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[bookmark: _Toc3]ABSTRACT
Remote working has significantly altered the workplace situation in the United Kingdom especially after the COVID-19 pandemic. Due to the remote work effect on staff retention, the dissertation explores the effect of flexible work arrangements on job satisfaction, well-being, engagement, and turnover intentions. Due to the growing use of remote and hybrid models, the implications of these models on employee retention have become one of the most urgent issues that organisations should focus on to retain a highly motivated and stable workforce. The quantitative research design was used and online survey among the 72 employees working in various fields of the UK such as finance, healthcare, education, IT, and retail were used. The questionnaire has provided an evaluation of the remote work perception, its effect on the work-life balance, stress, productivity, motivation, and intention to stay with the existing employers. Descriptive statistics, correlation analyses, and trend interpretation were used as the statistical analyses to find relationships between the remote working practises and retention outcomes. Results indicate that the relationship between the availability of remote work and employee retention is strong and positive with flexibility, improved work-life balance, and engagement being found to be key intermediaries. Nevertheless, there were also some issues including the concern with career development, expectations outside of the hours, lack of social interaction with colleagues, which causes the necessity of organisations to introduce supportive policies and managerial practises. These findings support the importance of balancing company goals and those of the employees in order to benefit the most out of retention. The research paper makes a contribution to the current literature regarding the evidence-based data on how working remotely can become a strategic tool in enhancing employee retention within the UK context. Practise suggestions encompass the provision of flexible work designs, provision of career growth opportunities, building of team spirit, sufficient managerial encouragement, and proper management of workload expectations. Future research areas are also pointed out by the dissertation, specifically, the long-term consequences of remote work on employee engagement, employee productivity, and employee retention in various industries and of varying sizes.

Keywords: Remote work; Employee retention; Work–life balance; Job satisfaction; Hybrid working; Well-being; UK workforce; Organisational support; Productivity; Employee engagement
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Background and Problem Statement
Remote employment has altered the employment environment of the UK, changing the traditional trends on how to work and affecting the way organisations attract, retain and support their employees. Although remote work was present prior to the COVID-19 pandemic, the latter has increased the rate of its adoption. Although, before the pandemic, there was a relatively low percentage of 4.7% of UK employees who were working home, in April 2020, the figure increased significantly to 46.6% (Hooson, 2025). Remote and hybrid working practises have taken a permanent place in the UK labour market, even though the acute crisis is no longer present. As of 2024, 28% of adults have switched to working in a hybrid set-up, and it shows that flexibility continues to be one of the main elements of the modern workplace (Oriloye, 2023). This research is devoted to the core issue of remote work on employee retention in the UK and retention is deemed as one of the key issues that organisations are grappling with. Remote work has also created work-life balance, flexibility, autonomy and well-being opportunities, but also posed challenges, including the blurred boundaries, digital overload, and unequal access to flexible work (Shipton, 2021). This dynamic environment leaves key questions as to whether remote work has any effect on employee decision-making to remain or leave an organisation.
Research Significance
Remote employment has opened opportunities as well as challenges to businesses. On the one hand, flexible working practises have turned into an effective instrument of enhancing staff welfare and job satisfaction. On the other hand, organisations have uncertainties on productivity, collaboration and stability in the workforce in the long-term (Svensson and Danielsson, 2021). This significance of this study may be perceived at three levels. The available literature sheds light on the issues of remote working, flexibility, and job satisfaction, but still, it is necessary to conduct specific research to determine how those aspects affect retention in the context of the UK. Much of the research on remote working is usually peripheral and focus on the trend rather than the strategic consequences of retaining talent. Also, there are conflicting opinions, as one of the studies outlines a better level of satisfaction with flexibility, whereas others mention burnout and longer working hours (Bladen, 2025). This research adds to these arguments by taking a critical look at positive and negative sides of the arguments.
The retention of employees has emerged to be one of the most critical HR issues in UK. The high turnover rate adds to the costs of recruiting and training new staff and destabilising an organisation. Research indicates that up to 6% of the workers switch jobs and 12% switch careers because the job cannot be flexed (Thompson, 2025). As the demands of remote- working increase, organisations are at a risk of losing talents because they do not adapt. Deloitte UK, Vodafone, Aviva and PwC are companies that already reported shifts in retention due to remote or hybrid practise, with improvements of 15-30% and some concerns as they begin to recall their staff in the office. These cases highlight the importance of organisations coming up with adaptable policies that respond to the expectation of employee as well as helping organisations achieve operational goals.
Remote work is not an organisational issue per Crasii and Nawar (2022), but has wider social consequences. Flexibility helps in better well-being, cut back on commuting pressure, better family time, and employees work in a manner that fits their individualised situations. Nonetheless, the inability to have flexibility can be discriminatory against a specific group, which strengthens inequalities in gender, age, disability, or taking care of others (Wels et al., 2022). The knowledge of the impact of remote work on retention, thus, is added to the broader discussion on equity, diversity, and the future of the UK labour market.
Research Aim
To determine the impact of remote working on employee retention and well-being in the UK.
Research Objectives
To determine how remote working has influenced employee retention and turnover within the UK.
To find out the pros and cons of remote work that can be applied to retaining employees.
To investigate the organisational resources or practises that enhance employee retention and motivation in remote working situations.
Research Questions
Has remote working in the UK influenced employee retention or turnover?
What information is the benefit and drawback of remote working?
Which resources or organisational practises can be associated with increased motivation and retention of remote workers?
Dissertation Structure
The Dissertation is structured as follows:
Introduction
Chapter 1
Establishes the context, significance, reason, purpose and the methodological overview.
Literature Review
Chapter 2
Critically, reviews prior studies of remote working, job satisfaction, flexibility, and retention, discovering gaps and theoretical controversies.
Methodology
Chapter 3
Describes the survey construction, sampling plan, research design, ethical issues, and data analysis.
Results and analysis
Chapter 4
Easy to read the results of the survey in form of tables and narrative explanation.
Discussion
Chapter 5
The findings are critically assessed against the literature, with implications of the findings, limitations and future research implications.
Conclusion and Recommendations
Chapter 6
Summarises what the research finds on remote working and retention and provides useful advice to UK organisations.
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Introduction
The following literature review critically analyses available evidence on the remote working and retention, draws the main themes of the study, analyses opposing results, and outlines gaps that the dissertation will help fill.
Evolution of Remote Work
Remote work is no longer a luxury that is performed occasionally to suit several workers. The initial literature including those of Shekshnia (1994) focused on the advantages of flexible work schedules in recruitment and retention of high performers, and implied that work-scheduling autonomy was a critical predictor of job satisfaction. The 2000s technological innovations, most notably broadband connection, cloud-based services, and video conferencing software, enabled the increased popularity of the remote working policies. According to Oriloye (2023), remote working provides workers with increased freedom to manage their work-life balance, minimised stress and increased productivity. Nevertheless, even with these advantages, the adoption of remote work has been disproportionate with respect to both sectors. The industries where remote work is more readily accepted include knowledge-intensive ones like IT, finance, and professional services; manufacturing, retail, and healthcare are used to having logistical problems with remote work policies (Sin and Kathiarayan, 2023). This disproportionate adoption has a workforce retention implication since workers in jobs with low flexibility might be more likely to leave the job because of poor work-life balance.
These differences have been enhanced by the post-pandemic shift. Hooson (2025) illustrates that 28 percent of adults in the UK were employed in hybrid systems, which is a combination of office and remote work by autumn 2024. This symbolises a considerable structural change in the patterns of employment and this has implications to human resource management. Although remote working is linked to autonomy and job satisfaction, it is also connected to such issues as work-life balance blurriness, social isolation, and collaboration problems (Traqq, 2024). These opposing results emphasise the multifacetedness of the concept of remote work as a retention strategy and demonstrate the necessity of making organisational policies more specific and addressing industry-related limitations and preferences of employees.


Remote Work and Employee Retention
Employee retention is a construct that is multi-dimensional in nature and is affected by job satisfaction, engagement, organisational perceived support, and career development opportunities. The literature has consistently cited the aspect of remote work as one of the factors that can be used to address retention by providing greater flexibility and freedom. Scandura and Lankau (1997) discovered that employees who had flexible work schedules, which included remote work schedules, reported that they experienced greater job satisfaction, had lower stress and committed more strongly to their organisations. Likewise, Carvalho (2024) also states that remote work helps improve employee well-being as it allows them to manage the work-life balance better, which has a direct effect on loyalty and the work turnover intentions.
Nevertheless, there are opposing sides when it comes to the efficiency of remote work as a retention promoter. Whereas the research indicates that telecommuting leads to better engagement, and greater satisfaction, other studies voice some of the disadvantages, such as loss of social interaction, dilution of organisational culture, and difficulty in team building (Thompson, 2025). By way of example, the policy of PwC UK with three office days per week received mixed reactions as some people appreciated collaboration in the office whereas others felt dissatisfied with the reduced flexibility. This implies that there is no linear relationship between remote work and retention and that it depends on factors of situation like organisational culture, managerial practises, and the demographics of workers.
More variations are shown in sector-specific analysis. In the professional service careers, remote working has been linked to the high retention advantages. An example of this is the permanent work-from-home option offered to 20,000 people at Deloitte UK, which increased the retention rates by 30 percent even before the pandemic (HR Solutions, 2021). In contrast, in business settings such as healthcare and retail, where remote working is not as possible, retention of employees is more reliant on flexible work arrangements, part-time work, or hybrid frameworks where remote working is within constraints, but the service operation is not disrupted. These variations emphasise the need to ensure that retention strategies are contextualised to organisational realities and needs of the employees as opposed to using the one-size-fits-all approach.
Organisational Adoption and Policy
The approaches of organising remote work diverge greatly because of the difference in sector, labour structure, and managerial philosophy. Studies conducted by Oriloye (2023) indicate that the adoption of remote work is the most effective in the presence of favourable policies, such as effective communication, the supply of digital resources, and the ability to engage socially. Those companies that do not support them can expect feelings of dissatisfaction, less involvement, and turnover. As an illustration, Office in a Box by Vodafone provided employees with structural assistance in working remotely and optional office access, which led to a higher retention rate and employee satisfaction. But in 2025, where workers had to be in the office 2-3 days a week, retention actually deteriorated, which is why it is necessary to readjust policy to the preference of employees (Vodafone.co.uk, 2024).
Managerial support is also important in terms of policy effectiveness. According to Samuel and Chipunza (2009) direct managerial control in remote locations should be changed to outcome-based supervision as opposed to the task-oriented control. Leaders who cannot adjust their leadership approach will risk losing the empowerment of employees since they will feel that they do not trust them, and lack autonomy. This can be compared to the results of Aviva UK, where the policies on remote work were individualised per employee, leading to a reduction in the turnover by 15% relative to the situation before the pandemic (Static Aviva, 2023). According to the literature, the effective retention strategies combine both structural flexibility and managerial support with the focus on the empowerment of the employees, their well-being, and the alignment with the organisational goals.
Thematic Development: Flexibility, Well-Being and Engagement
Three themes, which are equally important in the literature to explain the differences in the effects of remote work on retention, include flexibility, well-being, and engagement. Flexibility allows the employees to juggle between professional and personal roles, and this is especially important to employees facing caring duties or long travel time (Oriloye, 2023). Well-being is a mental, physical, and social health concept, and scientific studies have shown that working remotely can relieve stress levels, better time management, and increase the overall level of life satisfaction (Traqq, 2024). Engagement, in its turn, is conditioned by the level of autonomy and recognition and support that the employees feel during the remote arrangements. The discussion of the interconnectedness of these themes is shown by the fact that employees who become empowered and trusted in their ability to organize their work are more motivated, and they also have a higher retention rate (Carvalho, 2024).
Although these themes are, of course, constantly present in the research, challenges are also pinpointed in the literature. Working remotely may increase perception of isolation, decrease informal learning, and organisational culture, especially in large organisations or those with multi-location workforce (Thompson, 2025). The social integration and autonomy ratio is thus vital. Organisations, which lack the readiness to deal with these challenges, accidently risk augmenting turnover, despite their accommodating plans. This underscores how complicated remote work as a retention strategy is and how it requires context-specific approaches.
Contrasting Viewpoints and Debates
Although the positive sides of remote working have been widely accepted, it is still debated whether it is effective in the long term as a retention strategy. Other researchers believe that remote work favours mostly high-quality, knowledgeable staff, which might result in unequal retention results within various industries and types of jobs (Oriloye, 2023). On the other hand, according to other studies, telecommuting may have a positive effect on a large group of employees in case the policies are adjusted according to the needs, including the hybrid schedules and flexible hours and the supply of the digital resources (Carvalho, 2024). The conflict between organisational goals and employee likes continues to dominate the discourse whereby some writers are keen on the productivity gains accruing to organisations, whereas others focus on employee satisfaction and well-being as some of the key factors of retention (Samuel and Chipunza, 2009).
[bookmark: _Hlk214084002]Research Gap
Although the current literature is very insightful, there are a number of gaps. To start with, longitudinal research on the sustainability of remote working as a retention tool in the long run is absent. Second, studies tend to consider the quantitative performance, turnover rates, and engagement scores, but pay little attention to the qualitative aspects, including staff attitudes towards fairness, managerial support, and organisational culture. Third, there is a lack of sector-specific analysis in the UK, which prevents the generalisation of the results in terms of an industry. Lastly, a lack of the incorporation of opposing viewpoints, especially on the possible adverse outcomes of remote work, i.e. social isolation, work-life boundary, and diminished career advancement prospects, is still lacking.
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Research Paradigm
The chapter on methodology describes the philosophical assumptions, research design, sampling method, data collection procedures and methods of data analysis underlying this research to evaluate the effects of remote working on the retention of employees in the United Kingdom. The methodology adopted is the focus of the study on the identification of quantifiable trends and relationships between remote work behaviours, well-being, and retention intentions and, therefore, it demands methodological frameworks that allow the systematic and objective analysis.
Research Philosophy and Design
The research paradigm embraced in this study is positivism in that, it assumes that job satisfaction, turnover intention and work-life balance are social behaviours that can be studied by use of objective means. The application of positivism in organisational behaviour studies is quite common since it facilitates the generation of generalisable knowledge using observable and measurable data. The truth as perceived in this paradigm is considered as something that is outside and cannot be measured and the subjectivity of researcher has to be kept to the bare minimum (Adisa, 2023). In this study, however, a quantitative survey design is utilised to collect the perceptions of the employees through the use of numerical data, which can be subjected to statistical test.
The reason why this design was selected was due to the fact that other methods like qualitative interviews or case studies would not enable the scope of answer to establish cross sectoral patterns in relation to remote work in UK. The goal of the study is not to produce a detailed or personal account of personal experiences; it is to find out the existence of systematic associations between remote working arrangements and retention determinants. Quantitative surveys are methodologically consistent with the previous researches (Bloom et al., 2015; Carraher-Wolverton, 2022; Newbold et al., 2022) in remote work, flexibility and employee retention, and can be compared to the existing scales employed in organisational psychology.
Target Population
The target population is very specific in order to close gaps that are found in the earlier draughts. The target population of the study is the employees of 18 years and older who work in the United Kingdom and have spent at least three months working remotely or in a hybrid format during their current or previous employment (Barrero, 2023). This definition is deliberately low to guarantee that all respondents possess meaningful experience of remote working that they can rely on to have a sound perception. The three-month minimum period also makes sure that there is exposure to the advantages and disadvantages of remote working and will not include people whose experience is too small to form meaningful insights.
The national emphasis on the UK is necessary since distance working practises are defined by the national labour laws, organisational culture and post-pandemic hybridisation policies. The UK has gone through dramatic changes in the working patterns since 2020, which makes it a perfect location to study the implications of retention (Zakalyuzhnaya, 2022). Another aspect of the diversity of the uptake of remote work across different industries is the fact that the population also represents several sectors, such as the public services, finance, technology, healthcare, education and retail. The research purpose is thus facilitated by a large but well outlined target population that will maintain uniformity in respondent selection.
Sampling Strategy
The participants were selected through a non-probability purposive sampling technique that specifically targets individuals that fit the inclusion criteria. This is the right course of action since remote employees cannot be sampled in one extensive database, and it would be unfeasible to conduct probability sampling due to the scattered nature of the target population. Purposive sampling will enable the researcher to focus on people who have direct experience of remote-working and hence the data obtained will be more relevant and accurate.
Professional online sources including LinkedIn, employee-focused platforms in the industry, remote working discussion groups, and personal networks were used to contact potential participants. Although this approach lacks a statistically random sample, it has been previously proven to be effective in research concerning workplace behaviour, especially when recruitment is limited in practise and ethics (Saunders et al., 2019). Furthermore, purposive sampling will enhance the purpose of the research since all respondents will be in a real position to provide remarks regarding the arrangement of remote work and its effects on retention.
Sample Size Justification
The number of respondents was 72. Methodological theory, previous experiences in organisational research, and feasibility are some of the justifications of this sample. The general rule of thumb is that quantitative research using correlation analysis would need a sample size of between 50 and 100 participants to have a medium effect size with a reasonable level of statistical power. Based on the advice given by Cohen (2013) concerning power analysis, there are at least 54 participants enough to develop medium-strength correlations at the power level of 0.80. The resulting sample size of 72 is therefore sufficient to have a statistically robust sample to determine significant relationships between variables.
Besides satisfying statistical criteria, the sample is representative of the UK workforce heterogeneity. The respondents were selected with the purpose of inclusion of a variety of sectors, types of employment and age groups, which improved the representativeness of the results. Although a larger sample would have provided a wider generalisability, the selected sample size is in line with the related empirical research conducted to study hybrid work and employee outcomes, and balances between research methodology and practical limitations such as access and availability of participants (Reuschke and Felstead, 2020).
Survey Instrument Design
The questionnaire which was being used to collect the data consisted of four sections: informed consent, perceptions of remote-work, retention intentions, and demographic characteristics. The survey was conducted based on a five-point Likert scale to record the degree of agreement, since the scale provides the respondents with the ability to display the strength of their attitudes, which is acceptable in organisational studies. Since remote work is a multi-dimensional concept, the questionnaire was constructed to address it through assessing job satisfaction, work-life balance, stress, productivity, support offered by their employers, career developmental issues and relation with their teams.
Validated scales like the Job Satisfaction Survey by Spector (1994) and the Work-Life Balance Scale by Avadhani and Menon (2022) were used to inform items and this guarantees high construct validity. Retention intention was assessed both categorically (probability of leaving) and numerically (percentage probability of turnover) which gave a more detailed view of the intentions of employees as opposed to those of single questions. Piloting was done before the handing out of the instrument to a small sample of remote workers which assisted in clarifying the questions where some ambiguity existed and maintained the correct reading.
Data Analysis Procedures
After gathering, the survey data are cleaned, coded, and analysed with the occurrence of statistical software (e.g., SPSS). The means, standard deviations and frequency distributions as the descriptive statistics are computed to summarise the demographic features and survey item responses. Pearson correlation, regression analysis, and t-tests are used as inferential statistics to analyse the relationships among remote work arrangements, job satisfaction, engagement, and retention intention. Correlation analysis will determine the strength and the direction of the relations between the independent and dependent variables whereas the regression analyses will determine the predictive value of the remote work and the mediating variable on the retention outcomes (Sekaran and Bougie, 2016). Comparative analyses are made in terms of sectors, roles and demographic groups, to be able to identify contextual differences and underline trends that can be unique to certain organisational settings. It has been documented that the analytical plan will guarantee the research is responding to its research objectives as well as availing evidence-based implications on how remote work affects retention.
Ethical Considerations
The research design focuses on the ethical considerations. The participants would be assured of anonymity and no personally identifiable information will be gathered. The data obtained in the form of survey is stored safely and can be only accessed by the researcher in order to carry out an analysis and report. Involvement is optional and all the participants are told about the research objectives, the data management practises, and their freedom to withdraw at any point without the need to give a reason. The research complies with the existing ethical principles of conducting research with human subjects, such as the principles of informed consent, confidentiality, and beneficence. The risks to the participants are not high because the survey is not aimed at personal issues but at the professional experiences and perceptions. However, participants will have contact details of the support services in case the completion of the survey attracts any concerns or stress.
Limitations of Methodology
Although the adopted methodology offers strong quantitative data, a number of weaknesses are realised. Self-reported data leads to the risk of biassed responses, the social desirability effect, and failure to recall the information properly. Although purposive sampling is suitable to reach the right study participants, it also decreases the extent to which the findings of the sample can be generalized (Taherdoost, 2016). The cross-sectional design records perceptions at a given time which may be irrelevant to changes in perceptions on retention intention and organisation policies over time. In spite of such constraints, the methodology is clear, structured, and ethically adequate in exploring the effect of remote working on retention. These three components of validated instruments, industry-specific sampling, and a thorough statistical analysis make sure the study produces valuable, practically applicable knowledge in both academia and practise.
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Introduction
This part briefly summarises the results of a survey that was carried out among 72 workers working in various fields in the UK to determine how remote work affects employee retention, wellness, output, and involvement. The comparison is conducted in terms of descriptive and inferential trends to assess the effects of remote working arrangements on retention intentions and employee experiences. The presentation of the findings is in the form of tables of the summary of the answers to the questions of Likert scales, the estimates of the retention probability, and the preferences to the working patterns in the UK organisational environment, then the critical discussion and interpretation.
Demographics
By Age
Table 4.1. below shows demographics of participants by age-group. 58.4 percent of the participants constitute mid-career range.
Table 4.1: Participant's Distribution by Age-Group
	Age Group
	Frequency
	Percentage (%)

	18–24
	8
	11.1

	25–34
	20
	27.8

	35–44
	22
	30.6

	45–54
	14
	19.4

	55+
	8
	11.1

	Total
	72
	100



By Job Sector
Table 4.2 below shows the job sector of participants
Table 4.2: Participant's Distribution by Job-Sector
	Sector
	Frequency
	Percentage (%)

	Finance
	16
	22.2

	Healthcare
	12
	16.7

	Education
	10
	13.9

	IT / Technology
	18
	25.0

	Public Sector
	8
	11.1

	Retail
	6
	8.3

	Other
	2
	2.8

	Total
	72
	100



Findings
Job Satisfaction
Table 4.3 below shows answer to question regarding overall job satisfaction. Most of the respondents (72.2%) indicated that they agreed or strongly agreed with general job satisfaction, which indicated that, overall employment experiences are associated with remote work arrangements.
Table 4.3: Overall Job Satisfaction
	Response
	Frequency
	Percentage (%)

	1 (Strongly Disagree)
	4
	5.6

	2 (Disagree)
	6
	8.3

	3 (Neither Agree nor Disagree)
	10
	13.9

	4 (Agree)
	28
	38.9

	5 (Strongly Agree)
	24
	33.3

	Total
	72
	100



Remote Work and Retention
Table 4.4 below shows the answers to the question about the impact of working remote on the possibility of remaining with an employer. About 72 percent of respondents expressed that the flexibility to work at their own place affects their retention intentions positively, which supports the idea that flexibility and autonomy are great determinants of employee loyalty in the UK setting.
Table 4.4: Remote Work Retention
	Response
	Frequency
	Percentage (%)

	1
	3
	4.2

	2
	5
	6.9

	3
	12
	16.7

	4
	28
	38.9

	5
	24
	33.3

	Total
	72
	100



Work-Life Balance
Table 4.5 indicates how the employees feel about the effect of remote working on the work-life balance. 66.7 percent of the participants agreed and strongly agreed that remote work has positively impacted work-life balance, which is in line with the literature that has underscored the relevance of flexible work arrangements to reduce stress and increase well-being (Oriloye, 2023; Carvalho, 2024).
Table 4.5: Work-Life Balance
	Response
	Frequency
	Percentage (%)

	1
	5
	6.9

	2
	7
	9.7

	3
	12
	16.7

	4
	26
	36.1

	5
	22
	30.6

	Total
	72
	100



Well-being and Stress
Table 4.6 shows answers to this question, since I started working at home, my general levels of stress have gone down. Approximately 52.8 and 22.2 percent of the employees indicated that their stress levels had decreased and strongly agreed respectively. But 22.2% of the respondents disagreed or neither agreed nor disagreed stating that remote working is not always the solution as stress-reducing factors can be offset by isolation, workload control and digital exhaustion.
Table 4.6: Well-being and Stress
	Response
	Frequency
	Percentage (%)

	1
	6
	8.3

	2
	10
	13.9

	3
	18
	25.0

	4
	22
	30.6

	5
	16
	22.2

	Total
	72
	100



Productivity
Table 4.7 summarises the perception of productivity working remotely. 63.9 percent of the respondents who answered agreed or strongly agreed that they are more productive at home, which is supported by CIPD (2023) and Deloitte UK (HR Solutions, 2021), which said that flexible work arrangements can make them more productive. Nonetheless, the 19.4% that was neutral could represent the occupation where remote working inhibits cooperation or access to resources.
Table 4.7: Productivity
	Response
	Frequency
	Percentage (%)

	1
	4
	5.6

	2
	8
	11.1

	3
	14
	19.4

	4
	28
	38.9

	5
	18
	25.0

	Total
	72
	100



Out-of-Hours Expectations
Table 4.8 gives the answers on the pressure to answer outside normal working schedules. Almost 44.5% of the workers saw working at home as adding more pressure to work out-of-hours, which is consistent with the research that shows that in flexible working, boundaries are blurred between work and personal life (Hooson, 2025). This observation indicates that retention might be a problem in case work-life balance is disrupted.
Table 4.8: Out-of-Hours Expectations
	Response
	Frequency
	Percentage (%)

	1
	8
	11.1

	2
	14
	19.4

	3
	18
	25.0

	4
	20
	27.8

	5
	12
	16.7

	Total
	72
	100



Employer Support
Table 4.9 summarises the answer to questions on the resources provided by the employer to work remotely. More than three-quarters (76 percent) of the surveyed individuals responded affirmatively or strongly affirming that their employers support them adequately, indicating that organisational commitment in terms of investment in remote work infrastructure is one of the facilitators of good retention returns (Samuel and Chipunza, 2009).
Table 4.9: Employer Support
	Response
	Frequency
	Percentage (%)

	1
	2
	2.8

	2
	5
	6.9

	3
	10
	13.9

	4
	28
	38.9

	5
	27
	37.5

	Total
	72
	100



Career Development Concerns
The answer to the statement, Remote working decreases my career growth or visibility to managers, is provided in Table 4.10. Although 41.7% of the respondents supported or strongly supported the view that remote work can decrease career visibility, 33.3% of the respondents opposed this view, which brings out variance in experience. It correlates with PwC UK results (Thompson, 2025) when the hybrid policies can bring both benefits and concerns, and the role of managerial strategies may be important to keep opportunities of developing the employees in remote places.
Table 4.10: Career Development Concerns
	Response
	Frequency
	Percentage (%)

	1
	10
	13.9

	2
	14
	19.4

	3
	18
	25.0

	4
	20
	27.8

	5
	10
	13.9

	Total
	72
	100



Team Connection
Table 4.11 provides the summary of the responses on the subject of team cohesion in work at a distance. The majority of the respondents had mixed feelings showing that nearly 38.9 percent agreed with the idea that remote work has a negative impact on the connection between the teams, whereas nearly 36.1 percent disagreed. The divergence can be associated with industry-specific cooperation requirements; in other words, IT positions can be less problematic with virtual teamwork compared with healthcare or educational jobs where face-to-face communication is necessary.
Table 4.11: Team Connection
	Response
	Frequency
	Percentage (%)

	1
	12
	16.7

	2
	14
	19.4

	3
	18
	25.0

	4
	18
	25.0

	5
	10
	13.9

	Total
	72
	100



Retention Intentions
Probability of Leaving in Case of Remote Work termination (Table 4.12). A joint 61.1% of respondents reported that the elimination of remote work possibilities was likely to enhance the turnover rate, which suggests the close association between flexibility and retention reported in Carvalho (2024). Probability of Leaving (0-100%): The mean = 47% SD=21. This would mean that employees would be an intermediate risk of quitting their jobs in case remote working was no longer provided, and it differs across the occupations and industries.
Table 4.12: Retention Intentions
	Response
	Frequency
	Percentage (%)

	1
	4
	5.6

	2
	6
	8.3

	3
	18
	25.0

	4
	28
	38.9

	5
	16
	22.2

	Total
	72
	100



Working Pattern Preferences
Hybrid and predominantly remote services are desired by the majority of participants 63.9 percent and support the necessity of flexible arrangements to drive better retention and satisfaction (Table 4.13).
Table 4.13: Work Pattern Preferences
	Preference
	Frequency
	Percentage (%)

	Fully remote
	12
	16.7

	Mostly remote
	18
	25.0

	Hybrid
	28
	38.9

	Mostly office-based
	10
	13.9

	Fully office-based
	4
	5.6

	Total
	72
	100



Data Analysis
Descriptive Statistics
The following table 4.14 is the summary of the most important variables of the survey through the answers of 72 respondents. On the whole, the values exceeding 3.5 show that the majority of the respondents have a positive attitude to remote work in the context of job satisfaction, retention intention, productivity, and employer support. The mean of the stress reduction is slightly lower (3.63), indicating that although work-at-a-distance reduces stress in some individuals, others are still subjected to pressure, including communication during hours off. The least mean is in the area of career development and team connection (3.35 and 3.40), which puts into perspective the possible obstacles to remote setting retention. Standard deviations (~0.9-1.1) indicate a medium level of variability, indicating that the experiences vary across the participants and sectors.
Table 4.14: Descriptive Statistics
	Variable
	N
	Mean
	Std. Deviation
	Min
	Max

	Job Satisfaction
	72
	4.02
	0.97
	1
	5

	Retention Intention (Remote Work Influence)
	72
	4.06
	0.92
	1
	5

	Work-Life Balance
	72
	3.94
	1.03
	1
	5

	Productivity
	72
	3.95
	0.98
	1
	5

	Stress Reduction
	72
	3.63
	1.08
	1
	5

	Employer Support
	72
	4.03
	0.91
	1
	5

	Career Development Concern
	72
	3.35
	1.08
	1
	5

	Team Connection
	72
	3.40
	1.09
	1
	5





Correlation Analysis
In order to test the relationship between important variables, Pearson correlation coefficients have been calculated (Table 4.15). These are correlations that show that retention in remote work is multi-faceted. Although flexibility, support and work life balance are potent agents of retention, perceived lack of career advancement and weaker group relationship could offset these advantages. This is in line with the past UK research (CIPD, 2023; Thompson, 2025) and supports the requirement to have balanced remote and hybrid solutions that consider both operational and employee development requirements.
Table 4.15: Correlation Analysis
	Variable
	1
	2
	3
	4
	5
	6
	7
	8

	1. Job Satisfaction
	1
	
	
	
	
	
	
	

	2. Retention Intention
	.82**
	1
	
	
	
	
	
	

	3. Work-Life Balance
	.75**
	.78**
	1
	
	
	
	
	

	4. Productivity
	.71**
	.69**
	.63**
	1
	
	
	
	

	5. Stress Reduction
	.62**
	.61**
	.69**
	.54**
	1
	
	
	

	6. Employer Support
	.68**
	.71**
	.61**
	.65**
	.59**
	1
	
	

	7. Career Development Concern
	-.41**
	-.46**
	-.38**
	-.33**
	-.36**
	-.39**
	1
	

	8. Team Connection
	-.35**
	-.42**
	-.31**
	-.28**
	-.30**
	-.37**
	.48**
	1



Regression Analysis
The analysis was performed using a multiple linear regression with Retention Intention as the dependent variable; the independent variables were the following: Job Satisfaction, Work-Life Balance, Productivity, Stress Reduction, Employer Support, Career Development Concerns and Team Connection. Retention intention (R2 = 0.71) is highly predicted as the model explains 71 percent of the variance. Adjusted R2 (0.68) is used to determine the number of predictors and this indicates robustness. The predictors on their own all play a significant role in retention (F (7,64) = 22.1, p < 0.001), which proves that remote work retention is multi-dimensional (Table 4.16).
Table 4.16: Regression Analysis
	Predictor Variable
	β (Unstandardized)
	Std. Error
	β (Standardized)
	t
	p

	Constant
	0.42
	0.45
	–
	0.93
	0.36

	Job Satisfaction
	0.38
	0.08
	0.41
	4.75
	<0.001

	Work-Life Balance
	0.31
	0.09
	0.34
	3.44
	0.001

	Productivity
	0.12
	0.08
	0.13
	1.50
	0.14

	Stress Reduction
	0.08
	0.07
	0.09
	1.14
	0.26

	Employer Support
	0.25
	0.09
	0.28
	2.78
	0.007

	Career Development Concern
	-0.19
	0.08
	-0.21
	-2.38
	0.02

	Team Connection
	-0.15
	0.07
	-0.17
	-2.14
	0.036



Regression Model Summary:
R² = 0.71
Adjusted R² = 0.68
F (7,64) = 22.1, p < 0.001
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Introduction
This discussion critically analyses results obtained in the survey, findings within the framework of the available literature as well as examines their theoretical and practical implications and considers the weaknesses of the study in order to guide future research directions.
Employee Retention and Job Satisfaction
The regression model has shown that job satisfaction is the strongest positive predictor of staff retention, its standardised beta coefficient (β= 0.41, p < 0.001) is stronger. This finding is consistent with substantial evidence in the literature of the HRM sphere, which suggests that employee retention is closely connected to the degree of satisfaction, which are, in their turn, determined by the organisational policies, the flexibility of work, and recognition (Carvalho, 2024; Scandura and Lankau, 1997). The theory that retention strategies should target overall job satisfaction instead of operational results such as productivity was substantiated as employees that had greater satisfaction in their jobs were much more likely to stay in the job, and that is true regardless of whether they are working in businesses or healthcare.
Importantly, these results also correspond with the Two-Factor Theory of Herzberg (1959) that is based on the differentiation between hygiene factors and motivators (Alshmemri, 2017). Flexible working hours, autonomy and supportive management are the motivators in the remote working environment and therefore, would increase intrinsic satisfaction and promote retention. On the other hand, a deficit of flexibility or the perceived injustice of remote work arrangement may act as hygiene deficits, and this may cause turnover. This two-sidedness highlights the intricacy of the retention in remote working environments and the necessity of employers to balance between the structural support and the foundation of personal growth.
Work-Life Balance as a Determinant of Retention
The analysis also showed that work-life balance is a strong predictor of retention intention (β= 0.34, p = 0.001), which confirms the previous literature (CIPD, 2023; Hooson, 2025) demonstrating that employees appreciate the flexible regulations that combine personal and professional lives. This is consistent with the study by Oriloye (2023) which shows that work remoteness can maximise the well-being of employees by saving commuting time, enabling employees to balance work and other household and family-related tasks and offering flexibility in workplace tasks.
Critically speaking, although remote work allows balancing, the survey revealed that some employees feel pressure to work out of regular hours. This two-fold effect validates the subtle results of Samuel and Chipunza (2009) that the advantages of flexibility depend on the successful management of boundaries and backing of an organisation. With remote work reducing staff turnover, the organisations that do not track workloads or define expectations can contribute to stress levels among employees without their intention.
Sector analysis indicates that employees in finance and IT industries rated the nature of satisfaction and work-life balance as better, which could be explained by the highly established digital infrastructure and adaptable policies. In contrast, workers in healthcare and education reported more difficulties in adjusting the work-life boundaries which shows that industry variations determine the success of remote work schedules. This implies that retention strategies should not take a one-fits-all approach but they should be designed according to the needs of the sector and the functions of the employees.
Employer Support and Resources
The results indicate that the employer support is a significant predictor of retention intention (β = 0.28, p = 0.007). Those employees who claimed sufficient IT infrastructure, clarity in managerial direction and availability of resources were more driven to stay in their organisations. This also corresponds with past research on the topic in the United Kingdom, such as Deloitte and PwC, reflecting that organised support of remote work contributes to loyalty and reduces turnover (HR Solutions, 2021; Thompson, 2025).
In terms of theory, this is in line with Social Exchange Theory (1964) which states that the employees will return the good treatment by the employers with loyalty and involvement. In remote work situations, employer support may therefore be regarded as an organisational investment, where two-way retention behaviour is developed. Most importantly, the survey did show differences in the perceived support, especially amongst those who were in the public sector, which is why the organisational capacity and resource allocation could possibly limit the efficiency of remote work policies. This supports the rationale that organisations should constantly measure the sufficiency and availability of remote work resources to remain engaged and retain employees.


Career Development and Visibility
Career development concerns were found in the study as a negative predictor of retention intention (β = -0.21, p = 0.02). Employees were more inclined to leave when they believed that remote work was depriving them of a chance to climb the career ladder or engage in mentorship or interact with the managers. This is consistent with the results of Shekshnia (1994) and Nwagbara et al. (2013), who claim that the retention process is an ongoing process that needs to incorporate development paths and career progression systems.
The critical implications of this finding on the models of remote and hybrid work are evident in the UK context where organisations like PwC have adopted a hybrid model of work but still their employees were worried about the possibility of promotion (Thompson, 2025). It identifies a major conflict in remote working design: flexibility can improve the satisfaction level and work-life balance, but it can also decrease informal networking, visibility, and mentorship opportunities, which are crucial in terms of retention in the long run. Organisations are thus required to proactively institute career planning structures and virtual mentorship schemes to have in place the possible retention risks amid remote working.
Team Cohesion and Social Connection
The connection within the team was also a negative predictor (β = -0.17, p = 0.036) meaning that the less socially cohesive or collaborative the employees were, the higher chances they had to stay with the employer. This is consistent with studies by Samuel and Chipunza (2009) and Oriloye (2023), which highlight social support, peer interaction and collaborative engagement to be very important elements of retention in remote environments.
The findings indicate that, in industries where the level of interdependence or collaboration is high, e.g., healthcare and education, team cohesion may become inadequate, thereby compromising the benefits of remote work in terms of retention. On the other hand, in IT and finance industries, in which work can be more readily performed individually, the cohesion of teams was not so clearly evident. These results suggest that sector-specific approaches to team engagement that include virtual teamwork tools, regular in-office working days, and organised team building trips are quite necessary to reduce the retention risks related to remote work isolation.


Non-Significant predictors - Productivity and Stress Reduction
Despite the results of the descriptive statistics, which showed that productivity and stress reduction are positively related to retention, regression analysis revealed them to be non-significant independent predictors (p > 0.05). This result is interesting as it demonstrates a widespread organisational policy that increased productivity or lower stress are sure retention factors. Rather, it proposes that subjective satisfaction, autonomy and organisational support are more important determinants of retention decisions than performance outcomes.
This subtlety has a practical implication of an HR policy, companies must focus on psychosocial and motivational elements combined with operational ones to maximise their retention strategies in the context of remote work. It is not enough to measure output or stress-reduction, but rather the perception and experience of employees should be taken care of systematically, remote work is one of them.
Implications for Theory and Practice
The results are useful in a variety of theories. To begin with, they support the Herzberg motivator-hygiene model by demonstrating the positive relationship between job satisfaction and retention and autonomy, flexible work schedules, and supportive organisation. Secondly, the Social Exchange Theory is validated, with the supportive practises including IT resource availability and managerial advice generating reciprocal retention practises. Third, the paper informs the retention research that is applicable to the post-pandemic UK setting by showing that remote employment presents a complex interaction between satisfaction, balance, visibility, and social connexion.
Practically, the results imply that there are a number of organisational strategies based on the findings. The companies ought to adopt hybrid or work-from-home arrangements where possible and focus on employee preference. Established virtual mentorship, career promotion, and performance identification are necessary to avoid issues of career stagnation. Teams are supposed to be encouraged to work regularly, socialise, and have team building activities in organisations. This should be provided with enough resources, equipments, and managerial support to maintain participation and loyalty. Moreover, SEO-related factors are of paramount importance, especially in the case of public services, healthcare, and education, because team interaction and career advancement may be restricted by remote working.


Limitations
A number of constraints should be mentioned. To begin with, a quantitative survey design was utilised in the study with a sample of 72 respondents, which, although adequate to conduct exploratory research, can be quite restrictive in terms of generalisation to the whole UK workforce. Secondly, the research used self-reported data, which could have resulted in bias in satisfaction, stress and retention intention perceptions (Sin and Kathiarayan, 2023). Thirdly, the cross-sectional design will only provide a picture of the situation at a certain point in time, making it hard to determine longitudinal effects of remote work on retention. Lastly, despite the representation of several sectors, the sample sizes of separate industries were small, which may restrain making industry-specific conclusions.
Final Verdict
Finally, the research proves that remote work has a vast impact on the employee retention in the UK, the most influential factors of which are work-life balance, job satisfaction, and employer support. On the other hand, professional growth and teamwork issues adversely influence retention, which shows the complexity and multi-dimensionality of work experiences under remote conditions. The results contribute to theoretical knowledge on retention in flexible work settings and provide practical implications to UK companies that aim at developing effective and evidence-based retention programmes. Although there are some limitations, the study forms a solid base on future studies on the impact of remote work on the long term, industry-specific relationships, and the incorporation of remote work into the general practises of HRM.
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Introduction
This chapter is not a summary of the procedures, but instead a discussion of the meaning and interpretation of the findings formulated in terms of the research goals and queries. It takes into account conclusions to theory, practise and policy, and emphasises future research opportunities.
Summary of Research Outcome
Research Question 1
The initial research question was on the level to which remote work influences either employee retention or turnover in the UK. The survey analysis showed that there is a great positive correlation between remote work and retention intention, as most employees reported that the option to work remotely is a significant boost to their retention intention. This is in line with what the critical literature has reported as Carvalho (2024) and Scandura and Lankau (1997) highlighted how flexibility and autonomy contribute to long-term engagement.
The results show that retention does not only occur as a result of the terms of employment but highly mediated by psychological conditions like satisfaction, perceived autonomy, and well-being. Employees that had reported increased satisfaction and better work-life balance with remote working were significantly less likely to think about leaving. On the other hand, employees with remote arrangements had higher turnover intentions because they had less visibility or teamwork, indicating that remoteness has two aspects based on the quality of its execution.
Sector-specific trends also show that the knowledge-based industries like IT and finance are more prolific to remote work retention strategies since workers in these sectors have more freedom and have access to digital infrastructure. Conversely, the healthcare and education sectors have a problem with operational limitations, which underlines the fact that the applicability of remote working to retention is situational. These results support the thesis that organisational strategies should attach importance to the factors that are sector specific in order to ensure competitive advantage (Samuel and Chipunza 2009).
Research Question 2
In the second research question, the paper was able to critically examine the benefits and drawbacks of remote work as per both the employees and the organisation. The results affirm that remote working has several benefits which have a direct relationship with retention. Employees became more satisfied with the work-life balance, the time they spend commuting became shorter, more flexible working hours, and more autonomy in work arrangement. These aspects also lead to job satisfaction and well-being, which is consistent with the motivator-hygiene model suggested by Herzberg and arguments put forward by Oriloye (2023) and CIPD (2023) that flexibility is one of the critical factors contributing to employee loyalty.
Remote work also facilitates psychological well-being as workers noted that their levels of stress were reduced when working at home, again this reduction was mediated by individual differences and sectoral restrictions. The flexibility in the working hours, the possibility to concentrate on work and avoid being distracted by the office environment, and the possibility to combine personal life with the working process were all sources of increased satisfaction and devotion. The results highlight the fact that remote work may serve as a strategic HR intervention and an effective response to the changing workforce expectations in the UK.
The study also, however, had prominent drawbacks. Employees complained of decreased career development prospects, diminished exposure to the managers, and poor cohesion. These disadvantages are in line with studies by Shekshnia (1994) and Chaminade (2007) who have indicated that remote working can potentially screen employees off of mentorship, promotion opportunities and other networking possibilities. Also, the survey indicated that the expectation of out-of-hours might neutralise the positive effects of flexibility since employees frequently felt the need to react to messages outside the standard working hours. This exemplifies a subtle dilemma because, on the one hand, remote work ensures retention by increasing autonomy and satisfaction, but on the other hand, it may cause stressors when borders are not properly established.
The results underscore the need to prepare remote work policies in a holistic and balanced manner to identify both the benefits and possible drawbacks to maximise retention and employee satisfaction.
Research Question 3
The third research question was what resources or practises are positively associated with retention and motivation in the case of remote work. The results indicate three important organisational variables, employer support, career development and social connection. Employer Support included sufficient resources in terms of IT equipment, access to communication platforms, and responsive managerial advice, which were highly related to retention. Employees who created a positive perception of their organisation as supportive also tended to be more engaged and committed, which confirms the Social Exchange Theory (Blau, 1964) that held that organisational favourable treatment would raise reciprocal loyalty. Planned professional development, performance recognition and mentorships were found to be the key to retaining workers in remote locations. Staff who were disaffiliated with career opportunities also had increased turnover intentions, which underscored that flexible working should be accompanied with active career development models. A sense of belonging and cooperation is very crucial to have, particularly in areas where roles are mutually dependent. Virtual team-building sessions, a regular appearance to the office and planned joint work were viewed to alleviate a sense of isolation which corroborated with other results by Samuel and Chipunza (2009).
Importantly, the results indicate that the retention in remote settings is a multi-dimensional process that is conditioned not only by the presence of flexibility but also the organisational investment in the psychosocial support, career opportunities, and interaction with the team. Those organisations that overlook these elements are doomed to the negative consequences of remote working on loyalty and engagement.
Recommendations
Considering the results of the current research, one can draw a number of practical conclusions that can be offered to organisations in the UK in order to increase employee retention by means of remote working.
First, organisations must provide flexible working models, that are, fully remote, hybrid, and flexible schedules, that meet the preferences of employees. Employees should be empowered by giving them a choice, this encourages autonomy and increases job satisfaction, a factor that directly contributes to retention. The policies need to be flexible to sector-related limitations especially where remote options are constrained by operational needs as is the case in certain sectors such as healthcare and education.
Second, organisations need to invest in career development among the remote workers. Well-organised mentorship schemes, rewards performance schemes and accurate promotions channels are essential so that the remote workers do not develop a sense of being ignored or kept out of the promotional ladder. This will deal with some of the issues found in the research pertaining to career visibility and long-term engagement.
Third, it is important to promote team cohesion and social bonding. The use of virtual collaboration tools, frequent team meetings, and periodic in-person meetings can help to build relationships, ensure trust, and reduce the sense of isolation. Connected teams will have high chances of staying engaged, committed and motivated.
Fourth, the organisations ought to have the right resources and management support, such as IT infrastructure, effective communication lines, and receptive leadership. Positive climates promote employee loyalty and make sure that productivity is not reduced in the remote settings.
Lastly, organisations should handle out of hour expectations. Defining communication and work availability can help to reduce stress and safeguard work-life balance that is the major argument in well-being and long-term retention.
Together, these suggestions indicate that the remote workplace can best be used in terms of retention in the case of the strategic implementation, which will incorporate the flexibility, support, career development, and social connectedness. With the integration of these practises as part of human resource policies, UK organisations will be able to improve loyalty, decrease turnover, and retain employee motivation, establishing a strong and active workforce.
Future Research Suggestions
In spite of its contributions, the study states that there are various areas in which further research can be made:
Longitudinal Studies: Future studies may attempt to compare retention and well-being outcomes more significantly extended in terms of time so as to capture the long-term effects of remote work.
Industry-Specific Analysis: Smaller sample sizes on a specific industry would allow a more detailed insight into the effect of remote work on retention in industry-constrained areas such as healthcare or education.
Diversity and Inclusion: More study can be done on how telecommuting interacts with demographic factors, including gender, age, and role as caregiver, to determine the retention.
Organisational Culture: The discussion of the role of organisational culture in influencing remote work experience may shed more light on the employee loyalty and engagement.
Conclusion
To sum up, the research has proven that remote work in the UK has a considerable impact on the retention and well-being of employees. In the list of job satisfaction, work-life balance, and employer support appear as key enablers of retention, and career development constraints, a decrease in team cohesion, and pressures outside working hours are potential retention factors. The results emphasize the multi-dimensional aspect of the concept of remote work and also the need to develop a policy that will complement flexibility, professional growth, and social bonding. The theoretical, practical, and policy implications of those results are that they broaden the already existing literature and provide guidance to UK organisations that aim to maximise retention strategies in a post-pandemic, flexible working environment. Organisations can have a loyal, motivated and well-supported workforce by applying evidence-based practises that can help to balance both the benefits and possible disadvantages of remote work. The research also sets the ground of new ideologies on future studies to delve further into the longitudinal, sectoral, and cultural dynamics of remote work and the consequences associated with retention, as a strong basis of further study in this developing field.
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[bookmark: _Toc11]Appendix-1: Survey Questionnaire
Title: The Impact of Remote Work on Employee Retention in the UK
Participant Consent
Please read the statement below before beginning the survey.
I confirm that I am aged 18 or over and consent to participate in this anonymous survey about remote work and employee retention. Participation is voluntary, and I may withdraw at any time.
☐ Yes
☐ No (If “No”, please do not continue.)
Section A: Main Survey Questions
Instructions: For the following statements, please indicate the extent to which you agree or disagree.
1 = Strongly Disagree; 2 = Disagree; 3 = Neither Agree nor Disagree;
4 = Agree; 5 = Strongly Agree
	#
	Factor
	Statement
	1
	2
	3
	4
	5

	1
	Overall Job Satisfaction
	I am satisfied with my current job
	
	
	
	
	

	2
	Remote Work and Retention
	The option to work remotely makes me more likely to stay with my employer.
	
	
	
	
	

	3
	Work–Life Balance
	Working remotely has improved my work–life balance.
	
	
	
	
	

	4
	Well-being and Stress
	Since working remotely, my overall stress levels have decreased.
	
	
	
	
	

	5
	Productivity
	I am more productive when I work remotely compared to in the office.
	
	
	
	
	

	6
	Out-of-Hours Expectations
	Working remotely has increased pressure on me to respond to work communications outside normal hours.
	
	
	
	
	

	7
	Employer Support
	My employer provides adequate resources and support for remote working (e.g., equipment, IT support, manager communication).
	
	
	
	
	

	8
	Career Development Concerns
	Remote working reduces my opportunities for career development or visibility to managers.
	
	
	
	
	

	9
	Team Connection
	Working remotely negatively affects my connection with colleagues and team cohesion.
	
	
	
	
	

	10
	Motivation and Engagement
	Working remotely increases my motivation and engagement with work.
	
	
	
	
	

	11
	Overall Benefits
	The benefits of remote working outweigh the disadvantages.
	
	
	
	
	



Section B: Retention Intentions
Likelihood of Leaving if Remote Work Is Removed
How likely are you to look for a new job in the next 12 months if remote or hybrid working options were removed? _________
1 = Very Unlikely; 2 = Unlikely; 3 = Unsure; 4 = Likely; 5 = Very Likely
Probability (0–100%)
Please estimate the percentage likelihood that you would leave your employer within 12 months if remote working were no longer offered. ___ %
Section C: Working Pattern Preferences
Preferred Working Arrangement - Which working pattern do you prefer?
☐ Fully remote
☐ Mostly remote (3 or more days per week at home)
☐ Hybrid (approximately half office / half remote)
☐ Mostly office-based (3 or more days per week in office)
☐ Fully office-based
Section D: Demographic Information
Age Group
☐ 18–24
☐ 25–34
☐ 35–44
☐ 45–54
☐ 55+
Employment Type
☐ Full-time
☐ Part-time
☐ Temporary / Contract / Zero-hours
Sector / Industry
☐ Finance
☐ Healthcare
☐ Education
☐ IT / Technology
☐ Public Sector
☐ Retail
☐ Other (please specify): ______________________
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