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Introduction
Remote and hybrid working have become increasingly common in UK organisations, particularly following the COVID-19 pandemic. These working arrangements offer greater flexibility but also introduce new challenges for organisations. Employee productivity and engagement are key factors influencing organisational performance and understanding how they are affected by remote and hybrid working is essential for effective management. This study explores both the positive and negative impacts of these working models.

Research Aim
To examine the positive and negative impacts of remote and hybrid working on employee productivity and engagement in UK organisations using secondary data.

Research Objectives
· To review academic and policy literature on remote and hybrid working.
· To analyse how remote and hybrid working affect employee productivity and engagement.
· To identify contradictions and gaps in the existing literature, especially in relation to UK organisations.

Research Questions
· What positive and negative effects do remote and hybrid working have on employee productivity?
· How do remote and hybrid working influence employee engagement?
· What gaps remain in the literature on remote and hybrid working in UK organisations?





Literature Review
Productivity when working remotely could potentially increase as employees become more productive. Many studies are beginning to uncover these organisational effects on productivity, with notable research conducted by Bloom (2015), who found a 13% performance improvement through remote working as a result of fewer breaks and absences, as well as a quieter environment in which to work. This study is useful because it shows that remote working can improve individual performance when employees have suitable tasks, technology and working conditions. However, it is also important to recognise that this evidence was not based specifically on UK organisations, meaning that its findings need to be considered carefully in relation to the UK context. Furthermore, in the post-pandemic period, remote working is likely to remain a normal part of employment and, therefore, a key organisational issue to examine. As Barrero, Bloom and Davis (2021) assert, employees will continue to work from home, which is likely to positively affect their satisfaction, as well as their individual productivity. Together, these studies suggest that remote working can improve productivity, but mainly when employees have autonomy, appropriate job roles and effective support from their organisations.
But it’s not all plain sailing. Wang et al. (2021) report a number of remote-working challenges facing employees and organisations, including effective communication, procrastination, loneliness and work–home interference. This adds a more critical perspective because it shows that remote working does not automatically lead to better outcomes for all employees. Yang et al. (2022) also found that when employees work remotely, the structure of their collaboration networks becomes more siloed, with fewer bridges between groups. This contrasts with the more positive findings from Bloom (2015) and Barrero, Bloom and Davis (2021), because it suggests that individual productivity may increase while organisational collaboration and engagement may weaken. Therefore, while individual remote workers may be more efficient, organisations overall may experience weaker collaboration, lower knowledge- and best-practice-sharing, and potentially lower employee engagement over time. This is directly relevant to the present research because it shows the need to examine both productivity and engagement rather than focusing only on performance outcomes.
Working in a hybrid way is often portrayed as a more balanced approach than the traditional alternatives of pure remote or in-office working. New evidence suggests that, in the right circumstances, hybrid working can boost job satisfaction and translate into fewer quits without a decline in performance (Bloom, Han and Liang, 2024). This is important because hybrid working may reduce some of the isolation and communication problems linked to fully remote work while still allowing employees to benefit from flexibility. In the UK context, the CIPD has also published research on flexible and hybrid working practices. As with the wider research, the findings are broadly positive, highlighting the benefits of flexible and hybrid working for work–life balance, job satisfaction and wellbeing (CIPD, 2023). However, the CIPD also identifies negative impacts on collaboration, culture, creativity and team management, showing that hybrid working creates both opportunities and management challenges (CIPD, 2023). Overall, the literature suggests that remote and hybrid working can improve productivity and satisfaction, but the effects on engagement, collaboration and organisational culture remain more complex, especially within UK organisations.

Gap in the Literature
Despite a strong flow of research conducted on remote and hybrid work, there are still some key knowledge gaps that need to be addressed. Firstly, there is a lack of consistency in the findings obtained on remote work. Some studies have reported increases in productivity and work-life balance for remote workers, yet negative effects have also been identified, such as difficulties with communication, feelings of isolation, and decreased collaboration with colleagues. This shows that remote working is not always positive or negative, as the outcome can depend on the organisation, the type of job and the way employees are supported.
Secondly, after doing research I have noticed that the majority of the studies have been conducted in the US and China, and while there is a growing body of research conducted within the UK, there is still limited evidence to suggest that the findings from other countries fully translate to UK organisations. This is important because working culture, management styles and employee expectations can be different depending on the country.
Thirdly, while there are some studies that have looked at remote work in relation to both productivity and wellbeing, these are not as common as studies that focus on one or other outcome. This creates a gap because productivity and employee engagement are linked, but they are often discussed separately. For example, an employee may be productive in the short term but still feel less connected to the organisation over time.
Fourthly, the majority of the earlier research on remote work was based on organisations that were entirely remote, whereas recent research has focused more on hybrid organisations. This means that more attention is needed on hybrid working as a long-term way of working, rather than just something used during or after the pandemic. I am calling for secondary analysis of the existing data in the UK, looking at both productivity and employee engagement. The study will start by reviewing the wider global picture before turning more specifically to the UK scenario.

Methodology
The report will only use secondary data and as such there will be no primary data collection. Relevant research on remote and/or hybrid working will be sourced and used to inform the report, particularly focusing on two key themes – productivity and employee engagement. This will include sources from academic journals, working papers, government reports and leading workplace research from organisations operating in the UK workplace context. Where relevant, international data will also be referenced in order to compare and contrast with UK trends and scenarios.
The most relevant secondary data will be selected from a variety of published sources. These sources will include academic articles, organisational reports and official government statistics. The selected data will be critiqued using the criteria of timeliness, relevance, reliability and usefulness. The majority of the sources used will be published after the COVID-19 pandemic. The data will be read and key points extracted from it. The material will then be organised into themes including: productivity, employee engagement, employee communication, employee collaboration and employee wellbeing. The findings will be compared to identify similarities, differences, contradictions and gaps in the current evidence, with the evidence primarily related to organisations based in the UK.
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