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[bookmark: _Toc224904393]Introduction

This report explores the impact of remote working on employees, managers and organisations using findings from the Welsh Government National Survey for Wales (2024-2025). The report considers both advantages and disadvantages of remote working, including aspects such as flexibility, access to learning and development opportunities, employment conditions, job suitability and employee wellbeing. It also presents recommendations and workplace examples to demonstrate how remote working can be effectively implemented and managed withing modern organisations.
The report further examines the research methods used in the survey, including quantitative data such as statistics on remote working participation and employment conditions and qualitative data which provide insight into employee experiences, wellbeing and preferences. Furthermore, it outlines the use of primary and secondary research, evaluates the reliability of the source using the CRAAP test, develops an argument using the PEEL/DIKW method and applies Borton’s Reflective Model to analyse the findings. Overall, the report provides a balanced and critical understanding of the role and implications of remote working.

1. [bookmark: _Toc223975053][bookmark: _Toc224904394]Employee Pros:

. The survey indicates that 88% of remote workers received full sick leave, compared with 67% of non-remote workers (Welsh Government, 2025). 
. Remote workers reported more positive experiences of learning and development, with 56% rating opportunities as very good compared with 45% of no-remote workers.
. Research suggests that remote working can improve work-life balance, reduce commute stress and support employee wellbeing (Dockery & Bawa, 2014) while also enhance access to professional and development opportunities (Grant, Wallace and Spurgeon, 2013).
. Further evidence suggests flexible working may encourage healthier lifestyles and increased participation in physical activity, contributing to improved wellbeing (Wang et al., 2021). 
. The survey also shows that hybrid working is widely adopted with 42% of workers in Wales working remotely at least some of the time. 
. Remote-working is more common among higher qualified individuals with 51% of degree holders working remotely compared to 16% of those with lower or no qualifications, indicating greater access to flexibility in higher-skilled roles.

1.1. [bookmark: _Toc223975054][bookmark: _Toc224904395]Employee Cons: 

. Limited suitability of remote working is not suitable for all occupations.
. 52% of workers reported that their job cannot be performed remotely. (Welsh Government 2025).
. Among non-remote workers, 87% stated that this was because their job could not be done from home.
Lack of preferences for remote working among some employees.
. 10% of workers indicated that they do not prefer to work remotely.
. Possible reasons for this include a preference for workplace social interaction and difficulty maintaining a clear separation between work and home responsibilities.
“Previous research also shows that remote working can create challenges such as reduced social interaction and difficulty separating work from home life (Gilson et al., 2015; Allen, Golden & Shockley, 2015).”
. Only 22% of workers aged 16-24 worked remotely, compared with approximately 40-44% of older workers.
This may have implications for early career development, including access to training, mentoring opportunities and entry-level employment prospects.

1.2. [bookmark: _Toc224904396]Recommendations:

. The findings from the National Survey for Wales (2024-2025) indicate several recommendations for improving remote working for employees. The report suggests that employers could expand remote working opportunities where possible, as more than half of workers reported that their jobs cannot currently be performed remotely. It also highlights the need for policies that address inequalities in access, since remote work is more common among highly educated individuals and owner-occupiers. Furthermore, organisations could provide additional support for younger employees and those with fewer qualifications through training, mentoring and hybrid working arrangements to promote fair access to flexible working opportunities.
 
1.3. [bookmark: _Toc224904397]Workplace examples:

. The National Survey for Wales (2024-2025) identifies several examples of workplaces used by employees under remote working arrangements. These include working from home, working in community locations such as libraries or shared hubs, and working in public spaces such as coffee shops. The survey also highlights that many employees adopt a hybrid working model, where work is carried out partly in a central workplace and partly in remote locations. 


2. [bookmark: _Toc224904398]Manager Pros:

. Remote working participation is relatively high, providing several advantages for managers. Flexible working structures allow organisations to adopt hybrid or remote team management models, enabling managers to coordinate staff more efficiently across different working locations. Remote working is also associated with improved employment conditions as 88% of remote workers received fully paid sick leave compared with 67% of non-remote workers.
. Allows managers to organise teams through hybrid working structures and digital collaboration tools (Larson, Vroman and Makarius, 2020)
. Flexible working arrangements can improve employee motivation and job satisfaction, which supports staff retention (Purvanova and Bono, 2009)
. The National Survey for Wales (2024-2025) highlights several advantages of remote working for managers and organisations. The survey found that 42% of workers carry out some of their work remotely, demonstrating the increasing adoption of flexible working arrangements. Furthermore, hybrid working patterns allow organisations to balance office collaborations with remote productivity, while also helping to attract and retain highly qualified employees.
 
2.1. [bookmark: _Toc224904399]Manager’s Cons:

. Not all jobs are suitable for remote working which presents challenges for managers when implementing flexible working policies.
. The survey found that 52% of workers reported that their job cannot be performed remotely, limiting the extent to which remote working can be applied across organisations. The National Survey for (2024-2025).  
. Managers may also need to maintain both on site and remote working systems, which can increase organisational complexity.
. Remote working participation was higher among degree qualified workers with 51% of degree-level workers worked remotely, compared with 16% of workers with lower or no qualifications. This may create potential workforce inequality if remote working opportunities are not managed fairly and consistently across employee groups.
. Managers recommendations and workplace examples:
. The National Survey for Wales (2024-2025) suggests several recommendations for managers regarding remote working. It highlights the importance of promoting equal access to remote working opportunities and supporting employee wellbeing by encouraging communication, virtual meetings and hybrid working models that balance productivity and workplace engagement. Clear remote working policies and appropriate training should also be provided to ensure effective implementation.

2.2. [bookmark: _Toc224904400]Manager Recommendations:

. From the Welsh Government remote working survey findings, several recommendations can be made for managers.
. Since remote working participation was 42%, managers could expand flexible working arrangements where job roles allow.
. To address inequality in access, organisations should promote fair remote working opportunities across qualification levels and age groups. 
. Managers should also support employee wellbeing by encouraging regular communication, support, virtual meetings and hybrid working models that balance productivity and workplace interaction.

2.3. [bookmark: _Toc224904401]Workplace Examples:

. Workplace examples include allowing employees to work from home for part of the week, using digital collaboration platforms to coordinate team activities, providing training to enhance skills. Managers may also introduce clear remote working policies, assess performance based on measurable objectives rather than physical presence and encourage opportunities for social interaction to help reduce potential isolation. These strategies can improve the effectiveness of remote management while addressing the challenges identified in the survey.

3. [bookmark: _Toc224904402]Organization Pros:
 
. The Welsh Government remote working survey (2024-2025) highlights several organisational benefits of remote working. 
. The findings show that 42% of workers carry out some or all their work remotely, demonstrating the potential for organisations to adopt flexible working structures that support operational adaptability. 
. Remote working may also help organisations attract and retain highly qualified employees, as 51% of degree-qualified workers were more likely to work remotely compared with 16% of those with lower or no qualifications. (Office for National Statistics, 2023). 
. In addition, remote working is associated with improved employment conditions, since 88% of remote workers reported receiving fully sick leave compared with 67% of non-remote workers. 
. The growth of hybrid working arrangements further allows organisations to balance workplace collaborations with remote productivity.

3.1. [bookmark: _Toc224904403]Organization Cons:
 
. The remote working survey identifies several challenges for organisations implementing flexible working arrangements. 
. One key limitation is that not all jobs are suitable for remote work. Furthermore, 10% of workers indicated that they do not prefer remote working, meaning that organisations need to consider differing employee preferences when developing working policies. 
. Feelings of isolation, reduced workplace engagement and challenges in maintaining team cohesion (Van der Lippe, den Dulk, & Begall, 2024; Hebert & Tremblay, 2023)

3.2. [bookmark: _Toc224904404]Organization recommendations and workplace examples:

. The Welsh Government survey suggests several recommendations for organisations regarding remote working. Organisations are encouraged to expand flexible and hybrid working arrangements where possible by assessing job roles, as 42% of workers reported working remotely in some capacity. The survey also highlights the importance of promoting equality in access to remote working opportunities and supporting employee wellbeing by encouraging collaboration, virtual communication and social interaction. In addition, organisations should provide clear remote working policies and appropriate digital training to ensure effective implementations of flexible working practices.

4. [bookmark: _Toc224904405]Conclusion:

. In conclusion, the Welsh Government remote working survey (2024-2025) highlights both the advantages and disadvantages and limitations of remote working, such as increased flexibility as well as challenges including unequal access, role suitability and wellbeing impacts. Emphasising the needs for balanced policies, clear organisational processes and adequate support. Therefore, by the end of 2026, organisations are expected to implement inclusive remote working strategies that raise employee satisfaction by 15% lower wellbeing concerns by 10% and promote fair access across all appropriate roles.

5. [bookmark: _Toc224904406]Reflection:

. Reflecting on the findings of the Welsh Government remote working survey (2024-2025) I understand that remote working is a key aspect of modern employment. The survey outlines both the advantages and disadvantages of flexible working, particularly regarding accessibility, wellbeing and job sustainability. It demonstrates that while it enhances flexibility and working conditions, it also brings challenges such as unequal access and varied employee preference. Working from home myself for a short period initially highlighted the pros i.e being able to balance childcare, school run etc and managing my health easier at home, however the disadvantages soon outweighed that as I was unable to fully focus when my daughter was home, the feeling of isolation, not being as motivated with household requirements as I usually would be resulting in the constant feeling of being under pressure to complete all that was needed of me.

6. [bookmark: _Toc224904407]Primary Research:

. The survey results were obtained from around 6,000 adults aged 16 and over in Wales, with data collected through telephone interviews and self-completion methods. This represents primary data, as the information was obtained directly from participants during the National Survey. 

7. [bookmark: _Toc224904408]Secondary Research:

. In the Welsh Government remote working survey report, secondary research is presented in the background, discussions and contextual analysis sections of the study. It is used to support the interpretation of primary research findings such as UK time-use statistics and previous remote working studies. These secondary sources are used to compare trends, explain potential wellbeing impacts and provide broader context for the survey results rather than introducing newly collected data.
The findings from the Welsh Government remote working survey (2024-2025) highlight several key workplace trends relating to flexible working arrangements. The survey shows that 42% of workers participated in some form of remote working, indicating the growing adoption of flexible employment practices. Remote workers were more likely to receive fully paid sick leave, with 88% reporting this benefit compared with 67% of non-remote workers. In terms of professional development, 56% of remote-workers rated learning opportunities as very good, compared with 45% of non-remote workers, suggesting potential advantages in career development. The data also shows that 51% of degree-qualified workers engaged in remote working, whereas only 16% of workers with low or no qualifications did so, indicating inequality in access to flexible work. Additionally, 52% of respondents reported that jobs could not be performed remotely. Overall, the findings demonstrate that while remote working offers flexibility and employment benefits, accessibility and occupational suitability remain important considerations.


8. [bookmark: _Toc224904409]Graph Results for Key Remote-Work Findings – Welsh Government Survey (2024-2025) 



9. [bookmark: _Toc224904410]The CRAAP test evaluation of the Welsh Government remote working survey (2024-2025)

 This indicates that the source is reliable and suitable for academic use. The survey is current, as it was published for the 2024-2025 period. It is highly relevant because it examines remote working experiences among employees, managers and organisations in Wales. In terms of authority, the report was produced by the Welsh Government which is a trusted provider of national statistical and policy information. The survey is considered accurate as it is based on responses from approximately 6,000 adults collected through telephone and self-completion methods. The purpose of the study is to provide evidence-based insights into remote working behaviour, employment conditions and workplace trends to support policy developments.

10. [bookmark: _Toc224904411]Qualitative and Quantitative Date/DIKW:

The National Survey for Wales (2024-2025) incorporates both quantitative and qualitative data. Quantitative data within the DIKW framework. Quantitative data, including statistics on participation rates, job sustainability and employee characteristics represent the DATA. Qualitative data reflects individuals’ experiences and opinions, such as perceptions of wellbeing, flexibility and job satisfaction. Once organised and analysed, the data is transformed into INFORMATION, identifying trends such as higher levels of remote working among degree-qualified individuals and variations in employment benefits between remote and non-remote workers. This generates KNOWLEDGE regarding the impact on wellbeing, flexibility and access to opportunities. The knowledge gained is then used as WISDOM to guide suggestions such as enhancements to existing policies.

11. [bookmark: _Toc224904412]Argument Constructed on Findings:

The findings of the Welsh Government remote working survey indicate that remote working is an important modern employment practice however, its implementation requires careful management to minimise potential inequality and wellbeing risks. Although 42% of workers engage in some form of remote working, 52% of workers reported that their jobs cannot be performed remotely, suggesting that flexible working opportunities are limited in certain occupations. In addition, differences in remote working access across qualification levels highlight the importance of developing fair workplace policies. Overall, while remote working provides flexibility and can improve employment conditions, organisations need to balance these advantages with accessibility considerations and employee wellbeing. 


12. [bookmark: _Toc224904413]PEEL Method:

Point – Remote working is considered an important modern employment practice, offering flexibility for employees and organisations
Evidence – The survey revealed that 42% of workers participated in some form of remote working, while 52% of workers reported their jobs could not be performed remotely.
Explanation – This indicates that although remote working is becoming more widespread, it is not appropriate for all occupations. The findings also suggest that access to flexible working arrangements may vary across different job roles, potentially creating challenges related to workplace accessibility.
Link – Therefore, while remote working provides several workplace advantages, organisations should implement flexible working policies in a fair and appropriate manner, taking job suitability and employee needs into consideration.

13. [bookmark: _Toc224904414]SWOT Analysis of Remote Working:

	STRENGTHS
	WEAKNESSES

	Remote working improves flexibility and work life balance, enhances employment conditions and supports access to learning opportunities while helping organisations attract and retain skilled workers.
	Remote working is not suitable for all roles, over half of workers reporting that their jobs cannot be performed remotely.
Reduced social interaction and difficulty maintaining work-home boundaries.

	OPPERTUNITIES
	THREATS

	Potential for organisations to expand hybrid working models and develop more inclusive and flexible policies.
Use of digital communication tools enhancing collaboration.
	Contributing to inequality as access is higher among degree-qualified and older workers.
Risks to employee wellbeing, including isolation and reduced engagement.




14. [bookmark: _Toc224904415]Borton’s Reflective Model:

	What?
	The Welsh Government remote working survey (2024-2025) found that 42% of workers engaged in remote work. Remote employees were more likely to receive fully paid sick leave (88%) compared with those not working remotely (67%) and reported better access to learning opportunities (56%) alongside greater flexibility in their work arrangements. However, 52% of roles could not be done remotely, and only 22% of those aged 16-24 working remotely.

	So What?
	The findings indicate that remote working supports flexibility, improved employment conditions and opportunities for career development. However, challenges such as unequal access, occupational suitability limitations and variations in employee preferences remain important issues that require management consideration.

	Now What?
	Future remote working practices should encourage the use of hybrid working models, promote equal access to flexible working models, promote equal access to flexible working opportunities, strengthen communication systems and provide adequate employee wellbeing support to ensure the fair and effective implementations of remote working arrangements.




15. [bookmark: _Toc224904416]References:
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Key Remote-Work Findings- Welsh Goverment Survey (2024-2025)

Percentage	
Remote work participation	Fully paid sick leave (remote workers)	Fully paid sick leave (non-remote workers)	Learning opportunities (remote-workers)	Learning opportunities (non remote-workers)	Degree-qualified remote workers	Low/no qualification remote-workers	Job cannot be performed remotely	Do not want remote-work	Age 16-24 workers	0.42	0.88	0.67	0.56000000000000005	0.45	0.51	0.16	0.52	0.1	0.22	Column1	
Remote work participation	Fully paid sick leave (remote workers)	Fully paid sick leave (non-remote workers)	Learning opportunities (remote-workers)	Learning opportunities (non remote-workers)	Degree-qualified remote workers	Low/no qualification remote-workers	Job cannot be performed remotely	Do not want remote-work	Age 16-24 workers	Column2	
Remote work participation	Fully paid sick leave (remote workers)	Fully paid sick leave (non-remote workers)	Learning opportunities (remote-workers)	Learning opportunities (non remote-workers)	Degree-qualified remote workers	Low/no qualification remote-workers	Job cannot be performed remotely	Do not want remote-work	Age 16-24 workers	
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