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1.0 Abstract
This dissertation examines how remote and hybrid working arrangements influence productivity in finance roles, focusing on collaboration and work-life balance. While remote working has become a permanent fixture in many organisations, its effects on task performance, communication, and employee well-being within finance-specific roles remain underexplored. To address this gap, the study combines a literature review with primary research gathered through a questionnaire completed by remote and hybrid finance professionals.
The literature review helped frame the research by identifying both opportunities and risks associated with remote working for finance professionals, providing context for the analysis that followed. It highlighted how remote work can support efficiency through autonomy and reduced interruptions, but may also create challenges in communication, visibility, and team cohesion. The primary data broadly aligned with these themes, though it also revealed significant individual variation, shaped by role type, home environment, and personal working style.
A pragmatic, cross-sectional design was adopted, using a quantitative mono-method approach. A self-selection sampling strategy enabled voluntary participation via an online survey. The data collected reflected participants’ perceptions of collaboration, boundary-setting, and various environmental and managerial factors shaping remote productivity. The findings indicate that while some finance professionals benefit from increased flexibility, others experience reduced focus, limited supervision, and difficulties in collaborative tasks. Digital tools were widely used but often viewed as less effective than face-to-face communication. Blurred boundaries between work and home life were also a common concern, with many participants continuing to work beyond their contracted hours.
The report concludes that the impact of remote working on productivity is shaped by a combination of personal, environmental, and organisational factors. While some finance professionals reported benefits such as greater flexibility and comfort, others noted issues with collaboration, communication, and blurred work-life boundaries. These findings suggest that a flexible, hybrid approach—supported by clear expectations, effective digital tools, and appropriate management—may offer the most balanced way to maintain productivity and well-being.
The project's limitations include the small sample size, the use of a single data collection method, and the short timeframe for data gathering. These constraints may limit the generalisability of the results, but they do not detract from the relevance of the insights gained.
Recommendations include further research into the long-term effects of remote work across different finance functions and levels of seniority and targeted organisational policies. These should focus on more precise boundaries, improved digital collaboration practices, and stronger managerial support to sustain productivity and well-being in remote environments.
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[bookmark: _Toc199616850]2.0 Introduction
This dissertation explores how remote working affects productivity in finance roles. With remote and hybrid arrangements now common across organisations, there is growing interest in how they influence day-to-day performance. Financial work often relies on accuracy, focus, and collaboration, so changes in how and where work is done may affect how well tasks are completed.
While many factors can influence productivity in remote settings (Rüdinger, 2024), this study focuses on collaboration and work–life balance, including the role of managerial support. These themes were selected due to their relevance in the literature and real-world working experiences. Due to practical constraints, broader factors such as motivation or leadership styles fall outside the project’s scope.
The study aims to understand how these areas relate to productivity in remote and hybrid finance roles and provide insight to support more effective working methods.
[bookmark: _Toc199616851]2.1 Background and purpose 
[bookmark: _Toc199616852]2.1.1 Background
Remote working expanded rapidly during the COVID-19 pandemic, requiring organisations to adapt quickly (Boileau, 2022; Melian, 2024). Finance roles such as bookkeepers, auditors, and financial advisors — traditionally office-based — were particularly affected. Before the pandemic, remote work was generally limited or offered as part of flexible working policies (Al Mohamed, Al Mohamed and Alebrahem, 2024). By April 2020, remote working had risen sharply, from 4.7% to 46.6% of the workforce (Office for National Statistics, 2020; Hooson, 2024).
Finance roles are analytical and require secure systems, clear communication, and collaboration (Vipond, 2020). The shift away from office environments introduced new working conditions, raising questions about whether remote or hybrid models are suited to the nature of financial work.
This study was also shaped by the author’s own experience of both office-based and remote working. While office work supported faster collaboration and easier access to resources, remote work offered flexibility but made focus and productivity more challenging to maintain. These experiences reflect broader concerns about how remote working affects performance in finance roles.
[bookmark: _Toc199616853]2.1.2 Purpose 
As stated previously, this study focuses on how collaboration and work–life balance affect productivity in remote and hybrid finance roles. These areas were chosen because they are widely discussed in the literature and frequently raised by professionals working outside traditional office environments.
Rather than exploring all possible influences on remote productivity, the aim is to better understand how these two specific factors interact with the demands of financial work. The findings may help identify what supports or hinders performance in remote settings and contribute to more informed working practices in the sector.
[bookmark: _Toc199616854]2.2 Justification
While remote working has been widely researched, there is limited focus on how it affects productivity in finance-specific roles. Most existing studies explore general patterns or focus on other sectors, without addressing the structure and demands of financial work.
By investigating collaboration and work–life balance in this context, the study aims to address that gap and better understand how finance professionals experience remote work. The findings may help employers recognise what supports productivity in these roles, especially in long-term remote or hybrid setups.
[bookmark: _Toc199616855]2.3 Aims and objectives 
This section outlines the project's specific aims and objectives. Building on the themes introduced earlier, it sets out how the research will explore the relationship between remote working, collaboration, work–life balance, and productivity in finance roles.
Objectives:
· Explore how finance employees feel their productivity is impacted while working remotely.
· Examine the role of collaboration and work–life balance in supporting or hindering productivity.
· Highlight patterns and themes that may influence how productivity is experienced in remote and hybrid finance roles.
Research questions:
· How has remote working affected productivity for employees in finance roles?
· What productivity challenges and opportunities do employees in finance roles encounter while working remotely?
The first question considers general changes in output and focus. The second explores specific experiences, such as difficulties in collaboration, staying motivated, or switching off at the end of the day. Together, these questions aim to build a clearer picture of how remote working in finance shapes productivity.
[bookmark: _Toc199616856]2.4 Planned methodology 
This study will follow a pragmatic approach, which focuses on practical outcomes and allows for the use of different methods depending on what best suits the research aims (Saunders, Lewis and Thornhill, 2019). It draws on both positivism and interpretivism: positivism supports the use of objective, quantifiable data (Ryan, 2018), while interpretivism recognises the value of individual perceptions and social context (Nickerson, 2024). Combining these allows for a broader understanding of how remote working affects productivity.
Using the research onion model (Saunders, Lewis and Thornhill, 2019), the study will adopt a cross-sectional design, collecting data at a single point in time due to time constraints (Wang and Cheng, 2020). An inductive approach will guide the analysis, allowing patterns to emerge from the data rather than testing a pre-existing theory (Saunders and Lewis, 2018; Grix, 2019).
A quantitative mono-method will be used to collect data through a structured questionnaire. This method allows for consistent responses across a wider sample, making it suitable for identifying trends in productivity and related factors (Melnikovas, 2018; Saunders and Lewis, 2018).
[bookmark: _Toc199616857]2.5 Anticipated Limitations
This study recognises several limitations that may affect the scope and reliability of the findings. First, time and word count constraints will limit how much data can be collected and analysed in detail, as the project must be completed within a fixed timeframe and a 10,000-word limit.
Second, the study aims to gather data from around 100 finance professionals through a questionnaire, but the final number of participants cannot be guaranteed. A lower response rate may reduce the diversity and representativeness of the sample, which could affect how broadly the findings can be applied.
[bookmark: _Toc199616858]2.6 Conclusion 
In summary, this study explores how remote working influences productivity in finance roles, focusing on collaboration and work–life balance. These two factors were chosen based on their relevance in the literature and their practical importance in the day-to-day experiences of finance professionals. By adopting a pragmatic, quantitative approach, the study aims to provide valuable insights into how remote and hybrid working arrangements affect performance in this sector. The following chapters will present a review of existing literature, explain the research design in more detail, and analyse the findings in relation to the research questions.

[bookmark: _Toc199616859]3.0 Literature Review
[bookmark: _Toc199616860]3.1 Introduction
[bookmark: _Toc182167599]This chapter reviews existing literature on the impact of remote working on productivity, focusing on finance professionals. The rise of remote and hybrid work has raised questions about its effects on employee performance, collaboration, and work experience. While many studies highlight the potential benefits of remote work, such as increased flexibility and reduced commuting time, others point to challenges, including blurred boundaries between work and personal life, reduced social interaction, and communication difficulties.
The following sections explore how remote working affects productivity, focusing on three key areas: work–life balance, collaboration, and digital communication. The review begins by examining the effects of remote work on employees’ ability to balance personal and professional responsibilities, followed by the impact on collaboration and professional relationships in virtual settings. Finally, it assesses the role of digital communication tools in enabling or hindering productivity. Each section draws on recent research to highlight the main challenges and opportunities remote working presents for finance professionals.
[bookmark: _Toc199616861]3.2 Work-Life Balance 
Work–life balance is widely acknowledged as a key factor influencing employee well-being and productivity, particularly in remote work settings (Dreamhunter, 2023). While some research suggests that remote working enhances work–life balance by reducing commuting stress and providing more autonomy, other studies highlight significant challenges, such as blurred boundaries between work and personal life, increased pressure to remain constantly available, and the risk of burnout. These challenges can be particularly pronounced for finance professionals, who often face tight deadlines, heavy workloads, and high expectations for accuracy and performance. This section explores the impact of remote work on work–life balance, considering both its benefits and drawbacks, with a specific focus on finance employees and the role of managerial support in mitigating these challenges.
[bookmark: _Toc199616862]3.2.1 Enhancing Work-Life Balance 
While some remote workers struggle to maintain boundaries, others report improvements in their work–life balance. This section explores the benefits most commonly associated with remote working, particularly the flexibility and autonomy it offers.
Research has indicated that remote working can enhance work–life balance, primarily due to its flexibility. For instance, Subari and Sawitri (2022) found that working from home allows employees to manage family and personal responsibilities more effectively. This flexibility also reduces commuting stress (Ivasciuc et al., 2022), creating more time for personal activities. For finance professionals, who often work under high-pressure conditions and tight deadlines, having greater control over their schedules can improve efficiency and reduce burnout. According to Yogiaman (2023), this increased flexibility and reduced burnout can contribute to higher employee satisfaction, supporting greater productivity.
Subari and Sawitri (2022) highlight that improved balance fosters mental well-being, creativity, and decision-making, which are essential in analytical finance roles. They also highlight that a structured work-from-home routine allows employees to build resilience and make clearer, more effective decisions, ultimately leading to greater productivity. A study by Bloom et al. (2013) found that employees working from home were 13% more productive than those in an office, mainly due to a quieter environment, fewer distractions, and shorter breaks. Similarly, Bradshaw (2025) reported that remote workers can be up to 47% more productive than office-based employees, attributing this increase to fewer workplace interruptions and a more consistent work schedule. Bradshaw (2025) also found that remote employees spend less time on non-work tasks and work longer hours, increasing focus and efficiency. Additionally, with fewer spontaneous workplace conversations and reduced social interactions—both common in office settings—employees can dedicate more time to deep work, further enhancing overall productivity.
Maintaining a healthy work–life balance has also been linked to employee motivation and retention. Benenden Health (2017) found that achieving a strong work–life balance through remote work increased employee motivation, leading to lower absenteeism and improved performance. This aligns with findings from Jackson and Fransman (2018), who highlighted that achieving a good work–life balance reduces absenteeism and plays a key role in lowering staff turnover. In finance roles, where accuracy and consistency are crucial, reducing absenteeism ensures smooth operations and minimises disruptions.
[bookmark: _Toc199616863]3.2.2 Challenges to Work-Life Balance 
While remote working offers flexibility, some research challenges the assumption that it always leads to a better work–life balance and higher productivity. For example, Tsipursky (2022) highlights that remote workers often struggle to distinguish clearly between their professional and personal lives. They may work longer hours and find it difficult to disconnect, leading to increased stress, burnout, and reduced productivity. This issue is often more pronounced for finance professionals, whose tight deadlines and demanding workloads require high concentration and precision. The pressure to meet strict performance targets, manage multiple financial tasks simultaneously, and navigate global market fluctuations can further increase stress levels (Dinesh et al., 2022).
This view is supported by Rañeses et al. (2022), who found that remote-working employees often feel compelled to prioritise work over personal needs, making it harder to establish a sustainable balance. Over time, this pressure to remain constantly available can negatively impact well-being and productivity, demonstrating the ongoing struggle to separate work from home life in remote roles.
These challenges point to the need for strong organisational support, particularly in helping finance professionals manage workloads and maintain boundaries when working remotely.
[bookmark: _Toc199616864]3.2.3 The Role of Managerial Support in Work-Life Balance
Managerial support is essential in helping remote finance employees maintain a healthy work–life balance and sustain high productivity levels. Having accessible guidance and encouragement from managers can boost employees’ confidence in their roles, which is particularly important in the finance sector, where accuracy and efficiency are crucial. However, Shirmohammadi, Au, and Beigi (2022) highlight that many managers lack adequate training on how to effectively support their teams in a remote work environment, which can negatively impact work–life balance and, in turn, productivity.
Small interactions, such as having a colleague check a report’s format or receiving recognition for completing a task well, contribute to job satisfaction and motivation. These moments are less common in remote settings (Tautz, Schübbe, and Felfe, 2022), as communication is often restricted to emails, online messages, or scheduled calls. As a result, finance professionals may hesitate to seek minor support, perceiving it as unnecessary or burdensome, which can lead to feelings of isolation and uncertainty (Buonomo et al., 2024).
Over time, this lack of informal support can blur the lines between work and personal life, as finance employees may compensate by working longer hours or remaining constantly available to demonstrate productivity (McElfresh, 2024). Given the deadline-driven nature of financial roles, establishing clear expectations regarding working hours and availability is essential. According to Goodwin University (2024), when managers set boundaries around digital communication and promote a culture that respects personal time, employees experience lower stress levels and improved work–life balance. Without proactive efforts from management to provide consistent and accessible support, remote finance professionals may struggle to maintain a work–life balance, which can negatively impact their well-being, efficiency, and productivity.
These findings also align with the Media Richness Theory, which suggests that digital tools vary in their ability to convey social and emotional cues (Daft and Lengel, 1986). Managers relying solely on lean communication methods (e.g., email or text) may struggle to detect when employees are overwhelmed or disengaged. This highlights the importance of using richer communication channels, such as regular video calls or structured one-to-ones, to maintain visibility, provide emotional support, and uphold work–life balance in remote finance roles.
[bookmark: _Toc199616865]3.2.4 Conclusion
While remote work offers greater independence for finance professionals, blurred boundaries and limited managerial support can create significant challenges. Addressing these issues through structured policies and proactive management is crucial to ensuring long-term productivity and well-being for finance professionals. These findings highlight that sustained productivity in remote finance roles depends on managing boundaries and providing strong leadership support.
[bookmark: _Toc199616866]3.3 Collaboration and Its Effect on Productivity 
Effective collaboration is crucial for workplace efficiency, particularly in financial roles where teamwork, trust, and data-driven decision-making are essential. Finance teams often act as a bridge between departments, using financial insights to support strategic planning and business growth (Sibley, 2022). Remote work has significantly changed how employees interact, shifting collaboration from face-to-face engagement to virtual communication (Yang et al., 2021). While some research suggests that remote work presents challenges, such as weakened social bonds and communication barriers, other studies indicate that digital collaboration tools and well-structured remote strategies can improve efficiency and performance. This section examines the barriers and potential benefits of remote collaboration and how these influence productivity in finance roles.
[bookmark: _Toc199616867]3.3.1 Challenges to Professional Relationships 
Professional relationships are crucial in finance, where trust, collaboration, and accountability are essential for accurate reporting, compliance, and decision-making. While some argue that remote work strengthens social connections in new ways, others suggest it weakens professional bonds and limits workplace visibility, ultimately affecting productivity.
One of the most commonly raised concerns is the loss of informal interactions, which are important for building trust. For instance, Beau and Jerman (2024) found that in auditing roles, where strong working relationships between team members and management are essential, remote work has made it harder for employees to develop the same level of trust and rapport. The Access Group (2024) similarly highlights that remote work has weakened cross-department collaboration, making it more difficult for finance professionals to align on key processes such as compliance audits and risk assessments. Without regular face-to-face interaction, finance professionals may struggle to connect with colleagues and leaders, leading to isolation, weaker collaboration, and reduced confidence in team dynamics (Figueiredo, Santos, and Inacio, 2019). Over time, this distance can weaken teamwork and morale, reducing engagement and long-term productivity.
In addition to trust and rapport, some researchers highlight a related issue: reduced visibility. Remote work can make it harder for finance professionals to build strong workplace relationships and advance in their careers. Hirenexus (2023) explains that remote employees are less visible to leadership without regular in-person interactions, which may limit their involvement in key discussions on budgeting, investment decisions, and compliance matters. This reduced presence limits access to senior colleagues and decision-makers, making it harder to establish trust and credibility (Alliance Resource Group, 2024). Furthermore, the lack of spontaneous office conversations may reduce opportunities for mentorship and career progression, preventing finance professionals from gaining industry knowledge and leadership experience (Penney, 2024). These barriers can hinder collaboration and professional development, ultimately impacting productivity and advancement.
[bookmark: _Toc199616868]3.3.2 Strengthening Professional Relationships 
Although remote work can present challenges for professional relationships, some studies also highlight potential benefits. This section explores how virtual working arrangements may help strengthen connection, trust, and collaboration in different ways.
Some researchers argue that remote work can strengthen relationships by making interactions more personal and relatable. For example, Dungan (2024) suggests that virtual meetings allow employees to see glimpses of their colleagues’ non-work lives, such as family interruptions or personal items in the background, making coworkers appear more authentic, trustworthy, and approachable. This familiarity may help foster stronger professional bonds and collaboration. In finance roles, where effective teamwork is critical for audits and risk assessments, greater colleague trust may streamline decision-making and improve workflow efficiency (Naidoo, 2023).
Another argument favouring remote work is that it expands networking opportunities, allowing finance professionals to build relationships beyond their immediate teams. Virtual environments make connecting with colleagues and clients easier, fostering wider professional networks and access to diverse perspectives (Capital Placement, 2023). This increased connectivity can enhance mentorship and professional development. Additionally, remote work has encouraged more structured and intentional communication, which may strengthen internal relationships by promoting clarity, accountability, and mutual support (Psico Smart, 2021).
[bookmark: _Toc199616869]3.3.3 Digital Communication and Virtual Meetings 
In addition to changes in workplace relationships, remote collaboration also depends heavily on the tools that enable communication. This section focuses on the role of digital platforms in supporting real-time interaction and financial coordination.
The growing reliance on digital communication tools and virtual meetings has reshaped how remote finance teams collaborate, share information, and make decisions. Platforms such as Zoom, Microsoft Teams, and cloud-based reporting software enable professionals to conduct real-time discussions, exchange financial data efficiently, and maintain regulatory transparency, all of which help maintain team cohesion (Digital Ocean, 2024). These tools are particularly valuable in finance, where clear communication is essential (Vetter, 2023). According to Alonge, Faith Dudu, and Babatunde Alao (2024), these platforms have improved communication efficiency, helping finance professionals share information quickly, collaborate with global stakeholders, and uphold transparency.
Virtual meetings also play a key role in enabling real-time interaction. Unlike emails or instant messages, they allow for immediate clarification of complex financial matters, reducing the risk of misinterpretation (University of Minnesota, 2020). They also improve accessibility for teams across locations, enabling participation in compliance discussions, investment planning, and cross-border financial negotiations (Solis, 2024). The option to record meetings further supports collaboration, allowing professionals to review discussions and confirm decisions with ease (Athreon, 2024). Cloud-based financial tools add another layer of support by storing transactions in real time, reducing errors, and improving oversight (Lawrence, 2024).
[bookmark: _Toc199616870]3.3.4 Limitations of virtual communication 
While digital tools provide essential connectivity, they do not fully replicate the depth and immediacy of in-person interaction, which can affect productivity (Lippe and Lippényi, 2019). The absence of spontaneous conversations and physical presence may lead to misunderstandings, slower decision-making, and reduced engagement, particularly in high-pressure finance environments where quick, accurate collaboration is key (Tsipursky, 2023).
Wajahat (2024) notes that virtual settings remove key nonverbal cues, such as facial expressions, tone, and body language, making detecting uncertainty or misalignment in financial discussions harder. This can affect the accuracy of reporting and analysis. Virtual meetings also tend to be highly structured, limiting spontaneity and informal problem-solving, which are often needed in fast-paced financial decision-making contexts.
Virtual meeting fatigue is another challenge. Prolonged online meetings can lead to mental exhaustion, reducing concentration and engagement (Masjutin et al., 2024). This “Zoom fatigue” arises from the increased cognitive effort needed to interpret limited visual cues. In finance roles, where sustained focus is essential, this can impact the quality and efficiency of collaboration.
A more practical limitation of virtual communication is internet reliability. Poor connections can cause delays or disrupt meetings, affecting the quality of communication and the ability to meet financial deadlines. In a field where precision is vital, these technical disruptions may lead to errors or delays in coordination.
[bookmark: _Toc199616871]3.3.5 Conclusion
Overall, the literature presents a mixed picture of how remote work has affected collaboration in the finance sector. While digital tools and flexible arrangements support efficient communication and broader networks, challenges such as reduced visibility, weaker team bonds, and communication fatigue remain important. These findings suggest that the success of remote collaboration depends on how tools are used, how teams are structured, and how well remote strategies account for the demands of financial roles.
[bookmark: _Toc199616872]3.4 Chapter Conclusion
This chapter has reviewed existing literature on how remote working influences productivity, focusing on professionals in the finance sector. Key themes included the effects of remote work on work–life balance, professional relationships, and collaboration. While research highlights benefits such as flexibility and efficiency, it also identifies challenges in communication, boundary-setting, and team cohesion. These findings inform the study’s direction and highlight the key factors likely to shape how finance professionals experience and manage remote working.

[bookmark: _Toc199616873]4.0 Methodology
[bookmark: _Toc199616874]4.1 Introduction
This chapter outlines the methodological framework for the study, including the research philosophy, research approach, design, data collection methods, sampling strategy, and data analysis techniques. These methods were chosen to address the central question — how remote working affects productivity among finance professionals — in a valid and reliable way. The aim was to select methods appropriate to the research context, feasible within time and resource constraints, and capable of generating meaningful insights.
[bookmark: _Toc199616875]4.2 Research Philosophy
This study adopted a pragmatic research philosophy, which supports using methods that best suit the research question rather than committing to a single philosophical stance. Pragmatism is often used in applied research that seeks to produce practical outcomes and real-world relevance (Saunders, Lewis, and Thornhill, 2019). It is particularly suited to studies investigating complex and context-specific issues, such as how remote working influences productivity.
Pragmatism recognises that no single method can fully capture a research problem. It allows for flexibility in method selection and encourages researchers to combine approaches if doing so improves understanding (Kaushik and Walsh, 2019). In this study, pragmatism supported the use of quantitative methods based on positivist ideas (e.g., collecting measurable, objective data) (Ryan, 2018), while also recognising the influence of interpretivist thinking, which values the role of personal experience and context in shaping people’s responses (Nickerson, 2024).
Although the method used was quantitative, the data collected through the questionnaire reflected participants’ perceptions of productivity in a remote setting. While the analysis focused on data patterns, it was informed by the understanding that these patterns reflect individual experiences.
[bookmark: _Toc199616876]4.3 Research Approach
This study took an inductive approach, meaning it did not begin with a hypothesis or attempt to test an existing theory. Instead, it aimed to explore the research topic and develop insights based on the data collected (Saunders & Lewis, 2018). Inductive research is helpful in under-researched or changing contexts, such as the shift to remote working, as it allows findings to emerge without being constrained by a set framework (Woiceshyn and Daellenbach, 2018).
This approach aligned with the study’s goal of identifying patterns and relationships in participant responses, particularly regarding how remote work affects productivity among finance professionals. The inductive process enabled the observation of emerging trends, themes, and potential influencing factors, which could then be discussed in the context of existing literature.
[bookmark: _Toc199616877]4.4 Research Design
The study followed a quantitative mono-method design, using a structured questionnaire to collect numerical data from participants. A cross-sectional time horizon was adopted, as the research was limited to a specific period and intended to capture a snapshot of participants’ experiences rather than track changes over time (Wang & Cheng, 2020).
The decision to use a mono-method over mixed methods was based on practical factors, including time constraints and the need for a straightforward, consistent process. A quantitative design was appropriate because the study focused on one central theme. Although qualitative methods such as interviews could have added richer detail, they were outside this project's scope. The aim was to produce data suitable for statistical analysis and to generate general insight (Olanrewaju et al., 2020).
[bookmark: _Toc199616878]4.5 Data Collection
Data were collected through a self-administered online questionnaire, designed using Microsoft Forms. The questionnaire used multiple-choice and Likert-scale questions to allow standardised, comparable responses (Joshi et al., 2015). The questions were divided into sections covering time management, motivation, communication with colleagues and managers, distractions in the home environment, and overall perceptions of productivity and work-life balance.
The questionnaire's structure was informed by existing research on remote work and productivity, and it was reviewed prior to distribution to ensure clarity and relevance. The survey was available online and remained open for several weeks to allow flexible participation. A total of 31 responses were received before the questionnaire was closed. The results were viewed and analysed directly using the summary tools provided by Microsoft Forms.
[bookmark: _Toc199616879]4.6 Sampling Strategy
This study used a non-probability self-selection sampling method. This means that participants chose to take part voluntarily after seeing the survey online (Makwana et al., 2023). To be eligible, individuals had to be over 18 years old, employed in a finance-related role, and work remotely, either full-time or in a hybrid capacity. These criteria were clearly stated at the beginning of the questionnaire to ensure that responses were relevant to the research focus.
The survey link was shared on professional platforms such as LinkedIn and other social media channels. This allowed the research to reach individuals within the financial sector who were likely to have relevant insights and experience. Since participation was voluntary, the sample may be biased toward individuals with stronger views or greater interest in remote work (Chen et al., 2022). Nonetheless, this approach was suitable given the study's exploratory nature and difficulty accessing a fully randomised sample.
[bookmark: _Toc199616880]4.7 Limitations
As with any research, the data collection process had limitations. First, using a quantitative mono-method meant that the research did not explore participants' experiences in depth. While the data offered measurable insights, it did not capture the personal narratives that qualitative methods might uncover. This limits the ability to fully understand the reasons behind specific responses.
Second, the self-selection sampling method means that the sample may not fully represent the broader population of finance professionals. Respondents who chose to participate may have had powerful experiences, influencing the balance of findings. Despite these limitations, the study provides a valuable overview of how individuals in finance roles experience remote work and highlights areas for further investigation.
[bookmark: _Toc199616881]4.8 Conclusion
The methodological decisions in this study were guided by the practical focus of the research and the need to gather reliable data within a limited timeframe. The pragmatic approach provided flexibility while ensuring methods aligned with the research question. Although the study prioritised measurable outcomes, it also acknowledged the personal and contextual nature of the responses. These choices offered a structured way to explore the impact of remote working in finance and laid the groundwork for the data analysis in the next chapter.


[bookmark: _Toc199616882]5.0 Data Analysis
[bookmark: _Toc199616883]5.1 Introduction
This chapter presents the analysis of the data collected through the questionnaire. Each question is examined individually to identify trends and patterns relevant to the research aim. The analysis summarises participants’ responses using frequencies and percentages, supported by commentary to highlight key findings. This approach ensures a clear and systematic presentation of results, allowing meaningful insights to emerge.
[bookmark: _Toc199616884]5.2 Questionnaire Analysis
[bookmark: _Toc199616885]5.2.1 Participant Demographic 
The following section outlines key background details about the participants, including their professional roles, working arrangements, and age groups. This information provides context and illustrates the background of individuals in the data. The questionnaire was distributed to individuals aged 18 and over who are employed in financial roles and currently work either entirely remotely or in a hybrid arrangement.
5.2.1.1 Question 1 – Financial role
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[bookmark: _Toc199533933]Figure 1 - Question 1 - Financial role
Most participants identified as accountants, with bookkeepers and a range of ‘other’ finance roles also represented. Fewer respondents selected more specialised areas such as payroll, financial control, or management accounting. This distribution indicates a sample primarily composed of accounting professionals, though with enough variation to reflect a broader cross-section of the financial sector. This variation matters because collaboration, autonomy, and workflow structure can differ by role, influencing how remote work is perceived.
5.2.1.2 Question 2 – Current work arrangement 
[image: A white background with black text
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[bookmark: _Toc199533934]Figure 2 - Question 2 - Current work arrangement
When asked about their current setup, most participants said they followed a hybrid working model, while a smaller group worked entirely remotely. This result aligns with how working patterns in the financial sector have evolved, with many organisations maintaining flexible arrangements introduced during COVID-19 (Al, Mohamed and Alebrahem, 2024). This context helps interpret findings, as remote work experiences may differ based on the time spent working from home.
5.2.1.3 Question 3 - Age
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[bookmark: _Toc199533935]Figure 3 - Question 3 - Age
Participants were asked to share their age group. Over half were between 18 and 34, with older age groups less frequently represented. While the sample includes a range of age groups, responses were more heavily weighted towards younger professionals, which reflects the age distribution often seen in office-based roles within the financial sector (CBI, 2024). The age profile of participants may shape how remote working is perceived, particularly in relation to digital tools, routine, and expectations around work–life balance.
Overall, the demographic data show that the sample consists mainly of younger professionals working in accounting-related roles, with the majority operating in hybrid work arrangements. This demographic profile is significant when interpreting the findings, as factors such as age, role type, and work structure may influence how remote working is experienced, particularly in relation to technology use, collaboration, and work–life balance.
[bookmark: _Toc199616886]5.2.2 Collaboration and communication
This section explores how participants experience collaboration and communication while working remotely. The questions focus on the use of virtual tools, the effectiveness of team interactions, and the impact of remote settings on collaborative tasks. These insights reveal how remote and hybrid work arrangements affect everyday teamwork in finance roles.
5.2.2.1 Question 4 – Virtual communication tools vs face-to-face collaboration
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[bookmark: _Toc199533936]Figure 4 - Question 4 - Virtual communication tools vs face-to-face collaboration
Question 4 asked participants to assess the effectiveness of virtual communication tools (such as Zoom and Microsoft Teams) compared to face-to-face collaboration. Responses suggested that most participants found face-to-face communication more effective for collaborative tasks. While some felt that virtual tools worked just as well — and a few even preferred them — the general view was that online platforms did not measure up to in-person interaction.
These results suggest that tools like Zoom and Microsoft Teams are widely used, but many feel they do not fully support the interaction needed for effective teamwork in finance roles. This may relate to difficulties in picking up non-verbal cues (Smith and Ruiz, 2020), reduced opportunities for informal conversations (Talboy, 2020), or the structured nature of virtual meetings (Fakhruddin, 2024), which can limit spontaneity and ease of discussion. These barriers may be especially noticeable in finance roles, where quick clarification, informal collaboration, or shared interpretation of data are often important.
The small number of respondents who viewed virtual tools as equally or more effective may reflect individual preferences or differences in role type. These limitations may have less impact for more autonomous roles, such as bookkeeping (Kelly, 2024), as collaboration plays a smaller role in their day-to-day responsibilities. However, the overall pattern points to a perception that, while virtual tools are functional, they are not considered a complete replacement for face-to-face communication in collaborative settings.
5.2.2.2 Question 5 – Impact of remote working on collaborative tasks
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[bookmark: _Toc199533937]Figure 5 - Question 5 - Impact of remote working on collaborative tasks
Building on the previous question, participants were asked to consider the broader impact of remote working on their ability to complete collaborative tasks. Most responses indicated that remote working had made collaboration more difficult. Only a small number reported positive experiences, while a few said there had been no change at all. 
The findings suggest that many participants find collaboration more challenging in remote settings. Although work can still be completed, the process may be slower or more effortful when carried out at a distance. This may reflect practical challenges, such as delays in communication or reduced opportunities for informal coordination. In finance roles, where accuracy, timeliness, and coordinated decision-making are often essential, the lack of in-person coordination may mean that tasks require more structured planning and take longer to complete (Baker et al., 2024). Fewer informal check-ins — which would typically happen naturally in an office setting — may also make it harder to share quick updates or resolve minor issues before they escalate (Viererbl, Denner and Koch, 2022). This can be particularly disruptive in financial environments where the need for last-minute adjustments, data clarifications, or approvals are common.
 In addition, delays in communication may contribute to these challenges, particularly when misunderstandings or slower response times disrupt the flow of collaborative work (Saunusi, Ola and Adaramola, 2023). Thus, remote working affects both the quality and efficiency of collaboration.
The few participants reporting a positive impact may work in roles where collaboration is more structured or infrequent. In these cases, the transition to remote working may have had less influence on task completion. This is consistent with findings from Santos and Ralph (2022), who observed that teams with clearly defined routines and established collaborative processes reported little disruption to task outcomes when working remotely. However, for most respondents, the data points to a perception that remote working creates barriers to collaboration, particularly where tasks rely on ongoing input, shared understanding, or timely decision-making.
In summary, while virtual tools enable interaction, many participants feel they do not replicate the effectiveness of in-person collaboration.
[bookmark: _Toc199616887]5.2.3 Factors affecting productivity
This section focuses on the specific conditions that participants felt had influenced their productivity while working remotely. The question explored a range of factors, including technical issues, levels of supervision, the presence of others in the home, and access to home comforts. These responses provide insight into which aspects of the remote working environment are seen to support or hinder productivity for finance professionals, and how these experiences may vary depending on individual circumstances.
5.2.3.1 Question 6 – Remote working factors and their impact on productivity
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[bookmark: _Toc199533938]Figure 6 - Question 6 - Remote working factors and their impact on productivity
Question 6 asked participants to reflect on how various remote working factors had influenced their productivity, including home comforts and tasks, supervision, technical issues, and family interactions. The results show that some aspects of the home working environment were more disruptive than others. Technical issues, such as slow internet or software glitches, were the most commonly reported negative influence on productivity, with over half of the participants highlighting them as a concern. Likewise, a notable number of participants indicated that limited supervision had a negative effect on their work.
Interactions with family or housemates during work hours were also more often seen as disruptive than helpful, although opinions varied. Some found these interactions had little to no impact, while others saw a slight benefit, depending on their circumstances.
By contrast, access to home comforts (e.g., making a cup of tea) and household tasks (e.g., cleaning or organising) were generally rated more positively. These were often seen as helpful or at least neutral, with only a few participants viewing them as disruptive.
These findings suggest that remote working impacts productivity differently depending on the factor and individual response. Technical issues and the lack of supervision were the most frequently associated with a negative effect, which may reflect the practical challenges finance employees face in staying focused and maintaining workflow without reliable systems (Rock and Kellogg, 2023) or regular check-ins (Larson, Vroman, and Makarius, 2020). In contrast, access to home comforts and the ability to complete small household tasks were often linked to positive or neutral responses. For some participants, these elements may help structure the day and reduce stress. Similar observations were made by Tleuken et al. (2022), who found that comfortable and well-equipped home environments were associated with improved productivity during remote work. Responses to interactions with family or housemates were more mixed, suggesting that the home environment may support or hinder productivity depending on individual circumstances (Tsang, Liu and Nguyen, 2023).
Overall, the data highlights that productivity experiences in remote settings are not uniform. Depending on their role, responsibilities, and home setup, what feels helpful or manageable for one person may be more disruptive for another. For finance employees, whose work often relies on concentration, structured workflows, and timely outputs, even minor disruptions can noticeably impact performance.
[bookmark: _Toc199616888]5.2.4 Work-life balance 
This section explores how remote working has influenced participants’ ability to balance their work responsibilities and personal lives. The questions focus on the impact of remote work on family dynamics, the use of workspace for non-work activities, and whether participants can consistently finish work at the end of their paid hours. These findings help illustrate how participants maintain (or struggle to maintain) work and personal life boundaries.
5.2.4.1 Question 7 – Family dynamics 
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[bookmark: _Toc199533939]Figure 7 - Question 7 - Family dynamics
Question 7 asked participants to rate the impact of remote working on their family dynamics, using a scale from 1 (very negative) to 5 (very positive). Most responses suggested a generally positive experience, with only a few reporting a negative impact. The average score was 3.61, suggesting that participants generally viewed the impact on family dynamics as either positive or neutral.
These findings suggest that, for many participants, remote working may offer benefits in terms of family involvement or greater flexibility in managing home responsibilities. Being home-based may make spending time with family or coordinating routines easier, especially for those with caregiving responsibilities (Wu et al., 2022). However, neutral and negative responses indicate this is not a universal experience. For some, remote working may blur the boundaries between work and personal life, leading to difficulties in switching off, managing interruptions, or maintaining household harmony (Scott, 2022). This may be particularly relevant for finance employees working to tight deadlines or managing complex tasks that require concentration.
Overall, the results reflect a variety of experiences. While several participants benefit from increased proximity to family during the working day, others may encounter challenges maintaining separation and balance. These differences suggest that the impact of remote work on family dynamics is shaped by a range of contextual factors, including household composition, the demands of the role, and the strategies individuals use to set and maintain boundaries at home.
5.2.4.2 Question 8 – Workspace distractions
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[bookmark: _Toc199533940]Figure 8 - Question 8 - Workspace distractions
Participants were asked whether they used their home workspace for activities other than work. The majority reported using their home workspace for both work and personal activities, whether that meant sharing the room or using the same device. In contrast, around a third said they did not use their workspace for anything other than work. 
These findings suggest that, for many participants, the line between work and non-work activities is often blurred when both occur in the same environment. Using the same space or device for multiple purposes may be practical, particularly in homes with limited space or shared equipment. However, this overlap can make it more challenging to stay focused throughout the day (Bergefurt et al., 2022b). In finance roles, where accuracy, attention to detail, and uninterrupted focus are often essential, this disruption may be especially challenging. Visual distractions or switching between tasks may interrupt concentration or disrupt the flow of the working day (Bergefurt et al., 2022a), which could have greater implications in contexts where minor errors carry significant consequences. Over time, this may affect how easily participants remain engaged with their work, particularly without clear boundaries between professional and personal activities (Palumbo, 2020).
That said, most participants reported keeping their workspace strictly for work. This may reflect a deliberate choice to maintain a more precise separation between work and personal life, perhaps due to personal preference, past experiences with distraction, or a desire to preserve routine. In some cases, this approach may also suggest that participants had the physical space or resources available to dedicate a room or area solely to work activities (Bergefurt et al., 2022b).
Overall, the responses highlight a variety of home arrangements and personal preferences. While some participants appear to favour separation between work and non-work uses of space, others take a more integrated approach. The impact of these choices likely depends on individual routines, home environments, and the daily strategies used to manage boundaries.
5.2.4.3 Question 9 – Working hours 
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[bookmark: _Toc199533941]Figure 9 - Question 9 - Working hours
This question asked participants to what extent they agreed with the statement: “I end my workday as soon as my paid hours are complete.” Most participants disagreed, indicating they often continue working beyond their scheduled hours. Fewer participants agreed with the statement, and some gave neutral responses.
The results suggest that many participants do not routinely finish work at the end of their scheduled hours, potentially reflecting the long hours and workload typical of finance roles. This may also reflect the difficulty of maintaining clear boundaries in remote settings, where the lack of physical separation between work and home can make it harder to define when the working day ends (Mohite and Agrawal, 2025). Without the natural cues of an office environment, such as colleagues leaving or set closing times, the workday can easily extend informally. This is especially true in finance roles, where high workloads, time-sensitive expectations, and the pressure to deliver accurate results make it harder to switch off (Maurer, 2020). Some participants may also feel pressure to remain available or find it difficult to mentally disconnect from work tasks (Gibbs, Mengel and Siemroth, 2021).
In contrast, participants who agreed may have clearer routines, greater control over their time, or fewer competing demands (Kelly, 2025). The neutral responses suggest that this experience is not fixed and may vary depending on role type, personal working habits, or the flexibility available within their organisation.
These findings underline how challenging it can be to maintain work–life boundaries in remote settings. While some appear able to establish firm boundaries, a significant number reported continuing to work beyond their scheduled hours. This may limit rest and make it harder to disengage from work at the end of the day. Although this experience is not shared by all, the variation in responses suggests that managing boundaries effectively depends on individual routines, the nature of the role, and the level of flexibility available within different working environments.
[bookmark: _Toc199616889]5.2.5 Additional Participant Reflections on Remote Working
This section presents qualitative insights shared through the open-ended question at the end of the survey. Eighteen out of thirty-one participants chose to leave a comment. While not all responses introduced new topics, many offered more detailed reflections or reinforced themes already explored in earlier questions. These perspectives provide helpful context for understanding how participants experienced remote working in their own words.
5.2.5.1 Question 10 – Open-ended comments on remote working[bookmark: _Toc199533942]Figure 10 - Question 10 - Open-ended comments on remote working








The last question allowed participants to highlight any additional challenges or benefits of remote working they felt were not fully captured in the structured questions. Though varied in focus, several recurring themes emerged. One of the most common points raised was the difficulty of switching off from work. Several participants described how working from home made it easier to continue beyond usual hours or feel constantly available, especially when there were no clear boundaries between work and personal time (Waizenegger et al., 2020). These comments often referenced the blurring of routines or the temptation to keep working late into the evening.[bookmark: _Toc199533943]Figure 11 - Question 10 - Open-ended comments on remote working continued

Another frequently mentioned issue was a sense of reduced social interaction. Some participants highlighted feelings of isolation or noted that they missed informal connections with colleagues (Waizenegger et al., 2020). In a few cases, this was specifically linked to the experience of junior staff or trainees, who were seen as having fewer opportunities for learning through observation and casual support. This may be especially important in finance roles, where learning often relies on collaboration and observing senior colleagues.
Despite these challenges, several responses also noted benefits. These included greater flexibility in managing tasks, increased productivity due to fewer office-based distractions, and time savings linked to the lack of commuting (Moffitt, 2024). Some participants commented on being able to structure their day around personal or household tasks, with one noting that remote work allowed for task completion in a more autonomous way, provided expectations remained clear. This flexibility may help finance employees balance periods of focused work, such as producing reports or analysing data, with other professional or personal responsibilities, if performance standards are clearly defined.
These open-ended comments added important nuance to the quantitative findings. While some participants used the space to express concerns about disconnection or work–life imbalance, others reflected positively on the autonomy and flexibility that remote working allowed. These diverse comments reinforce that remote work experiences depend on personal routines, roles, and preferences, and that the same setup can be enabling or challenging depending on context.
[bookmark: _Toc199616890]5.3 Conclusion
The analysis highlights varied experiences among finance professionals working remotely. While some reported greater flexibility, comfort, and autonomy, others described challenges with collaboration, home distractions, and maintaining boundaries between work and personal time. These findings suggest that remote working's impact on productivity depends on role type, access to resources, and individual routines.
Technical issues, limited supervision, and blurred boundaries were commonly linked to reduced focus and extended working hours, which were particularly difficult to manage in finance roles that rely on accuracy and time-sensitive outputs. In contrast, home comforts and family involvement were often viewed positively, showing that remote work can support productivity under the right conditions.
Collaboration remained a concern, as many participants felt digital tools lacked the spontaneity and ease of in-person interaction. This can be especially challenging in finance, where communication supports coordination and compliance. However, some noted benefits, such as more structured communication and expanded networks, may aid professionals in more autonomous or strategic roles.
Overall, the findings show that remote work has benefits and drawbacks, and its impact on productivity varies. Effectively supporting finance employees will require flexibility, clear boundaries, and strong communication practices.
[bookmark: _Toc199616891]6.0 Conclusion
This dissertation aimed to explore the impact of remote working on productivity among finance professionals, focusing on collaboration and work–life balance. These themes were selected because they frequently appear in academic research and real-world discussions about remote work for finance professionals.
The findings from the literature review suggested that remote work has the potential to support productivity by offering greater flexibility, autonomy, and reduced commuting. Many sources highlighted how these factors can contribute to improved well-being and concentration. However, the review also raised consistent concerns: blurred boundaries between work and personal life, reduced informal collaboration, and difficulty remotely maintaining communication and team cohesion.
The primary data from this study supported many of these existing observations but also added nuance. Several participants echoed the literature’s positive themes, reporting that home comforts and flexible routines enhanced their focus and job satisfaction. This aligned well with earlier studies suggesting that some finance professionals benefit from fewer distractions and more control over their environment.
On the other hand, the data also confirmed that collaboration remains a significant challenge. Most respondents viewed virtual tools as less effective than in-person interaction, and many reported that collaborative tasks were slower and more effortful to complete remotely. This supports prior research suggesting that virtual communication lacks the immediacy and spontaneity of face-to-face teamwork, particularly critical in finance roles that depend on fast, accurate coordination.
Work–life balance results were more mixed in the primary data. While some participants appreciated spending more time with family or managing home responsibilities, others admitted they routinely worked beyond their paid hours. This reflects the concern in the literature that remote work can erode boundaries, making it harder to switch off. Interestingly, while the literature often portrays this as a widespread issue, the primary data revealed that experiences varied significantly depending on personal routines and home environments. This highlights the need for a more individualised understanding of how remote work is experienced.
Participants also flagged additional issues, such as technical difficulties and a lack of supervision, as negatively impacting productivity. These findings extend the literature by reinforcing that remote work success depends not just on personal discipline or preference but also on infrastructure, management, and role-specific demands.
By focusing specifically on finance professionals—a group often overlooked in broader studies of remote work—this study offers sector-specific insight into how collaboration and work–life balance influence productivity. It highlights the need for flexible, role-sensitive approaches to remote work policy and offers practical implications for organisations seeking to support finance teams in hybrid or fully remote settings.
In summary, this study found that multiple interrelated factors shape the impact of remote working on productivity. The primary data essentially confirmed the findings of the literature review, but also emphasised variation across individuals. Remote work can enhance productivity in finance roles when supported by good communication, clear boundaries, and effective management. However, it can also introduce challenges that, if left unaddressed, may reduce performance and well-being.
For organisations, these findings suggest that remote work policies should be flexible, with tailored support recognising differences in role type, working style, and personal circumstances. A hybrid model, combined with structured collaboration tools and clear expectations, may offer the most balanced solution.


[bookmark: _Toc199616892]7.0 Limitations
As with any project of this scale, several limitations must be acknowledged. The word count set for the dissertation meant that some areas, particularly within the literature review and discussion of findings, had to be covered more briefly than ideal. While key themes were included, a more in-depth exploration would have been possible with fewer space constraints (Clarence, 2020).
Time was also a limiting factor. The project needed to be completed within a fixed academic schedule, placing pressure on each stage, from planning to data collection and analysis (Conte, Scarsini and Sürücü, 2016). As a result, the questionnaire had to close earlier than intended, reducing the window to gather a larger or more varied sample.
Although the responses collected were valuable, the overall number of participants was relatively small. A larger sample may have allowed for broader generalisations or subgroup comparisons. Additionally, collecting more detailed background information from respondents could have provided further context to support the interpretation of findings.
Despite these limitations, the study offers valuable insight into the research topic and forms a basis for future work in this area.


[bookmark: _Toc199616893]8.0 Recommendations
[bookmark: _Toc199616894]8.1 For future research
Based on this study's findings, future research could explore the long-term impact of remote and hybrid working arrangements on productivity across different finance roles and levels of seniority. While this project offers a snapshot of current experiences, there is scope to examine how these patterns evolve, particularly as organisational expectations and employee routines shift.
Further research might also examine the influence of individual circumstances, such as home environment, access to resources, and personal working styles, on remote productivity. These factors varied among participants and will likely shape how remote working is experienced in different contexts.
Managerial support also emerged as a key theme. Future studies could consider how different leadership approaches affect employee well-being and output in remote settings, especially where day-to-day interaction is limited. This could include exploring whether targeted leadership training helps managers communicate more effectively, support staff well-being, and provide timely feedback when working remotely.
The findings also suggest that collaboration remains challenging for many finance professionals working remotely. Additional research could explore how digital tools and communication strategies can be developed or adapted to support team cohesion and performance effectively.
[bookmark: _Toc199616895]8.2 For organisational practice
Organisations should develop clear policies around working hours, virtual collaboration expectations, and access to managerial support to ensure remote staff are productive and protected from burnout. While remote work offers clear advantages regarding flexibility and autonomy, it also requires thoughtful planning to ensure sustained productivity and well-being.
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Q1. What financial role do you currently work in?
· Bookkeeper
· Financial Controller
· Finance Director
· Accountant
· Financial Advisor
· Tax Advisor
· Auditor
· Payroll
· Management Accountant 
· Other 

Q2. Is your current work arrangement fully remote or hybrid?
· Fully remote
· Hybrid 

Q3. Which age group do you belong to?
· 18-24
· 25-34
· 35-44
· 45-54
· 55-64
· 65+

Q4. To what extent do you feel that virtual communication tools (e.g., Zoom, Teams) are as effective as face-to-face collaboration?
· Much less effective than face-to-face collaboration 
· Somewhat less effective than face-to-face collaboration 
· Equally effective as face-to-face collaboration 
· Somewhat more effective than face-to-face collaboration 
· Much more effective than face-to-face collaboration 

Q5. Overall, what impact do you feel remote working has had on the completion of collaborative tasks?
· Very positive 
· Somewhat positive 
· No impact
· Somewhat negative 
· Very negative 

Q6. To what extent do the following remote working factors impact your productivity? 
(Response options: Very negative, Somewhat negative, No impact, Somewhat positive, Very positive)
· Easy access to home comforts (e.g., making a cup of tea)
· Household tasks (e.g., cleaning, organising)
· Lack of supervision/ being observed
· Technical issues (e.g., slow internet, software glitches)
· Interactions with family/ housemates during work hours

Q7. On a scale of 1 to 5, how has remote working impacted your family dynamics? (1 = Very Negatively, 5 = Very Positively)
· 1 – Very negatively 
· 2 – Somewhat negatively 
· 3 – No impact 
· 4 – Somewhat positively 
· 5 – Very positively 

Q8. Do you use your home workspace for activities other than work?
· Yes - other activities in the same room
· Yes - other activities on the same computer/ easily accessible handheld device
· No

Q9. To what extent do you agree with this statement: 'I end my workday as soon as my paid hours are complete'?
· Strongly agree
· Somewhat agree
· Neutral
· Somewhat disagree 
· Strongly disagree 

Q10. Is there any particular challenge or benefit of remote working that you feel has not been covered? (optional).
· Open-ended comment box
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Biggest challenge is switching off ! when you leave an office you typically leave your
laptop unless you have something specific to finish .Working at home it's always
there , and working in a multinational and multi time zone team it's easy to pop back
to your laptop to look at responses. Other challenges are being trained and training
new people , you learn so much by watching and listening in an office environment ,
it's all taken away remotely so all training has to be planned , you have to wait for
answers for someone to reply rather than speak across the office . Also huge benefits
like my dogs are super happy to have me home now , my kids have just gone to uni
but in sixth form | saw loads of them before they went off to their unis .

Ordering goods online and being at home to receive them. Also, being at home with
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Lack of commute means | can work more hours. Working by myself means | am more
productive as there is far less distraction.
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10. Is there any particular challenge or benefit of remote working that you feel has not been
covered? (optional)
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after them:)
Remote working is currently primarily a benefit to me as | do not have to commute
which would add an extra 2 hours to my "work" day. | don't think remote working is
3 anonymous

as productive for the company as working in the office, and doesn't help the training
or skills of junior staff
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