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Abstract 
With most organisations within UK adopting flexible and hybrid working arrangements, remote working has become an increasingly important part of an organisation. This research aims to examine the productivity of the remote workers in organisations in the UK. Research was undertaken to understand the connection between remote working practices and productivity outcomes and determine the factors that are important for productivity in a remote working context, as well as the challenges of remote working arrangements. The methodology used for the study was Qualitative research with secondary data analysis. The existing academic literature, industry reports and organisational evidence of various related areas of remote working and employee productivity were explored using the inductive approach and interpretivist philosophy. Thematic analysis of the information collected identified patterns and a holistic understanding of productivity outcomes in a remote working context.
The results evaluates that the remote working had both negative and positive influence on productivity of employee. Communication problems, feeling isolated at work, poor work-life balance and poor management practices were cited as being significant barriers, however. The analysis of the study found that the level of productivity is not directly related to the use of remote work; rather, it is influenced by the support provided by the organization, its digital competence, and the management practices used. Balanced remote working approaches for organisations in the UK were recommended, which includes making investment in digital infrastructure, shifting to outcome-based performance management and promoting employee wellbeing to create sustainable productivity gains.
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[bookmark: __RefHeading___Toc232365406][bookmark: _Toc234869991]Chapter 1: Introduction
[bookmark: _Toc234869992]1.1 Introduction
Many industries now rely heavily on remote work, which has changed dramatically in recent years. Remote working allows employees to operate remotely using digital communication, cloud computing, and collaboration platforms. COVID-19 had stimulated the global utilisation of hybrid and remote arrangements of working, particularly in the UK, and enterprises are adopting them at a far faster rate (Adrjan et al., 2025).
Remote working has become a routine element of working life for UK companies and a permanent practice in crisis situations. Recent labour market trends imply that many UK firms provide hybrid or remote working, especially in IT, finance, education, and professional services. This structural change has increased interest in staff productivity, which affects organisational performance and competitiveness (Bal and Bulgur, 2023).
This chapter discusses remote working, the research problem, its goals, significance, and breadth. It will also outline the dissertation framework.
[bookmark: _Toc234869993]1.2 Background of the Study
The evolution of remote work has revolutionised the workplace for employees. Workers traditionally report to office premises on a set schedule. This method involved direct supervision, routines, and teamwork (Sun et al., 2025). However, digital technologies allowed more flexible working arrangements and remote labour. 
The Coronavirus epidemic set off the remote work trend. Companies had to immediately adopt remote working due to the government's lockout and social alienation McPhail et al. (2023). This quick move was a success and a challenge to work remotely on such a wide scale. Many organisations had no disruptions, but communication, employee isolation, and managerial adaption issues were noted. After the epidemic, several UK companies adopted a hybrid working approach, combining remote and in-office work. This is a long-term structural transformation, and companies increasingly realise that remote working may be part of their workforce strategy (Hassan, Karim and Hameed, 2022).  Remote and hybrid working is common in the UK, especially in knowledge-intensive industries. However, remote working is flexible in industries like banking, IT, consultancy, and higher education where digital output is more prevalent than manual employment. 

Future trends predict hybrid work will remain the main trend, with organisations fine-tuning their rules to balance flexibility with the requirement to evaluate performance and ensure cooperation efficiency (Urrila et al., 2025). However, telecommuting may affect worker performance and accountability.

[bookmark: _Toc234869994]1.3 Employee Productivity
Employee productivity is how well they do their jobs and help achieve organisational goals. Multidimensional concept including production volume, quality, time efficiency, and behaviour (Rasheed, 2025). Traditional offices measure productivity by attendance and performance. But remote working spaces have their own productivity measuring challenges: invisible employee work, increased flexibility and autonomy.
Remote productivity is also affected by technology, communication, home environment, and mental health (Shikusinde and Shimaneni, 2025). Organisations struggle to maintain productivity with employee flexibility.
[bookmark: _Toc234869995]1.4 Research Problem
[bookmark: _Toc234869996]The growing trend of a remote workforce in the UK has attracted a great deal of scholarly and practical interest in its impact on employee productivity. But there are conflicting results in the literature (Nakash, 2026). Some research indicates that working remotely has positive effects on productivity, including greater autonomy and fewer commuting hours, improved work-life balance, etc. while others point to potentially negative effects, including communication issues, social isolation, and loss of managerial control, etc.
In addition, much of the current research is international, and there is a lack of focus on UK-specific organisational settings. This leaves an insufficient understanding around the influence of hybrid working on productivity within UK labour market, which has a unique sectoral structure, regulatory environment and organisational cultures.
1.5 Research Aim
To examine the effect of the remote work upon productivity of employee in UK organisations.
[bookmark: _Toc234869997] 1.6 Research Objectives
· [bookmark: _Toc234869998]To analyse the connection within employee productivity and remote working.
· To evaluate main factors affecting productivity within settings of remote work.
· To evaluate the challenges connected with remote working and its influence on productivity.
1.7 Research Questions
· How does the remote working impact productivity of employee in UK companies?
· What factors improve or deter the productivity within settings of remote work?
· What challenges faced by employees when remotely working?
[bookmark: _Toc234869999]1.8 Research Rationale
[bookmark: _Toc234870000]1.8.1 Academic Rationale
This study contributes to the academic field by filling the gap in the literature about inconsistencies in the results of research on remote working and productivity. It also addresses the lack of research in this field that is specific to the UK context.
[bookmark: _Toc234870001]1.8.2 Practical Rationale
The findings from this study were beneficial for organisations to develop a more effective remote working policy that will improve the well-being and productivity of their employees, whilst maintaining employee engagement.
[bookmark: _Toc234870002]1.8.3 Organisational Rationale
The study provides some guidance to managers and HR practitioners as to balancing flexibility and performance metrics for remote and hybrid working.
[bookmark: _Toc234870003]1.9 Significance of the Study
The study findings are of great significance within different parties. For companies, it provides information-based knowledge towards improving the efficiencies of their employees and handling their remote workforce effectively. For employees, it specifies what they should do to enhance productivity and satisfaction in a remote working environment. It will help the researchers to develop context specific understanding of remote working in the UK and will highlight areas for further exploration.
[bookmark: _Toc234870004]1.10 Scope of the Study
[bookmark: _Toc234870005]Technology is a key element in the remote work equation. Sharma (2024) state that digital tools can improve productivity but can also cause techno stress which, if not managed, acquire the negative impact upon productivity. The autonomy of the employees is a topic of debate. Autonomy is a motivational factor that is supported by Self-Determination Theory, but Reiche (2023) noted that too much autonomy can lead to less coordination in interdependent tasks.
1.11 Dissertation Structure

	Chapter
	Title
	Description

	Chapter One
	Introduction
	Introduces the research context, identifies the research problem, and presents the aim and objectives of the study.

	Chapter Two
	Literature Review
	Provides a critical review of existing literature on remote work, employee productivity, and relevant theoretical frameworks.

	Chapter Three
	Research Methodology
	Explains the research design, approach, and methods used for conducting the secondary research study.

	Chapter Four
	Findings and Discussion
	Presents and critically discusses the findings in relation to the literature and research objectives.

	Chapter Five
	Conclusion and Recommendations
	Summarises key findings, highlights implications, and provides recommendations for future research and organisational practice.



[bookmark: _Toc234870006]1.11 Chapter Summary
In this chapter, you have been introduced to the research topic and its growing importance in organisations in the UK. It has agreed that remote working has caused inconsistent results on productivity of staff and there is a lack of evidence in the UK. The chapter has also introduced the aim of the research, its objectives, and the research questions, as well as the rationale, significance, and scope of the study. Existing literature will be critically reviewed in the next chapter, to establish a theoretical and empirical basis for the study.


[bookmark: _Toc234870007]Chapter 2: Literature Review
[bookmark: _Toc234870008]2.1 Introduction 
Working remotely has become a key part of the working experience in many organisations in the UK, especially since the COVID-19 pandemic, prompting organisations to adopt it to work more quickly. This chapter examines the literature critically to review the five central themes: remote-work concept, employee productivity, the impact of remote work on employee productivity, influencing factors of remote work and productivity, and challenges of remote working. 
[bookmark: _Toc234870009]2.2 Theme 1: Concept of Remote Work 
There is a broad definition of remote working, which considers it an employment relationship where the employee carries out their duties in a place other than an office using digital communication technologies. It is defined as work done outside the main workplaces, and it is important that it is done away from central workplaces and that it uses information and communication technologies Krajčík, Schmidt and Barath (2023) suggest that this definition has changed greatly, and now considers hybrid and flexible working practices, as the nature of organisational design has changed.

In the past, remote working was not widely adopted because of a lack of management support and technology. Kayas (2023) contend that the traditional management systems were established based on surveillance and physical supervision, whereby the presence of employees was linked to productivity. This was an organisation that was more focused on control than on results, more on visibility than on results. This made the idea of remote work seem unfeasible for effective performance management.

But that's not the case, according to Mamatha and Thoti (2023) who provide empirical evidence that remote workers can be more productive than office workers because they avoid the distractions and working conditions that hinder productivity in the office. Notwithstanding this, Zehra (2025) state that these productivity benefits are not industry or occupational specific.
COVID-19 represented a turning point in the use of remote work. Deepa and Jagaratchani (2026) label it a “natural experiment” into large-scale remote working and find that organisations can function without physical offices. 

One of the theoretical controversies in the literature is the autonomy vs. control controversy. This is called the “control paradox” Modise (2023) where organisations need to find a balance between employee freedom and employee performance monitoring. Autonomy is a motivational factor, but too much autonomy can result in lower efficiency of coordination and accountability. 
[bookmark: _Toc234870010]2.3 Theme 2: Employee Productivity 
Traditionally the productivity of labour is calculated as output to input, with input being defined as effort, time and the resources used, and output either the value added or the number of tasks. But there is disagreement regarding the conceptual boundaries of that. In Abdelbaset and Doghan (2023) view, productivity is a measure of efficiency, while Fitr et al. (2023) considers productivity in the modern world to be quantitative, along with qualitative including the level of innovation, adaptability and the involvement of employees.

Bhat and Bashir (2025) present a multidimensional model, which distinguishes task performance, contextual performance from adaptive performance. This is particularly true in their work environment of working remotely, where the work is not as concrete and relies more on self-control. A big problem with productivity measurements in areas far from the laboratory. Mahesh (2024) say that output-based evaluation systems work better with remote jobs. But Bastos et al. (2025) argue that output metrics don't capture poor communication and coordination, or slow or failed communication and collaboration.

There are mixed empirical findings. Another study by Mohd Safri, Azizi Salleh and Mohd Salleh (2024) revealed a 13% boost in productivity for remote workers, who were not as interrupted and had better working conditions. But according to Yu et al. (2026) the results are not consistent as they rely on the kind of job, personality traits and organisational structure. During the COVID-19 pandemic, Chuang, Chiang and Lin (2025) report that productivity stayed the same for many workers and that in many cases, reduced productivity was linked to increased working hours. This is a concern that these productivity gains could be due to increased effort and not to increased efficiency.

Moreover, George (2025) suggest that the systems of monitoring can generate pressure to keep on going to work, causing productivity distortions due to stress. Moreover, research also indicates that the sense of monitoring can impact employee conduct and shift their attention to production instead of innovation. This emphasised that productivity is not just a measurement problem but a behavioural and ethical problem as well in remote environments.
[bookmark: _Toc234870011]2.4 Theme 3: Impact of Remote Work on Productivity 
The issue of remote work vs productivity is widely discussed in the organisational research world. Literature can be classified broadly into two perspectives – one concerned with productivity improvement and the other concerned with productivity problem. However, Rahimah et al. (2025) provide compelling arguments for positive impacts of remote work on productivity due to decreased distraction at work, decreased noise, and decreased stressors associated with commuting. Furthermore, Nagaprakash et al. (2024) suggest that remote work enables people to make decisions when they are in their mental peak and thus increases the accuracy and efficiency of the decision-making process. Nevertheless, there are some problems and concerns highlighted in the opposing literature. According to Ghar (2024) remote work decreases the amount of informal communication, which is crucial for coordination and knowledge sharing. Another study, by Figueiredo, Margaça and Sánchez-García (2025) also finds that excessive tele-work leads to social isolation, which decreases engagement and organisational commitment. 

Studies during COVID-19 contribute to the complexity. Felstead and Reuschke (2020) found that home environment and job role and family responsibilities were significant factors in working productivity outcomes. Shah and Sah (2024) also found average productivity to be stable over time, and inter-personal differences were also significant. The productivity outcome is observed to be influenced by contextual factors such as complexity of a job and organisational structure as stated by Alsobaey and Alkhateeb (2025)

Knowledge-heavy jobs are more suitable to remote work, collaborative jobs are not as well suited to be done remotely, as collaborative work involves interaction that is not possible to do remotely. ButDaemen, Tsilionis and Turetken (2025) mentions an important part of the governance, too much autonomy with no coordination mechanisms may have a price of team inefficiency. Remind yourself of the importance of allowing some flexibility and supervision. As per Offordile et al. (2026) an outcome-based approach to performance management has yielded better productivity outcomes for remote workers than those based on inputs, meaning organisations need to leverage new management strategies to operate in the online world 

One of the current topics of debate in the literature, digital fatigue. Beyea et al. (2025) suggests a concept of “Zoom fatigue” that describes a gradual state of cognitive fatigue, lower attention span and productivity when we spend extended periods of time in virtual interactions. A further aspect by Ho et al. (2022) is digital presenteeism: employees are under pressure to be ‘on the clock' online. This results in longer working hours and misleading productivity figures, and a higher risk of burnout,
In addition, Jamaleddine and Zeine (2024) 
note that not all jobs are equally likely to be performed remotely. Remote working is highly effective for high-skilled knowledge-based jobs, but not really the case for low-skilled and manual jobs. This results in differences in productivity outcomes that have a structural dimension. The literature shows a paradox, as remote work can both increase and decrease productivity, depending on the organisation, the job and the working conditions of the employee.
[bookmark: _Toc234870012]2.5 Theme 4: Factors Affecting Productivity 
It is generally believed that having a good work-life balance increases productivity. According to Sari and Rofiqoh (2026) flexibility in one’s job has its advantages in terms of health and performance. However, boundaries between work and family could be easily breached, resulting in loss of productivity and overwork, as explained by Feery and Conway (2023).

There is another crucial factor: Communication. Olson and Olson (2000) say that virtual teams are deficient in communication richness, which results in coordination problems. On the other hand, Kordova and Hirschprung (2023) propose that structured communication systems can overcome these drawbacks. Technology is a key element in the remote work equation. Sharma (2024) state that digital tools can improve productivity but can also cause techno stress which, if not managed, acquire the negative impact upon productivity. The autonomy of the employees is a topic of debate. Autonomy is a motivational factor that is supported by Self-Determination Theory, but Reiche (2023) noted that too much autonomy can lead to less coordination in interdependent tasks.

Organisational support is heavily related to productivity. Abbas and Graepel (2024) propose that when an employee feels valued by the organisation, their commitment and performance is strengthened, but when they do not feel valued by the manager, their productivity is lowered. The importance of Digital Competence is growing. According to Wang et al. (2021), Digital Literacy is needed to operate effectively in a remote working environment. Organisational culture also is crucial. According to Iddrisu (2025) cultures which are based on trust are more effective at promoting productivity away from the office than cultures on control. Another area that has been recently emphasised in the literature is the indirect role of employee psychological well-being on productivity. In addition to structural and technological aspects, other research, like Eng, Sharp and Islam (2025) highlights important psychological factors that influence remote work results: emotional exhaustion, stress, and mental resilience. 
[bookmark: _Toc234870013]2.6 Theme 5: Challenges of Remote Work
Among the major stress factors in teleworking is social isolation. Those who say that a limited number of in person interactions leads to a decrease in engagement or organisational commitment. According to Wang et al. (2023) it is essential for organisations to create a sense of social connection to keep the organisational identity alive. The other problem is burnout. As was mentioned by Sjörs Dahlman, Jonsdottir and Hansson (2021) burnout can be defined because of prolonged exposure to stress in the workplace. According to Habaibeh et al. (2021b) the risk for those working remotely stems from the combination of work-related and personal aspects together with extended working hours. Communication barriers continue to occur despite telecommuting technologies. Digital communication lacks contextual richness and thus, there is a possibility of misunderstanding, according to Strauss, Harr and Pieper (2024) Finally, telecommuting adversely affects team spirit. It is difficult to foster the trust and identity of organisations among team members, according to Chinyuku and Qutieshat (2025).
[bookmark: _Toc234870014]2.7 Theoretical Framework
[bookmark: _Toc234870015]Self-Determination Theory (SDT) was first introduced by Deci and Ryan (2000) and includes three psychological human motivators: relatedness, competence and autonomy. Autonomy was considered as individuals’ requirement for control over work activities, competence relates to the need to feel effective in performing tasks, and relatedness reflects the need for social connection and belonging. SDT proposes that if these needs are met, intrinsic motivation and performance go up dramatically. SDT is very applicable in the remote working environment. Working remotely contributes to autonomy by providing flexibility in the way and when tasks are done. It can also diminish relatedness through decreased amounts of co-presence, which can have an impact on engagement The ability to perform in an environment where digital skills and self-managing are now key to competence becomes increasingly important, so that employees with greater adaptability are more successful in remote work settings. One of the advantages of SDT is the emphasis on the psychological aspects; one of its disadvantages is that it fails to explain the role of organisation and external job conditions on motivation. An alternate view is provided by Job Demands-Resources (JD-R) model. According to Demerouti (2001) it classifies workplace factors as job resources and job demands. Job demands were psychological, physical, and organisational demands including workload, role ambiguity and emotional strain. Job resources encompass support, independence, feedback and tools that facilitate workers to meet objectives and lower stress levels. For the context of remote work, workload can be seen as a job demand, as well as being a job resource, alongside flexibility, digital tools and organisational support. Isolation and communication problems are seen as job demands, whereas none of the other job resources listed apply to remote work. According to the JD-R model, the productivity outcomes are the result of the balance between these demands and resources. If demands are less than resources, there is a rise in productivity and engagement, but if demands are greater than resources, there may be a rise in burnout and performance decline. One of the strengths of the JD-R model is its adaptability to the various types of jobs and industries. One problem is, however, that it does not always reflect individual differences in psychology as well as SDT does. Both theories give a full picture of remote work and employee productivity.
2.8 Literature Gap
There are important gaps in the literature about remote working and productivity. Most studies focus on international contexts, with fewer specific studies on the UK context of organisations. Second, results are inconsistent, with studies showing both productivity increases and decreases, suggesting there is lack of consensus. Third, previous studies tend to focus on either remote working or factors affecting productivity but not combine the two in one analytical concept. Moreover, there has been only little research on the interaction of organisational culture, digital competence and the working model of hybrid work on productivity outcomes. These are areas in need of further integrated empirical research in the UK.
[bookmark: _Toc234870016]2.9 Conceptual Framework

[image: ]
Conceptual framework illustrates that there is a relationship between four independent variables such as (balance of work life, communication, support of technology and employee autonomy) and dependent factors (employee productivity). Work-life balance can impact productivity in several ways, including its impact on employee well-being and the ability to maintain personal and professional boundaries Marecki (2024). Stress and burnout caused by poor balance can negatively impact productivity, and good balance can have a positive impact on focus and efficiency. Communication is an important element in coordinating and executing tasks Putra, Pono and Wahda (2023). Whether in actual or online environments, poor communication is likely to pose a great challenge to productivity whereas good communication is likely to bring about clarity and thus lesser confusions and collaboration. Technological assistance is an essential element of remote working. With technological assistance, tasks will be easily accomplished, and collaboration will be enhanced but poor technological assistance may cause inefficiencies and ultimately low productivity.
[bookmark: _Toc234870017]2.10 Summary
The chapter has synthesised and critically examined literature to highlight important themes, theories and empirical studies related to remote working and employee productivity. 
It has drawn some of the key conclusions - positive and negative - regarding the productivity effect of remote working. The concept of SDT theory and Job Demands-Resources (JDR) model were introduced to get a better understanding of the productivity outcomes. Lack of research and integration of the UK productivity factors was identified as a gap. This is preceded by the next chapter which is about the research methodology.
[bookmark: _Toc234870018]Chapter 3: Research Methodology
[bookmark: __RefHeading__3063_1217683849][bookmark: _Toc234870019]3.1 Introduction
This chapter outlines the methodology which was adopted to explore how the use of remote working affects productivity of employees within UK businesses (Phair and Warren, 2021). The methodology explains a structured way of comprehending the methods that evidence was gathered, analysed and interpreted to solve the research objectives (Saunders, 2019). The methodological process is guided by Saunders' Research Onion framework as this offers a systematic method of choosing the right research philosophy, approach, strategy and analytical method. This study has a philosophy of interpretivism, an inductive approach and a qualitative secondary research design, which is used to explore the complex relationship between remote working practices and employee productivity (Schmidt, 2025).

[image: ]
                                             Figure 1: Saunders Research Onion

[bookmark: _Toc234870020]3.2 Research Philosophy
Research philosophy is related with beliefs towards construction and understanding of knowledge. This study will take a ‘philosophy of interpretivism' because the impact of telework on productivity can't be comprehended just by measurable products (Arias and Li, 2025). Organisational culture, communication, managerial support, autonomy and employee wellbeing are contextual factors that impact employee productivity in remote working. 
A positivist approach can be used for uncovering statistical relationships between working at home and productivity but will fail to account for how different organisations and employees differ in productivity (Sanchez and Li, 2025). As such, interpretivism is appropriate for this research as it is concerned with the interpretation of patterns and meanings that are generated in the existing academic studies, industry reports and organisational evidence of experience with remote working. 
[bookmark: _Toc234870021]3.3 Research Approach
This research is inductive since it doesn't test a hypothesis, and the evidence used for developing the research are already available. There are a few organisational and individual factors that affect the link between remote working and employees' productivity, which means it is important to take a flexible approach when investigating any potential trends (Yusuf et al., 2024). 
The study is based on literature and identifies common themes in these areas: autonomy of employees, digital capability, effectiveness of communication and work-life balance and organisational support (Muskaan and Ahmedali, 2025). The inductive method can therefore facilitate the achievement of the goal of gaining insight into factors that could affect positive and/or negative productivity outcomes of remote work.
[bookmark: _Toc234870022]3.4 Research Choice
[bookmark: _Toc234870023]A study that seeks to understand the underlying causes of discrepancies in the productivity outcomes as opposed to measuring productivity by numbers, uses a qualitative research method. Qualitative research can be used when the study of an organization has complex factors to be addressed such as behavioural, social and managerial factors that affect employee performance and can be interpreted (Felstead and Reuschke, 2021). While quantitative research might allow for the statistical measurement of productivity changes, it might not capture the employees' experience of remote working or the reasons for the impact that organisational practices have on productivity. Qualitative analysis thus offers insight into the relationship between working remotely and outcomes for employees, beyond what quantitative analysis does.
[bookmark: _Toc234870024]3.5 Research Design
This study is Qualitative Secondary research. Secondary research is a form of research that relies on data collected by prior academic studies, professional reports, government and organisational evidence (Khanday and Khanam, 2023). This design was selected, as there is a lot of evidence of practice of remote and hybrid working since the emergence of COVID-19.
Secondary research gives an opportunity to compare the results of other research and to see any common trends in the study. It is particularly fitting that the work tries to examine broader trends that are found in organisations within the UK, rather than examine the experiences of a specific group of employees working in an organization (Cheong et al., 2023). 
However, there are limitations to using secondary research acknowledged. Not as much control by the researcher over the information in the original study and inconsistencies could be caused by differences across studies. For sources, thus relevance, credibility and contributions to understanding remote working and productivity were used. 
3.6 Time Horizon
[bookmark: _Toc234870025]This is undertaken using a cross-sectional time horizon, which involves looking at evidence on the current state of remote and hybrid working. The research will focus on current experiences of organisations rather than over the longer term. This is an appropriate method, as remote working has increased more quickly than usual during the pandemic and the effect of remote working is currently required to be measured.
[bookmark: _Toc234870026]3.7 Data Collection
Secondary qualitative data were collected from peer-reviewed academic journals, industry reports, professional publications and organisational sources which were related to remote working and employee productivity (Cheong et al., 2023). The sources were selected because of their relevance to the research aims and their ability to provide evidence of the attainment of productivity outcomes, organisational practices and employee challenges. 
Secondary data may present many different viewpoints, and it can be more convenient to obtain secondary data. However, using secondary information sources will have involved careful evaluation of evidence throughout the research process as the reliability of the sources of secondary information will be dependent on the quality of the original sources (Phillips, Tichavakunda and Sedaghat, 2023).
3.8 Data Analysis
The secondary data collected was analysed thematically. For this method, it was decided that it would be appropriate for systematic identification of concepts or patterns that are repeated in the qualitative sources (Brod, Pohlman and Waldman, 2023). The analysis was done in the following manner: literature search, synthesizing of ideas and grouping of ideas into major themes relevant to the research questions. 
The major themes which emerged were the effect of remote working on productivity, the factors that impact on productivity in a remote working environment and remote working challenges. These themes were then critically discussed with relevant theories; namely SDT and JDR model. 
[bookmark: _Toc234870027]3.9 Ethical considerations
The research does not explicitly involve human being subjects, but ethics are still applicable to this research. The research is accurate in the way to reference and acknowledge all secondary sources and avoid misrepresentation of the evidence. The researcher is also aware of the risk of interpretation bias and so takes on the viewpoints of the advantages and disadvantages of a remote work.
[bookmark: _Toc234870028]
Chapter 4: Findings and Discussion
[bookmark: _Toc234870029]4.1 Introduction
This section presented the findings; discussion obtained from thematic analysis concerning qualitative data concerning the influence of remote working upon employee productivity within UK. The analysis evaluated recurring patterns from academic studies, industry reports and organisational documents. Three main themes were developed, including the influence of remote working on productivity, components impacting productivity within remote working environments, and challenges associated with remote work. The insights were critically analysed to develop a comprehensive understanding of productivity outcomes within remote working contexts.
[bookmark: _Toc234870030]4.2 Thematic Table
	Themes
	Codes
	Sub-codes
	Research Objective
	Key References

	Theme 1: The Impact of Remote Work on Employee Productivity in UK Organisations
	Productivity outcomes of remote work
	Increased flexibility; Employee autonomy; Reduced commuting time; Improved concentration; Enhanced individual performance; Reduced collaboration effectiveness
	Objective 1: To examine the link between remote working and employee productivity
	Deole, Deter and Huang (2022); Clarke (2025); CIPD (2025); Barnes et al. (2025)



	Theme 2: Factors impacting Employee Productivity within settings of Remote Work
	Determinants of remote productivity
	Work-life balance; Technology and digital capability; Communication quality; Employee self-management; Organisational support; Managerial trust
	Objective 2: To identify key factors impacting productivity in remote work settings
	Candra and Sabtohadi (2025); Offordile et al. (2026); Zoonen et al. (2021); CIPD (2023)

	Theme 3: Challenges of the Remote Work in addition to Their Effects on Productivity of Employee
	Barriers affecting remote productivity
	Social isolation; Reduced team cohesion; Communication difficulties; Digital fatigue; Work-life boundary issues; Burnout
	Objective 3: To examine the challenges linked with remote work and their impact on productivity
	Maity and Lee (2025); Hobbs and Mutebi (2022); Wells et al. (2023); Zhao (2025)



[bookmark: _Toc234870031]4.3 Thematic Analysis
[bookmark: _Toc234870032]4.3.1 The influence of Remote Working on Productivity of Employee in UK Organisations
The results showed that the connection between telecommuting and employee productivity is non-linear, because there have been identified both positive aspects and barriers for productivity resulting from telecommuting arrangements. The study results show that telecommuting is effective under certain conditions depending on job type, personal characteristics of the employee, organisational conditions, and structure of flexible work practices. Therefore, it would be wrong to define telecommuting either as productive or as unproductive one, as the productivity results depend on the interaction of these elements.
The key theme that has been highlighted in the literature was the positive effect of remote work on productivity due to the increase in flexibility and control over the workplace. According to Deole, Deter, and Huang (2022), remote work for UK employees was positively associated with their increased performance, especially for employees who had more control over their workplace. The study provides grounds for the assumption that productivity can be boosted because there will be no need to go anywhere, and people will be able to organise themselves and concentrate better. Similar findings were provided by Clarke (2025), who pointed out that remote work allowed for altering the mobility patterns of employees by making them spend less time on commuting and allocating this time to something more productive.
However, it should be noted that productivity benefits obtained by the employees mentioned above were not shared equally. Hobbs and Mutebi (2022) argued that different kinds of work performed remotely, or hybrid led to different results based on occupation, organisational culture, and the existence of proper conditions for working. While the employees with knowledge-based work often benefited from increased autonomy, people whose job required them to work in teams or to be supervised faced fewer productivity gains. According to Maity and Lee (2025), through a systematic literature review, the increased productivity due to remote work is mostly significant among small and medium-sized firms which have digital skills and sufficient infrastructure. 
In addition to this, an interesting finding was about flexible work in the UK. According to the CIPD (2025), "the large number of employers (91%) offer some flexible work to their employees, and of these workers, most (50%) work from home during normal hours, while others (38%) opt for flexitime. It is evident that remote working has developed not only due to the need for adaptation to the situation related to the pandemic but has also become an integral part of corporate workforce management practices. Nevertheless, wide use of the practice does not necessarily mean higher productivity. According to Barnes et al. (2025), the availability of the opportunity to work in a flexible manner differs among occupations, suggesting that productivity results might be determined by existing structural inequalities related to access to remote work opportunities.
On the other hand, there were some limitations observed related to remote productivity found while analysing the secondary data. According to Hobbs and Mutebi (2022), the absence of informal contacts, weak team cohesion, and difficulties in preserving the corporate culture can have a negative impact on performance. Similarly, according to Maity and Lee (2025), it is impossible to achieve sustainability of productivity results in companies where communication and managerial capabilities are insufficient. Thus, although remote working can increase individual productivity, it can negatively affect collective productivity because of limited cooperation and knowledge sharing opportunities.
Thus, it is possible to conclude that the remote work acquired the conditional connection with productivity among workers in UK firms. While flexibility, lack of commuting time and autonomy in work schedule increase individual productivity, such effect depends on many factors.
[bookmark: _Toc234870033]4.3.2 Factors Influencing Employee Productivity in Remote Work Settings
Availability of supportive working conditions, effective digital infrastructure and appropriate management approaches have been well correlated with productivity of employee within remote working environments. The findings showed that autonomy of employees', the technology's capability, and work-life balance and organisational support were key factors in determining the positive effect of remote working arrangements on productivity. The determinants were not independent of each other because it is the interaction of individual traits and organizational features which lead to higher productivity.
One of the constant topics discussed in literature is the need for employees' autonomy and flexibility to increase productivity. Candra and Sabtohadi (2025) state that hybrid and remote work models can improve the productivity because of more flexible schedules, absence of any unnecessary distractions, and personal flexibility concerning the way how people work. In addition, Zoonen et al. (2021) have discovered that those people who cope better with telework demonstrate higher autonomy and control over the work process. Therefore, it means that autonomy is used as the motivating factor that allows people to organise tasks according to their working methods and productivity abilities. But too much autonomy can also pose problems, especially for those without self-management skills or if there is some ambiguity about the expectations of the organisation. Thus, autonomy has a positive effect on productivity only in conjunction with effective management structures.
Work-life balance and employee wellbeing were also a key factor identified. A systematic review by Wells et al., 2023, showed that remote work has a beneficial effect on psychological wellbeing due to the decreased stress of commuting and increased flexibility of workers in managing their personal responsibilities. This improved wellbeing can indirectly contribute to improved productivity by increasing employee engagement and decreasing stress. The researchers also found that remote working poses challenges to setting boundaries within work life and home. In the remote setting, where there is no physical separation between workers and jobs, extended working hours and the availability of workers may be encouraged. Flexibility can thus turn into a productivity obstacle if the intensified work becomes a hindrance rather than an efficiency gain for workers. This means that organisations need to facilitate the boundaries, not take it for granted that flexible working will lead to better performance.
Digital capability and the role of technology was also recognised as a key factor in measuring productivity when working remotely. Offordile et al. (2026) concluded that a proper management of the remote working environment can be enabled with the support of digital infrastructure, suitable collaboration tools, and technological competency of the employees. Similarly, as per Candra and Sabtohadi (2025) stated, the level of readiness of digital organisations ensures productivity throughout the transition to remote work. Nonetheless, technology alone cannot ensure increased performance levels. Zoonen et al. (2021) have shown that besides digital solutions, an efficient system of communication to facilitate collaboration and social interaction is an important factor in adapting to remote work. It means that apart from technological solutions, it is also necessary to train the staff members and establish digital work practices.
Moreover, communication and organisational aspects were found to be crucial for productivity. The CIPD (2023) listed several requirements for efficient hybrid work: the policies should be defined, communication should be effective, and the management should be supportive. Thus, productivity depends not only on opportunities for remote work but also on managerial skills. Offordile et al. (2026) also claimed that changing from physical supervision to working towards results is necessary for organisations that have embraced remote work. Poor communication in addition to poor management acquire the negative impact upon engagement of employee and can lead to employee uncertainty of expectations.
Overall, the thematic results confirm that the interaction between autonomy, wellbeing, technology and organisational practices is crucial to the productivity of employees working remotely. While remote working offers an opportunity to work more efficiently, it is only possible to do so if organisations support it with the necessary resources, communication and management approaches. Therefore, productivity improvements cannot be attributed to remote working itself but to the quality of the remote work environment created by organisations.
[bookmark: _Toc234849769]4.3.3 Challenges of Remote Work and Their Effects on Employee Productivity 
Remote working arrangements offered flexibility and autonomy to employees; they also posed several challenges to employee productivity in UK organisations. Employee isolation was one of the biggest challenges, with fewer opportunities for informal conversations and team collaboration and knowledge sharing among remote staff. Remote and hybrid working formats posed challenges for organisations in ensuring collaboration and engagement, especially in SMEs with less established communication systems, as noted by Maity and Lee (2025). Likewise, Mutebi and Hobbs (2022) stated that low level of interaction in the workplace decreases the employees' sense of belonging and organisational attachment. The challenges were increasing in relevance within UK organisations as hybrid working became a long-term employment practice that needed effective solutions to keep employees engaged.
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Figure 1 Challenges of Remote Working
Source- (Habaibeh et al., 2021)
The difficulties faced with remote work were also evident, including communication issues, access to technology, and the maintenance of effective work environments. The results revealed that the biggest challenge was insufficient in-person communication in addition to limited eye contact (43%), both of which meant that personal interaction was a major issue for remote workers. Moreover, around 38% were due to lack of informal discussion and advice, and approximately 36% due to loneliness and decreased social interactions. Other key factors were poor internet connectivity (30%) and absence of appropriate workspace (28%) reflecting that productivity problems were related to both organisational and personal work environment. The findings confirmed Mamatha and Thoti (2023) found that effective communication systems, technological support and organisational support were essential for effective remote working. Thus, UK organisations had to consider not just digital connectivity, but the ability to foster collaboration and employee interaction.
Work-life boundary management was also found to be one of the important issues affecting productivity outcomes. While working remotely helped workers to better balance work with family life, it also expands the opportunity for work-life balance to become blurred. Mishra et al. (2025) states that some remote workers had trouble distinguishing between work tasks and personal tasks in their home environment, which resulted in working longer hours, stress and diminished wellbeing. In the UK, this was a growing concern as employees were increasingly expected to be available digitally outside regular working hours when working from home. Digital connectivity has led to a sense of need for immediate response, diminishing focus over time, fatigue and consequently a drop in productivity.
Another challenge in remote working environments was management and evaluation of performance. Conventional management methods that relied on the physical supervision of workers were no longer appropriate due to the lack of direct management over the actions of employees. Zhao (2025) noted that remote work arrangements in tech companies in the UK help with employee retention, but it was crucial to have proper management strategies in place to ensure employee engagement and productivity. Over monitoring had a negative impact on employee trust and motivation, while under monitoring could cause uncertainty about the level of performance expected. Thus, organisations needed to move away from the traditional performance-based assessment systems, which emphasised physical attendance and working time, toward systems that measured accomplishments.
In general, the difficulties of teleworking impacted productivity by a spectrum of interrelated social, technological and organisational aspects. The advantages of working remotely included flexibility and the decrease in commuting requirements, however, the lack of effective communication, isolation, the technology, and unclear management practices were found to be a constraint. In this regard, UK organisations had to develop a balanced remote working strategy that would allow enhancing digital infrastructures, developing real employee engagement and building trust management to maintain high levels of productivity.
[bookmark: _Toc234849770]4.4 Discussion 
Remote work has become a significant factor for organisations influencing their operation and flexibility and performance management. With rise of hybrid and remote work arrangements, there has been much discussion about the impact of these on productivity of employee. Literature reviewed suggested that flexibility, autonomy and reduced commuting pressures were seen as positive aspects, but that communication and isolation issues and organisational coordination are viewed as negative aspects. These balanced results were confirmed by the studies which showed that the effectiveness of remote working was not determined by the level of productivity but by the nature of the organisation's remote working arrangements, the technology available and organisational support for employees. This was aligned with the findings of Krajčík, Schmidt and Barath (2023) who stated that with remote work becoming more of a flexible work model, traditional work management practices needed to be adapted by organisations.
The results corroborated the existing literature, which has shown that flexible working arrangements at a distance have a positive impact on employee productivity. The analysis revealed that the employees have enjoyed more flexibility in their working times, less commuting time and enhanced self-management of tasks. The results of this finding aligned with Mamatha and Thoti (2023) who concluded that the remote work leading to increased productivity due to decrement in distractions in the workplace and better work-life balance. In the same vein, Maity and Lee (2025) pointed out that remote and hybrid work arrangements may yield productivity gains for organisations with proper digital competencies and management processes. The results also showed that not all workers benefitted from these advantages, however, confirming Mutebi and Hobbs (2022) who suggested that productivity was influenced by job roles and organisational culture and working conditions. So, the ability to work remotely wasn't a cause of better performance but was a productivity enabler.
The results also showed that employee autonomy influenced productivity results, depending on the level of support and coordination given by the organisation. Greater independence in handling jobs may have a beneficial effect on motivation and efficiency due to the employees' choice in working methods. However, the findings also showed that excessive autonomy with no clear expectations can present problems in working together and holding each other accountable for. Reiche (2023) suggested that autonomy and interdependence had to be balanced in today's work arena. The findings, therefore, contradicted the belief that greater autonomy necessarily leads to greater productivity – or greater autonomy requires greater clarity, communication, and management. Another factor that came out of the survey and will have an impact on productivity in a remote working environment is communication and technological capability. The literature review revealed that reducing face-to-face is potentially detrimental to teamwork, knowledge sharing and employee engagement. A lack of organisational connection was one of the top challenges faced by remote workers, as stated by Mutebi and Hobbs (2022). Likewise, Strauss, Harr and Pieper (2024) report digital communication cannot convey non-verbal communication and can lead to miscommunication and coordination issues. The results showed that communication barriers existed affecting collaboration effectiveness, which was confirmed by these findings. It also found that the limitations can be addressed by leveraging digital platforms and communication. Technology was viewed as an important productivity factor whose effectiveness would rely on the skill of the employees and handling of technology.  
These findings also highlighted the complex nature of working remotely and employee health. The literature indicated that the remote working may also bring positive benefits regarding work-life balance, offering further flexibility and alleviating commuting stress. This was echoed by Abdelwahed and Doghan (2023) who stated that when employers with flexible working arrangements were able to ensure adequate support, this could benefit employee wellbeing. The results did, however, validate the concerns expressed by Mishra et al. (2025), who noted that working in the workplace might lead to an overlap in professional and personal life, and thus increase working hours and stress. Thus, flexibility wasn't enough to boost productivity. Organisations had to put in place the necessary workload management procedures and promote boundaries within personal and work life.
The results also confirmed the relevance of organisational culture and management in the effectiveness of remote work. Existing literature told that there is a difference between trust-based cultures and control-based cultures when it comes to supporting remote workers. Previous research showed that trust-based cultures outperform control-based cultures. This corroborates Iddrisu (2025) which showed that trust and communication are important factors that affect employee performance. Furthermore, Kayas (2023) proposed that the effectiveness of traditional supervision techniques using presence decreased in remote work settings. This was supported by the results which indicated that the organisations should adopt the measure of the outcomes of the job and not monitor the employee for presence. So, the need for successful remote working was a shift to trust and accountability with a results-based approach.
The discussion implied that in overall terms, remote working had a conditional effect on productivity in organisations in the UK. The results were in line with what has previously been found in the literature, with flexibility, autonomy and technology and organisational support being identified as factors that could positively impact productivity. Nevertheless, there were several problems such as difficulties with communication, social isolation due to work as well as managerial problems. Comparing those results to the current literature review it was revealed that the productivity of people using remote work depends much more on the way the remote working is designed and governed than its geographical location. Therefore, it was crucial for UK organisations to adopt a balanced strategy of remote work allowing flexibility along with good communication, digital support, well-being practices and trust management to ensure productive work.
[bookmark: _Toc234849771]
4.5 Summary of the chapter
For this study, thematic analysis carried out for understanding influence of remote working on the productivity of employees in UK organisations in this chapter. In the process of this analysis the following benefits such as flexibility, autonomy and technological support increasing productivity as well as the problems with communication, isolation and ambiguous working borders preventing people from being productive were revealed. The results show that the productivity of employees working remotely does not depend only on their arrangements but also on organisational factors and effective management. The main results, limitations and recommendations of sustainable remote working are summarised in the following chapter of this research.
[bookmark: _Toc234870034]Chapter 5: Conclusion and Recommendations
[bookmark: _Toc234870035]5.1 Introduction to the Chapter
This section wraps up the study on how remote working affects productivity of workers in UK companies. It gives an overview of the main findings that emerged from thematic analysis and assesses how well the aim and study objectives have been met. This chapter provides the general insights of study and offers some recommendations for organisations implementing remote and hybrid work arrangements. In addition, the study's shortcomings are summarised, and several recommendations for future research to gaining the understanding of the productivity outcomes of the remote work are included.
[bookmark: _Toc234870036]5.2 Summary of the Findings
The research explored the influence of remote work upon employee productivity within UK businesses and explored three themes in relation to the research objectives. The results evaluated that connection within remote work and productivity was not universally positive but had a conditional relationship. The benefits of remote working included increased autonomy, reduced commuting time, flexibility and concentration but informal communication and team interaction and collaboration were also drawbacks. Thus, productivity gains were related to the suitability of the job, to the capabilities of the employees and to the organisational support.
The study also revealed several factors that affected the productivity of the remote workforce. Motivation and self-management by employees and collaboration or task efficiency through effective technology. Communication quality continued to be crucial in ensuring coordination and minimising misunderstandings, while work-life balance was important to employee wellbeing, but posed risks if the boundaries between work and home were not clear. Also, support from organisations (such as trust-based management and good leadership) had an impact on results of remote productivity. This stated that productivity is influenced by the quality of the remote workplace and not where work is performed.
Finally, the results revealed significant issues relating to remote productivity – social isolation, lack of team cohesion, digital fatigue, communication barriers and challenges to work/life balance. The challenges that primarily arose were related to organisations' lack of technological resources, managerial practices and support systems for staff. As a result, a balance between flexibility and organisation systems is necessary for successful remote working.
[bookmark: _Toc234870037]5.3 Conclusion
This research evaluates influence of remote work upon employee productivity within UK by considering the relationship between remote working approach, its impacts on productivity, factors contributing to it and challenges that can be faced. Thus, the research concludes that the remote work acquires the negative and positive influence upon productivity and does not lead to the same result in all cases.
As it can be seen from the analysis conducted, remote work can boost productivity through providing flexibility and freedom for workers. However, these effects depend on how the process will be implemented, as remote work can cause communication problems, decrease in the level of socialisation, isolation and inability to work effectively in teams. Thus, organisations need to use other managerial approaches that will focus on trusting employees, their results and support, rather than on control.
This research adds to the current literature in that it proves that the productivity of employees cannot be considered only due to remote work options. On the contrary, remote work success rely on the compatibility of needs of employees, organisation culture, digital skills and management approach. Therefore, it becomes clear that remote work should be viewed as organisational approach that requires constant adjustments.
[bookmark: _Toc234870038]5.4 Practical Recommendation
5.4.1 Implement Outcome-Based Performance Management 
Organisations need to move away from focusing on attendance to concentrating on outcome and achievement. This will contribute significantly towards increasing trust, accountability, and efficiency in cases where remote working is required.
5.4.2 Enhance Digital Infrastructure and Training 
Organisations need to provide the necessary digital architecture, cybersecurity, and training on the usage of technology by employees. Digital support facilitates better communication, collaboration and efficient work. 
5.4.3 Improve Communication and Employee Engagement 
Managers need to create formal communication procedures with regular meetings, feedback forums or virtual team building activities. This can help to minimise social isolation and employee connection. 
5.4.4 Ensure Work-Life Balance and Employee Wellbeing 
Clear expectations about the boundaries of working time, availability and digital boundaries should be established for organisations. Promoting the health of employees can help combat burnout and support sustainable productivity when working remotely.
[bookmark: _Toc234870039]5.5 Limitation of the Study
There were numerous drawbacks within this research that need to be taken into account when evaluating the results of this paper. The first limitation in the research was that it used a qualitative secondary research method in which the analysis was based on already existing academic papers, reports and publications, rather than gathering the data of employees themselves. In other words, this means that the current study cannot collect personal experiences and perception of remote workers in organisations from the UK. The second limitation is that while the research focuses on the UK, some of the existing literature uses foreign examples, which can affect the generalisability of the results because of different organisational culture and employee practices. Lastly, remote work is constantly changing according to the advances in technology and changes in the organisational policy, which makes the productivity results changeable.
[bookmark: _Toc234870040]5.6 Suggestion for Future Research
To better understand remote working and its effects on productivity, future research should be more focused on the collection of primary data by interviews, surveys and focus group, and discussions by employees who are remotely working in UK companies. Future research should involve a comparative study across a range of different industries as some industries, such as services and knowledge industries, may be suitable for remote working, whereas other industries may not, and the impact of remote working could be different for these different industries. Other areas of research may involve carrying out studies for investigating investigate the influence of remotely working on the performance and well-being of workers.
[bookmark: _Toc234870041]5.7 Summary of the Chapter
This chapter summarises the study by assessing how remote working affects productivity in UK organisations. The results showed that remote and virtual working entails productivity opportunities and challenges, and impacts are affected by autonomy, technology, communication and organisation support. The following practical suggestions were offered to make remote working more effective using outcome-based management, using digital investment, communication practices and support for employee wellbeing. The chapter also highlighted some drawbacks of relying on secondary data and the dynamic environment of remote work. Finally, recommendations were made for future research to spur continuing studies on long-term productivity effects and industry-specific practices of remote work.
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Figure 2.1: Conceptual Framework

INDEPENDENT VARIABLES DEPENDENT VARIABLE
@ N
1. WORK-LIFE BALANCE
The extent to which employees are
able to effectively manage their work
and personal life.
=
@
2. COMMUNICATION
The effectiveness, clarity, and
frequency of communication
T e EMPLOYEE PRODUCTIVITY
\ The level of efficiency, effectivenecs,
and output achieved by employees
3. TECHNOLOGY SUPPORT in completing their tasks and
e i Sy achieving organisational goals.
technology, tools, and technical
assistance provided to employees.
&
4. EMPLOYEE AUTONOMY
The degree of freedom, decision-making
power, and control employees have ——— Indicates a direct positive influence
o e of independent variables on the
\ dependent variable

Note: The framework illustrates that Work-Life Balance, Communication, Technology Support,
and Employee Autonomy are expected to positively influence Employee Productivity.
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