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In recent years, remote and hybrid working have become increasingly common, especially following the COVID pandemic. What initially began as a short-term solution during lockdowns has now developed into a long-term working arrangement for many businesses and employees. This shift has significantly influenced how people carry out their roles, where they work from, and how organisations manage and support their teams. According to the CIPD’s Flexible and Hybrid Working Practices in 2025 report (2025), remote and hybrid working are now more popular and appealing than traditional office-based work for both employers and employees. The report highlights a clear trend towards flexibility, showing that many people prefer a working pattern that allows them to split their time between home and the workplace. [Source: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/2025-pdfs/8909-flexible-working-report-web.pdf]
Research by Obdržálková and Moravcová (2022) also supports this shift, with many remote workers reporting benefits such as improved communication, better physical health, and greater flexibility. However, their study also highlights some of the common challenges people face while working from home. These include feelings of isolation, difficulty in separating work and personal life, a lack of proper equipment or home office setups, trouble maintaining focus, and frequent online meetings that can be disrupted by technical issues.
Additional data from Hooson (2025), published on the Forbes UK website, shows that between January and March 2025, 28% of the UK working population were engaged in remote or hybrid work. Hybrid working has continued to rise since 2022, with full-time workers more likely to choose hybrid arrangements than part-time workers. The research also shows that individuals aged 30 to 49 are more likely to adopt hybrid working compared to other age groups. Interestingly, the report also reveals that choices around hybrid, home-based, and traditional commuting roles differ according to employee salary bands, suggesting that income can influence access to flexible working options (see Appendix ?). [Hooson, M. (2025, July 8). Remote and Hybrid Working Statistics 2025. Forbes Advisor UK.]
This assignment will explore both the advantages and disadvantages of remote and hybrid working from various perspectives, including employees, managers, and the wider organisation. It will draw on qualitative data such as models of communication and time management, interviews, case studies, and personal reflections. It will also incorporate quantitative evidence from surveys, statistics, and published reports. By combining these approaches, the assignment aims to identify the key factors that make remote and hybrid work effective and highlight best practices that support both individual wellbeing and organisational success.


[bookmark: _Hlk204440192][bookmark: _Toc204440441]Advantages and Disadvantages of Working from Home for an Employee
A rise in remote working has brought significant changes to how employees and organisations operate. The advantages and disadvantages of working from home (WFH) can present with a more balanced and productive working method. Frameworks and personal reflections are included to support key points (see Appendix A for Kolb’s Experiential Learning Theory and Appendix C for Covey’s Time Management Matrix).
Remote working can reduce workplace distractions, allowing employees to focus more effectively. This can be particularly beneficial for individuals with sensory processing difficulties, who may find noisy or busy environments overwhelming. With fewer distractions, employees are more likely to manage their time efficiently, which contributes to improved productivity. Additionally, working from home offers greater flexibility, enabling employees to manage personal and family commitments, such as school drop-offs or caregiving. This flexibility helps reduce stress and supports a healthier work–life balance, which in turn can lead to increased job satisfaction.

Health and wellbeing are also positively impacted by remote work. The reduction in workplace stress, particularly from interpersonal pressures or team conflicts, creates a more comfortable working environment. Employees can personalise their workspace, take breaks when needed, and generally work in a setting that suits their mental and physical needs. Furthermore, remote work gives employers access to a wider talent pool, as recruitment is no longer limited by geographical constraints. This is particularly beneficial in areas where job opportunities are scarce or where the local labour market is highly competitive, allowing companies to attract a more diverse range of applicants.

Cost savings are another key advantage. Employees save money on commuting costs such as fuel, public transport fares, or parking fees. These financial benefits contribute to increased satisfaction and can reduce the burden of daily work-related expenses. The elimination of commuting also frees up time, allowing employees to start their day earlier or use the time for personal responsibilities, ultimately improving time management and daily structure. Lastly, working from home may lead to reduced absenteeism. Employees with minor illnesses may feel well enough to continue working remotely rather than taking time off completely, helping to maintain productivity and reduce disruptions to the workflow.
One of the main challenges of working from home is the risk to mental health. The lack of face-to-face interaction can result in feelings of loneliness and social isolation, which may negatively impact an employee’s motivation and emotional wellbeing over time. While remote work can offer flexibility, it often reduces the daily social contact that helps build morale and maintain a sense of belonging within a team.
Communication is another key challenge in remote settings. Since most interactions occur via written formats such as emails or instant messaging, there is a higher chance of misunderstandings. Without verbal or non-verbal cues, messages can be misinterpreted, potentially leading to conflict, confusion, or costly mistakes. This communication gap can also affect working relationships and collaboration across teams.
Remote work may also limit career development opportunities. Employees working from home are at risk of being overlooked for promotions, projects, or training due to reduced visibility within the organisation. Without regular face-to-face interaction with managers or team leaders, it can be difficult to showcase achievements or express interest in progression opportunities.
Another significant drawback is the difficulty in maintaining a clear separation between work and personal life. When the home becomes the primary work environment, the boundaries between professional responsibilities and personal time can easily blur. This often leads to overworking, burnout, and a decline in productivity and wellbeing. The inability to fully disconnect from work can impact both the employee and the organisation in the long term.
[bookmark: _Toc204440442]Summary 
Working from home presents clear advantages and disadvantages. However, adopting a hybrid working model—where employees divide their time between home and the workplace—offers a balanced and practical solution. Hybrid working supports better communication and collaboration, allows for in-person feedback and training, and provides a space for team building and wellbeing support. It also enables employees to maintain flexibility while improving their ability to manage time effectively (see Appendix C) and apply reflective learning to adapt to change and develop professionally (see Appendix A).

[bookmark: _Hlk204440271][bookmark: _Toc204440443]Advantages and Disadvantages of Working from Home for an Employer/Manager
From an employer’s perspective, hybrid working offers a balanced approach that allows for both flexibility and oversight. One of the main advantages is the ability to supervise employees during office days. These in-person interactions provide managers with the opportunity to observe performance, engage with staff directly, and offer support or guidance as needed. Hybrid models also help foster trust and autonomy. Employees are given the flexibility to manage their workload independently, which, over time, can strengthen the trust between staff and management. This level of autonomy has been shown to improve motivation and performance, as supported by Deci, Olafsen, and Ryan (2018). Moreover, employers can monitor workload more closely during office interactions, helping to identify signs of overload and maintain a healthy balance of responsibility (Abgeller et al., 2024; Malviya & Gupta, 2022).
Communication is another area where hybrid working proves beneficial. Regular in-office days can improve the clarity of conversations, reducing the likelihood of misunderstandings and supporting better collaboration. This face-to-face communication supports the principles of Media Richness Theory (Daft & Lengel, 1986; El-Shinnawy & Markus, 2015), which emphasises that in-person interactions are more effective than digital messages because they allow for non-verbal cues such as body language and tone of voice. Furthermore, in-office days allow employers to address technical concerns directly and provide updated training, improving the overall quality of resources available to the team.
Despite these benefits, hybrid working is not without its challenges. One concern for employers is the difficulty of supervising employee productivity on remote days. Without direct oversight, it may be harder to assess how effectively time is being used. There is also a risk that micromanagement can occur if trust is not firmly established from the outset. This could negatively affect morale and damage the employee-employer relationship. In terms of communication, when employees rely primarily on written formats such as emails or instant messaging, there is a greater chance for misunderstandings. The Shannon-Weaver Model (1949) explains that "noise"—such as poor internet connections, unclear tone, or misinterpreted messages—can interfere with communication. This can lead to confusion or even conflict, disrupting productivity and team dynamics.
Technical support is another area of concern. If employees working remotely encounter IT issues, these problems may take longer to resolve due to the lack of hands-on assistance. This delay can lead to wasted paid time, reduced productivity, and feelings of frustration or isolation. It can also result in missed deadlines and increased pressure on the rest of the team. Employers must therefore be proactive in offering virtual support, ensuring that employees feel well-equipped and supported in both environments. As highlighted by Oyemomi et al. (2024), trust and fairness play a key role in determining how much autonomy employees are given. When managed effectively, this trust leads to improved outcomes and supports the overall success of hybrid models.
[bookmark: _Toc204440444]Conclusion
According to the CIPD (2025), hybrid working presents significant benefits for both employees and employers, provided it is structured effectively. In-person office days support trust-building, allow for performance monitoring, improve communication, and help identify training needs and employee wellbeing concerns. At the same time, remote working allows employees the flexibility to manage their workload, improve time efficiency, and maintain a better work–life balance. This dual model is especially effective when supported by strong leadership and consistent communication strategies.
To ensure the success of hybrid working, employers should focus on several key practices. Setting clear expectations and building trust from the beginning is crucial. Regular office days should be used for one-to-one check-ins, training sessions, and team-building activities. Encouraging open communication, including the use of video calls when appropriate, can help avoid misunderstandings. Strong technical support systems must also be in place to assist remote employees in staying productive. Most importantly, organisations should create a culture where employees feel comfortable speaking up if they are struggling with workload or technology. Through careful planning, open dialogue, and ongoing trust, employers can make hybrid working a productive and sustainable model for the future.

[bookmark: _Toc204440445]Advantages and Disadvantages of Working from Home from a Company/Organisational perspective
From the perspective of the company, hybrid and remote working models offer several strategic advantages. One of the most significant benefits is cost savings. By reducing the need for large office spaces, utility costs, and on-site facilities, companies can lower their overheads considerably. Travel expenses are also reduced, both for employees and business-related activities, allowing organisations to reallocate funds to other areas such as training or technology.
Another major advantage is the potential for increased business reach. With no geographic limitations on recruitment, companies can attract talent from a much wider pool. This enables them to find highly skilled candidates regardless of location, which is especially useful in competitive or specialised sectors. This broader recruitment scope strengthens the overall capability and diversity of the organisation.
Employee productivity and satisfaction are also commonly improved through hybrid working models. Offering staff the flexibility to manage their work-life balance tends to increase morale, reduce burnout, and encourage more motivated performance. When employees feel trusted and have greater autonomy, they are often more engaged and productive, which contributes positively to the company’s overall success (Abgeller et al., 2024).
Additionally, hybrid and remote work can drive technology adoption and innovation. As companies invest in digital tools and infrastructure to support remote operations, their workflows become more modern, agile, and efficient. These investments lead to long-term gains in productivity and create a more future-ready workforce.
However, these advantages must be balanced against certain disadvantages. One of the main challenges companies face is in communication. Without consistent face-to-face interaction, messages can be misinterpreted or delayed, which may cause confusion and inefficiencies. The Shannon-Weaver Model of Communication (1949) explains how “noise”—such as poor internet connection, unclear messaging, or misused tone—can disrupt communication, especially in digital environments (see Appendix B).
Trust and team cohesion also present concerns. Building strong professional relationships and trust remotely is more difficult and requires intentional effort. The Transactional Model of Communication, which highlights the ongoing and dynamic exchange between individuals, suggests that in-person collaboration plays a vital role in strengthening trust and effective teamwork (Mastering the Transactional Model of Communication for Effective Business Collaboration, 2025; see Appendix C).
Another challenge involves management and monitoring. Tracking employee workload and productivity remotely can be complex. Without effective systems in place, there is a risk of poor accountability or employee burnout if responsibilities are not monitored and adjusted fairly. This can lead to uneven performance or even loss of staff due to poor support structures.
There is also the social impact of remote work to consider. Some employees may feel isolated or disconnected from their teams, which can lead to decreased morale and increased mental health concerns. While remote tools exist to foster collaboration, they cannot fully replace the informal, relationship-building interactions of office environments.
In terms of infrastructure, technology costs can be a barrier. Companies need to invest in reliable hardware, cybersecurity measures, and software licenses, in addition to providing adequate training for staff. Although these investments offer long-term benefits, the initial financial outlay can be significant.
Lastly, companies must be aware of inequality issues that may arise. Not all roles are suitable for remote work, and some employees may lack access to a quiet or well-equipped home working environment. This can lead to feelings of unfairness or division within the workforce, which may affect morale and retention.
[bookmark: _Toc204440446]Conclusion
While both remote and office-based working have their strengths, a hybrid model provides the most balanced solution for companies. It allows for cost efficiency and flexibility, while also facilitating better team cohesion and oversight through periodic in-person engagement. A well-structured hybrid approach supports autonomy, trust, and collaboration (Abgeller et al., 2024) and promotes effective communication through the use of both Transactional and Interactive Models of communication.
To succeed, companies should invest in reliable digital tools and employee training to ensure smooth communication and workflow. They should also adopt clear performance metrics to monitor employee workload fairly and address wellbeing concerns promptly. By doing so, companies can create a modern, inclusive, and high-performing hybrid work culture that benefits both the organisation and its employees.


[bookmark: _Toc204440447]Reflection
To reflect on what I’ve learned from researching remote and hybrid working, I used Kolb’s Experiential Learning Theory (1984) (see Appendix A). This model includes four stages—concrete experience, reflective observation, abstract conceptualisation, and active experimentation—which helped me make sense of the changes brought about by remote work, both from personal experience and the experiences of others.
During the COVID pandemic, the sudden shift to remote working created challenges for both individuals and organisations. Kolb’s model helped me understand how people adapted to these changes and how lessons from that time can be used to improve future working practices. For example, businesses had to adjust how they managed performance and communication to suit remote settings, while employees had to learn how to stay productive without in-person support.
Personally, I experienced a very different situation from many of my peers. I had to work on-site in a hospital throughout the pandemic, while others in similar roles were allowed to work remotely or on a hybrid basis. This made me feel undervalued and disconnected. It also highlighted how some organisations did not treat roles equally or fairly during that time, and how this created feelings of frustration, resentment and inequality.  This also affected my child and my mental health as I was the only single parent and having to leave my young child often in a school setting alone not allowed to mix with other children all day which made me resent my job and managers even more.
This experience helped me realise the importance of trust, good communication, and access to the right resources—such as technology, internet access, and digital tools—in making remote work successful. It also showed that a “one-size-fits-all” approach doesn’t work when it comes to choosing between office, remote, or hybrid models.
To improve how I manage my time in both work and personal life, I also applied Covey’s Time Management Matrix (Appendix C). This model helped me organise tasks by importance and urgency, making it easier to stay focused and meet deadlines. Using this approach made a difference during personal development reviews, where I could show how I had taken control of my workload and performance.
Reflecting on all this has shown me that hybrid working suits me best. I benefit from the quiet and independence of working from home but also value face-to-face contact for team building and feedback. Combining both helps me stay motivated, productive, and balanced.
Overall, using models like Kolb and Covey’s Matrix has helped me better understand the different ways people respond to change. It also showed me how structured reflection and time planning can lead to better decision-making and performance in a professional setting.
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Other research models/references used:

Kolb’s Experiential Learning Theory (1984): To highlight how employees adapt and learn in new hybrid environments.


Self-Determination Theory (Deci et al., 2018): To explore autonomy, motivation, and trust in remote/hybrid settings.

Shannon-Weaver Model (1949): To discuss communication challenges and “noise” in remote work.

Transactional Model of Communication: To explain ongoing, dynamic communication and relationship building.
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Remote work arrangements broken down by employee annual salary band
· £50k-plus:
· Hybrid working: 45%
· Home only: 24%
· Commuting only: 20%
· £40k to £50k:
· Hybrid working: 40%
· Home only: 16%
· Commuting only: 34%
· £30k to £40k:
· Hybrid working: 33%
· Home only: 14%
· Commuting only: 42%
· £20k to £30k:
· Hybrid working: 23%
· Home only: 11%
· Commuting only: 52%
· Up to £20k
· Hybrid working: 8%
· Home only: 9%
· Commuting only: 53%
· A fourth category ’employed but didn’t work’ is not included in the chart. The sum of all four categories is 100%.
Source: (ONS, June 2025)
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