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Introduction 
. Remote and hybrid working have become standard across UK organisations. Although flexible work existed before COVID‑19, the pandemic rapidly accelerated its uptake, leading employers to embed these models across sectors. Many organisations now depend on remote and hybrid arrangements to maintain continuity, control costs and support employee wellbeing (CIPD, 2023). At the same time, productivity has become a central concern. Some studies report higher productivity at home due to greater autonomy and fewer office interruptions (Bloom et al., 2015), while others highlight digital fatigue, weaker communication and isolation (Wang et al., 2021). These contrasting findings justify a qualitative study of employee experiences.
Research Aim
To explore the impact of remote and hybrid work arrangements on employee productivity in UK organizations.
Rationale for Topic Selection
COVID‑19 accelerated remote and hybrid work, making it vital to understand how these shifts influence productivity.
Research Objectives.
 To understand how employees view productivity in remote and hybrid settings.
 To identify organisational factors that support or hinder it and compare productivity models.
 To develop recommendations to help UK organisations improve overall productivity.

Research Questions
In what ways do remote and hybrid working arrangements affect employee productivity in UK organizations?
What organizational elements influence productivity in remote and hybrid work contexts?
Are there noticeable differences in productivity experiences between remote and hybrid work models?

Justification of the Research
Remote and hybrid work has become a lasting aspect of employment in the UK, with approximately 40% of workers engaging at least part-time by 2025 (ONS, 2025). Despite their increasing prevalence, outcomes are inconsistent. Some organizations report enhancements linked to reduced commuting times and greater autonomy (Bloom et al., 2015), while others cite issues such as digital overload and diminished collaboration (Wang et al., 2021). Productivity is critical to organizational success and national economic advancement; however, the UK continues to grapple with ongoing productivity challenges (Green et al., 2023). Numerous employers are making strategic decisions regarding flexible work without clear evidence of its repercussions. This study aims to provide qualitative insights based on employee experiences.
Literature Review
Initial research indicated that remote work might boost productivity by decreasing office distractions and increasing autonomy (Gajendran & Harrison, 2007). Bloom et al. (2015) argue that home-based employees often achieve higher output due to quieter settings and adaptable schedules. Recent studies, however, underscore challenges such as digital fatigue, barriers to communication, and social isolation (Wang et al., 2021), indicating that productivity is heavily influenced by job design and organizational support. Although hybrid work is generally favoured by employees (CIPD, 2023), it can lead to coordination challenges, unequal experiences between remote and in-office workers, in both digital and physical environments (Felstead & Reuschke, 2021; Waizenegger et al., 2020).

Theoretical Framework
This research is grounded in the Job Demands–Resources (JD-R) model and Social Exchange Theory (SET).
The JD-R model (Bakker & Demerouti, 2007) posits that the interplay between job demands and available resources influences productivity. While remote work can enhance autonomy and flexibility, it may also escalate communication demands and blur the lines between professional and personal life, helping to elucidate why productivity levels vary among employees.
Social Exchange Theory (Blau, 1964) suggests that employees are likely to exhibit positive behaviours, including increased productivity, in response to organizational support. In remote and hybrid work settings, factors such as trust, communication, and managerial backing are critical to employee performance.

Organisational Factors
A variety of organizational factors affect productivity in flexible work environments. Key elements include the quality of technology, leadership support, clarity of communication, workload management, and the overall organizational culture. Crescenzi et al. (2026) found that UK organizations with robust digital infrastructure reported higher productivity among remote workers. Schall (2019) emphasizes that the effectiveness of remote work is maximized when managers establish clear expectations and provide supportive leadership. Ultimately, productivity is shaped by both individual experiences and organizational practices.
Methodology (Qualitative Approach)
A qualitative approach will be employed to investigate how remote and hybrid work formats impact employee productivity. This methodology is appropriate as the study seeks to explore experiences, perceptions, and interpretations rather than quantify productivity metrics (Bryman, 2016).
Research Design
Semi-structured interviews will serve as the primary method for data collection. Approximately 15–20 participants will be selected from UK organizations through purposive sampling to ensure a range of job roles, sectors, and work patterns.
Data Collection
Interviews will take place online via Microsoft Teams or Zoom, lasting about 30–45 minutes. Participants will respond to open-ended questions regarding their working arrangements, perceived productivity, organizational support, communication, workload, and challenges faced. With consent, interviews will be audio-recorded and transcribed verbatim.
Data Analysis
Thematic analysis (Braun & Clarke, 2006) will be utilized to evaluate the data. Transcripts will be coded to identify patterns and develop themes. These themes will be interpreted through the lens of the JD-R model and Social Exchange Theory to add theoretical depth.
Ethical Considerations
Participants will receive an information sheet detailing the study's purpose, confidentiality measures, and their right to withdraw. Informed consent will be secured. All data will be anonymized and stored securely in compliance with GDPR.
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Conclusion
The emergence of remote and hybrid work has transformed UK organizations, yet their impact on productivity remains varied. This qualitative research will delve into employee experiences to discern how demands, resources, trust, and organizational support affect productivity, providing valuable insights for optimizing flexible working practices within organizations.
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