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[bookmark: _whm7ltaekmy3]1. Introduction 
[bookmark: _qri7f6motlph]1.1 Background
The COVID-19 crisis led to a mass transition of conventional office work to remote and hybrid forms, primarily in the technological industry. What initially started as a temporary remedy has now turned into a permanent structural transformation in the way organisations are run. The tech industry in London has embraced remote working in small and medium-sized enterprises (SME) to remain competitive and flexible. This transition increased the concern of the impact of remote arrangements on the primary team behaviours such as communication, trust and performance (Wang et al., 2021). With the process of remote work being normalised, the impact of remote work on collaboration and employee productivity is essential to both the SME leaders and researchers.
[bookmark: _m2v0j413yhd3]1.2 Problem Statement 
Remote working posed novel challenges and opportunities to the small and medium-sized tech businesses in London. As much as remote arrangements are flexible and cost effective, they may destroy team spirit, reduce communication speed and make it difficult to monitor employee output. SMEs do not have formal organisation or specific HR resources to serve distributed teams, therefore, they are particularly prone to the collapse of collaboration. Though a lot has been available concerning remote work in large companies, there is a dearth of knowledge concerning the impact of remote work on day-to-day teamwork and productivity in smaller technologically oriented firms. This study fills this gap with emphasis on the experience of employees in that regard.
[bookmark: _n1qcby9wv0b1]1.3 Research Aim
[bookmark: _14tr4rrctebo]To investigate the impact of remote working on collaboration within the team and the level of productivity of employees in London-based technology SMEs through the lens of analysing available academic literature, industry reports, and datasets on SMEs. 
1.4 Research Objectives
· To review literature on how remote work affects team collaboration and productivity in SMEs
· To analyse secondary data on organisational practices in London tech SMEs
· To identify patterns, challenges, and success factors reported in existing research and reports
· To offer evidence-based recommendations for enhancing remote work outcomes in SMEs

[bookmark: _z42yogbe02tm]1.5 Research Questions
1. How has remote work influenced team collaboration among employees in London tech SMEs?
2. What impact has remote work had on employee productivity in these organisations?
3. What factors support or hinder effective remote teamwork in SMEs?

[bookmark: _4omfgo44nbf0]1.6 Justification and Significance
Remote work has now been stabilized as a characteristic of business in the modern world, but SMEs have their own problems when adjusting to it. Small and mid-sized firms in the tech industry in London usually do not have the infrastructure and formal systems that larger companies do, thus it is harder to manage distributed teams. Although most of the available research is centred on corporate settings, the current study contributes to existing knowledge by addressing actual experiences in the SME setting. The results can assist the SME leaders in making informed choices regarding the remote work strategy and provide input into scholarly debates about the organisational behaviour and the workforce management in the environment dominated by technological innovations and flexible frameworks.
[bookmark: _js9r1ivjojji]2. Literature Review
[bookmark: _vdtnw6tuc9s5]2.1 Theoretical Frameworks
Remote work has put into question many of the assumptions of organisational behaviour. Media Richness Theory (Daft and Lengel 1986) is one of the frames that would be useful in this case because it implies that the effectiveness of communication is conditional on the capacity of a medium to convey subtle information. The use of less efficient media (e.g. email, chat) can impede the ability to solve complex problems and establish an emotional connection in virtual teams (Yuan et al., 2022). In the same manner, the model of team development proposed by Tuckman, with its stages of forming, storming, norming, and performing, needs to be re-examined in the dispersing situation where informal bonding and conflict resolution processes are restricted (Carillo et al., 2021).
The Social Exchange Theory can also be applied, and it suggests that relationships which are characterized by trust and reciprocity spawn team cohesiveness. These exchanges may be undermined in remote settings since physical interaction is reduced, which causes disjointed team identity and lowered engagement (Wang et al., 2021). These theoretical prisms can explain the observed changes in the team dynamics after the pandemic.
[bookmark: _x1fgewj359pc]2.2 Remote Work and Team Collaboration
The literature brings out the advantages and the difficulties of remote collaboration. According to a survey done by McKinsey (2021), 75% of workers claimed that they had better work-life balance, although most of them also reported that their interpersonal connection had decreased. The absence of physical communication may destroy the trust and slows the decision-making process especially when it comes to newly established teams (Oakman et al., 2020). Virtual environments usually lack informal communication, which is essential in the coordination and creativity processes (Richter, 2022).
Nevertheless, other studies indicate that under the proper equipment and management, virtual teams may be more productive than conventional ones regarding concentration and responsibility (Kniffin et al., 2021). Microsoft Teams and Slack are synchronous and asynchronous platforms that help to facilitate communication, although their use depends on digital literacy, organisational support, and team norms (Waizenegger et al., 2020).
Trust can become one of the important variables. Charalampous et al. (2019) state that high-trust teams have a higher chance to adapt to remote work. Informal check-ins and autonomy are fostered by proactive leaders who ensure increased engagement and cohesion.
[bookmark: _99khb5v8ghq1]2.3 Remote Work and Organisational Performance
Remote employment has affected worker efficiency both positively and negatively, especially in the small organisations. In certain technological SMEs the workers allege to be more focused and more productive when working at home, particularly in task-oriented jobs such as the creation of software or digital design (BBC, 2022). The benefits include the decrease in the number of distractors in the office and the independence of flexible office schedules (Kniffin et al., 2021).
Nevertheless, other researchers note that it also has obstacles to lower productivity that include the absence of organization, the inability to obtain assistance, or unfavourable conditions at home (Hickman and Robison, 2020). Trust and communication between team members and leaders are important sources of productivity in the SMEs where formal systems of performance management might not exist.
Microsoft Work Trend Index (2022) revealed that workers tend to see themselves more productive when working at home, but this ignites a drop in collaboration, innovation, or long-term engagement. SMEs that lack clear expectations and feedback mechanisms might not be capable of continuing to be productive beyond normal operations.
Sustenance of productivity is a key role of leadership. Managers who provide freedom and frequent follow-ups, as well as place an emphasis on the performance of their staff instead of their presence, are better positioned to continue motivating and keeping their employees highly productive in hybrid environment (Larson et al., 2021). These factors can be even more significant in the case of SMEs, where leadership is more likely to be more informal and direct.
[bookmark: _jxwoqhr6kpc2]2.4 Research Gaps and Implications
[bookmark: _ghvw9rpac6od]Although an increasing literature is available on the topic of remote work, most of the extant literature has concentrated on large-sized companies or worldwide workforce patterns, and with relatively little attention paid to small-scale medium-sized companies (SMEs), particularly those within the UK tech sector. A lot of high-profile research (e.g. McKinsey, Microsoft) represents data in multinational setting which is not necessarily connected with the realities of operating SMEs (which usually have fewer resources, are not as formal, and have less digital infrastructure).
Another tendency is also active in the cases where current literature gives preference to general employee well-being or productivity indicators rather than to studying the operation of team collaboration in the specific context of remote or hybrid SME backgrounds. Additionally, the scholarly debate on remote work has been less focused on the long-term changes in the operations and behaviour of the SMEs post-crisis and more on the short-term implications of the COVID-19 crisis.
The second gap is the absence of integrated knowledge on the various data types. Scholarly research, industry white papers, and government documents tend to operate in isolation and have isolated views. This opens a possibility to integrate a variety of sources of secondary data into a coherent depiction of how remote work is influencing team performance in SMEs.
The proposed research fills the described gaps by examining a wide range of secondary data, such as scholarly sources, case studies involving SMEs, industry polls, and government statistics, to investigate the impact of remote work on collaboration and productivity in tech SMEs headquartered in London. The derived insights can be used by the leaders of SMEs, HR, and policymakers in search of evidence-based advice on how to make the most of remote work strategies in lean, fast-paced settings. 
3. Research Methodology
[bookmark: _qcrlv0vf7iw1]3.1 Research Philosophy
This research is based on a Realist philosophy, which presupposes that organisational phenomena, i.e. productivity, collaboration and communication exist on their own but are perceived in a context. It is the use of secondary data that realism upholds as it acknowledges the objective realities that are described in both industries and academic literature, as well as the subjective experiences that may be derived therein (Saunders et al., 2019).
[bookmark: _nimdrel4fmuu]3.2 Research Approach
The inductive approach is adopted. The research will not be a test of a hypothesis but will create an insight by identifying themes in the current empirical studies, industry reports, and case studies of SMEs. The approach is suitable since the impacts of remote work on SMEs are complicated, diverse, and continue to develop (Thomas, 2021).
[bookmark: _3zbv0vzdscui]3.3 Research Strategy
A systematic secondary literature review strategy is adopted. The study will identify, evaluate, and synthesise credible sources from 2017–2025 that examine:
Remote work practices
Employee productivity
Team collaboration
SME-specific operations (with a focus on the UK and tech sector)
To ensure coverage and quality, documents will be sourced from:
· Peer-reviewed academic journals (via ScienceDirect, Taylor & Francis, Google Scholar)
· Industry whitepapers (e.g. CIPD, McKinsey, Microsoft WorkLab)
· Government & public SME datasets (e.g. UK ONS reports)
· Company reports and surveys related to SME working models
· Reports from credible media (e.g. Forbes, BBC, HBR)
This wide base ensures the dataset is large and detailed enough for valid thematic synthesis.
[bookmark: _wo6p0mec9d4w]3.4 Methodological Choice
A qualitative study will be carried out based on thematic analysis as a mono-method study. Thematic coding will be used in 30-40 documents to find the insights that are reappearing based on:
· Team communication and cohesion
· Trust-building and leadership
· Reported productivity changes
· SME-specific challenges or success factors
Coding will be done manually using the 6 steps coding process as suggested by Braun and Clarke (2006). Themes that are likely to be identified include the use of digital tools, leadership practice, trust, and productivity barriers.
[bookmark: _nwlvzedrkqmp]3.5 Time Horizon
The cross-sectional period is chosen, paying attention to the sources released in 2020-2025, the most crucial time of remote work normalisation after the pandemic. This period represents the current organisational behaviour change during and after the pandemic.
[bookmark: _gwiae0hnwzv]3.6 Data Collection and Source Justification
The literature review will draw from at least 30 high-quality secondary sources, with the following distribution:
	Source Type
	Examples / Repositories
	Approx. Documents

	Peer-reviewed journals
	ScienceDirect, Wiley, Taylor & Francis
	10–12

	Industry reports / Whitepapers
	McKinsey, Microsoft WorkLab, CIPD, Gartner
	10

	Government/SME data
	UK ONS, BEIS SME factsheets
	5–6

	Professional publications
	HBR, Forbes, BBC, Financial Times
	5–6


All the documents will be stored and indexed in a spreadsheet in terms of source, year, author, relevance of the material to the SME and keywords/themes. This database will be availed on request to get it validated.
[bookmark: _6q1u0c621sb1]3.7 Ethics and Limitations
No primary participants are involved, so ethical risk is minimal. All sources will be cited using Harvard referencing and treated with academic integrity. Limitations include:
· Lack of real-time insights from SME employees
· Potential publication bias in company and consultancy reports
· Generalisation risk, as some reports cover broader sectors beyond London SMEs
However, triangulating academic, industry, and government sources will strengthen the validity of findings.

[bookmark: _54e6f9gjruug]4. Timeline 
[bookmark: _g6i2jz5g9lsr]4.1 Research Timeline
[bookmark: _fa0awyghj43b]The research proposed will be performed within 10 weeks between 1st February 2026 and 10 th April 2026. The project shall have a systematic schedule that will enable every phase to be completed on time. The first and the second week will be dedicated to the final refinement of the topics, ensuring the ethical approval, and collecting preliminary secondary sources. The weeks 3-5 will be devoted to systematic literature review, thematic coding and analytical mapping. The 6th and 7th weeks will be devoted to fine-tuning major themes, synthesising of findings, and comparison of the documents. Weeks 8-9 will be devoted to writing, citing, and rewriting the complete research proposal and discoveries. Week 10 (this will be the final week) will be spent on final submission, formatting, and proofreading. Tracking of progress will be done at regular intervals to be sure that all the milestones will be achieved on time.










4.2 Gantt Chart
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Gantt Chart: Research Timeline (Feb-Apr 2026)
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