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[bookmark: _Toc197002285]Introduction and Research Rationale 
The idea of remote and hybrid work helped to drastically change the nature of the global labour market, especially in the light of the COVID-19 pandemic. The practice has gone from an emergency response to a long-term change in workplace structures with flexible work arrangements where workers have a blend of on-site and remote work modalities. The rate of remote working in the UK has gone from 4.7% in 2019 to 46.6% during the peak of the pandemic, and now stabilises at 13% fully remote and 28% hybrid working (Hooson & Howard, 2025). This is a paradigm shift in the organisation of productivity, work, engagement, and life integrations. In the reimagination of this landscape, the tech sector became a commodity for innovation in the remote and hybrid work. In the current year 2023, the technological industry, with a valuation of £784 billion and over 2.1 million employees, is the fastest growing part of the UK economy, and it has both the digital infrastructure and the operational agility to lead in this domain (Higginbotham, 2024). As of recent data, more than 54% of people aged 25–34 now work remotely in this sector, both as a result of the industry’s digital maturity and generational preferences (RIE Solutions, 2024). This trend has been further bolstered by the leading organisations such as HSBC and Lloyds Banking Group who have reduced their physical office footprint in response to the long-term shift towards hybrid models (RIE Solutions, 2024).
[image: A guide to remote working and virtual teams | Sage Advice UK]
Fig: Remote work stats
(Source: Sage, 2024)
This infographic presents key UK statistics on remote working, highlighting increased employee effort, productivity benefits, and growing demand for flexible work rights based on ONS, YouGov, and Cardiff University data. The shift of this workplace practice brings up important questions regarding productivity. Proponents of remote work believe it draws out better time management, more focus, and greater autonomy for employees, but there are also fears that collaboration quality will be compromised and it will lead to poor performance monitoring and lack of engagement. There is no clear answer to this debate. Using a systematic review of recent empirical literature, Anakpo, Nqwayibana and Mishi (2023) discovered that although remote work increases individual productivity, outcomes differ drastically between sector, job role and organisational support. Galanti et al. (2021) have also noted that, like remote work, it can either increase productivity and engagement or increase stress, depending on how the stimulus is managed. The implications are particularly important in the context of UK tech sector where innovation and knowledge work are core activities. However, Choudhury, Foroughi and Larson (2021) provide strong evidence that geographic flexibility (for example work from anywhere) can increase productivity by enabling them to operate in personally optimal environment. They also discovered that workers with full location autonomy were 4.4% more productive, implying that, if managed well, remote models are more effective than expected for office-based arrangements.
But there is also a realistic and psychological side to this. According to Toscano and Zappalà (2021), remote work is largely dependent on personal circumstances like having dependent children or lacking workspace, which can otherwise reduce productivity gains. According to their findings, remote work is not a silver bullet: its success depends on both employee characteristics, as well as organisational interventions. At the employer level, the strategic concern is not only about maintaining performance, but also redesigning work systems to maintain it in the long run. According to Alexander et al. (2021) many employees are lacking certainty as to their employers' eventual hybrid strategies which influences motivation and trust. Kurdy, Al-Malkawi and Rizwan (2023) also suggested that job level plays a role in moderating remote productivity, with senior workers experiencing relatively less disruption than junior workers suggesting the need of different management approach.
Moreover, the remote work productivity discourse goes beyond outputs and includes discussion of psychological contracts and employee perceptions. According to Jalagat and Jalagat (2019), organisations need to go past operational metrics that measure remote working arrangements and consider the impact of such arrangements on worker’s morale, trust, and perceived fairness. In tech roles in particular where creativity and cognitive engagement is important, these become intangibles that can influence commitment and performance directly. Although past studies have given us a strong understanding, there is a clear gap in the field where there has been little research on how remote work impacts people over time, specifically in the UK technology industry. However, the majority of the existing literature has either been focused on global cross sectoral tendencies or short term analytical of the pandemic. This requires a deeper, context specific investigation into how sustained remote and hybrid work models impact productivity within tech, a high skill, digitally omnibus controllable sector.
From a business point of view, this proposed research has practical use. As hybrid working is now a key part of the employer value propositions of attracting and competing for digital talent, organisations must deliberate and adopt evidence-based strategies to create productive, equitable and sustainable remote work environments. With the remote work model moving from new to normal, understanding how changes in productivity will continue to manifest will increasingly be an operational imperative rather than a strategic choice.
[bookmark: _Toc197002286]Research Question, Aim and Objectives
Research Question
How has the adoption of remote and hybrid working models impacted employee productivity in the UK technology sector since the COVID-19 pandemic?
Research Aim
To critically evaluate the influence of post-COVID remote and hybrid working arrangements on employee productivity in the UK tech industry, with a focus on both perceived and measurable outcomes from the perspectives of employees and organisations.
Research Objectives
The research will be guided by the following SMART (Specific, Measurable, Achievable, Relevant, and Time-bound) objectives:
1. To identify and examine the key organisational and employee-reported factors influencing productivity under remote and hybrid working conditions in the UK tech sector
– This will involve thematic exploration of autonomy, digital infrastructure, communication practices, and well-being as productivity determinants.
2. To assess the perceived benefits and challenges of remote and hybrid work on individual and team productivity across different job roles and seniority levels
– This includes a comparison of productivity patterns among junior, mid-level, and senior employees, highlighting any disparities.
3. To explore the strategic approaches employed by tech firms to sustain productivity in flexible work environments post-pandemic
– This objective focuses on understanding the role of leadership, performance metrics, digital tools, and HR policies.
4. To offer evidence-based recommendations for enhancing productivity in remote and hybrid work arrangements in the UK technology sector
– This final objective translates findings into practical strategies for decision-makers seeking to optimise performance in the evolving world of work.
[bookmark: _Toc197002287]Literature Review and Contextual Issues
Review of Empirical Studies on Remote Work and Productivity
Despite the experience of the global shift due to the COVID -19 pandemic, there is a growing body of empirical research, which has critically assessed the impact of remote work on employee productivity. New stressors and inequities have been introduced, while remote working has allowed continuity and even improvement in some work outputs. According to Farooq and Sultana (2022), with remote work it can increase productivity due to improved flexibility and time management; however, it is only successful if used by an organisation that is ready and its employees are capable to make it work. Their results reveal that companies with existing digital infrastructure and efficient support systems for execution and performance management did better compared to their counterparts that did not have such supports.
This is further emphasized by George et al. (2022) that the remote working experience is dual. They say while some employees benefited from more autonomy and increased job satisfaction, others said their motivation and engagement decreased and could even lead to less productivity if the employee wasn’t supported by a good leader and didn’t have clear goals on what to achieve. McPhail et al.’s (2024) scoping review also reflected this dichotomy by concluding there exists significant variation in productivity outcomes by role type, sector and socio–environmental context.
And this requires the right mindset too. Individuals with positive remote work mindset (characterized by self-discipline and autonomy) recorded much higher productivity and well-being than individuals who viewed remote work as isolating or distracting (Howe and Menges, 2022). Ferrara et al. (2022) also demonstrated in a systematic review that the effectiveness of remote work is mediated by organisational interventions including structured communication, employee wellness initiatives, and job redesign, among others.
These conclusions are backed up by the longitudinal diary study of the support mechanisms offered by HR in Straus et al. (2023), which states that trust-based leadership and giving feedback loops are critical to keeping both engagement and the performance high in remote work. Taken altogether, these studies help reveal the situation dependent and even at times competing effects of remote work on productivity.
Theoretical Frameworks: Psychological Contract, JD-R Model, and WFA Theory
[image: Generated image]
Fig: Theoretical framework diagram
(Source: self-made)
Remotely or hybrid working amplifies interest in basic organisational behaviour theories, such as the psychological contract theory and the Job Demands–Resources (JD–R) model, in addition to the Work from Anywhere (WFA) framework. Each offers valuable insight into understanding employee performance dynamics in flexible work environments.
Adekoya et al. (2022) revisits the psychological contract theory, which states that job satisfaction and productivity of employees are determined by unspoken expectations between employees and employers. In such areas, disengagement is bound to happen even when formal obligations are fulfilled, due to perceived breaches (insufficient communication and support). Based on these arguments, the researchers believe that when organisations will show trust, autonomy, and empathy with their employees, the employees themselves will provide their companies with increased effort and commitment in return, thereby strengthening the cycle of productivity.
According to George et al. (2022), productivity is a product of job demands (e.g., workload, emotional strain) and job resources (e.g., autonomy, support, resources). The balance between the two gets thrown off remote work: physical demand goes down while psychological demand goes up – things like isolation and uncertainty. Employee productivity stayed the same or grew only where there were job resources such as peer interaction and managerial support. Choudhury et al. (2021) brings the spatial dimension to performance theory through the WFA framework. In a seminal empirical study, they showed that with geometrical flexibility accompanied by an appropriate job design, one could gain 4.4% higher productivity. This benefit came with the condition of having well-structured performance evaluation systems and digital communication infrastructure. Moreover, this model demonstrates that personal preference for work environments and decreased commute times increase cognitive bandwidth and hence better output.
By combining these theories, it is possible to gain a multi-faceted understanding of productivity in the time of the remote work era where emotional, structural, and spatial combinations dictate employee performance.
Post-COVID Transformations in Productivity Patterns
The COVID-19 pandemic catalysed an unprecedented shift in work arrangements, and with it, a profound transformation in productivity patterns. According to McPhail et al. (2024), employees had an initial productivity spike followed by fluctuations in the long term as they adopted to new modes of operation. During the first months, individual productivity gains could be attributed to a shorter commute, fewer interruptions and the ability to schedule the day. Initially benefits such as the ability to attract more qualified talent and reduced real estate costs made remote work a successful enterprise. Potential future research includes investigation of factors that affect productivity of remote workers: Toscano and Zappalà (2020) identified that social isolation and stress were significant predictors of reduced perceived productivity and satisfaction. Such stressors had a greater impact on employees who did not have access to social interactions or managerial feedback. This implies that psychosocial risk management is a conditional requirement for the sustainability of productivity gains in remote settings.
However, Popovici and Popovici (2020) focus on the macro benefits of remote work—lowered overhead for office spaces, and a broader talent pool. Nevertheless, they concede that structural advantages alone do not guarantee productivity if not accompanied by conscious shifts in leadership style and work process. In his critique of the ‘hubris’ that remote work is always effective, Flores (2019) notes that infrastructural (reliable Internet access) and emotional (ergonomic workspace) challenges that disproportionately affect some people groups. The early warning of digital inequality by during the pandemic was vindicated with findings in pandemic era especially in knowledge intensive sectors such as technology and finance, where home setup is essential for performance.
The second thing that comes out of this, as remote work begins to get institutionalized, is that it is a clarion call for companies to re design their performance management systems, as well as employee support frameworks, so that they cannot just sustain and keep their productivity but in fact improve their productivity as opposed to seeing it just drop over time.
UK-Specific Debates on Remote and Hybrid Work
The debate about remote and hybrid work in the UK takes its unique form against the backdrop of a country’s evolving regulatory, cultural and economic context. In the BCG study of Dahik et al. (2020), 75% of the employees in UK preferred flexible work models and 40% of them mention their increase of productivity during periods of remote work. While employer hesitancy is marked, especially in conventional sectors where performance is tied to visibility, this national optimism is at odds with the spirit of the times in the West.
Chatterjee et al. (2022) suggests that the facilitation of remote work in creating organisational performance is strategically moderated by top management support and remote work policies clarity. This variance can explain productivity outcome differences in UK-based firms, in which management practices are known to be highly variable
In the employer centric lens, Pokojski et al. (2022) demonstrate that out UK firms with strong remote work protocols have more efficient cost and output quality. Despite this, the researchers warn against placing excessive reliance on informal communication and absence of codified performance standards, which can ultimately erode long term gains. Hooson and Howard (2025) give statistical clarity to these debates in the Forbes Advisor report. As of late 2024, UK workers covered by the study were divided almost equally between 28 percent who worked hybrids, 13 percent who worked full time remotely, and 59 percent who were either onsite or worked in the field. However, against our expectations, hybrid employees had higher productivity during midweek days compared to Monday and weekends days, showing that remote work effectiveness depends on temporal dimensions.
Furthermore, according to the Office for National Statistics (ONS), employers have reasons to keep the remote work policy such as improving well-being (60%), reducing overheads (43%) and increasing productivity (41%) (RIE Solutions, 2024). These statistics illustrate a merge of economic and humanistic reasons for this occurrence — which involves both productivity and employee satisfaction in their decisions.
Critical Synthesis and Research Gap
The available literature on remote work and productivity ranges from the individual experience to organisational strategy. Numerous studies prove remote work’s value to increase productivity, but these gains are neither automatic nor uniform. Outcomes are then mediated by mindset (Howe and Menges, 2022 or support structures (Straus et al, 2023), or job design (George et al., 2022), or leadership clarity (Chatterjee et al., 2022). These diverse findings imply that it is time to get beyond the generalizations and to focus on contextual analysis. While it is becoming widely accepted that remote and hybrid work models are here to stay, there is an important research gap about how they will impact long term productivity in the UK tech industry in particular national and sectoral contexts. While most of the existing studies are international in scope, or are sector agnostic, thus not providing deep insights into the challenges and strategies faced in high skill, innovation driven environments.
Moreover, though empirical research has started on the mental health implications of remote work, not as much research has been done on how productivity progresses over extended hybrid periods or how a company can organise itself to enable it. Yet the literature on remote productivity and engagement underrepresents the intersectional factors (i.e., age, gender, and caregiving responsibilities) that significantly influence productivity and engagement in these contexts.
Therefore, future research should focus on a granular, mixed methods approach that decouples the generic remote work models, and looks at how more specific productivity drivers (e.g., autonomy, feedback quality, digital literacy) interact with either remote work model to inform the UK tech sector’s adoption of remote work strategies. Such an approach would enable organisations to be more inclusive, productive and resilient remote work ecosystems.
[bookmark: _Toc197002288]Methodology
Using the philosophical stance of interpretivism, this proposed research will be qualitatively designed using an inductive approach and a case study strategy to explore the detailed relationship between remote work practices and employee productivity within the UK technology sector. This suits for understanding the complex social realities like organisational transformation and workforce experiences in the language of meaning and context instead of statistical generalization (Saunders et al., 2019).
Research Philosophy: Interpretivism
This proposed study is oriented based on the philosophical level of interpretivism, which considers reality to be socially constructed and inherently subjective. While positivism is based on observable and measurable phenomena, interpretivism focuses on understanding the meanings individuals and groups attach to the social phenomenon in its respective context (Alharahsheh & Pius, 2020). In the case of remote work, employee productivity cannot be measured through the quantifiable metrics alone as it is also moulded by what people perceive, what goes on in socio – organisational dynamics and contextual experience.
According to Pham (2018), interpretivism is looking for ‘deep insights’ of human behaviour in a straightforward interaction with the meanings actors give to their setting. Given the wide spread and variation in how productivity is understood across job roles, seniority levels and organisational cultures in post pandemic hybrid work environments, this is particularly relevant.
Research Approach: Inductive Reasoning
Following the interpretivist paradigm, this proposed study is inductive in research approach. Inductive reasoning is about building theory from the ground up as patterns and themes emerge from rich, context specific data as opposed to testing pre-defined hypotheses (Woiceshyn & Daellenbach, 2018). In the context of an emerging or under researched area, such as the long-term implications of hybrid working in the UK tech industry, this approach is particularly useful because there may not be established theories to explain new realities.
According to Azungah (2018), inductive research is flexible to allow for open ended exploration in studies interested in meaning making. Unlike a deductive process which could push data to fit in designated frameworks, an inductive process lets concepts be revealed organically, and thus creates a truer representation of participants’ lifeworld. From this we infer that remote work can be understood in context, that is, it can have varying effects on productivity in different organisational settings.
Methodological Strategy: Case Study Design
This proposed research strategy is based on a qualitative case study approach aimed at exploring the phenomenon in depth within a real-world setting. According to Hancock, Algozzine, and Lim (2021), case research based on case study research design is appropriate to grasp the “bounded systems” wherein specific phenomena take place and hence it is suitable to design and examine the ways in which productivity is formed in remote or hybrid work models in the UK tech sector.
Using the case study approach allows a thorough analysis of the organisational context, managerial practices, as well as employee perceptions without having to turn these into statistical abstractions. According to Creswell and Creswell (2017), case studies enable researchers to concentrate on “a process, event, activity, or individuals” which is very appropriate for the current research on the issues of the organisational processes and human experience in the unique post-COVID working environment. The empirical setting will be focused on a case study of selected UK based firms who have adopted hybrid or remote work models to offer a rich empirical backdrop for theory development.
Data Collection Tools and Procedures
No surveys or structured interviews will be conducted, but the case study will make use of documentary analysis, organisational publications, internal memos, HR reports and relevant publicly accessible pieces like press releases and sustainability reports. To look for recurring themes and patterns in remote work structures, productivity metrics, employee feedback and strategic shifts in the organisations, these will be examined.



Inclusion and Exclusion Criteria Table
	Criteria Type
	Inclusion Criteria
	Exclusion Criteria

	Sector
	Organisations within the UK technology sector (e.g., software, IT services, digital).
	Non-tech sectors such as healthcare, retail, construction, or public administration.

	Work Model
	Firms employing remote or hybrid work models post-COVID (2020 onwards).
	Firms operating exclusively on-site or without formal remote/hybrid policies.

	Document Type
	Internal reports (with consent), HR strategy documents, sustainability reports, public white papers.
	Informal blog posts, anonymous reviews, and unverified user-generated content.

	Geographical Scope
	UK-based organisations and operations.
	International firms with no UK presence or data unrelated to the UK context.

	Language
	English-language documents and data.
	Documents in languages other than English.

	Access and Availability
	Publicly available documents or organisational data accessed with formal permission.
	Confidential data accessed without permission or informal employee disclosures.



Keywords Table
	Primary Keywords
	Related Terms / Synonyms

	Remote work
	Telecommuting, working from home, distributed work

	Hybrid work
	Flexible work, blended work, dual-mode work

	Employee productivity
	Work performance, efficiency, output

	UK technology sector
	UK tech industry, digital economy, IT workforce

	COVID-19 workplace transformation
	Post-pandemic work, COVID-driven change, remote work shift

	Interpretivist research
	Qualitative inquiry, constructivist paradigm

	Case study methodology
	Organisational case research, bounded system exploration

	Thematic analysis
	Pattern-based analysis, Braun & Clarke approach

	Work-life balance
	Flexibility, employee wellbeing, autonomy

	Organisational performance
	Business productivity, remote work outcomes, strategy impact



The use of documentary sources is justified for the value they bring to light in terms of how productivity is framed and operationalised in flexible work models by organisations. McCusker and Gunaydin (2015) claimed that internal documents, as qualitative data sources, can not only unveil policy intentions but also cultural and strategic orientations. If available, secondary insights from public domain case-based research will be supplemented to these.
Data analysis methods: thematic analysis using Braun & Clarke Framework.
Thematic analysis will be used to analyse the data collected using the proposed six phase framework by Braun and Clarke. This entails familiarisation with the data, generation of initial codes, searching for themes, reviewing themes, defining and naming of themes, and production of the final report. Thematic analysis is a very useful approach for inductive studies because, as Armat et al. (2018) stress, it allows the identification of emergent patterns across a complex qualitative dataset.
Examples of themes could relate to employee autonomy, challenges with communication, technology enablement, managerial support, and policy clarity. These categories will be refined through thematic analysis, engaging with the data iteratively and producing a robust story that is evidence based, explaining the effect of remote work on productivity in varying organisational contexts.
Strengths and Limitations of the Chosen Methodology
The chosen methodology has depth as a key strength. An interpretivist, inductive, case based approach is appropriate to explore the dynamic and multi layered concept of productivity in the post pandemic UK tech sector. This approach differs from surveys or experiments in that it takes into account the nuances of context by observing the realities of professionals working in hybrid work environments.
But one must also acknowledge limitations. Typically, qualitative case studies are time consuming and criticized as lacking generalisability. The availability and completeness of the materials may also constrain document-based research. In addition, interpretivist research has a high risk of researcher bias as it is based on subjective interpretation. According to Pham (2018), reflexivity plays a critical role in managing such risks because it necessitates the researcher to be alert to their positionality during the course of the study.
Justification of Methodology and Practical Relevance
The chosen methodology will be well suited to the main objectives of research and the complexity of the phenomenon studied. Since existing theory cannot fully explain new or evolving organisational practices, Woiceshyn and Daellenbach (2018) argue that an inductive case study design would be most appropriate. Given that hybrid work has become the norm in the wake of COVID-19, there is no theoretical consensus about how productivity gets redefined and enacted in digitally driven sectors like technology.
The interpretivist approach also aligns with the human focused challenges of remote work like work life boundaries, trust dynamics and digital fatigue, all of which require rich contextual understanding. The research design is case study supported by documentary evidence and thematic analysis, which remains rigorous and flexible, yet practically relevant.
Resource Considerations
Since there is no primary data collection through interviews or surveys, the qualitative case study strategy chosen is relatively cost effective. The time needed for document gathering, data coding and iterative analysis will be the main resource. Obtaining internal company materials may be a problem, but it can be overcome by relying on publicly available sources or making formal requests to the target firms.
Thematic analysis and document interpretation is labour intensive and time management will be critical. While this approach places resource demands proportional to the potential of generating deep and actionable insights into the productivity dynamics of remote work in the UK tech sector, it does so.
[bookmark: _Toc197002289]Expected Outcomes
This proposed study will find out how the UK’s technology sector is evolving in its remote and hybrid work models and how it affects employees’ productivity. Existing literature and industry reports have been synthesized in a critical manner to show that long term use of flexible work models has delivered mixed and informative results to both organisational performance and employee experience. One of the key expected outcomes would be the development of different productivity patterns, which would be determined by the organisational policies, job roles and the level of autonomy that employees enjoy. Raj et al. (2023) found four critical organisational levers which help the firms to perform better in remote contexts including frequent communication, promotion of work-life balance, motivational initiatives, and accessible technology. Firms that were successful at maintaining or improving productivity post-COVID are expected to have strong conclusions for these variables.
The shift to hybrid and remote model has transformed how productivity is conceptualized and operationalized in the firms. As per Kaufman et al. (2020), organisations that employed performance-based frameworks and rolled out digital collaboration tools said that more than 40% of the employees witnessed productivity gains. This finding was however moderated by leadership effectiveness, policy clarity, as well as the availability of digital infrastructure. Thus, the research is predicted to portray the organisations having structured, yet flexible systems perform better productivity wise, as compared to those whose systems are not consistent. On the national level, there is a unique background provided by the UK’s technology sector. With the value of tech in Europe of over £784 billion and more than 2.1 million people employed, therefore, it is expected that firms in the tech sector are more likely to have adopted adaptive remote work models (Higginbotham, 2024). According to the Forbes Advisor UK report, 28 percent of workers are involved in hybrid arrangements and work the most productive with midweek particularly on Tuesday (Hooson & Howard, 2025). This implies that flexible hybrid models may accompany a temporal rhythm in productivity as flexibility enables peaks in focus and output.
A second expected finding will be the strategical value of remote work for keeping and satisfying the talent. According to RIE Solutions (2024) over 78 percent of remote workers reported better work life balance and 60 percent of employers also pointed out benefits such as improved staff wellbeing. This should be combined with productivity gains, increased cost reductions, and environmental gains, all of which point to the fact that productivity is not only a functional outcome but it is closely correlated with overall employee satisfaction and organisational sustainability. But it’s not equally distributed across productivity gains. According to Adekoya et al. (2022), remote work without a psychologically safe work culture, which comprises support for people’s autonomy, their inclusion and feedback, erodes trust and leads to disengagement. Finally, this conclusion is in line with what we tend to assume: employee experience and employee productivity are interlinked and organisations have to invest in culture as much as in technological infrastructure.
[bookmark: _Toc197002290]Time Plan
It is necessary for the timeline of a proposed research project to be clear and realistic so that each phase of the project is carried out in a systematic order and on time. The proposed research should take about a time-frame of 16 weeks, and each key stage should take an appropriate amount of time so as to permit a thorough analysis, validation and revisions. Assuming that below table outlines the plan:
	Activity
	Weeks 1–2
	Weeks 3–4
	Weeks 5–8
	Weeks 9–12
	Weeks 13–16

	Literature Review
	✓
	✓
	
	
	

	Methodology Design
	✓
	
	
	
	

	Ethics Application
	
	✓
	
	
	

	Document/Data Collection
	
	
	✓
	
	

	Thematic Analysis
	
	
	✓
	✓
	

	Case Study Write-up
	
	
	
	✓
	

	Final Editing
	
	
	
	
	✓

	Submission
	
	
	
	
	✓



This proposed plan will be monitored against each of those tasks to make sure they are progressing on time. In analysis, contingency time will be included for data access delays or refinement needs that are not foreseen.
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Research activity establishes its ethical integrity as a foundation in all that research activity is, and in the case of qualitative studies that require access to data and possibly sensitive internal processes in organisations, its existence is based fully on ethical integrity. While human participants are not directly involved in this research, ethical protocols must be seriously followed to ensure that the confidentiality of company documents and reports is not compromised.
Consent and Permissions
For all internal organisational documents or unpublished materials are used, the respective companies or data custodians will be formally asked for their permission. Open access and copyright regulations will be applied to publicly available documents (such as sustainability reports, HR strategy papers).
Anonymity and Confidentiality
Any company data that is used with identifiable or internal references will be anonymised unless explicit written consent is given. Reputational risk and organisational identity will be protected through pseudonymising confidential organisational strategies, names of individuals, or departments.
GDPR Compliance
All the research will fully comply with the UK General Data Protection Regulation (GDPR). No personal data will be collected or stored. The documents used will be kept in a secure encrypted university system and will be deleted after the project is completed.
Right to Withdraw
Organisations giving access to internal documentation will have the right to revoke consent of data use up to the analysis phase, but no direct participant involvement is planned. This will clarify these rights and obligations formally in advance.
Institutional Ethics Approval
Prior to data collection, the relevant university Research Ethics Committee will be submitted an application. Before any data will be accessed or analysed, full ethical approval will be obtained to ensure that the research conforms to the institutional and academic standards of ethical practice.
[bookmark: _Toc197002292]Conclusion
The proposed study outlined in this proposal proposes a qualitative case study approach to examining the productivity implications of remote and hybrid work in the UK technology sector. The research uses a flexible and context rich methodology grounded in interpretivism and an inductive approach appropriate for understanding the complexities of post-COVID workplace dynamics.
The proposed study explores factors that enable and constrain productivity in flexible work environments by examining company documents and organisational practices, using thematic analysis, in a bid to offer actionable insights that can be employed for guiding practice. The proposed findings are expected to contribute to both academic debates by extending theory about workplace transformation and to practice by informing policy, strategy, and HR leadership in the digital economy.
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