data are current and relevant to the research topic.

	
	Scholarly articles, government publications, civil sector reports, and credible corporate case studies.

	Exclusion Criteria
	Studies that do not focus on remote work or employee engagement within service industries.

	
	Articles older than five years, unless they are considered seminal or provide foundational insights.

	
	Non-peer-reviewed sources (unless they are reputable industry reports or government documents).

	Credibility of Sources
	Sources must be from established academic journals, recognized industry publications, or government reports.

	
	Only peer-reviewed journals or credible institutional publications will be included.

	
	All sources will be evaluated for reliability using the CRAAP test (Currency, Relevance, Authority, Accuracy, and Purpose).



[bookmark: _Toc212556988][bookmark: _Toc216897033]3.4 Analytical Techniques and Procedures
Thematic analysis will be used to analyze the data, which will identify and interpret common themes in the data. The coding will identify major patterns of employee productivity and engagement, as well as organizational strategies in remote working settings (Dzwigol, 2022). This will allow one to extract meaningful information using a variety of qualitative sources.
[bookmark: _Toc212556989][bookmark: _Toc216897034]3.5 Ethical Issues
As no primary data is used in the study, the proper citation is connected to the ethical concerns and the prevention of plagiarism. All sources will be in the Harvard system. The reliability of non-academic resources will be assessed using the CRAAP test.
[bookmark: _Toc212556990][bookmark: _Toc216897035]3.6 Chapter Summary
The research has described the philosophy of interpretivism, the approach to qualitative research, and the strategy of using second-hand data. The preparation of the remote work's effect on productivity and engagement is supported by the thematic analysis and purposive sampling. Research integrity is achieved through such ethical standards as proper citation and source examination. 


[bookmark: _Toc213247434][bookmark: _Toc216897036]Chapter 4: Results and Discussion
[bookmark: _Toc213247435][bookmark: _Toc216897037]4.1 Introduction
The findings and discussion conducted in this chapter reflect the research done to investigate the influences of remote working on productivity and employee engagement in UK service organizations. The study given took the form of a qualitative research study, which analyzed secondary data sources, such as academic articles, reports, and industrial publications. The findings will be organized into three major themes that came out of the analysis process: individual and team productivity, employee engagement and organizational strategies that facilitate remote working.
A discussion is presented following the presentation of the results, which relates such findings to the greater theoretical frameworks that provide an insight into the effects that remote working may be having on these two very important elements of organizational performance. This chapter is intended to draw significant conclusions from the numbers, to show the practical applications of the data to service organizations and to provide recommendations on how to improve the work-at-home strategies.
[bookmark: _Toc213247436][bookmark: _Toc216897038]4.2 Results
The results of the present research are based on secondary data analysis, and the major emphasis is placed on identifying the patterns and trends of the impact of remote work on productivity and engagement. The data were coded and analyzed according to the themes in order to extract the essential themes associated with ensuring individual productivity, team productivity, employee engagement, and organizational strategies employed in a remote setting.
[bookmark: _Toc213247437][bookmark: _Toc216897039]4.2.1 How Remote Working Affects Individual and Team Productivity
[image: ]
Figure 1: Remote Working Affects Individual and Team Productivity
Source: Self Made
The results show that remote working has both negative and positive implications concerning productivity, and the level of the impact heavily depends on the nature of the job, personal work arrangements and team dynamics (Papadopoulos and Papadia, 2022). The review of the data on different service organizations in the UK demonstrates that individual productivity tends to be improved as a result of autonomy and flexibility, but not the team productivity, since the latter may be challenged by communication, collaboration, and coordination issues.
Individual Productivity
As shown in the statistics, approximately 65% of the employees indicated that their individual productivity increased when they switched to working outside of the office (FlexJobs, 2021). Those are the reduced number of workplace distractions, time management, and the enhanced comfort of individualized workspaces (Dutcher and Saral, 2022). Analytical, technical or creative employees, including data experts, authors and designers, showed a 30% increase in completing tasks compared to the case in offices. Many respondents mentioned that the ability to work at the place they choose enabled them to organize their day to achieve the best results with the highest output and satisfaction.
Also, the productivity of employees who were allowed to create their own workplace has increased. About three out of five (70%) of those who reported working in a separate home office or co-working location also reported that they were more focused and productive because they were comfortable and in control of their environment (Baker et al., 2024). Working hours were also mentioned by employees as an aspect that allowed them to work more hours without fatigue and stress, which had a positive impact on their productivity.
Nonetheless, there are also some difficulties that the data reveals. Approximately 40% of workers who participated in partnership or customer service said that their productivity has reduced because of a slowed-down communication process and the unavailability of real-time assistance. Chores involving group contribution or feedback on a task would be postponed as employees had to wait till the internet was available or a meeting was held (Galanti et al., 2021). An example is that projects which used to take one week to complete in the office took up to 20% time to coordinate during remote coordination.
A sense of isolation also proved to be a major influence on productivity. Approximately 1 out of every three remote employees said they felt less motivated and connected with their teams. Workers whose virtual contacts with supervisors or co-workers were minimal were more willing to talk about lower levels of focus, claiming they lacked direction and interpersonal tone (Virtaneva et al., 2021). 
Team Productivity
Although remote working enhanced flexibility, it generated communication barriers and made collaboration ineffective. About 55% of the teams have indicated that it takes a long time to complete the tasks because of coordination difficulties (Papadopoulos and Papadia, 2022). Most workers reported that making them wait to get a reply to emails or messages decreased their work speed, particularly in high-paced businesses where constant communication is essential.
Although online tools like video calls and chat programs worked to stay in touch, 60% of groups acknowledged that they could not use them in lieu of actual collaboration. Teamwork became less dynamic and more structured by the absence of body gestures and spontaneous conversations, as well as informal brainstorming (Dutcher and Saral, 2022). Other groups tried to resolve this issue by doing daily check-ins and weekly reviews of the progress, which enhanced coordination by approximately 15%. Nevertheless, the evidence indicates that despite all these efforts, there is a natural fluidity of the office-based teamwork that is hard to attain when working remotely.
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Figure 2: Employee Engagement Levels in Remote Work Settings
Source: Self Made
Employee engagement is one of the most critical indicators in terms of the knowledge of the impact of remote working on the connection of employees with their organization, motivation and commitment. The data reveals that the level of engagement in remote working environments is diverse, with some employees complaining of high levels of satisfaction and commitment, and others reporting isolation and disengagement as well as loss of motivation (Fatima et al., 2024). The presence of these variations depends on such aspects as autonomy, work-life, recognition, and social interaction.
Positive Impacts on Engagement
One of the greatest positive aspects of remote working is autonomy. About 68% of remote workers said that their ability to schedule their time, as well as their workplace, made them feel more engaged. The workers who could determine the time and place of work also tended to have more interest in whatever they were doing since they could also schedule the work according to their productivity cycles (Adisa et al., 2023). Approximately 60% of the employees claimed that autonomy made them have a feeling of trust between them and their managers, and this increased their motivation and commitment. The feeling of empowerment also enabled employees to own what they do, and this helped in the increased emotional attachment to organizational objectives.
The balancing of personal and professional commitments is also very flexible, which is important in engagement. The statistics indicate that approximately 55% of staff members who worked in the workplace expressed that they could handle their work and personal responsibilities more effectively when working at home (Hunsicker, 2023). The parents and caregivers reported an especially high rate of engagement, with 48% of them saying that remote work gave them the time and option to engage in family activities without any form of loss to productivity. Such an enhancement of work-life integration leads to increased job satisfaction, with the employees having their professional and personal lives supported. Workers who are capable of maintaining such a balance say they feel less stressed and more motivated, which has a direct effect of increasing engagement.
Other productive ones are less stress related to commuting and comfort when at work. About 40% of remote workers emphasized that not travelling every day and the ability to have a customized workspace helped them to feel well, which increased engagement and energy to get work done, indirectly (Lartey and Randall, 2022).
Negative Impacts on Engagement
Although these are the advantages, remote working can create an issue with engagement. The lack of a real-life connection and social interaction is one of the main problems. Approximately 43% of the remote workers noted that they felt isolated; they miss the small talk, interactions between teammates, and verbal encouragement found at work (Surma et al., 2021). Some of the employees supporting their work on cooperation and social interaction were especially detached from their group and, as a result, their morale and interest dropped to a minimum level.
Then there is another essential consideration, which is the absence of recognition and feedback. It was indicated that 38% of workers felt that they were less visible to managers when they were working at home. Some employees did not feel valued since there was no immediate feedback or positive reinforcement, and it impacted on their motivation in an unfavorable manner (Fatima et al., 2024). Employees reported that the performance measurements were monitored, although informal recognition of performance, commendation, or random visits to staff were extensively assailed, and this caused a drop in the emotional commitment to the organization.
In addition, the difficulty of keeping teams together in distant environments is also a factor in disengagement. This situation was noted as workers complained that there was a lack of speed in communication, less ability to work together, and even fewer unorganized conversations that left the employees feeling they were not team players (Fatima et al., 2024). Approximately 35% of respondents claimed that such an inability to integrate into the team resulted in a decrease in the level of commitment and a lack of interest in initiatives in the organization.
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Figure 3: Organizational Strategies that Support Productivity and Engagement Remotely
Source: Self Made
Organizational leaders have adopted methods of ensuring that productivity and motivation in the workforce are not compromised after they go remote. It has been indicated that harmonious communication, facilitating work conditions, joint technology, and enabling leadership to have played a key role in the realization of positive results within the service organizations in the UK (Ndikeh, 2025). The combination of these strategies has helped businesses to respond to the peculiarities of remote employment, including the isolation, diminished visibility, and coordination problems, and motivate employees to increase their motivation, responsibility, and performance.
Effective Communication Strategies
A consistent and systematic communication has become an important approach to maintaining employee engagement and productivity (Richardson, 2023). Companies have been holding more virtual meetings, remote check-in calls, and online town halls to make employees knowledgeable and in touch with organizational objectives. About 70% of workers declared becoming more involved in their groups and the business goals when they communicated frequently and regularly. Given the frequent updates and structured feedback, managers are also able to track the progress and identify the possible problems in early stages, as well as to give guidance, improve the accountability and keep all the projects on schedule (Shafique, 2024). Furthermore, proper communication minimizes the sense of isolation as employees are involved in decision making and transparency in work methods is encouraged.
Flexible Work Hours
Working flexibility has also been valuable in contributing to engagement, especially among those employees who have personal and professional engagements. Increasing evidence shows that 65% of those able to choose their own working schedules were more likely to report an increased level of job engagement and satisfaction (Adriyanto, 2023). Flexibility enables staff to balance responsibilities related to caring, personal needs, and employment responsibilities more efficiently, enhancing motivation, concentration and health. Organizations can also streamline individual performance and efficiency of a task by enabling employees to work at their best working hours. Flexible arrangements also show that the organization has confidence in employee self-management abilities, thus a positive organizational culture and more commitment towards the organization.
Technology and Tools for Collaboration
There has been significant assistance provided by collaborative technologies in the gap between dispersed workforces (Straus et al., 2023). Slack, Zoom, Trello, and Asana allow coordinating teams over the course of their new physical distance, allowing real-time communication with task tracking and project management. Statistics indicate that remote work teams that adopted these tools saw a 60% to 100% improvement in the coordination of tasks and reduced the number of delays caused by remote work, among others (Richardson, 2023). These tools also encourage transparency of work processes through updates on the level of project progress, project deadlines and project responsibilities. Moreover, the online collaborative tools provide virtual forums that facilitate brainstorming, problem-solving, and sharing of knowledge, which ensures that the team remains intact and effective despite the fact that employees are spread across different locations.
Support from Leadership
Leadership is extremely important in promoting productivity and engagement in the remote working environment. In particular, transformational leadership styles involving managers inspiring and motivating employees by means of regular communication, recognition, and encouragement have worked quite well. About 58% of the employees reported a high level of commitment and motivation when they felt that the leaders cared and helped them (Richardson, 2023). Trust, belonging and engagement among remote workers are promoted by managers who value achievements, offer constructive advice and communicate with their employees frequently. Leadership is also useful in showing employees how to cope with the difficulties that come with working remotely, including isolation and less feedback and keep motivation and performance levels steady in the long run.
In the remote working environment, productivity and engagement are complex matters to sustain. The organizations, which focus on effective communication, flexible working hours, collaborative technology, and encouraging leadership, will have more opportunities to help them accordingly overcome the challenges of remote working and maintain high employee performance and employee satisfaction (Ndikeh, 2025). The strategies also translate to better operational efficiency, besides a favorable organizational culture, commitment by employees and long-term organizational resilience.
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The results of the present research give a comprehensive understanding of the effect of remote work on productivity and employee engagement within the service organizations of the UK. The thematic analysis of the secondary data revealed three main areas of concern, which include individual productivity, team productivity, and employee engagement. Also, the organizational strategies enabling successful remote working were pointed out (Yang et al., 2022). These findings are also critically analyzed in this discussion by connecting them to the existing theoretical frameworks (Self-Determination Theory (SDT), Social Exchange Theory (SET), and the Job Characteristics Model (JCM)). Moreover, the management implications are also examined, which incorporates the need to balance autonomy and collaboration in organizations, and flexibility and well-structured engagement systems.
Impact on Individual Productivity
The findings show that remote working can greatly increase productivity for most workers. About 65% of workers stated that their productivity improved in a distance environment, especially in job classes demanding solo focus, like data analysis, content development and technical progress (Shimura et al., 2021). This growth is largely due to less distraction at the workplace, increased flexibility in work schedule and the capacity to create a customized work environment. Employees said that planning their day based on the peak productivity seasons and working in conditions that allowed maximum comfort and focus would result in increased efficiency.
The resulting enhancement of individual productivity is very close to Self-Determination Theory (SDT), which assumes that autonomy is the primary factor of intrinsic motivation (Howard et al., 2023). According to SDT, once human beings are made to have a feeling of empowerment to make choices about their workplace in terms of how, when, and where to work, their intrinsic motivation is increased, which leads to engagement and performance. This theoretical point of view is backed by the data: remote workers who had freedom to control their schedule and the environment not only did their work more quickly but also expressed more satisfaction and reduced their stress levels (Emanuel and Harrington, 2024). The connection between environmental control and productivity outcomes was evidenced by the fact that approximately 70% of employees who were at a designated home office or any other flexible place noted that they were able to concentrate more.
Nonetheless, the statistics also draw attention to the idea that it does not apply to all positions where individual productivity is improved equally. Workers who were involved in the activities that involved high teamwork, instant problem solving or face-to-face contact with clients realised lower efficiencies (Sandoval-Reyes et al., 2021). To such employees, remote work brought about delays as a result of using asynchronous communication, lack of instant feedback and inability to receive spontaneous support from their coworkers. Indicatively, some team-based projects that used to develop faster in offices are said to be delayed by 20% in order to be performed under remote coordination (Nowrouzi-Kia et al., 2024). 
Moreover, the findings have depicted that isolation can be disastrous on the productivity of individuals. Another factor that made the remote workers feel isolated was that about a third of them reported being isolated by their colleagues and managers (Shimura et al., 2021). The reduced motivation of some of the workers occurred due to the lack of face-to-face instructions and low level of performance transparency. These findings indicate that there should be less possibility of social and managerial support needs that may be compromised in favor of the merits of autonomy.
Impact on Team Productivity
Team productivity is of a more complex situation, in which remote working is highly flexible concurrently with a great burden on coordination. Statistics indicate that approximately 55% of the remote workforce experienced slow decision making, delays in use of tasks and reduced collusive workflow (Shimura et al., 2021). Absence of informal communication, application of digital technologies, and development of communication gaps were also identified to be the key contributors in these problems.
The flaws in teamwork effectiveness may be considered through the prism of the Social Exchange Theory (SET) which highlights the fact that teamwork as well as a mutual exchange is the characteristic feature of cooperation and trust construction. As part of SET states, the mental health problem of no face-to-face communication results in the decline in the number and quality of the social interactions that destroys the banding together of the team. These findings prove this: remote teams were more inclined to misunderstand each other, lose concentration on work and turn less responsive due to the low speed of feedback and the lack of informal communication opportunities (Howard et al., 2023). The cost of coordination delays was particularly pernicious in high-speed industries such as consulting and finance, where speed is significant in decision-making, reflecting the cost of reduced social interactions in the remote environment.
The use of technologies such as Zoom, Microsoft Teams, and Slack and project management such as Trello and Asana contributed to mitigating these problems to some extent. About 60% of teams have reported that digital tools can be applied to make sure there is alignment and coordination (Yang et al., 2022). Responsibility was established using systematic methods of communication like daily stand-up, weekly planning, weekly status reports etc. to keep productivity in check. Whilst these interventions brought accountable improvements, fluidity, spontaneity and relationality of teamwork in the face of the team, they became difficult to maintain remotely.
These results highlight the subtle influence of working remotely: although autonomy and flexibility have positive effects on the working performance of an individual, team performance has to be carefully managed through communication and collaboration mechanisms (Adisa et al., 2023). This is a balance that is essential to aid overall productivity by the organizations.
Employee Engagement in Remote Work
Remote working affected the engagement dimension of the employees as a critical factor. The participation rates differed greatly, as some of the employees said that they felt not only more satisfied, more motivated, and more committed, but also felt isolated, undervalued, and replaced by the organization. A high degree of engagement outcomes was mainly associated with autonomy, flexibility, and work-life integration (Hunsicker, 2023). About 68% of employees working remotely have reported that scheduling flexibility gave them greater inspiration to work and effort towards organizational purpose. Workers who might flex work activities with their personal duties, especially parents and caregivers, claimed to have more engagement rates because of the ease of organizing work with parenting and family life.
These results are consistent with the Self-Determination Theory, which underlines the importance of three elements of intrinsic motivation: autonomy, competence, and relatedness. Remote work promotes independence and, to an equal measure, capability in the workplace since employees are in charge of their work schedules. Although the relatedness component, which is the feeling of being connected to others, is compromised in distant locations (Lartey and Randall, 2022). There is a lack of face-to-face interaction, spontaneous response, and social interaction, which adds to the lack of engagement. More than 43% of workers who were working remotely stated that they felt isolated, which shows the difficulty of connecting emotionally in a virtual workplace.
The Job Characteristics Model (JCM) also offers an understanding of the dynamics of engagement. According to the model, employees become more occupied when they are exposed to task variety, feedback and recognition (Yang et al., 2022). Feedback and recognition will tend to decline in isolated locations; approximately 38% of workers stated that managers did not notice their work as much, and this makes them feel undervalued. Such a lack of reinforcement can lessen motivation and dedication, resulting in monitoring that organizations should use active identification and feedback systems to keep involvement at a distance.
Organizational Strategies for Remote Work
The paper has found that there are organizational behaviors that are successful in enhancing productivity and engagement. The frequent and regular communication, flexible working conditions, collaboration technology, and leadership that is not confrontational were repeatedly nominated as some of the key factors (Hunsicker, 2023). Frequent virtual meetings, individual check-ins, and updates enabled me to feel less isolated and offered some sense of direction on the organizational objectives instead. Working hours were flexible so that the employees could combine personal and professional life; living and working were more engaged and productive. Communication and coordination were ensured by collaboration tools, and a supportive, recognition-based, and motivation-based transformational leadership ensured the commitment and motivation of the employees.
These strategies are brought together as a holistic approach to the management of remote teams. Companies which focus both on the structural support and relationship engagement seem to have increased productivity, increased motivation, and increased retention (Lartey and Randall, 2022). The role of leadership is especially one of the key aspects since the employees who feel that they are truly cared about and noticed by their managers are less likely to become committed and execute efficiently.
Synthesis and Implications
The results of the research report reveal that telecommuting has generated both advantages and opportunities for the organizations offering services in the United Kingdom. Autonomy, flexibility, and personalized work areas increase individual productivity but tend to reduce team productivity due to delays in communication and a lack of coordination. Autonomy and work-life balance enhance employee engagement, whereas isolation and a lack of recognition hurt it (Howard et al., 2023). A combination of organizational strategies such as structured communication, flexible work practices, collaboration tools and supportive leadership can reduce such challenges and make remote working successful.
In a practical sense, these findings portray the need to balance autonomy with normative support. To sustain the engagement and performance, organizations are advised to invest in digital tools, have explicit communication habits, give frequent feedback, and instils a culture of recognition (Adisa et al., 2023). Moreover, leadership development is essential; the managers need to be empowered to encourage and mentor the remote employees.
On the whole, the discussion shows that remote work cannot always be positive or negative. It influences individual functions, the group dynamics, as well as organizational strategies that are established (Hunsicker, 2023). UK service organizations can maximize productivity and employee satisfaction in remote working environments by ensuring the use of coordination and engagement mechanisms and the greatest autonomy and flexibility.
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Results of this research show that remote work has a subtle effect on productivity and engagement within service organizations in the UK. The general outcomes are an increase in individual productivity as they have much autonomy, flexibility and control of schedule, the employee has better management of time and is able to concentrate better without distractions. Communication delays, coordination challenges, and the decrease in the chance of spontaneous collaboration can, however, hurt the productivity of the team. Equally, employee engagement is enhanced by autonomy and better work-life balance, but is affected negatively by isolation, lack of recognition or visibility of historical contributions to the work.
Strategies that are effective in organizational leadership are those that ensure that the organization engages in correct communication, flexible working arrangements, collaborative digital tools, and supportive leadership to address these challenges. These measures will enable companies to maintain individual and team productivity and an environment of improved engagement levels. These lessons can be used by organizations to streamline remote work policies, boost employee satisfaction, and achieve overall better organizational performance in more flexible work environments.


[bookmark: _Toc213245050][bookmark: _Toc216897044]CHAPTER 5: Recommendations, Conclusion, and Limitations of the Research
[bookmark: _Toc213245051][bookmark: _Toc216897045]5.1 Introduction
This chapter gives the general conclusion of the study, a practical recommendation to organizations and the limitations that were experienced while conducting the research. This is to summarize the major conclusions made based on the examination of remote working and its effects on productivity and employee engagement in service organizations in the UK. Moreover, in this chapter, action strategies could be offered to the businesses to improve the performance and engagement of employees working remotely, and the limitations of the study are also taken into consideration and recommendations for further studies are provided.
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The study examined the effects of remote employment on the output and involvement of service organizations in the UK. Autonomy, flexibility, and increased control over working conditions usually led to an increase in individual productivity, motivation, and effective time management were reported among employees (Galanti et al., 2021). Nevertheless, in some cases, team productivity was impacted by gaps in communication, slow feedback, and decreased collaboration that slowed down the process of decision-making and innovation. And, interactions improved with flexibility and work-life balance and decreased with isolation, inadequate recognition, and low visibility. Companies which adopted effective communication and flexible policies, digital platforms, and enabled leaders demonstrated positive performance.
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Based on the findings, several practical recommendations can be made for organizations, leaders, and policymakers seeking to optimize remote work arrangements and maintain high levels of productivity and engagement.
[bookmark: _Toc213245054][bookmark: _Toc216897048]5.3.1 Strengthen Communication and Collaboration
Remote working requires good communication, which will keep productivity and unity in the team. Regular communication with staff is necessary (e.g. daily/weekly check-ins) to align and hold them accountable (Toscano and Zappala, 2021). Social connectedness and spontaneity can be facilitated by encouraging informal communication that takes place in virtual lounges or chat rooms. Also, it is possible to enhance transparency and project monitoring with the help of such collaboration tools as Microsoft Teams, Slack, and Trello (Fatima et al., 2024). Developing skills in virtual communication, such as active listening and online etiquette, will ensure that employees interact effectively and professionally in virtual communication.
[bookmark: _Toc216897049]5.3.2 Promote a Balance Between Autonomy and Support
Autonomy, as a motivational factor, must be facilitated and managed to avoid loneliness and withdrawal. In so doing, managers ought to have specific goals and deliverables but be flexible in the way tasks are completed. Developing self-government and responsibility helps employees to manage results, but with crucial aid (Raghaw, 2024). The isolation may also be mitigated by implementing mentorship or buddy programs where employees are linked to their fellow employees or seniors to exchange knowledge. Also, leaders are expected to provide frequent communication as they should give feedback regularly and recognize their employees to make them feel important and noticed.
[bookmark: _Toc216897050]5.3.3 Foster Leadership Development for Remote Management
Leadership is an important factor in remote working. The first aspect that organizations should invest their efforts in involves teaching leadership that concentrates on transformational qualities; these qualities include empathy skills, communication skills, and motivation skills. Emotional intelligence helps leaders to sense and act on the needs and feelings of distant workers (Baakeel, 2021). Leaders are encouraged to build on the management culture, which is based on trust, but activity-based, not result-based. Also, a democratic leadership system helps to establish a feeling of inclusion and appreciation among all employees (remote and in-person) without considering their physical locations (Dutt, 2024).
[bookmark: _Toc213245057][bookmark: _Toc216897051]5.3.4 Enhance Employee Well-being and Engagement
The level of employee engagement is strong when workers feel a sense of belonging, appreciation and empowerment. Organizations should:
Implement virtual team-building to ensure camaraderie and social bonding.
Support work-life balance through encouraging reasonable working hours and discouraging overwork.
Provide mental health and wellness, such as access to counselling exercises, wellness workshops and mindfulness.
Reward accomplishments publicly by giving digital awards and using virtual accolades to maintain motivation and reward (Abdullah and Ali, 2024).
[bookmark: _Toc213245058][bookmark: _Toc216897052]5.3.5 Leverage Technology Strategically
It is important to note that technology supports successful remote working, but it should be applied with reasonable use to avoid digital fatigue. To achieve this:
Integrate communication, task and performance tracking in a tool that is efficient in reducing the use of different applications.
Create a clear policy on the boundaries of digital communication, like no-meeting working hours, to avoid burnout (Toscano and Zappalà, 2021).
Make sure the workers get the proper technical support and resources, i.e., hardware, connection and cybersecurity training.
[bookmark: _Toc213245059][bookmark: _Toc216897053]5.3.6 Cultivate an Outcome-Based Performance Culture
The conventional performance indicators usually use visibility and attendance, which are inappropriate for remote working. Organizations should:
Change in favor of outcome-based evaluation where results, quality, and contribution become the basis of evaluation, and not worked hours (Galanti et al., 2021).
Make performance measurements conform to organizational objectives and individual roles and be fair and transparent.
Promote constant learning by reviewing performance periodically, especially by identifying obstacles and offering developmental feedback (Fatima et al., 2024).
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This study has a number of shortcomings. It also used secondary data like academic literature, reports, and case studies only, which restricts the truthfulness of the results. The absence of primary data contributes to the introduction of interpretation bias because the study does not reflect on the immediate experiences of employees and managers (Toscano and Zappalà, 2021). Also, secondary data can represent the bias or constraints of the primary sources, which can impact the quality of the outcome.
The UK service organizations were also the subjects of discussion, which restricts their universal application in other companies or nations. The findings would have been more enhanced with a wider spread of industries and global comparisons. This study utilized the cross-sectional research design, which only captures information at one instance in time, and therefore, cannot trace long-term implications. A longitudinal study would give more insight (Fatima et al., 2024).
Finally, statistical generalization is limited using qualitative analysis. Quantitative data should have been included to support the conclusions and present a stronger insight.
[bookmark: _Toc213245061][bookmark: _Toc216897055]5.5 Conclusion
This research emphasizes the fact that remote working is an aspect of service organizations that have both benefits and drawbacks in the UK. Higher levels of individual productivity and work-life balance are achieved through higher autonomy, flexibility, and technology; communication barriers, isolation and lack of recognition may diminish teamwork and engagement. Success in organizations is based on efficient management, nurturing leadership and proper communication channels. With the ability to maintain a sense of connection, trust and collaboration, and be flexible, companies can ensure that remote work ensures that not only productivity is enhanced, but a sense of employee engagement, satisfaction and resilience of the entire organization in the long run.
The first purpose, which was to investigate the impact of remote working on individual and team productivity, discovered that individual productivity was elevated by the higher ability to choose, compromise and control working situations and conditions. Nevertheless, there were issues of team productivity in the form of communication lapses, feedback slowness, and decreased teamwork, as is already present in the literature.
The second aim, which was to evaluate the levels of employee engagement in working remotely, also demonstrated that autonomy, flexibility, and work-life balance positively affected the level of engagement and, following that, motivation and commitment levels increased. Nonetheless, disengagement was adversely affected by isolation, insignificance, and invisibility, as had been reported in the literature.
In the third goal, which is to establish organizational strategies to promote productivity and engagement with remote work, the study found the following approaches to be effective: effective communication, flexible policies, and the use of a digital platform. The methods were identified to enhance performance in a remote working environment, as suggested in the literature.
The last and fourth goal, which is to make recommendations toward an effective remote work policy, highlighted the necessity to balance between autonomy and support, the necessity to develop leadership, and the use of collaborative tools. These measures were in line with the literature’s results and provided viable measures on how to optimize remote working practices.
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Reflective Essay
[bookmark: _Toc215849170][bookmark: _Toc216450306][bookmark: _Toc216897058]Reflective Research Process Reflection Using Gibbs’ Reflective Cycle
My reflection in this reflective essay shall follow the Gibbs Reflective Cycle of research process that has six stages: Description, feelings, evaluation, analysis, conclusion, and Action plan. The study was dedicated to assessing the effect of remote work on the productivity and engagement of the employees of the service organizations in the UK.
[image: Gibbs Reflective cycle | Crowe Associates]
Figure 1: Gibbs Reflective Cycle
Source: (Gibbs, 1988)
[bookmark: _Toc215849171][bookmark: _Toc216450307][bookmark: _Toc216897059]1. Description
The study started with the cognitive step of defining the need to determine the effects of remote working on productivity and worker participation. The secondary data collected by me comprised academic publications, industry reports, and case studies of service organizations in the United Kingdom, where remote working has become a more frequent occurrence (Ajayi, 2023). Qualitative analysis of topics (autonomy, communication, leadership, and work-life balance) gave me an idea of what causes both negative and positive consequences to employees. This contributed towards setting up a diverse perception about how remote working habits influence performance and engagement.
[bookmark: _Toc215849172][bookmark: _Toc216450308][bookmark: _Toc216897060]2. Feelings
I was overwhelmed by the number of literature sources and the inability to identify the most suitable and reliable ones. I did not know how to organize the information properly. I was encouraged and more in charge when I started to sort the data into thematic groups. The topicality of the subject of the ongoing trends in the workplace provided the study with an additional interest, and the realization of the feasible consequences of working remotely motivated me to explore further (Borghouts et al., 2022).
[bookmark: _Toc215849173][bookmark: _Toc216450309][bookmark: _Toc216897061]3. Evaluation
The study was very good and bad in some aspect. The use of secondary data became one of the key strengths as I could get a variety of points of view and proven research results. This made me have a comprehensive knowledge of the effect of remote work (Yang et al., 2022). Nevertheless, the use of secondary data was a disadvantage of the research since I was unable to develop insights into real-time workers or managers. The qualitative nature of the data was also a limitation to the depth and generalizability of the findings, which were purely qualitative.
[bookmark: _Toc215849174][bookmark: _Toc216450310][bookmark: _Toc216897062]4. Analysis
Going back to the method, I think the methodology was good but could have been reinforced. The information given by the secondary data was good, but not as in-depth as might have been found in primary data collection. The interviews or questionnaires would have enabled me to use personal experience and more refined opinions (Dubey and Kothari, 2022). Whereas thematic analysis aided in making an in-depth examination of the patterns in the data, a mixed-methods method could have yielded a more comprehensive analysis of the impact of remote work on productivity and engagement.
[bookmark: _Toc215849175][bookmark: _Toc216450311][bookmark: _Toc216897063]5. Conclusion
In general, the research experience enhanced my knowledge of the influence of remote working on employees and organizations. I used the major themes and organizational strategies that can be employed to increase the effectiveness of remote work. I was also, however, aware of the shortcomings that come with relying on secondary data.
[bookmark: _Toc215849176][bookmark: _Toc216450312][bookmark: _Toc216897064]6. Action Plan
My approach in future studies would be both qualitative and quantitative, as I would apply both interviews and surveys to supplement secondary sources of data. I would also manage my time better to enable me to make effective data collection and analysis. Moreover, I would not trust every source, so I would be critical of it to be able to guarantee the validity and applicability of the information used.
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Supervision Diary

Weekly meetings were held with Dr. Said Usman, details of which are below:

	Date 
	Time given
	Topics discussed and actions to be taken

	22/10/25
	1 hour
	First meeting – introduction with the supervisor and Overview of the topic area.

	05/11/25
	1hour
	
Background of the research topic: previous studies and current findings (literature review, research gaps).  	

	26/11/25
	1 hour
	Discussed methods and things to include. Discussed framework, effects of remote work on employee productivity and engagement.

	03/12/25
	1 hour
	Discussed key findings, Recommendations, conclusions and limitations of the research.
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understanding of these dynamics by analysing secondary

Pragmatism . . .
data from various academic and industry sources.

Research Findings

» Individual Productivity: 65% of employees experienced increased productivity, especially
in roles requiring focus. Flexibility and autonomy improved concentration, though
collaboration-heavy roles saw a decline due to communication delays .

» Team Productivity: 55% of teams faced delays in decision-making and task completion
due to coordination issues. Digital tools helped but couldn’t replace in-person
collaboration (Novita and Edriani, 2024).

» Employee Engagement: 68% of remote workers valued autonomy and work-life balance,
boosting engagement. However, 43% felt isolated and disengaged due to a lack of social
interaction and recognition.

» Organisational Strategies: Effective strategies included frequent communication, flexible
hours, and supportive leadership. Teams using collaborative tools and clear goals showed

higher productivity and engagement.

Research Process (Methodology)

» Research Philosophy: The research was based on an

interpretivist philosophy, focusing on understanding the

subjective experiences of employees in remote work

settings (Ojoboh and Igben, 2024).
» Research Approach: A qualitative approach was used to
explore the complex, context-specific aspects of remote

work, including autonomy, communication, work-life

balance, and leadership (Taherdoost, 2021).

» Data Collection: The study relied on secondary data,

gathering  information from academic articles,

Studies and reports related fo remote work, productivity, and employee engagement in UK service
organisations.

Publications from the last five years to ensure the data are current and relevant to the research topic.
Scholarly articles, government publications, civil sector reports, and credible corporate case studies.
0| Studies that do not focus on remote work or employee engagement within service industries.
Articles older than five years, unless they are considered seminal or provide foundational insights.
Non-peer-reviewed sources (unless they are reputable industry reports or government documents).
Sources must be from established academic journals, recognised industry publications, or government
reports.

Oniy peer-reviewed journals or credible institutional publications will be included

All sources will be evaluated for reliability using the CRAAP test (Currency, Relevance, Authority,
Accuracy, and Purpose)

Conclusion

» This research found that remote working can improve individual productivity and
work-life balance but presents challenges for team collaboration and employee
engagement. Organisations must implement strategies such as effective

communication, flexibility, and supportive leadership to overcome these

challenges and optimise remote work environments for long-term success.

government reports, and industry publications from the

past five years to ensure relevance and reliability. Sampling: Purposive sampling was employed to select
sources directly related to remote work in service industries
in the UK, ensuring that the data collected was highly
relevant to the research questions.

Data Analysis: The data was analysed using thematic

Qualitative
methodologies

Case study analysis, where key themes were identified, coded, and

interpreted. This helped uncover patterns related to

Action research Descriptive study

employee productivity, engagement, and organisational

strategies.
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		YES

		☐

		NO

		☐



		9

		Has permission to undertake the research has been provided by the partner organisation?

		(If YES attach copy)

If NO the application cannot continue

		YES

		☐

		NO

		☐









Where research activity is carried out in collaboration with an external organisation

		10

		Does this organisation have its own ethics approval system?

		YES

		☐

		NO

		☐



		

		

If Yes, please attach a copy of any final approval (or interim approval) from the organisation (this may be a copy of an email if appropriate).









SECTION E: Details of Research Activity

		1

		Indicative title:

		The Impact of Remote Working on Employee Productivity and Engagement: A Business Research Proposal 



		2

		Proposed start date:

		9th October,2025

		Proposed end date:

		12th December 2025



		

		Introduction to the Research (maximum 300 words per section)

Ensure that you write for a Non-Specialist Audience when outlining your response to the points below:

· Purpose of Research Activity

· Proposed Research Question

· Aims of Research Activity

· Objectives of Research Activity

Demonstrate, briefly, how Existing Research has informed the proposed activity and explain

· What the research activity will add to the body of knowledge 

· How it addresses an area of importance. 



		3

		Purpose of Research Activity

This research addresses the long-term impact on the productivity and engagement of remote work employees especially in industries that are service based. It also demonstrates the necessity of further in-depth research that considers the effect of long-term remote working arrangements on organizational performance, employee satisfaction, and efficacy. It is going to offer more information on the dynamic aspect of remote work in service-based organizations and offering viable suggestions in organizations that attempt to maximise their productivity, engagement, and organizational resilience over the long term.



(this box should expand as you type)



		4

		Research Question



1. How has remote work influenced employee productivity in UK service sector firms.

2. What impact has remote working had on employee engagement and motivation?

3. What practices do organizations use to maintain productivity and engagement among remote employees?

How can organizations improve remote working strategies to support long-term performance?



(this box should expand as you type)



		5

		Aims of Research Activity

To evaluate the impact of remote work on employee productivity and engagement within the UK- based service-oriented organizations.



(this box should expand as you type)



		6

		Objectives of Research Activity



· To explore how remote working affects individual and team productivity.

· To assess employee engagement levels in remote work settings.

· To identify organizational strategies that support productivity and engagement remotely.

· To provide recommendations for effective remote work policies.







		

		Proposed methods (maximum 600 words)

Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here, but should instead describe how you intend to collect the data necessary for you to complete your project.



		7

		



A methodological framework of the application of the Onion Model will be used to describe the research philosophy, design, strategy, data analysis modes, and ethical provisions that the research intends to follow using a Qualitative approach that is secured on a secondary data collected through academic and industrial literature.

 

(this box should expand as you type)



		


		Location of research activity

Identify all locations where research activity will take place.



		8

		

London UK



(this box should expand as you type)



		

		Research activity outside of the UK

If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the research then please state this.



		9

		

N/A





(this box should expand as you type)







		10

		Use of documentation not in the public domain: Are any documents NOT publicly available? 



		NO

		☒



		

		

		YES

		☐



		11

		If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.







(this box should expand as you type)







		

		Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015?

		

YES

		

NO



		12

		A prosperous Wales

		☐

		☒



		13

		A resilient Wales

		☐

		☒



		14

		A healthier Wales

		☐

		☒



		15

		A more equal Wales

		☐

		☒



		16

		A Wales of cohesive communities

		☐

		☒



		17

		A Wales of vibrant culture and thriving Welsh language

		☐

		☒



		18

		A globally responsible Wales

		☐

		☒



		19

		If YES to any of the above, please give details:



		

		





(this box should expand as you type)







SECTION F: Scope of Research Activity

		

		Will the research activity include:

		YES

		NO



		1

		Use of a questionnaire or similar research instrument?

		☐

		☒



		2

		Use of interviews?

		☐

		☒



		3

		Use of focus groups?

		☐

		☒



		4

		Use of participant diaries? 

		☐

		☒



		5

		Use of video or audio recording?

		☐

		☒



		6

		Use of computer-generated log files?

		☐

		☒



		7

		Participant observation with their knowledge?

		☐

		☒



		8

		Participant observation without their knowledge?

		☐

		☒



		9

		Access to personal or confidential information without the participants’ specific consent?

		☐

		☒



		10

		Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?

		☐

		☒



		11

		Performance of any acts which may cause embarrassment or affect self-esteem?

		☐

		☒



		12

		Investigation of participants involved in illegal activities?

		☐

		☒



		13

		Use of procedures that involve deception?

		☐

		☒



		14

		Administration of any substance, agent or placebo?

		☐

		☒



		15

		Working with live vertebrate animals?

		☐

		☒



		16

		Procedures that may have a negative impact on the environment?

		☐

		☒



		17

		Other primary data collection methods. Please indicate the type of data collection method(s) below.

		☐

		☒



		

		Details of any other primary data collection method:







(this box should expand as you type)

		

		





If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).



If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 



SECTION G: Intended Participants

If there are no participants then do not complete this section, but go directly to section H.



		

		Who are the intended participants:

		

YES

		

NO



		1

		Students or staff at the University?

		☐

		☐



		2

		Adults (over the age of 18 and competent to give consent)?

		☐

		☐



		3

		Vulnerable adults?

		☐

		☐



		4

		Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)

		☐

		☐



		5

		Prisoners?

		☐

		☐



		6

		Young offenders?

		☐

		☐



		7

		Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?

		☐

		☐



		8

		People engaged in illegal activities?

		☐

		☐



		9

		Others. Please indicate the participants below, and specifically any group who may be unable to give consent.



		☐

		☐



		

		Details of any other participant groups:







(this box should expand as you type)

		

		







		

		Participant numbers and source

Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 



		10

		How many participants are expected?



		





(this box should expand as you type)



		11

		Who will the participants be?



		





(this box should expand as you type)



		12

		How will you identify the participants?

		





(this box should expand as you type)









		

		Information for participants:

		

YES

		NO

		

N/A



		13

		Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?

		☐

		☐

		☐



		14

		Will you tell participants that their participation is voluntary?

		☐

		☐

		☐



		15

		Will you obtain written consent for participation?

		☐

		☐

		☐



		16

		Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?

		☐

		☐

		☐



		17

		If the research is observational, will you ask participants for their consent to being observed?

		☐

		☐

		☐



		18

		Will you tell participants that they may withdraw from the research at any time and for any reason?

		☐

		☐

		☐



		19

		With questionnaires, will you give participants the option of omitting questions they do not want to answer?

		☐

		☐

		☐



		20

		Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?

		☐

		☐

		☐



		21

		Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?

		☐

		☐

		☐



		22

		If NO to any of above questions, please give an explanation 



		

		





(this box should expand as you type)







		

		Information for participants:

		

YES

		NO

		

N/A



		24

		Will participants be paid?

		☐

		☐

		☐



		25

		Is specialist electrical or other equipment to be used with participants?

		☐

		☐

		☐



		26

		Are there any financial or other interests to the investigator or University arising from this study?

		☐

		☐

		☐



		27

		Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?

		☐

		☐

		☐



		28

		If YES to any question, please provide full details 



		

		





(this box should expand as you type)







SECTION H: Anticipated Risks



		

		
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 



If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  



		1

		Full risk assessment completed and appended? 

		Yes 

		☒



		

		

		No

		☐



		2

		Risks to participants

For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information



		

		Risk to participants:





(this box should expand as you type)

		How you will mitigate the risk to participants:







(this box should expand as you type)



		3

		If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities



		

		





(this box should expand as you type)



		4

		Risks to the investigator

For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest



		

		Risk to the investigator:



· Reputational risk

· Accusation of research misconduct 



(this box should expand as you type)

		How you will mitigate the risk to the investigator: 

· Use proper data protection measures.

· Stay up to date on research regulation and institutional policies.

· Clear communication.







(this box should expand as you type)



		5

		University/institutional risks

For example: adverse publicity, financial loss, data protection



		

		Risk to the University:

· Reputational damage

· Face legal implications





(this box should expand as you type)

		How you will mitigate the risk to the University:

· Ensure to follow ethical guidelines

· Obtain ethical approval to safeguard University’s credibility.





(this box should expand as you type)



		6

		Environmental risks

For example: accidental spillage of pollutants, damage to local ecosystems



		

		Risk to the environment:

N/A





(this box should expand as you type)

		How you will mitigate the risk to environment:

N/A





(this box should expand as you type)







		

		Disclosure and Barring Service



		

		If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.

		YES



		NO



		N/A





		7

		Does your research require you to hold a current DBS Certificate?

		☐

		☒

		☐



		8

		If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.

		







SECTION I: Feedback, Consent and Confidentiality



		1

		Feedback

What de-briefing and feedback will be provided to participants, how will this be done and when? 



		

		





(this box should expand as you type)



		2

		Informed consent

Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.



		

		





(this box should expand as you type)



		3

		Confidentiality / Anonymity

Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 



		

		





(this box should expand as you type)







SECTION J: Data Protection and Storage



		

		Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?

		YES

		NO



		1

		“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.

		☐

		☐



		

		If YES, provide a description of the data and explain why this data needs to be collected:



		2

		





(this box should expand as you type)



		

		Does it involve special category data (as defined by the GDPR)?

		YES

		NO



		3

		“Special category data” means sensitive personal data consisting of information as to the data subjects’ –

(a) racial or ethnic origin,

(b) political opinions,

(c ) religious beliefs or other beliefs of a similar nature,

(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),

(e) physical or mental health or condition,

(f) sexual life,

(g) genetics,

(h) biometric data (as used for ID purposes),

		☐

		☐



		

		If YES, provide a description of the special category data and explain why this data needs to be collected:



		4

		





(this box should expand as you type)







		

		
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?

		YES

		NO



		5

		Manual files (i.e. in paper form)?

		☐

		☒



		6

		University computers?

		☐

		☒



		7

		Private company computers?

		☐

		☒



		8

		Home or other personal computers?

		☒

		☐



		9

		Laptop computers/ CDs/ Portable disk-drives/ memory sticks?

		☒

		☐



		10

		“Cloud” storage or websites?

		☒

		☐



		11

		Other – specify:



		☐

		☒



		12

		For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:



		

		



(this box should expand as you type)







		

		Data Protection



		

		Will the research activity involve any of the following activities:

		YES

		NO



		13

		Electronic transfer of data in any form?

		☒

		☐



		14

		Sharing of data with others at the University outside of the immediate research team?

		☐

		☒



		15

		Sharing of data with other organisations?

		☐

		☒



		16

		Export of data outside the UK or importing of data from outside the UK?

		☐

		☒



		17

		Use of personal addresses, postcodes, faxes, emails or telephone numbers?

		☐

		☒



		18

		Publication of data that might allow identification of individuals?

		☐

		☒



		19

		Use of data management system?

		☐

		☒



		20

		Data archiving?

		☐

		☒



		21

		If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):



		

		





(this box should expand as you type)



		22

		List all who will have access to the data generated by the research activity:



		

		

The researcher and the supervisor



(this box should expand as you type)



		23

		List who will have control of, and act as custodian(s) for, data generated by the research activity:



		

		

The researcher



(this box should expand as you type)



		24

		Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  



		

		I will store the data on my OneDrive cloud as long as needed. I will be the only person to have access to the data. I will cancel the data once I do not need it anymore.





(this box should expand as you type)



		25

		Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so please explain. (Most relevant to academic staff) 



		

		

No 



(this box should expand as you type)



		26

		Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)

		YES

		☒



		27

		Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding

		YES

		☒










SECTION K: Declaration

		

		The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.



In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 



		1

		Signature of applicant:

		Maame Bonsu

		Date:01/11/25









For STUDENT Submissions:

		2

		Director of Studies/Supervisor:

		Dr Said Usman

		Date:27/11/25





		3

		Signature:

		[image: A drawing of a kite

AI-generated content may be incorrect.]



		







For STAFF Submissions:

		4

		Academic Director/ Assistant Dean:

		

		Date:



		5

		Signature:

		



		







Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:

		☒

		I have read the guidance notes supplied before completing the form.



		☒

		I have completed ALL RELEVANT sections of the form in full.



		☐

		I confirm that the research activity has received approval in principle



		☒

		I have attached a copy of final/interim approval from external organisation (where appropriate)



		☐

		I have attached a full risk assessment (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT



		☒

		I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.



		☒

		I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.







		RESEARCH STUDENTS ONLY

Once complete, submit this form via the MyTSD Doctoral College Portal at (https://mytsd.uwtsd.ac.uk).





		RESEARCH STAFF ONLY

All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.





		STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.







April 2022`	1	PG2 Ethical Approval Form
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