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[bookmark: _Toc234550896][bookmark: _Toc235965577]ABSTRACT 
The main aim of this study is analyse, synthesise, and understand how remote working arrangements influence employee productivity within small businesses in UK. Most early remote studies focused on large, established corporations. This study is important as it fills this gap by focusing on small businesses where innovation, team dynamics, and flexibility generate exclusively varied outcomes. The research captures how small businesses navigate managerial and infrastructural limitations without the huge IT budgets of large corporations. The research employed SLR approach, following PRISMA framework as a guide. The researcher collected data from different databases, including Scopus, Google Scholar, Web of Science, and EBSCOhost. The researcher analysed peer-reviewed, empirical studies and synthesised different outcomes into a detailed theoretical framework. The findings show that remote working arrangement plays an important role in improving productivity. It increased autonomy, flexibility, and removes stressful daily commutes and interruptions from colleagues in the office. From the analysis of the findings, hybrid working model emerged as the most ideal arrangement that can strike the balance between the benefits of remote work and collaborative benefits of in-office interactions. The findings identified effective management, trust-based performance metrics, and trustworthy technological infrastructure as important determents of improved performance in remote work environments. Besides, the research highlighted challenges that remote employees face, such as blurry boundaries between home and work, insufficient digital resource, and social isolation. Small businesses seeking to increase or maintain productivity must thoughtfully implement hybrid working models and shift to performance-based performance metrics. The research recommends investment in digital capabilities and adoption of hybrid working models to support collaboration and prevent feelings of social isolation among remote working employees. Future studies should consider evaluating the lasting effect of permanent remote working arrangement on employee well-being and job retention. 
Key Words: Remote Working; Employee Productivity; Small Business; UK; 
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[bookmark: _Toc235965578]CHAPTER ONE: INTRODUCTION
1.1. [bookmark: _Toc235965579]Introduction 
This chapter introduces the research exploring how remote working arrangement affects employee productivity and engagement within the UK small businesses. The chapter outlines the background of the study, problem statement, research aim, objectives, and research questions. The chapter covers importance of the study, scope, and structural framework of the qualitative secondary study. 
The prevalent adoption of remote work during and after the COVID-19 pandemic has changed the UK’s employment setting considerably. The changing employee expectations and digital advancement has made remote work model to become more in modern business activities (Gifford, 2022). There was an increase in acceptance of remote working arrangements after the COVID-19 pandemic which encouraged many companies to implement these models (Taser et al., 2022). Remote work is still a key part of workforce management methods, even if many organisations have shifted to hybrid work arrangements.
Larger companies tend to have the robust IT infrastructure and HR capacity to enable the flawlessly manage distributed teams. However, this is not always the case with UK small businesses which are confronted with unique opportunities and challenges (Gifford, 2022). Small businesses often lack adequate IT resources and HR budget to implement this working arrangement (Gifford, 2022). In this regard, there is a need for small business managers to understand how these models work and their influence on employee productivity. This information will be instrumental in enabling them remote working models that can yield improved productivity while promoting employee well-being.  
1.2. [bookmark: _Toc235965580]Background of the Study 
The global pandemic significantly changed conventional office-based work. In the UK, remote and hybrid working arrangements changed from being temporary emergency measures to a permanent business arrangement. Based on the recent Anakpo, Nqwayibana and Mishi, 2023) study, about 81% of the small and medium-sized enterprises have adopted some form of remote or hybrid working arrangements in the operations. The research established that 45% of SMEs have fully embraced remote working, with employees working entirely in spate locations. On the other hand, 36% of SMEs have adopted a hybrid working model, while only 19% of SMEs still require their employees to work from their offices all the time (Gifford, 2022). 
Similarly, small businesses encounter unique challenges in this new era of remote working. Compared to their most established counterparts who boasts huge HR budgets and physical infrastructure development, these businesses need to balance the recruitment advantages of remote flexibility against the possible limitations in digital communication, innovation, and team cohesion (Yadav and Madhukar, 2024). In this regard, most businesses sought to retain their best talent and uphold business continuity by permanently adopting remote work to align with the changing employee expectations (Galanti et al., 2021). Therefore, remote working arrangement has become more common among UK’s small businesses. 
Besides, before the prevalent adoption of remote work, researchers, such as Yadav and Madhukar (2024), claimed that flexible work arrangements plays an important role in improving employee autonomy, thereby, increasing their job satisfaction and general productivity. However, this consensus remains highly contested in the current United Kingdom’s context. With this widespread adoption of remote work, many leaders of small businesses are still uncertain about its impact on employee productivity. This uncertainty has raised many scholars’ interest in this subject, as they seek to understand how remote working arrangement affect employees’ performance. According to Yadav and Madhukar (2024), remote work plays an important role in giving workers the benefit of saving commute time and providing them a calm working environment. This contributes to better employee outcomes. However, Felstead and Henseke, (2020) differs with this assertion, claiming that remote work reduces employees’ productivity via different barriers, including home environment interference, constraining teamwork, and communication. Scholars such as Galanti et al. (2021), claim that remote work arrangement can worsen psychological distress and increase burnout. This aspect has created a complex paradigm for United Kingdom’s small businesses, where productivity is closely linked to both the adoption of specific technological infrastructure and employee well-being. Therefore, this study examines the impact of remote work as an independent variable on employee productivity as the dependent variable. 
1.3. [bookmark: _Toc235965581]Problem Statement 
The shifting to remote working models provides small businesses important physical flexibility, reduced costs, and improvements in employees’ focus. However, its effects on productivity has remains disputed. Besides, existing literature provides conflicting conclusions. Some scholars have found that remote work leads to improved employee productivity. However, others argues that it reduces productivity through social isolation, communication barriers, and conflicting roles between home and work responsibilities (Adisa et al., 2022). Most studies focused mainly on large corporations with huge IT resources and HR budget. This creates a research gap on the impact of this model on small businesses. 
1.4. [bookmark: _Toc235965582]Aims, Objectives, Research Questions, and Hypothesis 
1.14.1. [bookmark: _Toc235965583]Research Aim 
This research aims to analyse existing studies on how remote work affects employee productivity within small businesses in UK. 
1.4.2. [bookmark: _Toc235965584]Research objectives 
a. To analyse current literature on the advantages and drawbacks of remote working models on employee productivity.
b. To evaluate the role of organisational culture, communication tools, and managerial strategies, in improving productivity within remote work environments. 
c. To examine how employee work-life balance and well-being impact their performance in remote working environment.  

1.4.3. [bookmark: _Toc235965585]Research Questions 
a.  How do remote work model impact employee productivity within small businesses in UK?
b. What are the factors that lead to increased productivity in small businesses within remote work settings?
c. What are the factors that lead to reduced productivity in small businesses within remote work settings:
d. How employee’s work-life balance, well-being, and productivity are affected by remote work models?
e. What management practices and communication tools are most effective in promoting remote employee productivity in small businesses?
1.4.4. [bookmark: _Toc235965586]Hypothesis 
H0: Remote work models significantly affects employees’ well-being
H1: Remote work models positively affect employee’s work-life balance
H2: Remote working model has a positive impact on employee productivity, mediated by employee autonomy, digital resources, and management trust. 

1.4.5. [bookmark: _Toc235965587]Rationale/Importance of the Research 
Majority of existing literature on remote working model mainly focus on large corporations, the technology sector, and multinational companies. Small businesses operate with limited resources, tighter team dynamics, and distinct organisational culture, where changes in the productivity of one employee is likely to influence overall performance of the company. Therefore, there is a need to examine how remote work uniquely affect the small business sector. Besides, the present study is important for UK small business leaders, policymakers, and professionals navigating the post-pandemic work environment. It is important to understand mechanisms that connect remote work to productivity to enable small business leaders to craft policies that maximize productivity while promoting employee well-being. 
Since, the current study adds to the current discussions about flexible work arrangements and organisational effectiveness, this study is academically significant. There is a lot of discussion on remote work in the literature, but there isn't much data that focuses on small firms in particular. The results could offer managers and company owners’ useful information about how to maximise worker productivity while preserving flexible work schedules. Improved organisational performance and more efficient personnel planning may result from an understanding of productivity drivers.
1.5. [bookmark: _Toc235965588]Scope of the Study/Demarcation 
Geographical scope: the current study focuses on small businesses that operate in within UK to ensure the findings reflect the specific economic conditions, cultural work norms, and labor regulations of this region.
Organisational Scope: the focus of this study is restricted to small businesses. Based on the standard UK definition, the research is limited to businesses with fewer than 50 workers.
Thematic Scope: the study is strictly limited to the impact of remote working arrangement on employee productivity, excluding wider supply-chain or financial-related impacts. 
Methodology scope: the current research adopted a qualitative secondary research design, using thematic analysis of existing peer-reviewed literature, industry reports, journal articles, and published case studies, instead of undertaking primary data collection. 
1.6. [bookmark: _Toc235965589]Outline of the Study 
This research is divided into the following chapters:
Chapter 1: Introduction- it sets the basis, objectives, and scope of the research 
Chapter 2: Literature Review- synthesises relevant academic literature on remote work, employee productivity, job satisfaction, and challenges that small businesses face. The chapter also explores current theories relating to remote work, like the Job Demands-Resources (JD-R) model.
Chapter 3: Research Methodology- this chapter outlines the qualitative secondary research designs employed in this study, including data collection and thematic analysis. 
Chapter 4: Data analysis and Discussions- Presents synthesized themes and empirical findings from secondary data. It critically evaluates the impacts of remote work on employee productivity
Chapter 5: Conclusion and Recommendations- Summarises the main findings, while answering the research questions, and offering practical recommendations for the UK small businesses.  
1.7. [bookmark: _Toc235965590]Summary of the Chapter 
Chapter one has set the introductory framework for this research. The chapter introduced the current transition to remote working model within the UK’s small business sector and outlined the current debate concerning whether remote work arrangement improves or reduces employee productivity. The chapter defined the research aims, objectives, research questions, and hypotheses, setting the stage for thorough research. The rationale and problem statement emphasised the need to specifically examine small businesses, while the scope delimited the study to the UK context and qualitative secondary research method. The next chapter will focus on reviewing existing literatures to examine these concepts in detail. 


[bookmark: _Toc234550910][bookmark: _Toc235965591]CHAPTER TWO: LITERATURE REVIEW
2.1. [bookmark: _Toc235965592]Introduction 
This chapter synthesises the existing literature on the impact of remote working on employee productivity, establishing the theoretical basis and reviewing previous empirical studies to identify key gaps concerning employee productivity. Moreover, by exploring the theoretical frameworks and prior findings, this review outlines the complexities of remote working and positions the current study within the wider academic discourse. 
2.2. [bookmark: _Toc235965593]Knowledge Insights and Understanding of the Various Aspects of Remote Working 
The current transition from traditional in-office operations to remote working environments has elicited extensive business and academic discourse (Taser et al., 2022). Within the UK context, the adoption of remote working model which has been fast-tracked by advanced digital infrastructure and global events has moved from the pandemic-era emergency measure to a permanent strategy choice (Jaafar and Rahim, 2022). 
The stakes of this shifting is very high among the UK small businesses. Most of these small businesses operate with limited HR resources, leaner management teams, and limited budgets for technological deployment compared to established corporations (Liu 2023). This makes it difficult for small businesses to implement strong infrastructure or monitor remote production effectively. In this regard, the insights into how remote working model affects employee productivity are diverse (Singh et al., 2022). The first fundamental insight into how remote work impacts employee productivity is autonomy and focus. The study conducted by Kumar (2026) established that employees working remotely often reported higher productivity due to the eradication of daily commutes and reduced exposure to convention office distractions. 
Work-life balance is another fundamental insight into how remote work affects employee productivity. According to Chatterjee, Chaudhuri, and Vrontis (2022), increased flexibility enables employees to better incorporate professional and personal responsibilities, which relates with higher job absenteeism. However, remote working environment can prevent creativity and collaboration in organisations. It makes it difficult for unplanned knowledge sharing, mentoring, and innovation, which usually depend on impulsive, face-to-face interactions among employees. According to Adisa, Ogbonnaya, and Adekoya (2023), productivity depends less on employees’ self-discipline and more on the company’s ability to move from conventional face-time monitoring to result-oriented management. 
2.3. [bookmark: _Toc235965594]Theoretical Frameworks and Models 
Prior studies highlight the remote working phenomenon via various foundational theories, including Job Demands-Resources (JD-R) model, Self-Determination Theory (SDT), and transactional Theory of stress and coping. 
The JD-R model: This is a highly relevant to remote working model. Based on this model, job demands include factors such as digital fatigue, work overload, and role ambiguity (Neufeld, 2025). Job resources include technological support, autonomy, and supervisor feedback. In the UK’s small businesses, upholding high productivity requires balancing resources and job demands to ensure employees hardly experience social isolation or burnout while working from home (Neufeld, 2025). Employees may start feeling fatigued when the job demands increase against inadequate resources to enable them handle them. 
Self-Determination Theory: This theory examines internal motivations through employees’ understanding level, autonomy, and ability to use digital devices to perform their jobs (Martela, 2020). This working arrangement usually improves employees’ independence by giving them adequate control over their work (Martela, 2020). However, remote work can also threaten relatedness, including social connection to the team, requiring intentional digital practices to uphold employee engagement (Martela, 2020). 
Transactional Theory of Stress and Coping: Helps to understand how individuals deal with stressful situations when working from their homes, such as conflicting roles between work and personal life (Margaret et al., 2020). Employees need to have home offices and digital resources that can enable them work flawlessly remotely to improve productivity (Margaret et al., 2020). Based on this theory, companies can introduce collaborative sessions to help their remote workers deal with challenges they may encounter. 
2.4. [bookmark: _Toc235965595]Previous Studies and Lessons Learnt 
Empirical studies from the post-pandemic landscape offers extensive data on how remote working arrangement influence employee productivity. Majority of the previous studies have established positive correlations between remote working model and employee productivity. Most of these benefits are mainly attributed to increased autonomy, greater flexibility, and the elimination of commuting time (Gegerfelt and Sandström, 2023; Anakpo et al., 2023). For instance, Gegerfelt and Sandström (2023) conducted a study on the Swedish employees and found that those worked under the remote working model exhibited an increase of 18% average productivity due to improved work-life balance and fewer workplace interruptions. Anakpo et al.’s (2023) study found an improved employee productivity among remote working employees with adequate technological resources and the required information technology know-how. This shows that higher employee productivity from remote working model is associated with systematic organisational investment. Businesses that have established clear collaboration hours and result-oriented monitoring tend to perform better that those that mainly depend on improvised solutions. Harjanto et al. (2023) found hybrid work arrangements that combines the independent, focused work benefits of remote working days with collaborative benefits of in-person supervision to be the most effective work arrangement.
However, some empirical studies focused on the drawbacks of remote working model, especially those associated with communication barriers, psychological detachment, and social isolation (Petitta and Ghezzi, 2023; Fatima et al., 2024). A study by Fatima et al. (2024) concluded that this working model affects employee engagement through a multifaceted interaction of high independence, social isolation, and organisational communication. Employees are likely to feel detached from co-workers when working from home which can cause loneliness. This model makes it hard to different between home and work responsibilities, which can lead to burnout. This aspect contributes to a considerable reduction in engagement and productivity (Fatima et al., 2024). Likewise, Jaafar and Rahim’s (2022) study concluded that too much digital monitoring can cause distrust, ultimately reducing employee motivation, which is a precursor for increased productivity. In this regard, majority of prior studies claim that the success of remote working model is not inherent; it requires effective communication strategies and result-powered, trust-based leadership instead of direct oversight. A hybrid work model often strike the ideal balance, maintaining employee engagement by allowing for both in-person collaboration and remote flexibility. 
Petitta and Ghezzi (2023), established that employees working in remote setting often report experience increased work cynicism and detachment, which are connected with increased cognitive failures, poorer mental health, and reduced performance. Remote work leads to workplace disconnectedness which entails the feeling of excluded or isolated from the team. This condition is mainly connected to impaired cognitive functioning, which displays as reduced job performance and a regular incidence of work-to-family conflicts, including struggling to focus on family life due to poor work performance (Petitta and Ghezzi, 2023). Likewise, the study established that these work models can create cynicism feeling, where employees start developing negative disconnected responses to individual burden at work (Petitta and Ghezzi, 2023). Such feeling can lead to cognitive failures, poor mental health, and role conflict between home and work life. Negative emotional energy is likely to trickle down to personal and family relationships. Cynicism and workplace disconnectedness traits associated with remote work model shows the dangers of blurred boundaries during remote work. Isolation is likely to affect employee productivity, while cynicism actively drains their emotional energy, affecting their overall wellbeing. It is important for organisations to implement policies that can protect employees’ wellbeing, promote social connectedness, and encourage the mental and physical separation of leisure and work to prevent employee fatigue. 
2.5. [bookmark: _Toc235965596]Conceptual Framework 
[image: ]
Figure 1: Conceptual Framework 
2.6. [bookmark: _Toc235965597]Research Gap 
In line with the previous studies, the present research appreciates the fact that the impact of remote work on employee productivity is influenced by factors such as organisational support, work-family conflict, and autonomy (Jaafar and Rahim, 2022). Existing literature has mainly focused on employee experiences while giving limited attention to the aspect of organisational concerns. A study conducted by Tahlyan et al. (2022) on remote work, found that workers prefer remote work its flexibility, whereas organisations often express their concerns about mentoring, supervision, and collaborative innovation. This creates a research gap which the present study seeks to fill by exploring both employer and employee perspectives on this research topic. The present study examines remote working model in terms of organisational outcomes and employee wellbeing. 
Most previous studies have focused on cross-sectional designs and self-reported productivity measures, which may not accurately project companies’ productivity (Petitta and Ghezzi, 2023; Gegerfelt and Sandström, 2023). Prior studies have insufficiently explored the mechanisms connecting remote work and productivity in remote working setting, such as work engagement and self-efficacy. Besides, previous literature have paid limited attention to the lasting sustainability of remote working model, despite the current widespread adoption as a means of balancing in-person collaboration and flexibility. Most of the previous studies focused on big companies with enormous technological infrastructures and human resources, while paying less attention on small businesses in UK. This study will focus on small businesses in UK. In this regard, this study explores fundamental factors that influence the success of these work models from both organisational and individual perspectives. 
2.7. [bookmark: _Toc235965598]Chapter Summary 
The literature chapter shows that remote and hybrid working arrangements have revolutionised employee productivity, providing a duality of benefits and risks. Previous studies established that remote working arrangement leads to autonomy and flexibility which are important determinant of employee satisfaction and increased productivity. However, some studies claim that remote work leads to role conflict between family and work roles. This is likely to affect work-life balance and employee well-being. Small businesses should invest in both management training and digital resources to empower employees and manage them to improve employee satisfaction and performance. By situating further research in the context of UK small businesses, especially concerning lasting innovation and distinct operational constraints, future studies can offer practical insights to optmise remote working models. 


[bookmark: _Toc234550918][bookmark: _Toc235965599]CHAPTER THREE: RESEARCH METHODS AND METHODOLOGY
3.1. [bookmark: _Toc235965600]Introduction 
This chapter highlights the methodological framework employed to examine the impact of remote working on employee productivity in UK small businesses. The chapter outlines research methodology employed for this current study, stemming from the identified research problem and research questions. Borrowing from Saunders Research Onion guideline, this research adopted a pragmatic paradigm, systematic qualitative approach, and rigorous thematic content analysis to synthesise existing empirical evidence on this research topic. The chapter provides the blueprint for the systematic literature review, outlining the parameters employed to examine how remote working model influence employee productivity in UK’s small businesses. The chapter provides a justification of why a literature-based research is better for this topic than primary data collection to help uncover established patterns and gaps in existing research. 
3.2. [bookmark: _Toc235965601]Philosophical Position of the Research 
The research adopted a pragmatic philosophy. Since the primary objective of this research is to uncover practical, real-world solutions concerning workplace productivity and not to focus solely on abstract theoretical debates, it was appropriate to select pragmatic philosophy (Tumiran, 2024). This philosophical position of the research allowed the researcher to focus on what works and address the research questions using the most applicable and practical evidence available. 
3.3. [bookmark: _Toc235965602]Paradigm Position of the Research 
The overcharging research paradigm is pragmatism, which closes the gap between interpretivism (subjective experiences) and positivism (objective metrics) (Tumiran, 2024). It allowed the use of mixed-methods data extracted from the selected literature. The approach allows merging hard numerical data like performance metrics with qualitative insights such as job satisfaction and employee well-being. 
3.4. [bookmark: _Toc235965603]Research Approach 
The study employed an inductive approach. This approach allowed theories and themes to emerge logically from the data and findings of the existing studies (Tumiran, 2024). This method is ideal for research that seek to identify the changing realities of remote work within small businesses in UK. This is where background factors like flexibility, work-life balance, autonomy, and management styles influence employee productivity. 
3.5. [bookmark: _Toc235965604]Methodological Stance of the Research 
The study employed a systematic qualitative research design. Although the review included both qualitative and quantitative primary sources, the overcharging methodology for the SLR itself remained qualitative. It systematically synthesised thematic finings, fundamental trends, and narrative experiences from existing empirical research. 
3.6. [bookmark: _Toc235965605]Research Strategy and Design 
The researcher used SLR approach because of its ability to offer a transparent and replicable process for identifying, assessing, and synthesizing available studies (Wang, 2024). This method plays an important role in minimising bias. It also ensures the conclusions drawn were detailed and scientifically valid. The selection of qualitative research design allowed the researcher to critically analyse existing evidence about remote working and productivity rather than collecting primary data.
3.7. [bookmark: _Toc235965606]Sampling Design and Population 
The overcharging population for this study comprised empirical studies, corporate publications, academic articles, and peer-reviewed journals on remote working and employee productivity. The researcher used keyword queries method by using extract combinations of key terms relating to the main variables, including “Remote Working in Small Businesses”, “Employee Well-being”, “Employee Productivity”, “Small Businesses Productivity”, “Employee Productivity”, “Flexible Work Arrangement”, “Qualitative Secondary Research Design”, “Home-based Working” or “Remote Work and Employee Autonomy”. The keywords, titles, and abstract were then examined based on the inclusion criteria. 
3.8. [bookmark: _Toc235965607]Sampling Method 
The study extracted literature from primary, high-impact indexing databases to have a comprehensive dataset. PRISMA guidelines was used to search for articles that meet the inclusion criteria (Wang, 2024). Various databases were used as data sources as shown in the table in the appendix. The researcher applied keywords when searching for articles from the databases. The researcher refined searches using Boolean operators (OR, AND). The scope was limited to articles printed between 2020 and 2026 to help extract the most relevant and recent studies undertaken during and after period of mass adoption of remote work. 
3.9. [bookmark: _Toc235965608]Inclusion and exclusion Criteria 
3.9.1. [bookmark: _Toc235965609]Inclusion Criteria 
· Printed between 2020 and 2026
· Focusing specifically on the impact of remote work model on SME productivity
· Peer-reviewed experimental studies and journal articles 
3.9.2. [bookmark: _Toc235965610]Exclusion Criteria 
· Non-English publications 
· Research that focused mainly on multinational corporations 
· Non-peered reviewed articles and magazines 

3.10. [bookmark: _Toc235965611]Data analysis 
The analysis of the findings followed a thematic synthesis approach. The researcher screened titles and abstracts to determine relevance of the selected articles. The full texts selected after screening were then reviewed in details. The researcher captured and grouped the key arguments, empirical findings, recommendations, and theoretical frameworks (Wang, 2024). The researcher identified emerging themes iteratively via constant comparisons of captured studies, resulting the development of the main thematic structure presented in the literature review and discussion chapters. Besides, the study used the themes and put together all the findings from different studies. This was followed by drawing comparisons and differences between the various articles to show the research gap, debate, and consensus (Wang, 2024). 
3.11. [bookmark: _Toc235965612]Ethical Considerations 
There are still few ethical risks due to lack of primary participants. The researcher ensured to accurately reference the extracted articles to give the authors credit. The researcher ensured there is no plagiarism in this work and maintained integrity while interpreting previous research.

3.12. [bookmark: _Toc235965613]Data Collection Process
Figure 2 below shows how PRISMA applied inclusion and exclusion criteria to arrive to a final number of 35 articles for this review.
[image: ]
Figure 2: PRISMA flow diagram for my systematic reviews, including searches of databases and registers. 


Selection of Articles for the Synthesis 
[image: ]



[bookmark: _Toc234550933][bookmark: _Toc235965614]CHAPTER FOUR: DATA ANALYSIS AND DISCUSSION 
4.1. [bookmark: _Toc235965615]Introduction
This section provides the analysis and discussion of the data and findings mined from the empirical studies. The analysis and discussion helps to understand exactly how this work arrangement affects employee productivity within small businesses. 
4.2. [bookmark: _Toc235965616]Thematic Coding Framework 
The final coding framework was used to organise the studies into three fundamental themes emerging consistently across the synthesised studies. Thematic framework played an important role in helping to compare findings across studies and identifying patterns and variations in the literature. These themes formed the basis of discussion presented in this chapter. The themes identified include productivity, drivers of productivity and employee engagement, challenges and barriers, organisational support and moderating factors. The study also identified various sub-themes, such as work-life balance, family-work conflict, social isolation, and autonomy, among others. 
4.3. [bookmark: _Toc235965617]The dual nature of remote work productivity 
The studies consistently showed that remote working arrangement has a twofold, often conflicting, impact on employee productivity. The initial data captured from the selected databases showed a positive correlation between remote working and employee productivity, with a huge percentage of employees and employers reporting significant improvement in productivity (Galanti et al., 2021). The main attributed benefits of remote working include fewer interruptions from co-workers, elimination of daily commuting, and the flexibility to design employees’ daily work around their personal cycles (Barrero et al., 2021). These enables employees to deeply focus on their work, resulting in improved performance and productivity. These findings are consistent with the Job Demand-Resources (JD-R) theory, which holds that eliminating certain job demands like office noise and commute stress can help to free up employees’ psychological resources for job engagement  (Yang et al., 2023).  However, a more subtle analysis showed fundamental challenges can diminish the identified benefits of remote working, especially for knowledge-intensive and collaborative work. 
A study by Yang et al.’s (2023), identified cognitive load of managing various communication platforms and the kind of effort that remote working employees need to interpret messages that lack verbal cues can be challenging. Besides, the analysis identified lack of informal, unexpected interactions among colleagues, as one of the factors likely to reduce the creativity and innovation by obstructing cross-pollination of ideas and information (Yang et al., 2022). This aspect can be instrumental in weakening the social networks that improve innovation and problem-solving in organisations. This conflicting impact often creates a productivity paradox, where employees’ productivity may improve at the expense of organisational effectiveness (Gibbs et al., 2023). Table 1 below results synthesised from various studies regarding the remote work productivity paradox, including vital drivers and their results.





	Productivity drivers of remote work
	Productivity Inhibitors 
	Mediating variables 

	Elimination of daily commute 
	Increases coordination expenses for meetings and emails 
	Depends with the nature of work, including collaborative vs. individual

	Reduced interruptions from co-workers in the office
	There is no verbal cues, making it difficult to interpret messages 
	Clear metrics of measuring goals 

	Increased perceived trust and autonomy 
	Blurred work-life boundaries contributing to employee burnout
	Effective integration of digital tools 

	Flexible scheduling that enables deep focus on the work 
	Reduced social capital and informal networks 
	Quality management support and communication can increase productivity

	Increases access to a broader talent pool 
	Proximity favoritism and inequitable access to resource 
	Organisational culture of support and inclusion


Table 1: competing forces shaping remote work productivity 
4.4. [bookmark: _Toc235965618]Remote work strategy 
The COVID-19 pandemic played an instrumental role in speeding up the global transition from office-based to remote working. This shift has fundamental implications on companies’ structures, particularly small businesses. Most of the synthesised literature highlighted the various strategies that SMEs have devised to promote successful adaptation to remote working landscape. The analysis highlight videoconferencing and adoption of cloud-based platforms, as vital remote work strategies adopted by many SMEs in post-pandemic period to improve collaboration and communication, improving productivity (Mitchell, 2022; Rocha, 2020; and Cepel et al. 2020). Some studies emphasised the significance of employee training and development to support upskilling and engagement. A robust organisational culture plays an important in establishing inclusivity, trust, and effective remote working models. These elements plays an important role contributing to increased job satisfaction and productivity in the new work environment (Zahari et al. 2024). The synthesis also showed that remote working model led to improved job satisfaction and productivity in the IT sector during COVID-pandemic due to reduced daily travelling to offices and autonomy, as shown in table 3 in the appendix. 
Studies also highlighted the issue of digital infrastructural limitations, such as network and hardware resources as the main problem faced by small businesses. Some studies highlighted employee-related issues like emotional stress, demotivation, and lack of technical know-how as challenges faced by SMEs. The studies highlight the challenge of increased detachment from communication barriers and social life as drawbacks associated with remote working arrangement. Many researchers emphasised the need to adopt a hybrid working environment to help minimize the disadvantages associated with remote working arrangement by providing a balanced approach (Adisa et al., 2022). These issues highlighted the significance of having modified remote work strategies, including clear workflows, managerial readiness, and targeted company interventions, like upskilling and financial assistance programs (Adisa et al., 2022). Some studies explored the importance of having flexible work schedules and hybrid work environment arrangements in improving productivity of small businesses after the pandemic period (De Vencenzi et al., 2022; Peprah et al., 2020). However, they highlighted the importance of implementing supportive workplace policies to successfully implement hybrid working arrangements. 




	Pillar 
	Key actions that SMEs should adopt 
	Sources 

	Leadership and management practices 
	The findings underlined the importance of developing clear remote work performance indicators and policies 
	Barabaschi et al. (2022); Liu (2023)

	Digital infrastructure and devices  
	The findings emphasised the need to invest in stable cloud tools and internet, such as Zoom and MS Teams, and offer access to tech or devices
	Rocha (2020); Ayertey et al. (2023)

	Work-life balance and well-being 
	The findings emphasised the need to establish work hour borders and digital stoppage customs. They also highlighted the importance of providing mental health resources like social connection activities and encourage autonomy 
	Ayertey et al. (2023)

	Organisational readiness and culture 
	The analysis emphasised the need to evaluate companies’ digital readiness and workforce ability before adopting remote working model. They highlighted the importance of promoting a culture of continuous learning, accountability, and trust
	Chatterjee et al. (2022); Sharma et al. (2023); Lui (2023)


Table 4: the summary of the findings on the remote working strategy 

4.5. [bookmark: _Toc235965619]Validity and Reliability of Data 
Comparing evidence from the selected sources helped to improve the validity of data and minimise bias (Wang, 2024). Similarly, the use inclusion criteria helped to ensure that only relevant and quality materials are selected for this study (Wang, 2024). The researcher used different theoretical frameworks to help develop construct validity and select materials that correctly measure productivity. 
4.6. [bookmark: _Toc235965620]Chapter Summary 
The chapter covered analysis and discussion of the findings from various studies, the chapter found that remote work offers employees the flexibility, control over their job, and reduced commuting stress, which leads to increased productivity. However, it can introduce affect team cohesion and communication, which leads to reduced productivity. The analysis emphasised the need to implement hybrid work models to solve the conundrum around combining home and work responsibilities. The model ensures that employees can benefit from the remote and office working models to improve their wellbeing and performance. 


[bookmark: _Toc234550940][bookmark: _Toc235965621]CHAPTER FIVE: CONCLUSIONS, LIMITATIONS, AND RECOMMENDATIONS
5.1. [bookmark: _Toc235965622]Introduction 
The chapter covers various aspects, including conclusions, findings summary, and contribution of the research, limitations, and recommendations. The study’s findings show benefits of remote work models, including promoting flexible schedules, reducing commuting stress, and promoting autonomy. However, the findings show that remote work on its own can hardly lead to improved productivity. It requires deliberate management especially improved digital resources and performance-based measures to improve employee productivity. The chapter provides conclusion, limitations, and recommendations for future research.
5.2. [bookmark: _Toc235965623]Conclusions on Research Objectives 
Remote work removes daily commutes and reduced office interruptions from co-workers which helps to allow improved focus, with studies citing up to 15% increase in production after the early shift stage.  The research identified challenges of remote working in small businesses, such as isolation and communication barriers. These challenges can affect their mental well-being and reduce productivity within small businesses. Also, they can adopt outcome-based measures to help improve productivity. 
5.3. [bookmark: _Toc235965624]Conclusions on the Research Problem 
The study’s research problem seeks to understand whether remote working model benefits or obstructs productivity within small businesses in UK. The analysis found that the relationship is dual-edged. The remote working arrangements can only contribute to increased productivity when supported by digital resources and organisational autonomy. Conversely, this model can also reduce employee productivity through social isolation and digital fatigue. In this regard, the findings highlight the importance of adopting hybrid work models to enable small businesses to balance employee flexibility with the required collaborative interaction. 
5.4. Summary of Research Findings and Outcomes 
The study found that autonomy and flexibility directly relates with improved job satisfaction and better work-life balance. Similarly, it found that small businesses in UK experience vulnerabilities concerning increased cybersecurity risks and insufficient digital resources. Similarly, the study identified that although daily remote work improves daily performance of tasks, it affects long-term team collaboration, spontaneous innovation, and mentoring which requires structured in-person interactions. 
5.5. [bookmark: _Toc235965625]Original Contribution of the Research 
For management: the research offers a pragmatic framework for small businesses to shift to hybrid working models without weakening organisational culture. The research supports replacing hours-worked tracking with performance-based management. 
For Scholars: the research provides a synthesised theoretical lens regarding how Self-Determination theory applies directly to small business employees. 
For academia: The research fills a vital gap in literature by narrowing the scope of remote work studies to specific infrastructural and socioeconomic contests of small businesses in UK. 
5.6. [bookmark: _Toc235965626]Limitations of the research 
Generalisability: Since small businesses’ sizes and sectors, such as retail and technology vary significantly across the UK, findings can hardly be uniformly generalised to every small business. 
Long-term effects: the majority of existing studies focuses on the short-term post-pandemic and rapid-transition stages, potentially ignoring the long-term effects of lasting remote working arrangements. 
Productivity measurement: the study is limited by the subjective nature of self-reported productivity data across the selected secondary studies. 
5.7. [bookmark: _Toc235965627]Recommendations and Areas for Future Research 
Policy recommendations for Small businesses: this research recommends that small businesses in UK should consider establishing clear digital communication protocols, investing in strong cybersecurity, and promote psychological safety to avert employee burnout. 
Future Research-Regional Differences: the study recommends that future studies should consider exploring the geographic disparities in remote productivity within UK by comparing businesses in major hubs like London with rural small enterprises.
Future Research- Firm Performance: The study recommends that future studies should consider quantitatively measuring long-term financial performance, including revenue and profitability growth together with employee engagement metrics. 
5.8. [bookmark: _Toc235965628]Chapter Summary 
Finally, based on the findings of this study, a remote working arrangement is a sustainable assets to small businesses in UK if they are carefully planned. Although remote working arrangements are likely to encounter lasting challenges with mentorship and collaboration, adopting hybrid working arrangements can help to strike an optimal balance. The remote working success depends on the management’s ability to adopt performance-based metrics, promoting flexible work schedules, and ensuring equitable access to digital resources. 
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[bookmark: _Toc235965631]Key Predictors of employee productivity in remote working arrangements
	Indicator 
	Impact on productivity 
	Main mechanisms or managerial focus 

	Work-life balance 
	Positive 
	Reduces work-family conflicts 

	Job satisfaction 
	Positive 
	Promotes increased employee engagement and motivation 

	Isolation and job stress 
	Negative 
	Contributed to employee burnout and reduces team morale 

	Technological infrastructure 
	Positive 
	Enhances the efficiency of cloud computing and communication platforms 


Table 4: Key Predictors of Employee productivity in Remote working arrangements 
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