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[bookmark: _Toc238077681]Abstract

With an increase in organisations adopting remote or hybrid work models in recent years, particularly after the COVID-19 pandemic, there has been considerable debate surrounding the impacts on employee productivity and employee engagement. This dissertation aimed to critically evaluate the impacts of remote and hybrid working on employee productivity and employee engagement in UK organisations.
This research is a qualitative secondary study. All of the evidence was retrieved from a variety of sources, including peer-reviewed academic journal articles, government publications, official statistics, working papers and reports from professional bodies. UK-based evidence was prioritised where available, while international academic studies were included to identify wider patterns and provide comparisons with the UK context. A thematic analysis of the evidence was carried out, and the themes identified for particular focus were employee productivity, employee engagement, communication, collaboration and employee wellbeing.
The findings from the research indicate that there are positive outcomes for employees and organisations in terms of improved productivity, employee engagement and wellbeing through increased flexibility, autonomy and work-life balance. However, there are also a number of challenges, including those relating to communication, collaboration, employee isolation and loneliness, and work-home interference. The contradictions in the current literature may largely be explained by differences in organisational management, communication, technology, organisational culture and the nature of the work.
The findings indicate that remote and hybrid working arrangements can positively or negatively affect employees and organisations depending on how effectively they are managed. Remote and hybrid working are not good or bad for all organisations and employees; their effects depend on management, communication, technology, organisational culture and the nature of the work. Further UK-based research is required to identify the short- and long-term effects of hybrid working in different industries and occupations.
Keywords: Remote working, hybrid working, employee productivity, employee engagement, flexible working, UK organisations.
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[bookmark: _Toc238077682]Chapter 1: Introduction
[bookmark: _Toc238077683]1.1 Background to the Research

Remote and hybrid working have become important features of modern employment, since the COVID-19 pandemic changed how many organisations operate. Before the pandemic, working from home existed, but it was not normal for many employees. COVID-19 restrictions forced many organisations to move quickly towards remote working, and since then many employers have continued using remote and hybrid working as part of longer-term planning.
Remote working normally refers to employees carrying out their work away from the traditional workplace, often from home. Hybrid working usually involves a mix of remote work and office-based work. These arrangements are relevant in the UK because employers are still deciding how much flexibility to offer and what role the office should play. The Office for National Statistics reported that 28% of working adults in Great Britain were hybrid working in autumn 2024, showing that this is no longer only a temporary response (ONS, 2024).
Remote and hybrid working can bring benefits. For employees, they may reduce commuting time, improve work-life balance and give greater control over the working day. For employers, they may support recruitment, retention and access to a wider labour market. Barrero, Bloom and Davis (2021) argue that working from home is likely to remain a long-term feature of employment because many employees value the flexibility it provides. The Chartered Institute of Personnel and Development [CIPD] (2023) also highlights that flexible and hybrid working can support wellbeing, job satisfaction and work-life balance.
However, these working arrangements also create challenges. Some employees may become more productive when working from home, but others may experience problems with communication, collaboration, loneliness and separating work from personal life. Wang et al. (2021) identify work-home interference, ineffective communication, procrastination and loneliness as key challenges of remote working. Yang et al. (2022) suggest that remote work can make collaboration networks more static and siloed, reducing informal interaction between teams.

[bookmark: _Toc238077684]1.2 Research Problem and Rationale

The main issue explored in this dissertation is that the impact of remote and hybrid working on productivity and employee engagement is still not fully clear. Some research suggests that working from home can improve productivity. Bloom et al. (2015), for example, found that home working led to a performance increase in a Chinese experiment, partly because of fewer breaks, fewer sick days and a quieter working environment. More recent research by Bloom, Han and Liang (2024) found that hybrid working improved job satisfaction and reduced quit rates without damaging performance.

At the same time, the evidence is not completely positive. Remote and hybrid working can reduce informal communication, weaken team relationships and make it harder for employees to feel connected to the organisation. This can affect employee engagement, which is linked to motivation, commitment, wellbeing and organisational performance. Kahn (1990) explains engagement as the way people physically, cognitively and emotionally involve themselves in their work roles. A working model that improves short-term productivity but weakens engagement may not be sustainable in the long term.
Some employers have embraced hybrid working, while others have encouraged employees to return to the office more regularly. This has created debate about whether remote and hybrid working improve performance or create new management difficulties. The CIPD (2023) notes that flexible and hybrid working can bring positive outcomes, but also challenges around collaboration, culture and people management.
Another reason for this research is that much of the existing evidence comes from outside the UK. Studies from the United States and China are useful, but their findings may not fully apply to UK organisations because workplace culture, employment practices and management expectations can differ between countries. Therefore, this dissertation focuses on UK organisations while using international research where it helps to compare wider trends.

[bookmark: _Toc238077685]1.3 Research Aim

The aim of this dissertation is to explore the positive and negative impacts of remote and hybrid working, including their impact on employees’ productivity and engagement in UK organisations. It will use secondary data.

[bookmark: _Toc238077686]1.4 Research Objectives

The objectives of this research are:
1. To identify the main positive and negative impacts of remote and hybrid working reported in the existing literature.
2. To explore in what ways remote and hybrid working can affect employee productivity and employee engagement.
3. To identify the contradictions and gaps in the literature on remote and hybrid working in UK organisations.




[bookmark: _Toc238077687]1.5 Research Questions

This dissertation will address the following research questions:
1. What are the positive and negative effects of remote and hybrid working on the productivity of employees?
2. How do remote and hybrid working influence employee engagement?
3. What are the gaps in the literature on remote and hybrid working in UK organisations?

[bookmark: _Toc238077688]1.6 Scope and Structure of the Research

This study focuses on remote and hybrid working within UK organisations. As this is a secondary data study, no primary data will be collected through surveys, interviews or questionnaires. The study will draw upon a wide array of secondary data from a variety of sources, including academic articles, working papers, government publications and official statistics, as well as reports from professional bodies. Where possible, evidence from UK organisations will be prioritised over evidence from outside the UK. However, studies from across the globe will be used in order to compare findings within the UK with those from other parts of the world.
The five chapters of this dissertation are: Chapter 1 - Introduction; Chapter 2 - Literature Review; Chapter 3 - Methodology; Chapter 4 - Findings; Chapter 5 - Conclusion and Recommendations.















[bookmark: _Toc238077689]Chapter 2: Literature Review

[bookmark: _Toc238077690]2.1 Introduction

This chapter will commence with an introduction to the literature review for Chapter 2. This will help to clarify different points of view regarding remote work, hybrid work and their effects on employee productivity and employee engagement.
Research into remote and hybrid working has concluded that there are both positive and negative effects on employee productivity and employee engagement. Many factors that determine outcomes for employees include the nature of work undertaken, the level of support received from line managers, the frequency of communication with colleagues and the organisational culture in which employees are working. The advantages and disadvantages of remote and hybrid working for employees are discussed below, leading on to a number of key gaps in current research, focusing upon employees and organisations based in the UK.

[bookmark: _Toc238077691]2.2 Definition and Development of Remote and Hybrid Working

Remote working usually refers to work that is carried out away from the employer’s normal workplace, most commonly from home, with the support of digital technology. Hybrid working is slightly different because it combines remote working with some time spent in the office or another work location. Fully remote work may give employees more flexibility, but it can also reduce face-to-face interaction. Hybrid working, on the other hand, aims to give employees flexibility while still maintaining some level of office-based contact and collaboration.
Although remote and hybrid working became much more common during the COVID-19 pandemic, the idea of working away from the office existed before this period. Earlier research on telecommuting found that working away from the traditional workplace could improve job satisfaction and performance while reducing role stress, partly because employees often have more autonomy over how they complete their work (Gajendran and Harrison, 2007). Similarly, Allen, Golden and Shockley (2015) argue that telecommuting can bring positive outcomes, but these outcomes depend on factors such as how often employees work remotely and how well the arrangement is managed. This suggests that remote working is not automatically positive or negative. Its impact depends on how it is introduced, the type of job being done and the support employees receive.
In the UK, remote and hybrid working have become more common since the pandemic. The Office for National Statistics reported that 28% of working adults in Great Britain were hybrid working in autumn 2024, showing that hybrid working is now a normal part of working life for many employees rather than just a temporary response to COVID-19 (ONS, 2024). However, access to hybrid working is not the same for everyone. The ONS also shows that hybrid working is more common among managers, professionals and industries with less face-to-face contact, while workers in sectors such as retail, hospitality and construction often have fewer opportunities to work in this way (ONS, 2024). This is important for this dissertation because the effects of remote and hybrid working may vary depending on the sector, job role and organisational setting.

[bookmark: _Toc238077692]2.3 Remote and Hybrid Working in the UK Context

Remote and hybrid working have become particularly important in the UK because many organisations are still trying to decide what the long-term role of the office should be after the COVID-19 pandemic. The move to remote work during the pandemic was originally a response to public health restrictions, but it has now become part of wider debates about flexibility, productivity, employee engagement and wellbeing. The Office for National Statistics reported that 28% of working adults in Great Britain were hybrid working in autumn 2024, which suggests that hybrid work has remained a significant feature of employment rather than disappearing after lockdown restrictions ended (ONS, 2024). More recent ONS evidence also shows that more than a quarter of working adults in Great Britain were hybrid working between January and March 2025, showing that this pattern has continued (ONS, 2025).

However, the UK context also shows that access to remote and hybrid working is uneven. ONS (2025) found that workers with higher qualifications and higher incomes were more likely to hybrid work. This suggests that hybrid working is more common among professional and office-based workers than among employees in sectors that require physical presence, such as retail, hospitality, healthcare, construction and transport. This is important because the benefits of remote and hybrid working may not be equally available across the labour market. As a result, any discussion of productivity and engagement in UK organisations needs to consider differences between job roles, sectors and employee groups.
Professional bodies in the UK have also highlighted both the benefits and problems linked to hybrid working. The CIPD (2023) argues that flexible and hybrid working can support work-life balance, wellbeing, job satisfaction and retention. This supports the view that hybrid working can improve employee engagement when employees feel trusted and are given more control over how they work. However, McCartney (2025) also notes that flexible and hybrid working continue to affect areas such as performance, engagement and wellbeing, meaning that organisations still need to manage these arrangements carefully rather than assuming that flexibility alone will solve workplace problems.
The UK legal and policy context has also made flexible working more relevant. Acas (2024) explains that employees have the statutory right to request flexible working from the first day of employment. This does not mean that every employee is automatically entitled to work remotely, but it does show that flexibility has become a more established part of UK employment expectations. For organisations, this creates a need to balance employee preferences with business needs, team collaboration and organisational culture.
The main issue is not simply whether hybrid working is available, but how it is managed. This links directly to the focus of this dissertation because productivity, engagement, communication, collaboration and wellbeing are all affected by the way UK organisations design and support remote and hybrid working.

[bookmark: _Toc238077693]2.4 Remote and Hybrid Working and Employee Productivity

Productivity is one of the main areas discussed in the literature on remote and hybrid working. Several studies suggest that working away from the traditional workplace can improve productivity, mainly because employees may experience fewer interruptions, less commuting time and more control over their working environment. Bloom et al. (2015), for example, found that employees working from home achieved a 13% performance improvement in a Chinese call-centre experiment. This was partly linked to fewer breaks, fewer sick days and a quieter working environment. However, it also has limitations for this dissertation, as call-centre work is easier to measure than many roles in UK organisations, especially those that depend on teamwork, creativity and informal communication.

More recent research has also found positive links between hybrid working and performance. Bloom, Han and Liang (2024) found that hybrid working improved job satisfaction and reduced quit rates without damaging performance. This suggests that hybrid working may offer a more balanced approach than fully remote working because it allows employees to benefit from flexibility while still keeping some office-based contact. Similarly, Barrero, Bloom and Davis (2021) argue that working from home is likely to remain a long-term feature of employment because both employees and employers have experienced benefits from it.

However, the evidence is not completely positive. Criscuolo et al. (2021) argue that teleworking can support productivity, but only when it is managed properly, with suitable technology, clear communication and effective coordination. This shows that productivity gains are not caused by remote working itself, but by the way remote work is organised. Felstead and Henseke (2017) also warn that remote working can increase work effort and blur the boundary between work and home life. This means that higher productivity may sometimes come from employees working longer or harder, rather than from work becoming genuinely more efficient.

There is also a wider organisational issue. Wang et al. (2021) identify communication problems, procrastination and work-home interference as challenges of remote work, while Yang et al. (2022) found that remote work can make collaboration networks more static and siloed. These findings contrast with the more positive productivity evidence because they suggest that individual output may improve while teamwork and knowledge sharing become weaker. For UK organisations, this is important because productivity should not only be measured through individual performance, but also through collaboration, innovation and long-term organisational effectiveness. Overall, the literature suggests that remote and hybrid working can improve productivity, but only where organisations manage communication, workload, technology and collaboration effectively.



[bookmark: _Toc238077694]2.5 Remote and Hybrid Working and Employee Engagement

Employee engagement is another important area in the literature because remote and hybrid working do not only affect how much work employees complete, but also how connected and motivated they feel within the organisation. Kahn (1990) explains engagement as the way employees physically, cognitively and emotionally involve themselves in their work roles. An employee may complete tasks effectively while still feeling isolated, disconnected or less committed to the organisation.

Some studies suggest that remote and hybrid working can improve engagement by giving employees more autonomy and flexibility. Gajendran and Harrison (2007) found that telecommuting can improve job satisfaction, partly because employees often experience greater control over their work. This links to the Job Demands-Resources model, which suggests that job resources such as autonomy, support and flexibility can improve motivation and engagement (Bakker and Demerouti, 2007). In this sense, remote and hybrid working may increase engagement when employees feel trusted and supported by their organisation.

UK-based professional evidence also supports this view. The CIPD (2023) argues that flexible and hybrid working can improve work-life balance, wellbeing and job satisfaction. These factors are important because employees who feel that their organisation supports their personal and working needs may be more likely to remain engaged. McCartney (2025) also suggests that hybrid working continues to be linked to employee satisfaction and retention, although it still needs to be managed carefully. 

However, the literature also shows that remote and hybrid working can create engagement problems. Wang et al. (2021) identify loneliness, ineffective communication and work-home interference as common challenges of remote working. These issues can reduce engagement because employees may feel less connected to colleagues, managers and organisational culture. Similarly, Charalampous et al. (2019) found that remote e-working can support autonomy and wellbeing, but may also create social and professional isolation. This suggests that remote working has mixed effects: it may increase independence, but reduce belonging.

Flexibility can improve engagement when employees have autonomy, trust and support. However, engagement may fall where communication is weak, employees feel isolated, or managers fail to maintain team connection. For UK organisations, this means that hybrid working should not only be assessed through productivity, but also through employee motivation, wellbeing and connection to the organisation.



[bookmark: _Toc238077695]2.6 Communication, Collaboration and Wellbeing

Communication, collaboration and wellbeing are important themes in the literature because they help explain why remote and hybrid working can produce mixed outcomes. Even when employees are able to complete tasks effectively from home, the wider experience of work may be affected by how well they communicate with colleagues, how easily they collaborate, and how supported they feel. Poor communication or weak collaboration can reduce both performance and employee connection to the organisation.
One of the main concerns in the literature is that remote working can reduce informal communication. Yang et al. (2022) found that remote work made collaboration networks more static and siloed, with fewer connections between different groups of employees. This suggests that remote working may support individual focus, but it can also reduce the informal conversations and cross-team links that help organisations share knowledge.
Wang et al. (2021) also identify ineffective communication as one of the key challenges of remote working. Their research suggests that employees may struggle when communication becomes too dependent on digital tools, especially if expectations are unclear or managers do not provide enough support. 
Collaboration is also affected by the way hybrid work is organised. Hybrid working may reduce some of the isolation linked to fully remote work because employees still have opportunities for face-to-face interaction. However, this only works if office time is used effectively. If employees attend the office but continue working separately on individual tasks, the benefits of collaboration may be limited. The CIPD (2023) highlights that hybrid working can support wellbeing and work-life balance, but also creates challenges around collaboration, culture and people management. This shows that hybrid working needs clear planning rather than being treated as a simple compromise between home and office work.
Wellbeing is another key issue. Remote and hybrid working can improve wellbeing by reducing commuting time and giving employees more control over their working day. However, the same flexibility can also blur the boundary between work and home. Felstead and Henseke (2017) argue that remote working can be linked to greater work intensity, while Wang et al. (2021) identify work-home interference as a common problem. Similarly, Charalampous et al. (2019) found that remote e-working can support autonomy and wellbeing, but may also lead to social and professional isolation.
Overall, the literature suggests that communication, collaboration and wellbeing are central to understanding the effects of remote and hybrid working. For UK organisations, the challenge is to design hybrid work in a way that protects flexibility while also supporting teamwork, employee wellbeing and organisational connection.



[bookmark: _Toc238077696]2.7 Positive and Negative Impacts of Remote and Hybrid Working
The literature identifies both positive and negative impacts of remote and hybrid working on employees and organisations. Positive outcomes are often associated with greater flexibility, autonomy and control over the working environment. Research has found that working from home can improve employee performance under suitable conditions, while hybrid working may improve job satisfaction and reduce employee turnover without negatively affecting performance (Bloom et al., 2015; Bloom, Han and Liang, 2024). Flexible and hybrid working may also support employee wellbeing and work-life balance, particularly where employees are able to reduce commuting time and have greater control over how they organise their work (CIPD, 2023).
However, the literature also identifies several disadvantages. Remote working can create difficulties with communication, social interaction and the separation of work and personal life. Wang et al. (2021) identify loneliness, ineffective communication and work-home interference as important challenges experienced by remote workers. These problems may affect both employee wellbeing and engagement, particularly where employees receive limited support or have fewer opportunities to interact with colleagues. Remote working may also create difficulties for collaboration and knowledge sharing. Yang et al. (2022) found that remote work can make communication networks more static and siloed, which may reduce interaction between different groups of employees.
The evidence therefore suggests that the impact of remote and hybrid working is not consistently positive or negative. Greater flexibility and autonomy may improve productivity, engagement and wellbeing, while reduced communication, collaboration and social interaction may create disadvantages. The extent of these effects appears to depend on factors such as management support, communication practices, technology, organisational culture and the nature of the work being undertaken. This mixed evidence demonstrates the importance of examining both the benefits and disadvantages of remote and hybrid working rather than assuming that these working arrangements will produce the same outcomes for all employees and organisations.

[bookmark: _Toc238077697]2.8 Gaps in the Literature
Although there is a growing amount of research on remote and hybrid working, several gaps remain in the literature. The first gap is that the evidence on productivity is not fully consistent. Some studies suggest that remote and hybrid working can improve productivity by reducing interruptions, increasing flexibility and giving employees more control over their work (Bloom et al., 2015; Bloom, Han and Liang, 2024). However, other studies show that remote work can create problems with communication, collaboration and work-home boundaries, which may reduce productivity over time (Wang et al., 2021; Yang et al., 2022). This suggests that productivity outcomes depend not only on where employees work, but also on how remote and hybrid working are managed.
A second gap is that employee productivity and employee engagement are often discussed separately. Much of the research focuses on either performance outcomes or employee wellbeing and satisfaction, but fewer studies examine how these areas interact. Therefore, a full understanding of remote and hybrid working needs to consider both productivity and engagement together.
A third gap relates to the UK context. Much of the influential evidence comes from countries such as China and the United States, including Bloom et al. (2015), Barrero, Bloom and Davis (2021), and Bloom, Han and Liang (2024). These studies are useful, but their findings may not fully apply to UK organisations because employment practices, workplace culture and management expectations may differ. UK-focused evidence from the ONS and CIPD is valuable, but there is still a need to bring this evidence together in relation to productivity, engagement, communication, collaboration and wellbeing.
Finally, earlier research often focused on fully remote working, while many organisations now use hybrid models. This creates a need to understand hybrid working as a longer-term organisational practice rather than a temporary response to the pandemic. This dissertation responds to these gaps by using secondary data to compare existing evidence and identify where findings agree, differ or remain unclear, with a particular focus on UK organisations.

[bookmark: _Toc238077698]Table 2.1: Summary of the Key Research Gaps Identified in the Literature

	Research Area
	Current Evidence
	Gap Identified
	How This Dissertation Addresses the Gap

	
Employee Productivity
	Bloom et al. (2015) and Bloom, Han and Liang (2024) suggest productivity benefits. Wang et al. (2021) and Yang et al. (2022) identify communication, collaboration and work-home challenges.
	Evidence remains inconsistent, particularly for long-term effects in UK organisations.
	Compares previous studies to identify agreement, disagreement and gaps with a UK focus.


	
Employee
Engagement
	CIPD (2023) highlights benefits for wellbeing and job satisfaction, while Wang et al. (2021) and Charalampous et al. (2019) identify loneliness and weaker organisational connection.
	Productivity and engagement are often examined separately.
	Examines productivity and engagement together to provide a balanced understanding.

	
UK Context
	Much influential research comes from outside the UK.
	Greater UK-focused synthesis is needed.
	Prioritises UK evidence while using international studies for comparison.

	
Remote vs Hybrid Working
	Earlier research focused mainly on remote working during COVID-19; newer research increasingly examines hybrid working.
	Limited evidence on hybrid working as a long-term organisational model.

	Reviews both remote and hybrid working using recent post-pandemic evidence.




Table 2.1 summarises the principal gaps identified within the existing literature and demonstrates how the present dissertation seeks to address them through a qualitative secondary analysis, focused on UK organisations.

[bookmark: _Toc238077699]2.9 Summary of the Literature Review

In this chapter the relevant literature on remote and hybrid working has been summarised. It focuses on key themes that relate to employee productivity, employee engagement, communication, collaboration and employee wellbeing. The results from the literature highlighted the positive and negative aspects of remote and hybrid working and how factors such as management, organisational culture, communication, technology and the nature of work can affect these. The literature review also highlights the research gaps, particularly in relation to UK-based studies. This chapter will act as a basis for the methodology in Chapter 3. In Chapter 3 the secondary data used in the study will be outlined, as well as a description of how the selected data were analysed.























[bookmark: _Toc238077700]Chapter 3: Methodology
[bookmark: _Toc238077701]3.1 Introduction

This chapter outlines the methodology used in this research and describes the research approach, the research design, the methods used for data collection and the methods used for data analysis. The research is a secondary study, meaning that it uses existing data. The research investigates the impact of remote and hybrid working on employee productivity and employee engagement in UK organisations. Data from existing academic sources, government publications, official UK statistics and organisational and industry reports have been used for this research. This chapter outlines the criteria used for selecting the most relevant data sources. It also outlines the limitations of the chosen methodology.

[bookmark: _Toc238077702]3.2 Research Approach

For the purpose of this dissertation a secondary research approach has been adopted in order to explore the impact of remote and hybrid working on employee productivity and employee engagement within UK organisations. There is a substantial amount of secondary data available that has been collected and analysed by researchers within industries and organisations globally. This already completed research will be critically evaluated in order to achieve the objectives of this dissertation (Saunders, Lewis and Thornhill, 2023).
The use of secondary data allows the researcher to examine in greater detail the many studies that have been completed by other researchers. These studies can come from a variety of sources including academic researchers, organisations from industries around the world and studies that have been conducted in countries all over the globe. As there has been a lot of interest in remote and hybrid working since the start of the COVID-19 pandemic, there is a lot of published evidence currently available. Where possible, evidence from studies conducted within the UK has been used; however, studies from around the world have been used to identify patterns and to compare with the UK situation.
This dissertation does not intend to collect new data. Thus, secondary research is the most appropriate approach to evaluate and to synthesise information which has already been collected and published. A key focus of the research is to investigate factors affecting employee productivity and employee engagement. The information collected has been discussed and analysed within the five themes: employee productivity, employee engagement, communication, collaboration and employee wellbeing. The purpose of the research is to collect and to compare the information from various sources in order to gain in-depth knowledge of the topic under investigation.


[bookmark: _Toc238077703]3.3 Research Design

This dissertation uses a qualitative secondary research design. Rather than gathering new information from participants, the existing body of evidence from published sources has been reviewed, examined, compared and contrasted. It seeks to provide a deeper understanding of a number of the positive and negative impacts that have been found to result from employees undertaking remote and hybrid working and to gauge their impact on employee productivity and employee engagement. A qualitative secondary research design is therefore more suitable than a primary research design that would seek to establish statistics about remote and hybrid working (Creswell and Creswell, 2018).
The sources included academic articles, government publications, official UK statistics, working papers and reports from professional bodies. The studies examined a variety of different industries and organisations across countries around the world. UK-based evidence was prioritised where available in order to draw upon relevant evidence for the purposes of this dissertation. However, much of the academic evidence was drawn from international studies, which were included to identify wider patterns and provide comparisons with the UK context.
A qualitative secondary research design allows for comparison between the research findings of different researchers; an analysis of consistencies, contradictions and gaps within the evidence; an evaluation of the current knowledge about remote and hybrid working; and the incorporation of a variety of views about the subject of study. Therefore, this design was considered the most suitable for addressing the research questions and achieving the aims of the study (Creswell and Creswell, 2018).

[bookmark: _Toc238077704]3.4 Data Collection and Search Strategy

I have used secondary data sources to gather the information and data required for this dissertation. I have not collected any primary data through methods such as surveys, interviews or questionnaires. I have used various sources, including journal articles, working papers, government publications, official UK statistics, reports from professional organisations and industry-related publications.
All data used for this dissertation were obtained from secondary sources, meaning that no primary data were collected. Most of the sources used consisted of peer-reviewed articles from academic journals, government publications, working papers, reports from professional organisations, such as the CIPD, official UK statistics and industry reports. Sources were searched for through Google Scholar, the UWTSD Online Library and general online resources. Other sources were obtained from official websites, including those of the Office for National Statistics (ONS), the Chartered Institute of Personnel and Development (CIPD), Acas, the Organisation for Economic Co-operation and Development (OECD) and the National Bureau of Economic Research (NBER).
The main search terms included “remote working”, “hybrid working”, “working from home”, “employee productivity”, “employee engagement”, “UK organisations”, “communication”, “collaboration” and “employee wellbeing”. A number of these search terms were combined, such as “hybrid working and employee productivity”, “remote working and employee engagement” and “remote working in UK organisations”. The majority of sources were published between 2015 and 2025 to capture recent evidence on remote and hybrid working before, during and after the COVID-19 pandemic. Older sources were included where appropriate to outline underlying theories of employee engagement, job resources and telecommuting.
The search and selection process was conducted in stages. Initial searches produced a wider range of potentially relevant sources, which were first screened by title and abstract. Sources that were clearly unrelated to remote or hybrid working, employee productivity, employee engagement, communication, collaboration or wellbeing were excluded at this stage. The remaining sources were then reviewed in greater detail to assess their relevance, reliability and suitability for the research. Duplicate sources, sources presenting unsupported opinions and sources that repeated evidence already represented by stronger studies were excluded. As the searches were conducted throughout the development of the dissertation, an exact record of the total number of sources initially identified, screened and excluded was not retained.
A total of 20 sources were used within the dissertation, with 17 of these relating to remote and/or hybrid working and their effects on employee productivity, engagement, communication, collaboration and wellbeing. The remaining three sources were used to support the research methodology, qualitative research design and thematic analysis. Many of the peer-reviewed academic sources originated from international studies and therefore identified wider patterns and trends, while the UK-specific context was supported through official statistics, professional reports and academic sources focused on the UK.

[bookmark: _Toc238077705]3.5 Data Selection and Evaluation

The secondary data used in this dissertation were selected from a range of different sources using a number of criteria to choose the most suitable evidence for achieving the aims of this investigation. The main criteria used for selecting appropriate secondary data sources were relevance, reliability, timeliness and usefulness. The use of these criteria helped to ensure that the most suitable evidence was chosen for an in-depth investigation into the impact of remote and hybrid working on employee productivity and employee engagement within UK organisations (Saunders, Lewis and Thornhill, 2023).
Sources were included where they directly addressed remote or hybrid working and its relationship with employee productivity, employee engagement, communication, collaboration or wellbeing. The titles, abstracts and content of the sources were reviewed to assess their relevance to the research aim, objectives and questions. Sources were excluded where they were not directly relevant to the research topic, lacked sufficient reliability, repeated evidence already included or presented opinions without supporting evidence.
Peer-reviewed academic journal articles were preferred because they were considered to be among the most reliable secondary data sources for this dissertation. Evidence was also obtained from government publications, official statistics and recognised professional bodies. Where possible, the sources were as up to date as possible, particularly those published after the beginning of the COVID-19 pandemic, as they provided current data and practical insight into the issues surrounding remote and hybrid working. Older sources were retained where they provided important theories or foundational evidence.
UK-based evidence was prioritised where suitable and available. However, much of the academic evidence was drawn from international studies because of the limited amount of UK academic research directly examining all aspects of remote and hybrid working. International research was therefore included to compare findings, identify wider patterns and assess their relevance to the UK context. The evaluation of the selected evidence allowed similarities, differences, contradictions and gaps within the current body of research to be identified (Saunders, Lewis and Thornhill, 2023).

[bookmark: _Toc238077706]3.6 Data Analysis

Within the body of the dissertation, thematic analysis of secondary data was conducted in order to establish the main themes of remote and hybrid working. Secondary sources were chosen, read and cross-referenced to identify the emerging themes. Findings were grouped under five major themes: employee productivity, employee engagement, communication, collaboration and employee wellbeing. The secondary data were analysed to discover the effects of remote and hybrid working on employees’ productivity and engagement (Braun and Clarke, 2006).

All of the secondary sources that were used throughout the dissertation were analysed within the body of the work in order to draw conclusions from each of them. In addition to the conclusions drawn from each of the secondary sources that were analysed within the body of the work, the main points of similarity and difference, as well as the contradictions within the current body of knowledge, were highlighted by the researcher. The analysis of the secondary data also highlighted some of the gaps in the current evidence base that need to be addressed within the UK in order to gain a more comprehensive insight into the effects of remote and hybrid working on employees. A variety of secondary sources were used within the body of this work, including academic articles, government publications, official statistics and reports from professional bodies. Each of the sources of secondary data used within the work provided a different perspective on the current state of the evidence base surrounding remote and hybrid working.

Thematic analysis was the most suitable analysis method for this research, as it enabled the identification of the major factors that affect employees’ productivity and engagement whilst working. The use of thematic analysis allowed the researcher to answer the research questions and complete the research objectives (Braun and Clarke, 2006).






[bookmark: _Toc238077707]3.7 Research Limitations

The dissertation has limitations as it is based on secondary sources, and therefore no primary research, such as surveys, interviews or questionnaires, has been carried out. As a result, the findings are based on evidence already collected by other researchers and organisations.
A further limitation relates to the search and source-selection process. Although the search terms, sources, publication period and inclusion and exclusion criteria were recorded, a complete record of the number of sources initially identified, screened and excluded was not retained. As a result, the source-selection process cannot be reported at the same level of detail as a formal systematic review, which reduces the reproducibility of the search process. However, the final sources were selected according to the relevance, reliability, timeliness and usefulness criteria outlined in this methodology.
Much of the existing academic research into remote and hybrid working has been carried out outside the UK. Although every effort has been made to use UK-based evidence where available, international studies have been included in order to make comparisons and identify wider trends. Inevitably, findings from such studies may not be directly applicable to all organisations in the UK, as differences in working practices, organisational culture and employment practices exist between countries.
Finally, it is worth noting that remote and hybrid working are constantly changing areas, and many organisations are in the process of experimenting and learning about the impact of remote and hybrid working on their operations. Consequently, more research will be published in the near future that will provide more up-to-date information and may therefore affect some of the findings and conclusions of this dissertation. Nevertheless, the wealth of information contained in a wide variety of reliable secondary sources has provided an in-depth understanding of the subject.













[bookmark: _Toc238077708]Chapter 4: Findings and Discussion
[bookmark: _Toc238077709]4.1 Introduction

This chapter outlines and presents the findings from the secondary data analysed within this research. The findings have been presented through the use of the thematic analysis outlined in Chapter 3 (Braun and Clarke, 2006). The analysis of a variety of sources, including academic literature, government publications, official statistics and professional reports, has been synthesised into the key themes that emerged from the data in accordance with the qualitative secondary research approach adopted within this study (Saunders, Lewis and Thornhill, 2023). The key themes of employee productivity, employee engagement, communication, collaboration and employee wellbeing are presented within the chapter and are related to the wider organisational factors of management, organisational culture, technology and the nature of work. 
The discussion of the secondary data analysed in this research is organised around the themes of employee productivity, employee engagement, communication, collaboration and employee wellbeing. The chapter also outlines the range of wider organisational factors that affect these themes, including management practices, organisational culture, technology and the nature of work that can be undertaken remotely or as part of a hybrid working model. UK evidence has been used to establish the UK context, while international academic studies have been included to identify wider patterns and provide comparisons with the available UK evidence. 
The purpose of this chapter is to present and discuss the findings from the secondary evidence in relation to the research aim and objectives of this study. The evidence is compared and synthesised in order to identify areas where findings are consistent, where contradictions exist and where further research is required. The findings presented in this chapter provide the foundation for the conclusions and recommendations discussed in Chapter 5. 

[bookmark: _Toc238077710]4.2 Findings on Employee Productivity

The findings from the secondary data indicate that remote and hybrid working can have both positive and negative effects on employee productivity. However, when the evidence is considered as a whole, productivity appears to be influenced by the conditions in which remote and hybrid working are implemented rather than by the working arrangement alone. Factors such as flexibility, autonomy, communication, technology, management support and the nature of the work appear to influence whether productivity improves or declines.
A key finding from comparing the evidence is that remote and hybrid working can support individual productivity under suitable conditions. Greater flexibility, fewer interruptions and increased control over the working environment can enable employees to complete their work more effectively. Evidence showing improved or maintained performance supports this view, particularly where employees have suitable working conditions and organisational support (Bloom et al., 2015; Bloom, Han and Liang, 2024). Greater autonomy and reduced commuting may also contribute to these benefits by giving employees more control over how and where they complete their work (Barrero, Bloom and Davis, 2021).
However, the evidence also indicates that improvements in individual productivity do not necessarily lead to improvements in wider organisational productivity. Communication difficulties, work-home interference and weaker collaboration can reduce some of the benefits associated with remote working (Criscuolo et al., 2021; Wang et al., 2021). Reduced knowledge sharing and more siloed communication may also create longer-term problems for teamwork and organisational performance, even where individual employees continue to complete their tasks effectively (Yang et al., 2022). This suggests that productivity should not be assessed only through individual output.
Another important finding is that differences in productivity outcomes may be explained by organisational context and the type of work being undertaken. Roles that can be completed more independently may experience greater benefits from remote working, while work that depends more heavily on teamwork, communication and knowledge sharing may experience greater challenges. The evidence also suggests that organisations providing appropriate technology, clear communication and effective management are more likely to achieve positive productivity outcomes than those where these forms of support are weaker.
Overall, the evidence suggests that remote and hybrid working do not automatically increase or reduce employee productivity. Instead, their impact depends on how these arrangements are implemented and whether the working environment supports both individual performance and wider organisational collaboration. Remote and hybrid working can therefore improve productivity under appropriate conditions, but these benefits may be reduced where communication, collaboration or organisational support are weak.

[bookmark: _Toc238077711]4.3 Findings on Employee Engagement

The findings from the secondary data indicate that remote and hybrid working can both strengthen and weaken employee engagement. When the evidence is considered as a whole, greater flexibility and autonomy appear to support engagement by improving job satisfaction, motivation and employees’ sense of control over their work. However, these benefits can be reduced where employees experience isolation, weaker communication or a reduced sense of connection with colleagues and the wider organisation. 
A key finding from comparing the evidence is that autonomy and organisational support appear to be important conditions for positive engagement outcomes. Employees who are given greater control over how they complete their work may experience higher levels of satisfaction and motivation, particularly when they also receive appropriate support from their organisation (Gajendran and Harrison, 2007; Bakker and Demerouti, 2007). UK-based professional evidence also suggests that flexibility can contribute to improved work-life balance, wellbeing and job satisfaction, which may strengthen employees’ willingness to remain with an organisation (CIPD, 2023). 
However, the evidence also shows that flexibility does not automatically lead to stronger engagement. Remote working can reduce opportunities for social interaction and may contribute to loneliness, work-home interference and weaker organisational connection (Wang et al., 2021; Charalampous et al., 2019). This creates an important contrast within the findings, as employees may value the independence provided by remote or hybrid working while at the same time feeling less connected to colleagues and organisational culture. 
The findings therefore suggest that employee engagement depends on maintaining a balance between autonomy and connection. Kahn’s (1990) view of engagement as involving employees physically, cognitively and emotionally in their work supports the idea that completing tasks successfully is not enough on its own. Employees also need to feel supported, involved and connected to their organisation. Remote and hybrid working may therefore be more effective in supporting engagement where organisations provide flexibility while also maintaining meaningful communication, team interaction and a sense of organisational belonging. 
Overall, the evidence suggests that remote and hybrid working do not automatically improve or reduce employee engagement. Their impact depends on how employees experience these arrangements and the level of autonomy, support, communication and organisational connection they receive. Greater flexibility can strengthen job satisfaction and motivation, but these benefits may be weakened where employees experience isolation or reduced connection with colleagues and the wider organisation.

[bookmark: _Toc238077712]4.4 Findings on Communication, Collaboration and Wellbeing

The findings from the secondary data indicate that communication, collaboration and employee wellbeing are closely connected within remote and hybrid working environments. When the evidence is considered as a whole, these factors appear to influence whether remote and hybrid working have positive or negative effects on employee productivity and engagement. Greater flexibility can improve employees’ working experience, while reduced face-to-face interaction may create difficulties with communication, collaboration and organisational connection.
One of the main findings is that communication becomes particularly important when employees are working in different locations. Although digital technology allows employees to remain connected, the evidence suggests that it does not always provide the same opportunities for informal communication and interaction as face-to-face working. Communication difficulties may therefore affect the sharing of information and the ability of employees to work effectively together (Wang et al., 2021). This suggests that the effectiveness of remote and hybrid working depends partly on how organisations manage communication between employees.
A similar pattern emerges in relation to collaboration. The evidence indicates that employees may continue to perform their individual responsibilities effectively while collaboration between teams becomes more difficult. Reduced interaction can limit opportunities for informal knowledge sharing and may create more separated working relationships between employees and teams (Yang et al., 2022). This demonstrates an important connection with the productivity findings, as strong individual performance does not necessarily mean that wider organisational collaboration is also being maintained.
The findings relating to employee wellbeing are more mixed. Flexibility, greater autonomy and reduced commuting can improve work-life balance and employees’ overall working experience (CIPD, 2023; Charalampous et al., 2019). However, the same flexibility can also create difficulties where boundaries between work and personal life become unclear. Increased work intensity, work-home interference and feelings of isolation may reduce some of the wellbeing benefits associated with remote working (Felstead and Henseke, 2017; Wang et al., 2021).
Overall, the evidence suggests that communication, collaboration and wellbeing should not be considered separately from productivity and employee engagement. Instead, they appear to be important factors that help explain why remote and hybrid working produce different outcomes across employees and organisations. The benefits of flexibility may therefore be strongest where organisations maintain effective communication and collaboration while also supporting employees in maintaining healthy boundaries between their work and personal lives.

[bookmark: _Toc238077713]4.5 Discussion of Findings

The findings presented throughout this chapter demonstrate that remote and hybrid working cannot be described as either entirely beneficial or entirely detrimental to employee productivity and engagement. Instead, the evidence suggests that the outcomes depend upon a combination of organisational and individual factors. Although the evidence identifies improvements in productivity, flexibility and employee satisfaction, it also identifies challenges relating to communication, collaboration and organisational connection. These findings support the view that remote and hybrid working should be evaluated within the wider organisational context rather than simply by considering where employees perform their work.
One of the most consistent themes emerging from the findings is that productivity and employee engagement are closely related rather than independent outcomes. The evidence demonstrates that remote and hybrid working can maintain or improve productivity while also increasing employee satisfaction and reducing staff turnover (Bloom et al., 2015; Bloom, Han and Liang, 2024). However, communication difficulties, reduced collaboration and employee isolation may weaken organisational performance over time (Wang et al., 2021; Yang et al., 2022). This indicates that high individual productivity does not necessarily guarantee strong organisational outcomes if employees become less connected to colleagues and the wider organisation.
The discussion also highlights that many of the apparent contradictions within the literature may be influenced by differences in organisational context. Positive outcomes are more likely where appropriate technology, effective communication and suitable job roles for remote working are present, whereas more negative outcomes are associated with problems such as reduced collaboration, work-home interference and weak organisational support (Criscuolo et al., 2021; Wang et al., 2021; Yang et al., 2022). This suggests that remote and hybrid working should not be viewed as the direct cause of either positive or negative outcomes. Instead, the available evidence indicates that organisational practices play an important role in determining whether these working arrangements are successful.
The findings also reinforce the importance of communication and collaboration within remote and hybrid working environments. While digital technologies allow employees to remain connected, the evidence suggests that virtual communication cannot always replace informal face-to-face interaction. Reduced knowledge sharing between teams and ineffective communication may affect both productivity and engagement. Organisations adopting remote or hybrid working therefore need to develop communication practices that maintain collaboration without reducing the flexibility valued by employees.

Another important finding concerns the relevance of the UK context. Although much of the core academic research was conducted outside the UK, UK-based evidence demonstrates that hybrid working has become an established feature of many workplaces and that access to it varies considerably between occupations and industries (ONS, 2025; CIPD, 2023). Consequently, organisations should avoid adopting a uniform approach to remote or hybrid working and instead consider the specific requirements of different job roles and organisational environments.
Overall, the discussion demonstrates that remote and hybrid working produce both positive and negative outcomes for employee productivity and engagement. These outcomes are shaped by wider organisational factors, including communication, collaboration, organisational support, technology and the nature of the work itself. Consequently, the effectiveness of remote and hybrid working appears to depend less on the location of work and more on how these arrangements are implemented and managed within individual organisations.

[bookmark: _Toc238077714]4.6 Chapter Summary

This chapter provides a summary of the findings from the secondary data analysis undertaken within this research. The analysed information has been organised using thematic analysis and presented under the themes of employee productivity, employee engagement, and communication, collaboration and employee wellbeing. The findings indicate that there are a number of both positive and negative impacts for employees and organisations, and that these impacts depend on how remote and hybrid working arrangements are managed within the organisation.
A number of positive and negative impacts were identified for both employees and organisations. In terms of the positive impacts, the findings suggest that employees may increase their productivity, become more engaged and experience improved wellbeing through the increased flexibility, autonomy and work-life balance that remote and hybrid working can provide. However, negative impacts were also identified, particularly in relation to communication, collaboration and employee wellbeing. The apparent contradictions within the literature regarding the impact of remote and hybrid working on employee productivity and employee engagement may be explained by wider organisational factors, including communication, management, organisational culture, technology and the nature of work.
Rather than supporting previous studies that view remote and hybrid working as either entirely beneficial or entirely detrimental to employee productivity and levels of engagement, the findings of this research support the view that the impact of remote and hybrid working depends largely on the organisation in which employees work. The implementation of remote and hybrid working is more likely to be effective where employees are supported by appropriate management practices and by opportunities that facilitate communication and collaboration. The following chapter draws together the findings of this research in order to present the overall conclusions and provide recommendations for organisations and future research.



[bookmark: _Toc238077715]Chapter 5: Conclusion and Recommendations
[bookmark: _Toc238077716]5.1 Introduction

This chapter summarises the findings of the research reported in Chapter 4. It draws together the conclusions of the research and compares them with the research aim, the research objectives and the research questions. The chapter evaluates the extent to which the findings of this research have identified the positive and negative impacts that remote and hybrid working have on employee productivity and employee engagement within UK organisations.

This chapter also sets out recommendations for organisations and recommendations for future research based on the findings from this research into the effects of remote and hybrid working on employee productivity and employee engagement in UK organisations.

[bookmark: _Toc238077717]5.2 Conclusions

The aim of this research was to explore the positive and negative impacts of remote and hybrid working on employee productivity and employee engagement within UK organisations through the analysis of secondary data. Based on the evidence reviewed throughout this dissertation, it can be concluded that remote and hybrid working have both positive and negative effects on employees and organisations. The findings demonstrate that these working arrangements should not be viewed as universally beneficial or detrimental. Instead, their effectiveness depends upon a combination of organisational and individual factors, including communication, management practices, organisational culture, technology and the nature of the work being undertaken.
The research found that remote and hybrid working can improve employee productivity by providing greater flexibility, reducing commuting time and allowing employees increased autonomy over how they complete their work. The evidence also suggests that these working arrangements can improve employee engagement by supporting work-life balance, increasing job satisfaction and reducing employee turnover. However, the findings also indicate that these benefits are not guaranteed. Challenges relating to communication, collaboration, work-home interference and social isolation may reduce both productivity and engagement where remote and hybrid working are not effectively managed.
The research also concludes that the apparent contradictions identified within the existing literature may largely be explained by differences between organisations rather than by remote or hybrid working itself. Organisations that provide effective management, appropriate technology and opportunities for communication and collaboration appear more likely to achieve positive outcomes than those that simply introduce flexible working arrangements without adapting their organisational practices. This suggests that the success of remote and hybrid working depends less on where employees work and more on how these working arrangements are implemented and supported.
The research objectives established at the beginning of this dissertation have been achieved. The main positive and negative impacts of remote and hybrid working reported in the existing literature have been identified, the effects of remote and hybrid working on employee productivity and employee engagement have been examined, and the principal contradictions and gaps within the existing literature have been identified. In particular, the research has demonstrated that there remains a need for further UK-focused evidence examining the long-term effects of hybrid working across different organisations and industries.
In relation to Research Question 1, the findings indicate that remote and hybrid working can have both positive and negative effects on employee productivity. Positive effects include greater flexibility, autonomy and fewer interruptions, while negative effects include communication difficulties, weaker collaboration and work-home interference. The overall impact on productivity therefore depends largely on how remote and hybrid working are managed within the organisation. In response to Research Question 2, remote and hybrid working can improve employee engagement through greater flexibility, autonomy, job satisfaction and work-life balance, but engagement may be reduced where employees experience isolation, weak communication or a reduced sense of connection with colleagues and the organisation. Finally, in response to Research Question 3, the research identified several gaps in the existing literature, including limited UK-focused evidence on the long-term effects of hybrid working, the tendency for productivity and engagement to be examined separately, and the need for further research across different industries and occupations.
Overall, this research concludes that remote and hybrid working are likely to remain important features of employment within many UK organisations. Rather than focusing on whether employees should work remotely or from the office, organisations should focus on developing working arrangements that balance flexibility with effective communication, collaboration and management support. In doing so, organisations are more likely to achieve sustainable improvements in employee productivity, employee engagement and employee wellbeing.

[bookmark: _Toc238077718]5.3 Recommendations for Organisations

From the findings of this research, it is recommended that no organisation adopts a single approach to remote or hybrid working. Approaches to remote or hybrid working should be considered on a case-by-case basis depending on the nature of the work, the needs of the organisation and the individual employee. The organisation’s flexible working policy should be reviewed on a regular basis in order to ensure that it continues to support the organisation’s objectives while meeting the needs of employees.
Managers of remote or hybrid workers need to manage their employees effectively. Employees working remotely or in a hybrid environment should have clear work expectations, regular contact with colleagues and a sense of being part of a team. Employees need opportunities to interact with other team members to avoid the negative effects of isolation and communication failures, as well as to share knowledge and work together to strengthen working relationships and support the organisation’s performance.
In addition, organisations must continue to invest in appropriate technology and effective communication and collaboration tools to support work conducted by people who are located in different places. Technology can effectively support remote workers, although it may not fully replace face-to-face interaction where collaboration, relationship-building and informal knowledge sharing are important. In hybrid working environments, there must be opportunities for employees to collaborate with each other, share knowledge and develop working relationships that are productive for the organisation.
Finally, when adopting flexible working, it is important for organisations to recognise the wellbeing of their employees and ensure that they have a healthy work-life balance. By clearly defining working hours to enable employees to distinguish between work and personal life, employees are more likely to be productive, become more engaged in their work and help the organisation achieve its long-term goals.

[bookmark: _Toc238077719]5.4 Recommendations for Future Research

This research highlights areas where future research could be conducted to develop our knowledge of remote and hybrid working and its effects on employee productivity and employee engagement. There is a particular need for more research conducted within the UK to gain short- and long-term insights into the effects that remote and hybrid working have on employees and the organisations they work for. Much of the core academic research used within this dissertation was conducted outside the UK and therefore some findings may not be directly applicable to organisations, employees and managers based within the UK.
Secondly, more research into the effects of remote and hybrid working across different industries and occupations is necessary. The results from this research have shown that the effects of remote and hybrid working are not consistent and vary between organisations. Furthermore, they have shown that different job roles may experience different benefits and disadvantages and more research is needed into how remote and hybrid working affect employees in different organisational and occupational settings.
Finally, there is a need for further research of a primary nature using methods such as interviews, questionnaires and case studies that include employees and managers who work remotely or in a hybrid arrangement. Although this dissertation has evaluated a range of secondary evidence from existing research, further research of a primary nature is required to gain in-depth insight into employees’ experiences of working remotely or in a hybrid arrangement and the impact that these forms of working have on employees’ productivity and their engagement with their work over time. Such research will further enhance the body of knowledge that currently exists on the effects of these working arrangements on employee productivity and employee engagement, and will aid organisations in making informed decisions in relation to adopting remote working or hybrid working in the future.
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