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ABSTRACT


Remote work is now commonplace in many organisations throughout the world. Due to the COVID-19 pandemic global adoption of remote working and hybrid working practices has altered the way we understand organisational operations, employee experiences, and people management. Whilst many organisations have continued with some element of flexible working post-pandemic; contradictory research and perceptions of remote working environments on employee productivity and company culture continue to emerge. Although some respondents and researchers have noted a positive shift in productivity, work-life balance, and general employee satisfaction; others argue that remote or hybrid working can lead to communication issues, employee isolation, reduced collaboration efforts, and degraded organisational culture.
The purpose of this dissertation is to collect and analyse previous research on remote working environments and their impact on employee productivity and organisational culture. The study is restricted to UK based technology companies. 
This study utilises qualitative secondary research through published academic journals, books, conference papers, government documents and industry thought leadership. Literature was sourced through online databases; Google Scholar, Scopus, Web of Science, Emerald Insight, and Business Source Premier. Thematic analysis was used to analyse the data collected; identifying patterns, similarities, differences and gaps in the literature.
Results show that remote working tends to have positive effects on employee productivity. Employees have more flexibility, less commute-related stress and increased feelings of autonomy when working remotely. However, productivity can also be determined by an organisations willingness to support remote employees; strong leadership, robust digital infrastructure and employee mental/emotional wellbeing. Research shows that organisational culture has been significantly changed by the shift to remote and hybrid working. Communication, collaboration, employee engagement and knowledge sharing are the largest struggles within remote working that need constant managerial attention.
It can therefore be concluded that a hybrid working model will be the most beneficial way of working for UK technology companies. Employees gain flexibility while still having access to time away from home for collaboration and feeling connected to the organisation. 
Lastly, recommendations will be provided to employers looking to better their organisations remote working policies and processes. Practical steps will be given to help organisations bolster company culture and improve employee mental health and wellbeing when working remotely. Future research recommendations include longitudinal studies, studies with SMEs, and research on the use of emerging technologies (AI) in remote working environments.
Keywords: Remote work; hybrid working; employee productivity; organisational culture; technology companies; systematic literature review; United Kingdom.
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CHAPTER I: INTRODUCTION
[bookmark: _Toc235984342]1.1 Background of the Study
Workplace practices and the expectations employees have of their work have changed drastically within the last 20 years (Spreitzer, Cameron and Garrett, 2017).  Technological advancements have enabled a shift towards digitalisation which has been further expedited by employees’ desire for flexibility and remote working (Brynjolfsson et al., 2020). Remote working has become increasingly prevalent, especially amongst tech companies where employees can communicate and work via digital platforms and software whilst working from home (Wang et al., 2021).   Although remote working had been taking place within companies before 2020, the transition to working from home was fast-tracked due to COVID-19 restrictions (Kniffin et al., 2021).
The UK saw one of the highest transitions into remote working out of all Organisation for Economic Co-operation and Development (OECD) countries. Tech companies were able to adapt to this change quicker as their employees were already dependent on the use of technology, software tools, cloud computing, and virtual communication software to complete their day-to-day tasks. After the pandemic restrictions were lifted, many companies allowed their employees to work from home permanently due to benefits such as happier employees, cost savings, access to a broader range of talent and improved work-life balance (Kundu, 2025). 
Remote working has now become part of an organisation’s strategy. Many companies across the UK have implemented hybrid working in order to increase performance outcomes and uphold employee wellbeing. With this new shift into hybrid and remote working many companies are now experiencing new challenges with communication, collaboration, employee engagement, company culture, cybersecurity and managing performance (Bloom et al., 2015)
One of the most contested topics of remote working is how it affects employee productivity. Many studies have shown that remote workers are more productive due to less distractions, having a better work-life balance and no longer needing to commute. However, other studies have shown that home distractions, lack of boundaries, digital burnout and loneliness can have a negative impact on productivity (Ferrara, et al., 2022).
Another area where remote working can have a negative impact is on a company’s culture. Company culture can be defined as the shared values, beliefs, practices and communication styles that determine how effective a company is. Without the ability for employees to socialise with their colleagues in person, there can be a lack of informal communication and knowledge sharing (Kato Nabirye, 2025).
As hybrid and remote working continues to be prevalent across technology companies in the UK, it is important to understand how these working methods affect both employee productivity and company culture. This literature review will analyse current literature to gain a better understanding of what is already known about the topic and what areas should be researched further (Wheatley, et al., 2024).
[bookmark: _Toc235984343]1.2 Problem Statement
Remote working has since become widely established in organisations across the UK. Despite this, research on the effects of remote working on organisational culture and employee productivity continue to produce varied and sometimes opposing results. Some literature identifies various positives of remote working such as having a flexible schedule, improved work–life balance, no commute, and sometimes increased productivity from a lack of distractions in the office environment. This has been said to lead to higher job satisfaction and employee retention rates particularly within knowledge-worker and technology-oriented industries where work can be completed autonomously with the aid of digital communication platforms (Burton, et al., 2021). 
However, other literature identifies several potential drawbacks to remote working. These include a lack of in-person contact, poor communication, and difficulties team building with a remote workforce. Other studies highlight issues such as employee isolation, lower organisational commitment, and potential for negative impacts on organisational culture over time. Some studies have even found that remote working can have a detrimental effect on long-run productivity by reducing employees’ innovative capability by having fewer face-to-face interactions and opportunities to exchange knowledge (Franken, et al., 2021). 
Additionally, much of the research surrounding remote working has been positive. As such, there has been limited research on the negatives of remote working and how to effectively manage these within organisations. 
Due to these opposing findings within the literature, it has not yet been identified how remote working will truly impact both employee productivity and the organisational culture. A lot of the research done on this topic has also been done within a global context. This research will look to focus specifically on technology organisations within the UK (Burton, et al., 2021). 
[bookmark: _Toc235984344]1.3 Research Aim
The primary aim of this dissertation research project is to review literature on remote working influencing productivity and company culture in UK technology businesses (Wang et al., 2021).   The study has several subsidiary objectives: to assess research already conducted on remote working contributing to employee productivity, specifically related to technology businesses in the UK. This objective will focus on how remote working has influenced productivity within technology organisations in the UK and will review what has been shown to improve or decrease productivity as well as what the pros and cons of remote working are (Burton, et al., 2021). 
Thirdly, the study will review literature regarding remote working’s impact on company culture. How it has affected communication, teamwork, employee engagement, and belonging will be analysed (Kato Nabirye, 2025).
Lastly, the research will identify trends, gaps, and other patterns in the literature. By breaking down the objective into these four sections, the research will be able to review research and provide helpful recommendations based on previous literature (Franken, et al., 2021). 
[bookmark: _Toc235984345]1.4 Research Objectives
This literature review aims to review, summarise, assess and synthesise academic and professional literature on the topics of remote work, employee productivity, and organisational culture. To complete this aim, the author will review scholarly articles, books, industry literature, and conference proceedings to discuss, evaluate and synthesise findings that relate to remote work along with impacts associated. By completing this task, the author will also be able to identify gaps within the literature and develop recommendations on future research opportunities and organisational approach. 
Specific goals of this literature review will be to review the literature associated with remote work, how it’s discussed, and how it’s been assessed in literature. Assess how prior literature describes the effects of remote working relationships on employee productivity. Research and discuss evidence that supports how remote work has affected organisational culture: communication, teamwork, employee engagement. Synthesise findings that both oppose and support remote work. Identify gaps and limitations within literature and assess where additional research is needed. Develop recommendations on future research opportunities and how organisations should approach remote work.
[bookmark: _Toc235984346]1.5 Research Question
The literature review question for the dissertation is `How does remote work affect employee productivity and organisational culture within UK- based technology companies? `. This question aims to guide a comprehensive analysis and synthesis of existing scholarly research and literature related to the effects of remote work on employee productivity and organisational culture. Specifically, the goal is to identify key themes, findings, gaps and controversies in order to develop a deeper understanding of how remote working arrangements impact organisational outcomes within UK-based technology companies (Spreitzer, Cameron and Garrett, 2017).  The question places particular emphasis on exploring concepts such as employee productivity, communication practices, collaboration, employee engagement and organisational culture in the context of remote work (Ferrara, et al., 2022). To answer this question, a variety of academic sources will be reviewed, including journal articles, industry reports, and other scholarly materials. Furthermore, this research question is narrowed down to a particular industry of interest which is technology companies based in the UK.
[bookmark: _Toc235984347]1.6 Significance of the Study
This review adds value to scholarly literature by providing a summative assessment of current evidence relating to remote work in technology companies across the UK. It helps to identify where research has produced inconsistent findings and where there is potential for future research. It also aims to help managers and organisations optimise remote working by providing evidence-based recommendations for facilitating productivity, communication, employee engagement, and company culture when working remotely. Human resource leaders may find it beneficial to understand the impacts of remote working on employee wellbeing and productivity to implement more impactful policies surrounding flexible working. Findings may also be used to influence policy relating to employment law and workplace guidance around flexible working.
[bookmark: _Toc235984348]1.7 Scope of the Study
This dissertation focuses exclusively on secondary research and does not involve the collection of primary data from human participants. The review concentrates on published literature examining remote work within UK-based technology companies, although selected international studies are included where they provide valuable comparative insights.
The study considers literature published primarily between 2018 and 2026 to ensure relevance to contemporary remote working practices. Sources include peer-reviewed journal articles, academic books, government publications, industry reports, and conference proceedings published in English.
[bookmark: _Toc235984349]1.8 Dissertation Structure
This dissertation is organised into five chapters. Chapter One introduces the research topic, presents the research aims, objectives, research question, significance, and scope of the study. Chapter Two critically reviews existing literature relating to remote work, employee productivity, organisational culture, and relevant theoretical perspectives while identifying research gaps. Chapter Three explains the research methodology, including the research philosophy, design, search strategy, inclusion criteria, data collection, thematic analysis, and ethical considerations. Chapter Four presents the findings of the literature review through thematic analysis and critically discusses the evidence in relation to the research question and theoretical framework. Finally, Chapter Five provides recommendations for organisations and future researchers, discusses the limitations of the study, and presents the overall conclusion.
[bookmark: _Toc235984350]CHAPTER II: LITERATURE REVIEW
[bookmark: _Toc235984351]2.1Introduction
Remote working has become widely adopted across many organisations within modern society. It has changed how organisations operate by enabling a decentralised way of working that differs from traditional office-based roles. Whilst remote and hybrid working models have been in place for many years, the recent COVID-19 pandemic has seen a surge in organisations globally adopting these ways of working. Technology companies in the UK were among the first organisations to enable employees to work remotely. This is because a lot of their business operations are based around technology, cloud services, and working virtually with teammates. There has been an increase in organisations implementing permanent hybrid working policies. This change has been designed to benefit both organisational strategies and employees by allowing for a better work-life balance (Sokolic, 2022).
There has been much discourse on how remote working can affect productivity levels of employees and company culture. Some sources claim that remote working has higher productivity due to autonomy, flexibility, and no commute times (Bloom et al., 2015). On the other hand, studies have found that working from home for too long can have a negative impact on collaboration, innovation, and overall employee engagement due to less face-to-face contact (Allen, et al., 2015). However, it is clear that there are many factors that can affect how remote working can impact an organisation.
This chapter will provide a literature review of remote working, productivity, and company culture. Moreover, it will focus on how these factors are tied together within UK based technology companies. The literature review will start by outlining the history of remote working. This will be followed by the theory and research methodology that supports this project. Then, the literature review will analyse the findings of productivity and company culture when working remotely. Finally, the report will look at studies specific to technology companies in the UK and scope out the gaps in literature. The research framework will be provided at the end of the chapter.
[bookmark: _Toc235984352]2.2 Definition and History of Remote Working 
Remote work is defined by many people as working away from the standard office environment utilising forms of information and communications technology (Leonardi, et al., 2024). The International Labour Organization (ILO) define remote work as doing your job away from the organisation’s primary work location using technologies that enable you to communicate with your employer. Remote workers can typically work from their homes, coworking space, or any location that allows them to complete organisational tasks away from their usual place of work (International Labour Organization, 2020).
Teleworking first became a concept in the 1970s when organisations started looking for ways to cut down travel expenses and avoid traffic. This however was near impossible due to lack of available technology at the time. Internet speeds, cloud technology, virtual private networks (VPN), and collaborative software started becoming more mainstream during the 1990s and early 2000s. With these technologies becoming more commonplace, remote working became more feasible for employees. However, this did not stop organisations from keeping employees within office environments (Padilla-Meléndez and Del Aguila-Obra, 2007).
COVID-19 was a catalyst for change within the way organisations operate. Lockdowns enforced by governments around the world forced organisations to allow their employees to work remotely. Some experienced this change first hand, where others had to adapt within a matter of weeks (Khamis, et al., 2021). Remote working was implemented by over 40 per cent employees in the UK at the height of COVID-19 restrictions (Aloisi and De Stefano, 2022). Research from the Office for National Statistics (ONS) found that remote and hybrid working was more common among workers in knowledge-intensive sectors such as financial services, information and communication, and professional, scientific and technical activities (Office for National Statistics, 2024).
Organisations within the technology sector adapted to remote working the best. This is due to the nature of their work being able to operate on already existing digital technologies. Software such as online collaborative software, project management tools, and virtual call software allowed organisations to continue working despite their office no longer being accessible. Remote working then went from being an employee benefit to an organisational capability (Kellerman, 2025).
Hybrid working, a mixture of in-office and remote working has been implemented by organisations due to the pandemic. Hybrid working allows employees to work remotely but come into the office a few days a week to collaborate with other employees. More research that Gen-Z workers said that flexibility would have to be part of their employment deal going forward. Employees have now adapted to this new norm and expect flexibility as part of their job. Remote working has become a major factor in both employee attraction and retention (Hopkins and Bardoel, 2023).
Whilst there are benefits to remote working, it does pose several complications for organisations. Implementing a remote or hybrid working model for employees requires to the organisations to adapt to communicating with their employees in different ways. Leadership styles may have to adapt to remote environments, and new ways of monitoring employee productivity will need to be implemented. There are also other concerns revolving around cybersecurity, employee mental health and wellbeing, remote workers feeling isolated and disconnected from the company culture (Koglin, et al., 2025). 
[bookmark: _Toc235984353]2.3 Theoretical Framework 
The theoretical framework identifies which theories will help explain relationships between variables being studied. It provides an opportunity to frame the research problem and use an existing body of theory to make sense of empirical observations. The theoretical framework for this dissertation attempts to explain how remote working arrangements impact employee productivity and organisational culture in UK technology companies. Because remote working impacts employees in different ways, it is not possible to rely on only one theory to understand its organisational and behavioural effects. Instead, this dissertation will rely primarily on three theoretical perspectives: the Job Demands–Resources Model, Social Exchange Theory, and Organisational Culture Theory.
The decision to focus on these three theories was made because each of them focuses on a different aspect of the employee remote working experience. Job Demands–Resources Model explains the linkage between changes to employees working conditions and employee wellbeing, motivation, and productivity (Bakker and Demerouti, 2007). Social exchange theory helps explain how employee-employer relationships can impact continued engagement by employees, specifically how trust, perceived organisational support, and reciprocity affect worker behaviour. (Eisenberger et al., 1986). Organisational culture theory focuses on how shared values, beliefs, communication styles, and leadership practices affect employee behaviour and performance in physical and virtual workspaces (Schein and Rouse, 1990).
There are several benefits to using these three theoretical perspectives rather than choosing only one. Remote working impacts employee behaviour at various levels at the same time. For example, at an individual level, employees must learn how to manage different workloads, adapt to new ways of communicating, and establish boundaries between work and home life (Allen, et al., 2015). At a group or peer level, employees will form different kinds of relationships with colleagues and managers they may not meet in person (Eisenberger et al., 1986). At the organisational level, company leaders will be tasked with sustaining a sense of organisational culture with less face-to-face interaction and more distributed teams. Utilising these three theoretical perspectives shows the reader that this dissertation acknowledges that employee productivity is affected by motivation, organisational processes and procedures, leadership behaviour, methods of communication, and company culture.
Finally, these theories were selected because they are applicable to the context studied. Technology companies make up this dissertation's population of interest because organisations in this sector rely on knowledge sharing, collaboration, and collective problem-solving. Technology companies should theoretically have all the necessary tools to facilitate remote working, but they still face challenges related to keeping employees engaged, encouraging innovation, and maintaining organisational culture when most transactions and interactions take place in digital workspaces. For these reasons, the three above-mentioned theories will provide sufficient basis for understanding how remote working can affect individual employees and technology organisations (Wang, et al., 2021)
The theoretical framework also helps to achieve the purpose of this dissertation by describing how the independent variable is theoretically connected to the dissertation’s two main dependent variables. In other words, the framework posits that there are both positive and negative outcomes of remote working. Employees may experience more flexibility, autonomy, and improved work-life balance which can increase motivation and productivity. Conversely, employees may experience less social support from colleagues, more challenges communicating with teammates, and feelings of isolation which can decrease willingness to collaborate. The relationship between these positive and negative factors will determine overall organisational performance (Allen, et al., 2015).
Each of these three theoretical perspectives will be reviewed in greater detail in the following sections. The reader will learn how each theory applies to this dissertation and can be used to make sense of empirical data discussed later in this chapter.
[bookmark: _Toc235984354]2.3.1 Job Demands–Resources (JD-R) Model
JD-R model was developed by Bakker and Demerouti (2007) to show how job demands and job resources influence employee performance. Job demands include “aspects of the job that require sustained effort and are associated with certain physiological and psychological costs” (Bakker & Demerouti, 2007). They consist of workload, perceived stress, digital fatigue, work-life boundary management, lack of social support, etc. Demands that employees face when working remotely can be both professional and personal in nature. Workers experience higher levels of isolation, work-life conflicts, blurred boundaries between personal and professional lives, and less contact with informal support resources when working remotely. JD-R also states that job resources help people achieve work goals, stimulate personal growth, and reduce work-associated costs. Job resources associated with remote work include flexible schedule, sense of control, decreased commute time, and better work-life balance. When applying JD-R to remote working, productivity depends on whether organisations allocate enough resources to compensate employees for the costs of working remotely. Technology, communication tools, and organizational support serve as job resources that can buffer the impact of job demands (Bakker & Demerouti, 2007).
[bookmark: _Toc235984355]2.3.2 Social Exchange Theory
Social Exchange Theory by Blau describes how employees and organisations relate to each other (Cook, et al., 2013). According Wyleżałek (2021), employees who feel that their organisation values them and treats them fairly are more likely to stay engaged, committed and perform well. Social exchange theory can apply to remote working because when people work remotely, it can be harder to feel connected to their organisation. Companies can keep employees engaged by checking in with them and providing support from leadership, recognising employee achievements, offering professional development opportunities, and trusting employees to do their jobs. If a company abuses its power by micromanaging or not providing adequate communication channels, employees will feel less motivated to work for them (Wyleżałek 2021).
[bookmark: _Toc235984356]2.3.3 Organisational Culture Theory
Organisational Culture Theory can also be applied when researching remote workers. According to Hogan and Coote, (2014) culture consists of a shared set of values, beliefs, and implicit behaviour that influence how employees act. Remote working makes creating a strong organisational culture more difficult because employees have fewer opportunities to casually interact with their colleagues. Although more challenging, companies can promote their culture by using structured leadership practices, online communication channels, virtual team bonding activities, and inclusive management strategies. Maintaining a strong company culture is crucial when working remotely, especially for tech companies that rely on collaboration and creativity.
All three of these theories can work together to provide useful insights into what affects remote workers. They show that remote working is not just about where employees work from but also about the resources offered by their company, their relationship with their employer, how they are managed, and what motivates them to be productive.
[bookmark: _Toc235984357]2.4 Remote Working and Employee Productivity
Employee productivity is perhaps one of the most commonly debated topics among research focused on remote working. Productivity can be understood as the effectiveness and efficiency of employees to complete work tasks and organisational goals. There is still uncertainty between remote working and productivity as studies have found both positive and negative outcomes on productivity based on variables such as organisational role, support, and available technology (Anakpo, et al., 2023).
Arguments have been made that remote working allows for more flexibility and autonomy for employees which can directly increase productivity. If employees have more flexibility over their time, they can complete tasks when they feel they are most productive. Bloom et al. (2015) discovered that remote working employees saw higher performance because there were less distractions in the workplace, less commuting time, and increased satisfaction with work. Remote working can directly increase productivity for technology companies because a lot of knowledge workers can complete jobs with little supervision or interaction with others.
Completing work remotely allows employees to have more flexibility with their work life balance. Employees are given back time they would typically use commuting to and from work. This allows employees more time to be used as they see fit; whether it be time to relax or additional time to complete work related tasks (Hill, et al., 1998). The Job Demands–Resources Model suggests that flexibility and autonomy can serve as job resources to increase motivation and lower levels of stress. With that being said, if an organisation provides employees with the necessary resources and support remote working can have a positive influence on performance (Bakker & Demerouti, 2007).
Remote working can have negative influences on employee productivity. Without the proper communication some employees may struggle with disconnecting from work. This can lead to employees working longer hours from home and experiencing higher levels of digital fatigue. Another disadvantage to remote working is the lack of face-to-face interaction. Taking away daily interaction can cause delays in communication, specifically when colleagues are required to work together on projects (Ali, et al., 2022). According to Allen et al. (2015), remote working delays communication because employees have less chances to socialise and share knowledge with their coworkers.
There are also difficulties with measuring productivity while working remotely. Since employees are not visible to their managers or coworkers, organisations tend to focus less on performance and more on presenteeism. This forces organisations to focus more on the outcome of tasks and employees’ work completed. Organisations, specifically technology companies, need to find a balance with how they manage remote employees by allowing autonomy but also holding them accountable for their work (Mamath and Thoti, 2023).
[bookmark: _Toc235984358]2.5 Remote Working and Organisational Culture Essay 
Organisational culture can impact employees’ behaviours, engagement and performance at work (Ali, et al., 2022). Schein (1990) suggests organisational culture is defined as a pattern of shared basic assumptions learned by a group as it solved its problems of external adaptation and internal integration, that has worked well enough to be considered valid and, therefore, to be taught. Organisational culture is important in technology companies due to innovation, collaboration and knowledge being key to business operations (Serpa, 2016).
Remote working has impacted how organisational culture is built and implemented (Mozammel, et al., 2025). Typically, organisational culture can form through employees connecting with their colleagues at work. Social interactions, shared experiences and physical workspace can help employees feel a part of the team. Remote working limits these interactions which can cause employees to feel disconnected. New staff may have additional challenges familiarising themselves with the company values and meeting their new colleagues online (Men and Robinson, 2018).
One of the biggest issues facing remote working is keeping employees feeling connected and engaged. According to Adisa, et al., (2023), employees who feel supported by their organisation are more likely to repay that support through continued work commitment. Organisations must ensure that they are facilitating communications, praise and teamwork. If employees are not receiving support from their managers and the company, they will feel isolated from their teammates.
Remote working does not have to create weaker organisational culture. There are many things that organisations can do to accommodate for remote working. Structured communication processes, online team building activities, and supportive leadership can encourage connection within a company. Technology companies may have an advantage when adapting to remote working because they already rely on online communication. Use of collaboration tools, team meetings, and open communication can help continue a strong organisational identity with remote employees (Hopkins and Bardoel, 2023).
[bookmark: _Toc235984359]CHAPTER III: METHODOLOGY
[bookmark: _Toc235984360]3.1 Introduction
This chapter will describe the methods used to answer the research questions surrounding remote working and its effects on productivity and organisational culture. Included are details around philosophy, approach, design, data collection technique, literature search strategy, selection strategy, data analysis, quality assessment, ethics, and limitations Saunders et al., 2023).
As this study was conducted using secondary research only, there was no collection of data from human participants. The methodology was structured to allow for a transparent and robust study through critically analysing peer reviewed literature and reputable sources within the industry. Identifying themes within current literature, comparing findings and identifying gaps within those findings (Snyder, 2019).
[bookmark: _Toc235984361]3.2 Research Philosophy 
Research philosophy consists of assumptions that determine how knowledge might be obtained or processed (Saunders et al., 2023). Interpretivist philosophy has been selected for this study because the social phenomena being studied is affected by experiences, perception, and organisational setting (Bryman, 2016).
The reason interpretivism was chosen is that the study aims to see how previous research interpret how working remotely from affects employee productivity and company culture. Instead of proving a hypothesis, this study is using other’s research to gain new perspectives and seeing if there are any common trends (Saunders et al., 2023).
Variables such as communication, employee engagement, leadership, and office culture can be all affected by an individual’s experience. Therefore, interpretivism will be used to understand the social complexities of working remotely (Creswell & Creswell, 2023).
[bookmark: _Toc235984362]3.3 Research Approach 
The research approach for this research is inductive.  Inductive approaches mean reviewing existing proof and drawing conclusions from similarities found (Saunders et al., 2023). It was chosen because the purpose of the research is to combine prior studies to determine how working remotely impacts productivity and company culture. By looking at various studies, can begin to see themes and correlations within the literature instead of forcing it through preconception (Bryman, 2016). Inductive approaches allow themes to be used in a thematic analysis by finding key points within gathered proof (Braun & Clarke, 2022).
[bookmark: _Toc235984363]3.4 Research Design
The research uses a qualitative systematic literature review design (Snyder, 2019). A systematic literature review provides a structured method for identifying, evaluating, and analysing existing research related to a specific topic (Page et al., 2021).
A qualitative design was selected because the study focuses on interpreting existing findings rather than measuring statistical relationships (Creswell & Creswell, 2023). The review includes peer-reviewed journal articles, academic books, government publications, conference papers, and industry reports. This design enables the researcher to compare different perspectives, identify common themes, examine conflicting findings, and determine areas requiring further research (Snyder, 2019).

[bookmark: _Toc235984364]3.5 Research Strategy and Data Collection
A structured search strategy was developed to locate relevant academic and professional sources. Systematic searching is important because it reduces researcher prejudice and improves the reliability of literature reviews (Tranfield et al., 2003). The following databases were searched:
· Google Scholar
· University library databases
· Web of Science
· Business Source Premier
Keywords were combined using Boolean operators such as AND and OR. Boolean searching allows researchers to refine searches and improve the accuracy of retrieved literature (Smith, 2018). Examples included:
· “Remote work” AND “employee productivity”
· “Hybrid working” AND “organisational culture”
· “Remote work” AND “employee engagement”
· “UK technology sector” AND “flexible working”
· “Virtual teams” AND “collaboration”
Reference lists of relevant studies were also examined to identify additional sources a process known as backward citation searching (Snyder, 2019). 
The research uses only secondary data. No interviews, surveys, questionnaires, or experiments were conducted. Data were collected from peer-reviewed articles, academic books, government reports, professional publications, and industry research.
The review mainly focused on studies published between 2018 and 2026, reflecting the rapid development of remote and hybrid working following the COVID-19 pandemic. Earlier studies were included where they provided important theoretical foundations.
[bookmark: _Toc235984365]3.6 Inclusion and Exclusion Criteria
To ensure relevance and quality, specific criteria were applied when selecting literature. Establishing inclusion and exclusion criteria is an important element of systematic reviews because it ensures consistency and reduces selection bias (Page et al., 2021).
Included sources:
· Peer-reviewed journal articles
· Academic books
· Government and industry reports
· English-language publications
· Studies mainly published between 2018 and 2026
· Research relating to remote work, productivity, organisational culture, communication, collaboration, or employee engagement
Excluded sources:
· Opinion articles and blogs
· Unverified online sources
· Promotional websites
· Non-English publications
· Studies unrelated to workplace practices
These criteria ensured that only credible and relevant sources were included in the review (Snyder, 2019).
[bookmark: _Toc235984366]3.7 Data Analysis
Thematic analysis was used to analyse the chosen literature. This method allows the researcher to identify, analyse, and report patterns (themes) within data based on previous research (Braun & Clarke, 2022). The six phases of thematic analysis developed by Braun and Clarke (2006) were followed: familiarising themselves with the chosen literature; generating initial codes from research that identified important details regarding remote working practices; searching for themes by collating similar codes together; reviewing themes; defining themes; and interpreting the collected data in relation to the research question.
Themes identified included employee productivity, organisational culture, communication and collaboration, employee engagement, leadership and management, work-life balance, employee wellbeing, hybrid working, technology adoption within digital practices, and challenges associated with remote working. These themes were used to organise the literature and form the structure of the findings and discussion chapters.
[bookmark: _Toc235984367]3.8 Ethical Considerations
As this research uses publicly available secondary data, no human participants were involved and informed consent was not required. However, ethical principles were maintained throughout the research process. All sources were appropriately referenced, intellectual property rights were respected, and plagiarism was avoided. The researcher presented findings objectively by considering both positive and negative evidence relating to remote work. The study followed the university’s ethical guidelines for secondary research (Snyder, 2019).
[bookmark: _Toc235984368]CHAPTER IV: RESULTS AND DISCUSSION
[bookmark: _Toc235984369]4.1 Introduction 
This chapter aims to outline and discuss the findings uncovered during the literature review process. In summary, this research sought to identify and analyse what current literature, workplace evidence, and trade publications discuss concerning the impact of working from home on employee productivity and organisational culture. As working from home/part remotely has been on the rise over recent years, numerous discussions have centred around how this impacts employees, teams, and overall organisational working practices (Aksoy, et. al., 2022).
Upon analysis, the selected literature focused on a range of common themes which highlight that remote working can be both positive and negative for workplace outcomes. Instead, remote working can have varying effects on productivity, employee experience, and culture depending on how organisations and individuals approach and manage a range of factors. These factors include organisational support for remote working, managerial styles and techniques, communication practices, technology and tools provided, employee preference, and more (Hall, et. al., 2024).
The main themes which will be discussed in detail in this chapter include; how remote working affects productivity levels in relation to employee performance, efficiency, autonomy, and output (Moglia, et al., 2022). Another theme focused on how working remotely can impact employee engagement and overall wellbeing. Topics discussed under this theme include work-life balance, job satisfaction, motivation, loneliness, and isolation. Lastly, how communication and collaboration methods may have changed in organisations throughout the shift to remote and hybrid working (Borghouts, et. al., 2022).
Furthermore, the review discusses how remote and hybrid working has affected organisational culture. Topics include how organisations can still uphold shared values, connection between employees, trust, and belonging when working in virtual environments. Another topic discussed under this theme analyses the role of management and leadership in remote and hybrid working. This includes how managers can better support staff, measure performance, build trust with their teams and create inclusive environments where remote working is the norm (Moglia, et al., 2022).
Lastly, the chapter discuss the notion that remote and hybrid working will become the norm in UK-based technology workplace settings. Instead of operating under traditional office-based structures, organisations are swapping this model for hybrid and remote-working (Barrero, et al., 2021).
All findings will be discussed alongside relevant theories introduced in Chapter 2; The Job Demands–Resources (JD- R) Model, The Social Exchange Theory, and the Organisational Culture Theory (Bakker & Demerouti, 2007).  By applying the findings to these three frameworks, the report can begin to analyse how homeworking can positively and negatively impact employee experience and allow organisations to adapt to the new norms of working by implementing cultural change 
[bookmark: _Toc235984370]4.2 Theme 1: The Impact of Remote Work on Employee Productivity
Theme 1 has been developed from Question 1 of the systematic literature review. The studies analysed provide mixed evidence regarding whether remote working arrangements increase or decrease employee productivity. Evidence from this theme suggests that employee performance is more likely to be impacted by remote working arrangements indirectly through a variety of different factors which can be either positive or negative (Celestin, et al., 2024). These factors are dependent upon organisational factors, employee characteristics and whether the correct supportive measures are put into place. Identified factors which can impact employee performance include; employee autonomy, flexibility, workload expectations, communication practices and access to digital resources (Hackney, et al., 2021).
[bookmark: _Toc235984371]4.2.1 Positive impacts on productivity 
A large capacity of the studies reviewed found that remote working could have a positive impact on employee productivity if the organisation provides employees with the correct resources and manages remote and hybrid workers effectively. Employee autonomy was one of the most common positive factors to appear from the data (Celestin, et al., 2024). Employees have more control over the management of their working hours when they work remotely. This allows them to complete their work at times when they are feeling most productive. Employees can often work faster and more efficiently if they are working at times that suit them best. Autonomy can also have positive impacts on employee motivation, job satisfaction and employee feelings of responsibility towards their work (Hackney, et al., 2021).
In the context of UK-based technology companies, autonomy is especially important. Many jobs that fall under the umbrella of ‘technology-related roles’ require employees to have large amounts of uninterrupted time to complete tasks (Nwankpa and Roumani, 2024). Jobs within industries such as software development, cyber security, data analysis, digital engineering and more require employees to have extended periods to concentrate on their work. Remote working can limit office interruptions and allow employees more time where they can focus deeply on the task required. This has the potential to improve the quality and quantity of employee output (Franken, et al., 2021).
Another potential positive impact of remote working is the elimination of commuting. Not having to commute into work each day gives employees more time to dedicate to both work related tasks and personal development. Less time commuting can reduce employee stress which can have positive impacts on employee wellbeing. Employees who have better wellbeing may also feel more motivated to work harder, however this relationship is not certain (Celestin, et al., 2024).
These positives link back to the JD- R Model covered in Chapter 2. The supportive factors identified can be considered resources which increase employee motivation, leading to positive performance outcomes (Bakker & Demerouti, 2007). Remote working introduces flexibility as a resource for employees. Having greater flexibility over when and where employees work allows them to effectively manage their personal obligations and work responsibilities. Autonomy as a resource can only positively impact employees if the organisation has set clear expectations for remote workers. Autonomy requires trust-based employer-employee relationships and specific performance management approaches (Nwankpa and Roumani, 2024).
[bookmark: _Toc235984372]4.2.2 Negative impacts on productivity 
Despite remote working having the potential to create positives for employee productivity, there are several obstacles that can adversely impact performance. One of the largest categories of barriers came under home-based distractions. Family commitments, inappropriate working environments and inadequate home office set-ups were all factors that occurred throughout several studies that caused employees to be unable to focus on their work (Oakman, et al., 2022).
Additional challenges were found to be increased workload expectations and employee inability to switch off from work. Studies have found that remote working has caused an ‘always on available’ culture to be present (Mirza, 2025). Without the office environment employees feel the need to respond to messages and complete work outside of the usual working hours. Another issue mentioned was the expectation for employees to work more than 9-5 despite being remote. A combination of these factors can lead to employees becoming more stressed, working longer hours and having poorer wellbeing. These factors have the potential to decrease employee productivity (Palucha, 2017).
The reliance on digital technology to communicate with colleagues has caused additional challenges. One issue is caused by digital meeting fatigue. Although digital platforms allow for teams across the globe to work together, having too many digital meetings can decrease the time employees have to focus on their workload (Lal, et al., 2023). It also causes employees to feel more mentally drained by the end of the day. Not being in a central office also makes it harder for employees to ask for support from their manager or team members (Mirza, 2025).
In conclusion, remote working does not inherently cause employee productivity to rise. Whether employees are more or less productive than when they work in office environments depends on how the organisation supports remote and hybrid workers (Lal, et al., 2023).  Additional factors include how managers manage remote staff and whether employees experience realistic workload expectations. For UK based technology companies, remote working can be productive so long as employees are given flexibility, but the organisation ensures structures are in place to support performance, collaboration and employee wellbeing (Mirza, 2025).
[bookmark: _Toc235984373]4.3 Theme 2: Employee Engagement and Wellbeing 
The second key theme identified from the literature review examines how remote work has impacted employees. Overall, the findings show that remote working has transformed employee experience through factors that affect job satisfaction, work-life balance, motivation, sense of social connection, and organisational commitment (Elshaiekh, et al., 2018). Generally, there are positives and negatives to working from home discussed in literature, showing that employee wellbeing can be improved through flexible working but also hindered by feelings of isolation and lack of social interaction with colleagues.
Technology organisations need to be aware of employee engagement for several reasons. Employee skills and knowledge are one of the biggest assets of an organisation and there is high competition between employers for technology specialists. As a result, tech companies should care about employee productivity, but also how employees feel about working practices as these can affect employee retention rates and long-term organisational commitment. Therefore, the reviewed literature suggesting remote working can improve engagement when employees feel trusted and supported is useful to guide working strategies (Markos and Sridevi, 2010).
[bookmark: _Toc235984374]4.3.1 Improved Work-Life Balance 
One of the biggest positive changes to employee wellbeing is the potential for remote working to offer workers increased flexibility. Studies show that one of the greatest benefits of remote work is improved work-life balance. Without having to commute to work each day, employees have more time to focus on other aspects of their lives, such as taking care of family or spending time on hobbies (Ferrara, et al., 2022).
Improving employee workload is essential to motivate and retain talented staff. Commute times can take away a large chunk of someone’s day. By working from home some employees gain more time in their day to focus on personal aspects of their lives. This can help employees to “switch off” from work more effectively, which can improve mental wellbeing (Felstead and Henseke, 2017). Flexibility also allows employees to better manage personal responsibilities. Many employees who work remotely have more control over when and how they work. This increased control can help employees to feel more autonomous and trusting within their organisation (Ferrara, et al., 2022).
Technology professionals are commonly knowledge workers who have the opportunity to work at multiple organisations across the UK. As a result, tech companies must offer attractive working conditions in order to recruit and retain employees. Flexible remote working can help companies achieve this (Ray and Pana-Cryan, 2021). These findings relate to the JD- R Model by showing that employee perceptions of flexibility and autonomy can act as ‘motivators’ that improve employee attitudes. When employees feel that their wellbeing is valued, they experience less burnout and are more engaged (Bakker & Demerouti, 2007).
[bookmark: _Toc235984375]4.3.2 Isolation and Reduced Social Interaction 
As well as presenting opportunities for improved employee wellbeing, remote working can have several downfalls. Literature shows that when working remotely, employees can feel isolated from their peers and experience fewer social interactions (Lojeski and Reilly, 2020).
When working in an office, employees can develop relationships with their colleagues over small talk before meetings, water-cooler conversations, lunchbreaks, and workplace social events. Remote working significantly limits these interactions, which can affect how connected an employee feels towards other staff and the organisation (Blumberga and Pylinskaya, 2019).
New employees may feel more isolated when working remotely on onboarding. Without face-to-face interaction it can be more difficult for new employees to familiarise themselves with organisational practices and develop relationships with their manager and team members (Simenenko and Lentjushenkova, 2021). Social isolation can negatively impact employee connection with company culture. Culture is partly created through informal day-to-day interactions that are reduced when employees do not work in the same space (Blumberga and Pylinskaya, 2019). According Kłopotek (2017) employees develop relationships with their employing organisation. If employees feel as though they are not supported, or do not receive regular positive communication from their managers and organisation, they will feel less emotionally connected. As a result, managers should deliberately build communities and create regular opportunities to support interaction within remote working environments.
[bookmark: _Toc235984376]4.4 Theme 3: Communication and Collaboration 
The third theme to arise from literature focuses on remote work’s effects on communication and collaboration (Flores, 2019). Communication was frequently mentioned in studies as a key factor affecting organisational effectiveness. Tech companies need to ensure information flows freely between employees to collaborate on projects and support innovative working. Findings show remote work has largely replaced face-to-face communication with digital forms. Although technology allows collaboration from any location, there can be communication challenges that impact employee interaction (Aguillon and Cronin-Gilmore, 2024).
[bookmark: _Toc235984377]4.4.1 Digital Communication Practices 
Studies found that in order for remote work to be successful, organisations need strong digital communication practices (Flores, 2019). Technology such as Microsoft Teams, Zoom, Slack and various project management tools are used daily to support collaboration between team members. Technology allows employees to exchange information quickly, collaborate from different locations and support remote working practices (Cakula and Pratt, 2021).  Digital tools allow organisations to create flexible workplaces. Employees can communicate on digital platforms across different locations and time zones. This allows organisations to support remote employees by offering flexibility while still maintaining effective working practices (Ola, et al., 2023).
Remote working allows employees to communicate asynchronously. Technology allows employees to communicate at times that best suit their daily schedules. Messages can be sent between employees without needing both parties to be available at the same time. Technology should not fully replace face-to-face contact (Cakula and Pratt, 2021).   Although technology allows teams to remain connected, there will always be benefits of in-person communication. Face-to-face interaction builds better relationships and allows for richer exchanges of information than digital channels (Ola, et al., 2023).
[bookmark: _Toc235984378]4.4.2 Communication Challenges 
Several issues can occur when communicating digitally. Without face-to-face contact, employees can lose cues gathered from body language and tone of voice. Meaning that communication may be more prone to misunderstanding (Sokolic, 2022). Remote employees may also experience delays in receiving answers or important information. Without face-to-face contact employees may need to send additional messages in order to receive answers, increasing the chance information could be missed or overlooked (Allen, 2015).
Another downside to remote working is the lack of spontaneous discussion. Although teams can communicate through digital channels, opportunities for spontaneously discussion and collaboration are reduced. Water-cooler conversations and teamwork encourage innovation in technology organisations, which could be limited by remote practices (Whillans, et al., 2021). Remote working does not replace the need for strong communication. Although technology supports remote working, team’s must establish how they will communicate effectively through policies and procedures.
[bookmark: _Toc235984379]4.5 Theme 4: Remote Work and Organisational Culture 
The fourth key theme reviews how remote work affects organisational culture. Literature confirmed that remote working does not eliminate the chance of creating a workplace culture, however, the methods organisations used to build culture will differ from traditional practices.
[bookmark: _Toc235984380]4.5.1 Transformation of Workplace Culture 
Office environments can create strong organisational cultures. When working together in an office employees pick up on culture through team practices and informal socialisation. Employees often understand culture by experiencing the organisation’s values in workplace scenarios (Keyton, 2010). Remote working can still allow organisations to develop culture. Literature shown that organisations can use online team building practices, virtual social events, online communities, and regular manager communication to help establish a remote culture (Driskill and Mirivel, 2025).
Creating a remote culture requires organisation’s to be intentional about how they build culture. Without daily face-to-face contact with employees, remote working requires organisation’s to deliberately build their culture by actively communicating the company’s mission and values (Driskill and Mirivel, 2025).
[bookmark: _Toc235984381]4.5.2 Challenges Maintaining Organisational Identity 
The largest issue with remote work and organisational culture is ensuring employees feel connected to the company’s identity. Culture is constantly shaped by employees and their shared understanding of the organisation. Because remote workers have less exposure to the company, employees might not know what is expected of them (Raghuram, 2021). Remote onboarding can be challenging for employees to understand the company’s culture. Growing technology companies frequently hire new staff to keep up with demand. If new employees do not have access to office environments and team members, they may not build correct understandings of the company (Leonardelli, 2022). Technology companies should care about organisational culture when working remotely. When employees work remotely, they do not experience shared understandings and may struggle to identify with the company (Leonardelli, 2022).  
[bookmark: _Toc235984382]4.6 Theme 5: Leadership and Management in Remote Environments 
Studies found leadership to have a key impact on remote working. Previously, many managers have led through office presence, and monitoring employees physical attendance. However, with remote working these techniques are not effective when leading employees. Leaders in remote environments must be able to trust employees to work without monitoring their location. Building remote employee relationships requires clear expectations, regular feedback, and support (Höddinghaus, et al., 2024).
[bookmark: _Toc235984383]4.7 Theme 6: Hybrid Working as the Future Workplace Model 
The final theme discovered through literature is Hybrid working. Hybrid working has become more prominent over the last couple of years with organisations attempting to introduce flexible working without losing office culture. Technology companies are leading the way when it comes to hybrid working. Organisations are attempting to introduce a mix of remote and in-office practices (Hopkins and Bardoel, 2023).
There are benefits and challenges to a hybrid working model. Employees have flexibility over where they work, but they can still feel a part of the company culture through in-person interactions. Although hybrid working offers the best of both worlds, challenges can arise. Hybrid working can cause issues with employee fairness (Gratton, 2022). Employees who spend more time in the office may have more opportunities to build relationships with their manager and peers. These employees may also receive more face-to-face communication about what is happening in the company (Hopkins and Bardoel, 2023).
Successful hybrid working requires organisations to implement strong processes. Unlike remote or office-based working, hybrid working introduces new challenges that organisations will need to overcome. Hybrid working will continue to evolve over the next few years. As a result, technology companies need to stay ahead of the curve by offering attractive benefits and flexible working practices (Gratton, 2022).
[bookmark: _Toc235984384]4.8 Findings Discussion Against Theory 
The results have identified several key findings regarding the impact of remote working on employee productivity, engagement and wellbeing, communication, organisational culture and connection, leadership practices, and hybrid working models. Discussion of these findings against the three theoretical perspectives will allow for greater interpretation of how remote working directly affects employees and organisations.
[bookmark: _Toc235984385]4.8.1 Job Demands–Resources Model 
One of the main strengths of the Job Demands–Resources Model is its ability to demonstrate how workplace factors affect motivation, employee performance, and wellbeing (Bakker & Demerouti, 2007). The findings have shown that remote working provides employees with several additional job resources, particularly autonomy, flexibility, and control over working patterns and schedules. Having greater choice over how work is accomplished allows employees to work in a way that complements their working style, which can benefit productivity and job satisfaction (Ferrara, et al., 2022).
Technology companies are often comprised of employees who complete highly skilled knowledge-based tasks. Working from home allows employees to structure their working day in a way that suits their individual tasks. For example, employees can choose to start their day earlier or later if they need long uninterrupted periods to complete complex tasks that require concentration. As such, remote working can increase employee resources when individuals are required to complete demanding knowledge-work (Ferrara, et al., 2022).
The JD-R Model also provides insight into how remote working may place additional demands on employees that have negative impacts on wellbeing. Employees experience additional demands when working remotely including feelings of isolation, digital communication fatigue, difficulties switching off from work, and higher expectations of availability. Although employees have more flexibility when working remotely, they can also experience stress due to the expectation that they are constantly connected and available to work (Sokolic, 2022).
Therefore, when considered against the JD-R Model, remote working can be both beneficial and damaging to employee wellbeing. Its effect on employees depends on the demands placed upon them and the resources they receive from their workplace (Ferdous, et al., 2026) Remote working should therefore be considered alongside strategies that ensure employees have sufficient support, realistic work demands, reasonable expectations around communication, and access to resources that promote positive wellbeing outcomes. Context is everything. Remote working can create highly positive environments where employees experience high flexibility if the organisation provides sufficient resources (Ferrara, et al., 2022).
[bookmark: _Toc235984386]4.8.2 Social Exchange Theory 
Social Exchange Theory allows for greater understanding around the important topics of trust, leadership, communication, and how these topics impact employee engagement. As explained by the theory, employees tend to positively reciprocate when they feel as though their organisation values, supports, and trusts them (Cook, et al., 2013). Findings show that trust is hugely important for remote working. When employees do not work in a shared office space, managers are unable to see what their employees are doing at set times during the day. As such, successful remote leaders focus on building trust rather than attempting to control employees by traditional means of supervision. Employees who feel trusted are likely to be more motivated and engaged  (Wyleżałek 2021).
Communication was also shown to be important in regard to employee connection to the organisation. Employees who felt they had good communication with managers and were provided with adequate recognition and support were more likely to feel engaged with their organisation. Changes to how people communicate in remote working environments can harm employees’ emotional connection to their employer (Sokolic, 2022).
As such, when applying Social Exchange Theory to the findings, it is clear that support is important. Employees who feel supported by their managers and organisations through provision of appropriate technology, good communication channels, feeling of connection, and recognition are likely to continue responding positively to the organisation. Conversely, if an organisation does not provide adequate support, employees may respond negatively (Settoon, et al., 1996).
[bookmark: _Toc235984387]4.8.3 Organisational Culture Theory 
Finally, discussion of the findings against Organisational Culture Theory provides useful insight into how remote working affects workplace identity, shared values, and culture. One of the primary findings regarding organisational culture showed that remote work does not eliminate the culture of an organisation but rather changes how it operates (Hogan and Coote, 2014). Office-based working allows for implicit development of culture through informal chats, meetings, shared experiences, and working in close proximity to one another. When employees do not have these informal interactions, it can affect their sense of connection and belonging to the organisation. Remote working therefore requires employers to take a more conscious and deliberate approach to creating a culture that employees can experience, even when working remotely (O'Meara and Cooper, 2022).
This can be enabled by virtual social activities, open communications from leadership, online communities and discussion forums, and regular meetings with teams and leadership. Creating a new type of workplace culture that works for remote environments can help employees develop shared experiences and learn about the organisation’s values (Driskill and Mirivel, 2025).
Remote working can make it difficult for organisations to provide employees with shared experiences that build workplace culture. Compared to previous decades, employees in the technology industry have more flexible work locations than ever before. With this in mind, remote working can harm company culture if organisations are unable to adapt to the changing landscape of work. Organisational Culture Theory shows that shared experiences are important components of workplace culture development. Leaders should consider creating new experiences that can be performed remotely (Driskill and Mirivel, 2025).
Overall, remote working provides benefits and opportunities for organisations to improve employee productivity, satisfaction, and workplace flexibility. However, remote working also presents organisations with some important challenges that should be considered when choosing how employees will work. Findings show that remote work has provided both benefits and challenges for organisations related to productivity, employee engagement and wellbeing, communication practices, company culture and connection, leadership development, and hybrid working models (O'Meara and Cooper, 2022).
Remote work was also shown to provide employees with improved work-life balance, increased job satisfaction, and choice regarding work arrangements. Although employees can enjoy increased flexibility when working remotely, social isolation and fewer workplace interactions can have negative impacts on employee connection and organisational belonging (Ferrara, et al., 2022).
Remote working was shown to allow employees to develop identities around flexibility and create new strategies for maintaining workplace culture. However, remote work makes it more difficult for employees to build connection, feel like they belong to a company, and understand corporate values (Blumberga and Pylinskaya, 2019).
Trust-based leadership that focuses on empowering remote employees was also shown to be an effective strategy. Leaders can struggle when working remotely due to difficulties connecting with their teams and managing employee performance (Höddinghaus, et al., 2024). Hybrid working models were also shown to provide useful balance between flexible work and in-person collaboration. However, hybrid working models can create additional challenges with coordination, perceived unfairness, and communication (Hopkins and Bardoel, 2023).
In summary, technology companies that adopt remote or hybrid working models are likely to experience positive effects on employee performance if they have strong leadership, reliable technology that allows employees to communicate effectively, good communication practices, and employee-focused policies (Gratton, 2022).
[bookmark: _Toc235984388]CHAPTER V: RECOMMENDATIONS, CONCLUSION AND LIMITATIONS 
[bookmark: _Toc235984389]5.1 Introduction 
This final chapter provides a conclusion to the research by summarising the key research findings identified through the systematic literature review and discusses the key implications for technology businesses operating in the UK. The aim of this dissertation was to explore how remote work has impacted employees productivity and organisational culture. With many workplace practices changing over the last few years, it was important to consider how these shifts have affected employees, managers, and organisational processes.
The evidence gathered throughout this dissertation has shown remote work has created significant change to how technology organisations operate. Remote working can have many benefits including allowing greater autonomy for employees, creating flexibility and improving employee work life balance. However, there are also various concerns around communication, collaboration, employee engagement, wellbeing and organisational culture when creating successful virtual working environments. This chapter provides recommendations on what is advised for future working practices within organisations that wish to implement remote and hybrid working. Limitations to this research are also discussed, along with recommendations for future research and an overall conclusion.
[bookmark: _Toc235984390]5.2 Recommendations 
[bookmark: _Toc235984391]5.2.1 Implement Effective Remote / Hybrid Policies 
One of the key findings identified in this dissertation is that effective remote working requires clear organisational policies (Pianese, et al., 2023). Businesses, particularly technology companies, should implement guidelines surrounding remote working expectations. Policies may include expectations around working hours, communications, availability, evaluating performance and effective collaboration practices (Carroll and Conboy, 2020). A lack of policy creates uncertainty which can cause higher stress levels for employees and inconsistent approaches to working.
Remote policies should be structured in a way that allows employees freedom and flexibility where possible. Technology companies should take an outcome-based approach to evaluating employees performance rather than logging how often employees are on camera or monitoring digital presence. Instead, employees should be assessed according to the quality of their work, objectives met, and how they support company goals (Smite, et al., 2022).
[bookmark: _Toc235984392]5.2.2 Communication and Collaboration 
Communication was found to be one of the biggest issues affecting remote work. Despite having digital tools that allow employees to communicate and work with others in different locations, organisations should look to establish strong communication practices. This does not mean relying solely on technology to improve how employees collaborate (Flores, 2019).
Technology companies should identify which communication channels are most appropriate and outline when it’s best to use different services. Reducing unnecessary meetings and introducing knowledge-sharing practices can improve communication (Cakula and Pratt, 2021).  Additionally, creating informal opportunities for employees to connect will support collaboration, creativity, team working and employee relationships. Communication was shown to be critical for both productivity and maintaining organisational culture (Aguillon and Cronin-Gilmore, 2024).
[bookmark: _Toc235984393]5.2.3 Remote Leadership 
Leadership is another key finding that will greatly affect remote working practices. Traditionally managers have been used to supervising employees by maintaining physical oversight. However, with remote working this is not possible. Therefore, organisations should look to train leaders on how to manage remote employees (Bravo-Duarte, et al., 2025). Leadership strategies should emphasise trust, effective communication, supporting employee wellbeing, providing feedback and monitoring employee performance based on outcomes. Remote leadership should focus on maintaining employee connections rather than monitoring remote employees (Spagnoli, et al., 2021).
[bookmark: _Toc235984394]5.2.4 Company Culture and Employee Connection 
The literature identified that maintaining company culture is significantly harder with remote employees. Organisations should look to build culture by creating regular virtual team building activities, recognising and rewarding employees, demonstrating transparent leadership, and implementing employee inclusive decision-making. Company culture should not rely on an office environment. Businesses should consider how they can create a shared experience that allows employees to better understand the company values and feel connected (Driskill and Mirivel, 2025).
[bookmark: _Toc235984395]5.2.5 Employee Wellbeing 
While remote work has been shown to improve employee work life balance, there are also risks associated with remote work. These include; feeling isolated, stressed, digital burnout, and difficulty maintaining boundaries between work and home life. Organisations should look to support employee wellbeing by encouraging employees to take regular breaks, monitoring workloads, providing resources to support employee wellness, and regularly checking in with staff. Promoting employee wellbeing should be a priority as happy employees will generally be more productive, engaged and want to continue working for the organisation (Höddinghaus, et al., 2024).
[bookmark: _Toc235984396]5.2.6 Hybrid Working 
Hybrid working was identified in the literature as a potentially optimal solution for many organisations. A hybrid model allows employees to benefit from the flexibility and autonomy of remote working. At the same time, they can benefit from in-person collaboration with other employees. Working in a physical office can improve team-based working and innovation (Hopkins and Bardoel, 2023).
Hybrid working does require planning in order to avoid disparity between employees that spend more time in the office and those that are remote regularly. Clear policy, scheduling, and open communications will be key to effectively implementing hybrid working (Hopkins and Bardoel, 2023).
[bookmark: _Toc235984397]5.3 Recommendations for Future Research 
With this dissertation having examined remote working extensively, there is still potential for future research topics. Future research should look at the long-term impact of remote working on employee productivity, career progression, employee engagement, and organisational commitment working (Hopkins and Bardoel, 2023). A lot of the current literature focuses on the immediate changes to remote work during and after the COVID-19 pandemic. Additional time is required before we understand the long-term effects.
Additional research should focus on UK technology companies specifically. A lot of existing research focuses across multiple industries and internationally based organisations. Research using interviews and surveys could be conducted to gain better insights into employee experiences. Potential topics include motivation, employee wellbeing, feeling of belonging, and workplace identity. Finally, future research should consider the impact of artificial intelligence and emerging technologies on remote working. Areas to explore include remote collaboration, measuring productivity, and future workplace expectations (Höddinghaus, et al., 2024).
[bookmark: _Toc235984398]5.4 Research Limitations 
Like all research this dissertation has limitations that should be considered. The primary limitation of this research is that secondary data was used. As this dissertation was a literature review no primary research was conducted (Kumara, 2022). No surveys, interviews, or observations were made. This dissertation was instead formed by reviewing previous studies and the reliability of this research depends on the validity of those publications (Smith, 2008).
Another limitation could be publication preferences. Studies with positive findings are more likely to be published than those that report no significant findings. Due to this the represented evidence may be affected by not having access to all completed research on the topic (Callaham, et al., 1998).
Lastly, working practices are constantly evolving and changing. Remote working practices and organisational expectations will continue to adapt as technology improves and employees expectations change. Any future changes could affect the relevance of these findings.
[bookmark: _Toc235984399]6.  CONCLUSION 
In conclusion, this dissertation has explored remote work and its impact on employee productivity and organisational culture. Through a systematic literature review, technology companies in the UK were examined. It was found that remote work has created many changes to how organisations operate today (Cakula and Pratt, 2021). Remote work allows for a greater degree of flexibility when working, can increase employee autonomy and can improve employee work life balance. However, remote work can create issues with communication, employee connection, and can make it more difficult to maintain company culture (Höddinghaus, et al., 2024).
Whether remote work is considered positive or negative depends on the remote working practices that are implemented by an organisation. Leadership, communication practices, supportive company culture, and access to digital tools can support successful remote working (Bravo-Duarte, et al., 2025). Hybrid working models are believed to be the best approach for most organisations as they allow employees to benefit from both remote and office-based work (Spagnoli, et al., 2021). Remote work is here to stay. As more organisations permit remote and hybrid working these practices will continue to change, organisations must remember to evolve their strategies to maintain employee productivity, support wellbeing, and employee connection to the company (Spagnoli, et al., 2021).
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