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Abstract

This study aims to explore how remote work influences organizational dynamics, particularly in
relation to company culture, leadership, communication, productivity, and employee
engagement. Drawing on managerial experiences across multiple industries, the research
seeks to identify both the benefits and challenges of sustaining cultural cohesion and
operational efficiency in remote or hybrid environments. The data were collected through semi-
structured interviews (conducted via email, WhatsApp, and video conferencing) and a literature
review of journals, case studies, and reports. Qualitative analysis interprets responses and
compares the findings with existing literature, providing recommendations for future research. It
examines the impact of remote work post-COVID-19 and trends through interviews with 21
international managers, sometimes including middle- or lower-level employees. While focusing
mainly on managerial viewpoints, employee input helped ensure managerial perspectives
remained central when managers were unavailable. Results indicate that remote work has
largely transformed, rather than weakened, company culture. Managers emphasized flexibility,
trust, and digital collaboration as enablers of productivity, while acknowledging difficulties in
maintaining social connections and employee motivation. Leadership transparency and frequent
communication were found essential for sustaining engagement and fairness. This study

contributes to contemporary management literature by providing cross-industry qualitative
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evidence on how organizations adapt to remote work. The findings offer practical insights for
leaders seeking to balance flexibility, engagement, and cultural cohesion in evolving work
environments.

Keywords: Remote Work, Organizational Culture, Leadership, Employee Engagement,

Productivity, Communication

INTRODUCTION

The aim is to outline the background, significance, and objectives of the study within the
wider context of organizational behavior and technological change. Emphasizing the
advantages and disadvantages of hybrid and remote work and their effect on company culture
and employee engagement, especially within the international sector. Unlike prior studies that
focused mainly on productivity and logistics, this article highlights the culture dimension of
remote work, particularly how hybrid models reshape engagement, trust, and leadership
practices across diverse international industries.

Today's work culture is different from what it used to be; the global workplace has
undergone a profound transformation, particularly in the wake of the COVID-19 pandemic. The
world is looking for the fastest and most productive ways, not for systems and laws that limit
productivity. In the age of technology, the speed race has become something that cannot be
avoided. Remote work has become more convenient; once a marginal or temporary solution, it
has become a dominant feature of modern organizational strategy.

This shift has led to significant changes in how businesses operate, with remote work
emerging as a dominant trend. According to Gartner (cited in Saleem & Khan, 2024: 37),
remote work is a type of flexible work arrangement where employees can work from home
or any remote location outside of designated corporate offices. The pandemic highlighted
the importance of remote work, which has become preferred for efficiency, flexibility, and
cost savings. Although many studies examine this shift, ongoing changes require further
research. As Neeley (2021: 48) stated, "Remote work is increasingly here to stay. The
future is in remote work." However, this transformation brings both opportunities and
challenges. Remote work offers benefits like better work-life balance, flexibility, less
commuting, and access to global talent, but it also raises concerns about communication,
trust, cohesion, and company culture. Traditionally, company culture relied on in-person
interactions and shared experiences, which remote work challenges. Companies must find

ways to maintain a strong culture digitally.
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Background

The rise of ICT has reshaped the modern workplace by enabling employees to work
beyond physical office constraints, decreasing reliance on traditional office spaces. Instead of
being tied to a fixed location, employees can perform tasks from various remote locations
facilitated by digital communication tools such as cloud computing, video conferencing, and
project management software (Donnelly & Johns, 2021). As a result, the concept of work has
shifted from being location-bound to task-oriented, emphasizing outcomes over physical
presence.

This shift emphasizes task facilitation over physical presence. With increased ICT
capabilities, remote work has become a mainstream work arrangement. Economic factors, such
as cost savings on office space and commuting expenses, also influenced the shift. Despite its
advantages, organizations vary in adopting remote work due to factors such as organizational
culture, industry requirements, and managerial attitudes (Sardeshmukh et al., 2012).

Before COVID-19, remote work was gradually increasing, but the pandemic accelerated
this shift. Companies quickly moved online to ensure continuity and protect employees. This
demonstrated that many business functions can be performed effectively remotely. Economic
and strategic reasons also support remote work. Existing research covers remote work's
productivity, flexibility, and tech aspects, but less on its impact on trust, identity, social cohesion,
and leadership, which are key to organizational culture. The study aims to explore what

influences organizations to adopt remote work.

Statement of The Problem

The COVID-19 pandemic has greatly sped up the shift to remote work, dramatically
affecting company culture, employee involvement, and overall workplace environment
dynamics. While remote work offers benefits such as increased flexibility, profitability, and work-
life balance, it also presents significant challenges in maintaining a strong company culture,
transparency, trust, and fostering a sense of community among employees. The core problem
this research seeks to address is how the shift to remote work affects company culture and what
strategies companies can implement to decrease the potential negative impact on employee
engagement, collaboration, trust, and overall productivity (Aleem et al., 2022; Yang et al., 2022;
Tahlyan et al., 2024). Transitioning to a remote or hybrid work model requires companies to
rethink their culture-building, communication, and leadership approach. Maintaining a cohesive
organizational culture, nurturing employee relationships, and ensuring productivity and
innovation can become more complex in a distributed work environment (Aleem et al., 2022;
Jacks, 2021).
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Research Objectives
The research objectives closely align with the problem statement and the study's
purpose. These objectives ensure a comprehensive investigation of the challenges and
solutions related to remote work and company culture. The primary objectives of this research
are:
1- To understand how remote work shifts impact company culture and employee
perceptions, including communication, collaboration, trust, and belonging.
2- To identify the challenges and opportunities organizations face in maintaining a strong
company culture in fully remote and hybrid work environments.
3- To explore the role of leadership in fostering organizational culture in remote and hybrid
work settings.
4- To explore strategies and best practices that companies can implement to strengthen
and sustain a positive company culture in remote and hybrid work settings.
5- To assess the influence of remote work on employee identity, sense of belonging, and
job satisfaction.
6- To offer guidance to organisations on effectively managing the transition to remote or
hybrid work models while maintaining a cohesive and productive company culture.

Rationale for Choosing Remote Work (Why Remote Work?)

Remote work is the trending work environment, growing globally as more industries
adopt it. Its benefits are widely proven, and it has shifted from a crisis solution to a long-term
strategic approach. Initially driven by COVID-19, remote work is now a key feature of modern
workplaces, enabled by digital transformation and changing expectations for flexibility, balance,
and autonomy.

The decision to emphasize remote work arises from its growing importance and the
significant changes it brings to traditional organizational structures and practices. Numerous
studies have highlighted its operational and economic benefits, such as lowered overhead
costs, greater employee satisfaction, and access to a wider talent pool. However, as
organizations adopt fully remote or hybrid models, new challenges appear, especially in
maintaining and developing company culture.

Existing literature mainly examines the technical, logistical, or productivity aspects of
remote work. However, the cultural dimension, how shared values, engagement, trust, and
leadership are impacted by physical distance, remains underexplored, especially in international

and cross-cultural business contexts. This research addresses this gap by studying remote
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work’s influence on organizational culture, making it a timely and essential subject for both

academics and practitioners.

LITERATURE REVIEW
Remote Work Definition

The increase in remote work has undoubtedly transformed the landscape of modern
organizations, with profound implications for their culture and overall dynamics. Remote work
has been important since the COVID-19 pandemic, as it was the only available option for
organizations to continue their businesses. Since then, it has gained acceptance and
recognition globally. It transitioned from being a secondary practice used by smaller companies
to a widespread and mainstream work arrangement, a critical solution for businesses. This shift
was driven by the COVID-19 pandemic, which forced many organizations worldwide to adopt
remote work as a necessity for maintaining operations during lockdowns and restrictions. The
COVID-19 pandemic has accelerated this shift, forcing many organizations to quickly adapt to
fully remote or hybrid work environments (Aleem et al., 2022). As Jacks (2021) highlighted, the
pandemic has introduced new areas of IS research, such as collaboration platforms and video
conferencing, which have become essential for remote work. Remote work is an arrangement
where employees perform their jobs outside the company’s office, in a space of their choice. It
can be done from home or any other location outside the traditional office. Digital technology
enables it, often referred to as telecommuting, teleworking, or working from home (WFH).
Remote work is generally an option if tasks don't require in-person collaboration, whether in-
house or freelance. The quick shift presents challenges and opportunities as organisations

strive to sustain a cohesive, vibrant culture with a distributed team.

Types of Remote Work

- Fully Remote
Fully remote work refers to any job or position that allows you to work outside your company’s
office. Instead, you can work from various locations and have the flexibility to travel elsewhere.

- Hybrid Models
As technology improves and employee expectations shift, hybrid work will likely become a more
common arrangement (Jangid, 2024: 645). A hybrid work model is like a remote work model in
that employees work from a location outside of the company's facilities. Employees are
expected to be at facilities part of the time under a hybrid work model, with details depending on

the organization.
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History of Remote Work

Remote work is here to stay, not just a passing trend. It was once dismissed as ‘not real
work' but changed after COVID-19, proving its positive impact and helping many companies
survive. We're just beginning to explore its full potential.

Remote work, also referred to as telecommuting or teleworking, has evolved significantly
over the last century. The roots of remote work can be traced back to the Industrial Revolution,
where home-based labor, such as weaving or crafts, was common. However, the concept of
modern remote work started to take shape in the 1970s, when the oil crisis prompted
companies to seek alternatives to commuting, leading to early experiments with telecommuting
(Nilles, 1975). In the 1980s and 1990s, advancements in personal computers, email, and the
internet began making remote communication more accessible, allowing white-collar employees
to work from home occasionally. During this period, companies started experimenting with more
flexible work arrangements (Bailey & Kurland, 2002).

As computers and the Internet improved, remote work became even more popular in the
late 1990s. But it was the COVID-19 pandemic that made remote work normal for many
businesses in 2020, which forced organizations worldwide to rapidly adopt remote work. What
was previously considered optional became necessary, leading to widespread changes in
workplace norms and policies (Kniffin et al., 2021). The 2000s brought an exciting wave of
digital technologies and mobile devices that made it easier than ever to stay connected. This
newfound connectivity really supported the growth of flexible work arrangements. Plus, with the
rise of cloud computing and collaborative tools like Slack, Zoom, and Microsoft Teams in the
2010s, this trend picked up even more steam.

Today, remote work is recognized as a strategic option that can boost employee
satisfaction, lower costs, and enhance productivity when executed effectively. It has evolved

from temporary arrangement to a permanent aspect of the modern workplace.

METHODOLOGY
Research Approach

This study adopted a qualitative research design to explore the impact of remote work
on company culture. Data were collected through semi-structured interviews with 21 participants
across different industries and organization sizes. Participants included managers and, in some
cases, employees who reflected a managerial perspective when direct access to managers was
limited. Participants' experiences varied widely, ranging from 1 to 5 years to over 30, enriching
the findings with insights from both newcomers and veterans. A qualitative thematic analysis

approach was employed to analyze the interview data.
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Regarding company size, the participants worked in organizations ranging from small
enterprises to large multinational corporations. This mix provided an opportunity to compare
how remote and hybrid models were experienced in businesses of varying scale and resources.
With respect to current job positions, participants held a wide spectrum of roles, ranging from
entry- and mid-level roles (such as administrative staff, teacher assistants, receptionists, and
coordinators) to executive-level roles (including CEOs, managing directors, general managers,
board members, and chairpersons). This diversity of roles allowed for capturing perspectives
from both strategic decision-makers and employees directly engaged in day-to-day
organizational operations.

The organizations ranged in size from small (1-50) to large (251+) and differed in
technological maturity, leadership practices, and cultural adaptability to remote work. The
interviews provided rich insights into how companies design, manage, and perceive remote or
hybrid models. Experience Range: 1 to 30+ years. Geographic/Cultural Diversity: Mix of
Western, Middle Eastern, and Global companies. Finally, the interviews were conducted using
multiple communication channels, including email, WhatsApp, Zoom, and Botim, reflecting the

reliance on digital communication tools in contemporary professional contexts.

Methodology (Clarification of Participants and Data Collection)

Participants were recruited using a combination of professional and personal networks.
The study employed a non-probability judgmental sampling technique, complemented by
elements of snowball sampling to reach additional qualified participants through referrals. This
approach was selected because managerial participants with relevant experience in remote or
hybrid work were best identified through professional networks and recommendations. Initial
access was obtained through email outreach to managers and employees, as well as through
companies with which the researcher maintains professional dealings. In addition, referrals were
facilitated by relatives with extensive knowledge of and relationships with various international
companies, thereby broadening the scope of participation beyond direct professional contacts.

The participants represented a diverse and international range of industries, including
technology, logistics, education, healthcare, construction, oil and gas, finance, marketing, legal
services, and consumer goods. This diversity enabled the study to capture perspectives from
both local and global organizations, providing a more comprehensive understanding of how
remote work impacts organizational culture across various sectors and geographical contexts.

Data collection took place between March 17, 2025, and May 20, 2025. Semi-structured
interviews were conducted through multiple communication channels, including email,

WhatsApp, Zoom, and Botim, depending on the participants' preferences and availability. This
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flexible approach ensured inclusivity, allowing respondents to participate using the platform that

was most convenient for them.

The semi-structured interview schedule was self-designed by the researcher, drawing

inspiration from prior studies on remote work and organizational culture (e.g., Donnelly & Johns,

2021; Aleem et al., 2022). The question set was also reviewed and validated by an external

academic expert to ensure clarity, ethical compliance, and methodological rigor.

All participants provided informed consent prior to participation, and their identities were

kept strictly confidential throughout the research process. The study was reviewed and

conducted in accordance with the ethical research standards and approval procedures of

Istanbul Aydin University’s Institute of Graduate Studies.

FINDINGS

Descriptive Statistics

Table 1: Descriptive Overview of Demographic and Organizational
Characteristics of Interview Participants

No. Has the Age Current Job Years of Industry Company Type of Have all Via
interview Group Title experience size work questions
been in this field Model been
translated answered
from Arabic
1 It'sin English 25-34 Manager 19 years Import & Small Fully Yes Email
Export Remote
2 It'sin English 25-34  Founder/ CTO 5 years Software Small Fully Yes WhatsApp
Developer Remote
3 It'sin English 35-44 General 8 Years Logistics Small Hybrid No Botim
Manager
4 It'sin English 35-44 General 4 Years Shipping Small Fully Yes Zoom
Manager Remote
5 It'sin English 25-34 CEO 5 Years USA Small Fully Yes Email
Remote
6 It'sin English 25-34 Marketing 6 Years Marketing Small Hybrid No WhatsApp
Director Agency and
Film
Production
7 It'sin English 45-54 Teacher 4 Years This is a Medium Fully Yes Email
Assistance University Remote
field of
Management
8 It'sin English 45-54 Senior frontend 15 Years Technology  Medium Hybrid Yes Email
developer
9 It'sin English 35-44 Solution 10 Years Technology Small Hybrid No Email
Architect
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10 Yes 25-34 Executive 6 Years Shipping Small Hybrid Yes Botim
Manager
11 It'sin English 55+ Chairman 30+ Years Perfumeand Medium Fullyin- No WhatsApp
cosmetics office
12 It'sin English 25-34 General 3 Years Private Clinic Small Fully in- No Email
Physician office
13 It'sin English 25-34 Data Specialist 1 Years Semi Large Hybrid No WhatsApp
Government
14 It'sin English 25-34  Sales Account 5 Years IT Large Hybrid Yes Email
Executive
15 It'sin English 25-34 Manager 5 Years F&B Small Hybrid Yes Email
16 It'sin English 25-34  Administrative 5 Years Educational Large Fully in- No WhatsApp
office
17 It'sin English 25-34 President 11 Years Retall Small Fully in- Yes WhatsApp
office
18 It'sin English 25-34 Director of 8 Years Construction Large Hybrid Yes WhatsApp
Project Control
19 It'sin English 35-44 Admin 9 Years Construction Large Hybrid Yes Email
20 It'sin English 25-34 Receptionist/PA 3 Years Facilities Small Fully in- Yes WhatsApp
Management office
21 Yes 55+ Board Member 30 Years Banking Medium Hybrid Yes WhatsApp

Table 1 presents the sample of this study, which consists of 21 participants from various

international companies. The study intentionally targeted managers, as they play a central role

in shaping and maintaining company culture. When senior managers were unavailable, middle

managers or employees provided perspectives, balancing managerial insights with those of

employees in remote or hybrid work.

Industries represented in the interviews

Table 2: Industries represented in the interviews

Education
a. University Field of Management
b. Educational Institutions

2. Technology & IT
a. Software Development
b. Technology
c. Information Technology (IT)

International Trade, Logistics & Shipping
a. Import & Export
b. Logistics

4. Construction & Engineering
a. Construction

Marketing, Media & Creative Industries
a. Marketing Agency and Film
Production

6. Consumer Goods
a. Perfume & Cosmetics
b. Food & Beverage (F&B)

Government & Semi-Government

8. Retail

a. Semi-Government a. Retall
Facilities & Administrative Services 10. Finance & Banking
a. Facilities Management (FM) a. Banking
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Distribution of participants by age group

Table 3: Demographic Profile of Participants by Age Group

Age Group of Participants Number of participants
25-34 13
35-44 4
45-54 2
55+ 2
Total 21

Figure 1: Distribution of Participants by Age Group
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As shown in Figure 1, in terms of age groups, the majority of participants were between
25-34 years old, followed by those in the 35-44 and 45-54 categories, with a smaller proportion
aged 55 and above. This distribution indicates that the sample included both younger
professionals with early-to mid-level experience and senior managers with extensive years in

the workforce.

The 30 interviews included participants from different work models

Table 4: Work Model Distribution Among Participants

Types of Number of
Work Model Companies
Fully Remote 5

Hybrid 11
Fully in-office 5
Total 21
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Figure 2: Work Model Distribution Among Participants
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Figure 2 concerns the type of work model; the data indicated significant variation: Out of
21 companies, 5 operated fully remote, 11 adopted hybrid models, and 5 maintained fully in-
office arrangements. This diversity was crucial for identifying differences in employee

engagement, communication, and organizational culture across different working structures.

Thematic Analysis
Theme 1: Remote Work Policies and Support

Most organizations across industries adopted remote work policies rapidly during or after
the pandemic, combining flexibility with accountability. Larger companies formalized guidelines
and provided digital tools such as Microsoft Teams, Zoom, and Slack, while smaller firms relied
more on mutual trust and results-based evaluation. Managers widely agreed that remote
policies enabled employees to balance personal and professional responsibilities more
effectively, though some acknowledged difficulties in monitoring task completion. A few
participants stressed that not all departments could operate remotely due to technical or
operational constraints. Across interviews, managers emphasized the importance of employee
autonomy and flexibility rather than strict time control. The presence of digital infrastructures
and supportive leadership facilitated smoother adaptation, while a lack of preparedness or
training hampered effectiveness in some cases. Overall, remote work policies were viewed as a

positive organizational change that enhanced flexibility and expanded access to talent, although
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successful implementation depended on clear expectations and ongoing support

communication.

Theme 2: Impact on Company Culture

Managers expressed that remote work reshaped company culture, emphasizing
independence and accountability while reducing informal interaction and team spirit. Several
interviewees mentioned that virtual communication limited employees’ sense of belonging,
particularly in creative or collaborative sectors. Despite this, many organizations found new
ways to maintain their values through online meetings, group chats, and virtual celebrations.
Culture shifted from office-based, physical to digitally mediated, outcome-driven. Some
participants noted that trust, transparency, and recognition became the new cornerstones of
culture under remote settings. While interpersonal warmth decreased, many leaders perceived
that employees’ respect for organizational fairness increased when communication remained
consistent. Overall, the cultural transition reflected a shift toward performance-oriented, trust-
based norms, where inclusion and transparency mattered more than physical presence. Yet,
most managers still valued in-person connection as essential to maintaining the human side of

organizational life.

Theme 3: Benefits, Challenges, and Solutions

The 21 managers highlighted both tangible and intangible benefits of remote work. The
most cited advantages included cost reduction, increased productivity, higher employee
satisfaction, and greater flexibility in global hiring. However, challenges were consistently
mentioned: communication barriers, difficulty in monitoring performance, and decreased team
cohesion. Managers recognized that isolation and reduced social energy occasionally affected
motivation and creativity. To mitigate these challenges, organizations introduced structured
check-ins, virtual social gatherings, and hybrid schedules that allowed periodic physical
interaction. Thematic patterns revealed that digital communication tools improved efficiency but
could not fully replace in-person collaboration. Managers also reported a growing emphasis on
psychological well-being, with some companies offering online mental-health support or flexible
deadlines. Overall, the findings demonstrate that remote work delivers significant operational
and motivational benefits when supported by adaptive leadership and technology, but without
consistent social interaction, sustaining engagement and creativity remains a long-term

challenge.
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Theme 4: Productivity and Employee Engagement

Interview responses showed mixed but mostly positive effects of remote work on
productivity and engagement. Managers in logistics, technology, and administrative roles saw
clear gains in output and focus, linking these to fewer office distractions and more flexibility. On
the other hand, participants in the creative and marketing sectors mentioned less collaboration
and reduced innovative thinking. Engagement levels were connected to how often teams
communicated, recognition practices, and the clarity of goals. Leaders who gave regular
feedback and celebrated successes kept employees connected and motivated. Some
interviewees noted that remote work sometimes blurred work-life boundaries, leading to fatigue
or disengagement. Overall, the consensus was that productivity and engagement improved
when trust, autonomy, and clear goals guided management. In short, remote work enhanced
individual performance but needed intentional strategies to keep collective engagement and

motivation alive across remote teams.

Theme 5: Leadership and Communication

Leadership is key to remote work success. Managers highlight transparency,
fairness, and inclusion. Open communication, regular meetings, and feedback build trust
and culture. Empathy and emotional support boost loyalty and reduce turnover. Roles
shifted from supervision to facilitation, emphasizing guidance over control. Technology aids
communication but can cause fatigue or misinterpretation if overused. Employees value
leaders who recognize efforts and treat all equitably. Effective leaders balance
accountability with compassion. Overall, adaptable leadership and clear communication

foster a fair, connected remote organization.

Theme 6: Future of Remote Work

Most participants believe remote and hybrid models will remain key in modern
business, citing benefits like cost savings, flexibility, and satisfaction. Some industries,
such as creative, education, and manufacturing, expect a partial return to offices for better
collaboration. Evidence suggests a hybrid future combining digital efficiency with human
interaction. Interviewees call for clearer policies, better digital infrastructure, and
leadership training to maintain performance and cohesion. Many see hybrid work as a
strategic advantage for global competitiveness, attracting diverse talent and enabling
international operations. Despite risks of social fragmentation, managers see remote work
as a long-term organizational change reshaping culture, productivity, and leadership

worldwide.
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Table 5: Understanding the Dynamics of Remote Work: Insights from Multi-Industry Managerial

Perspectives (Summary of Findings from 21 Managerial Interviews)

Theme Key Findings Representative Overall Sentiment
(Across 21 Interviews) Managerial Insights
1. Remote Work Most companies developed  “We give employees Positive — Flexibility
Policies & flexible schedules, online freedom to manage  and autonomy were
Support collaboration tools (Zoom, Slack, their time; results viewed as essential
Teams), and minimal supervision matter more than support
models. Support varies: large firms attendance.” mechanisms.
have formalized policies, small (Logistics GM)
firms rely on trust and adaptability.
2. Impact on Remote work reshaped but did not ~ “There is less Mixed — Culture
Company Culture destroy culture. Managers noted laughter and adapted, though
reduced social interaction and a  community, but more social bonds
weaker sense of belonging. accountability online.”  weakened.
However, digital trust and (CTO, Software Firm)
accountability emerged as new
cultural norms.
3. Benefits, Key benefits: flexibility, global “Remote work Balanced -
Challenges & recruitment, reduced costs, and improved  efficiency Benefits often
Solutions higher satisfaction. Main but created gaps in outweighed
challenges: communication gaps, social bonding.”  challenges, though
isolation, and supervision difficulty. (Shipping Manager) social issues
Firms adopted virtual events and persisted.

regular online check-ins to counter
disconnection.

4. Productivity &

Productivity improved for focused

“‘Employees are more

Mostly Positive —

Employee roles (e.g., IT, logistics), but productive at home, Productivity  stable
Engagement decreased where creativity and but some lose or improved,
teamwork were central. motivation without engagement
Engagement increased when social energy.” (HR  dependent on
feedback, recognition, and Director) leadership.
performance metrics were
consistent.
5. Leadership & Effective leadership depended on “Leadership must Positive -
Communication transparency, inclusion, and model fairness, not Leadership is seen
frequent updates. Managers  just monitor as key to sustaining
emphasized fairness and open performance.” cohesion and
dialogue as vital to maintaining (Mocha Shipping morale.
trust across remote and on-site Manager)

teams.

6. Future of
Remote Work

The majority foresee remote or
hybrid models continuing due to
flexibility and talent advantages. A
few traditional industries plan a full
return to the office, citing creativity
and supervision needs.

“Remote work will
remain because the

pros outweigh the
cons.” (CEO, USA
Firm)

Predominantly
Positive — Hybrid
continuity expected
as new
organizational
standard.
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Interpretive Summary

Across the 21 managerial perspectives; remote work is broadly perceived as sustainable
and beneficial, though socially limited. Cultural adaptation, digital leadership, and intentional
communication have become central to maintaining cohesion and trust. Managers highlight that

the future workplace will likely remain hybrid, balancing flexibility with human connection.

DISCUSSION & IMPLICATIONS

The findings from 21 managerial interviews reveal that remote work has redefined the
core structure of organizations, shifting emphasis from physical presence to trust, technology,
and outcome-based management. While the transition initially challenged conventional notions
of supervision and teamwork, most managers expressed that remote work led to a more flexible
and autonomous work culture. These results confirm the ongoing transformation of
organizational dynamics and align with existing literature emphasizing flexibility and trust as
essential components of the modern workplace (Donnelly & Johns, 2021).

From the perspective of Organizational Culture Theory, the interviews illustrate that
culture is not destroyed by distance but reconstituted through digital interaction. Remote work
environments encouraged accountability and transparency, though at the expense of informal
social exchange. Managers frequently noted that maintaining fairness and communication
became central to preserving cohesion. This supports the principles of Equity Theory (Adams,
1963), where perceived fairness, such as equal treatment regardless of work location, directly
influenced employee motivation and satisfaction.

In terms of leadership, findings strongly highlight the value of inclusive and
communicative leadership styles. Managers who adopted participative practices, maintained
regular dialogue, and expressed empathy were more successful in sustaining engagement.
These behaviors reflect the tenets of Social Exchange Theory (Blau, 1964), in which mutual
respect and trust between leaders and employees create a reciprocal relationship that
enhances commitment and productivity. In contrast, authoritarian leadership or limited
communication weakened employee morale and eroded trust in virtual environments. The shift
toward facilitative leadership underscores the broader evolution of managerial roles from control
toward empowerment and guidance.

The study also contributes to discussions on employee engagement and productivity in
remote contexts. Managers observed that autonomy, flexibility, and recognition increased
individual productivity, while lack of interaction reduced collective creativity. These findings

parallel previous studies suggesting that engagement in remote settings depends on the
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leader’s ability to maintain visibility, clarity, and emotional connection (Yang et al., 2021). The
adoption of hybrid models appears to offer an effective compromise, preserving digital efficiency
while reinstating social energy through periodic face-to-face collaboration.

The practical implications are significant for organizations navigating post-pandemic
transformation. Companies must move beyond emergency adaptation toward strategic
integration of remote work as a sustainable model. Effective policies should focus on fairness,
communication, and employee well-being, supported by continuous leadership training in
empathy and digital management. Additionally, cultivating a virtual culture that values inclusion
and recognition can strengthen loyalty and reduce turnover. Managers are advised to create
deliberate opportunities for informal interaction, virtual or in-person, to rebuild the emotional
fabric that supports teamwork.

From a theoretical perspective, this study extends understanding of how leadership,
culture, and communication intersect in digital workspaces. It supports the argument that
organizational culture can survive and even thrive outside the physical office when guided by
fairness and trust. Moreover, it enriches Social Exchange and Equity frameworks by
demonstrating their relevance in remote environments where psychological rather than physical
proximity defines relationships.

Overall, the study implies that remote work represents not a temporary shift but a lasting
organizational evolution. Successful adaptation depends on leadership that balances flexibility
with fairness, technology with humanity, and autonomy with accountability. These insights
contribute to a deeper understanding of how companies across sectors can sustain cultural

cohesion and performance in the digital era.

CONCLUSION

This study concludes that remote work has transformed rather than weakened
organizational structures, redefining the meaning of culture, leadership, and engagement in
modern workplaces. Insights from 21 managers across diverse industries revealed that
flexibility, fairness, and communication have become the primary foundations of effective
remote environments. While challenges such as social isolation and reduced interpersonal
interaction persist, most organizations have successfully adopted by emphasizing trust, digital
collaboration, and outcome-based performance.

The results demonstrate that leadership plays a decisive role in shaping remote work
success. Managers who modeled transparency and empathy fostered stronger employee

commitment and higher productivity, whereas limited communication led to disengagement. The

Licensed under Creative Common Page 32



International Journal of Economics, Commerce and Management, United Kingdom

persistence of hybrid and remote models underscores a structural evolution toward more
human-centered, trust-based organizations.

Ultimately, the study contributes to the growing understanding of how managerial
practices and organizational values are being redefined in the digital era. It highlights that the
sustainability of remote work depends on continuous efforts to balance autonomy with
accountability and technology with human connection, ensuring that organizational culture

remains cohesive, fair, and resilient in a post-pandemic world.

RECOMMENDATIONS

a) Strengthening Communication and Inclusivity
Organizations should invest in digital platforms that ensure open, transparent, and inclusive
communication across remote and in-office employees. Regular informal check-ins and social
activities should complement formal meetings to rebuild cohesion.

b) Leadership Development
Leaders must be trained in remote supervision, fairness, and engagement strategies to ensure
effective management. Emphasis should be placed on recognizing contributions equally,
regardless of work location.

c) Support Employee Well-being
Implement wellness initiatives, such as flexible scheduling, mental health support, and
recognition programs, to combat isolation and burnout.

d) Adopt Hybrid Models Where Feasible
A balanced hybrid model allows organizations to retain the benefits of flexibility while preserving
opportunities for collaboration and cultural reinforcement through in-person interactions.

e) Continuous Policy Evaluation
Companies should adopt a feedback-driven approach, regularly evaluate their remote work

policies, and adjust them based on employee input and performance outcomes.

LIMITATIONS

Some limitations should be acknowledged. First, the analysis is based on 21 interviews,
which, while rich in depth, cannot fully capture the diversity of perspectives across all sectors,
regions, or organizational sizes. The sample, although international in scope, remains limited in
its representativeness.

Second, the sample itself is heterogeneous, covering industries such as IT, logistics,

education, healthcare, construction, oil and gas, finance, and marketing. While this breadth
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adds variety, it also makes it challenging to draw sector-specific conclusions or generalize
findings across all organizational contexts.

Third, the study relies on self-reported perceptions gathered through interviews. These
responses may be influenced by personal biases, cultural expectations, or situational factors,
and therefore may not always accurately reflect broader organizational realities.

Finally, the study captures a snapshot within a defined period (March to May 2025).
Remote work practices, technologies, and organizational strategies continue to evolve rapidly,
and future developments may alter how remote and hybrid models impact organizational
culture. Longitudinal research or larger-scale quantitative studies would provide stronger

evidence and allow for more robust generalization of findings.

REFERENCES

ADAMS, J. S. (1963). Toward an understanding of inequity. Journal of Abnormal and Social Psychology, (Vol. 67(5),
pp. 422-436). https://doi.org/10.1037/h0040968

ALEEM, M., SUFYAN, M., AMEER, I., & MUSTAK, M. (2022). Remote work and the COVID-19 pandemic: An
artificial intelligence-based topic modeling and a future agenda, Journal of Business Research, (vol. 154, p. 113303).
Elsevier BV. https://doi.org/10.1016/j.jbusres.2022.113303

BAILEY, D. E., & KURLAND, N. B. (2002). A review of telework research: Findings, new directions and lessons for
the study of modern work. Journal of Organizational Behavior, (Vol. 23(4), pp. 383-400).
https://doi.org/10.1002/job.144

BLAU, P. M. (1964). Exchange and power in social life. New York, NY: John Wiley & Sons.

DONNELLY, R., & JOHNS, J. (2021). Recontextualising remote working and its HRM in the digital economy: An
integrated framework for theory and practice. The International Journal of Human Resource Management, (Vol.
32(1), pp. 84-105). https://doi.org/10.1080/09585192.2020.1737834

FARAG, S. (2025). The impact of remote work on company culture: An interview-based analysis [Unpublished
master’s thesis]. Istanbul Aydin University, Institute of Graduate Studies.

JACKS, T. Research on Remote Work in the Era of COVID-19 (2021). Journal of Global Information Technology
Management, Vol. 24, No. 2, pp. 93-97. https://doi.org/10.1080/1097198X.2021.1914500

JANGID, A., HR’s Influence on Remote Work Culture: Challenges and Opportunities in a Post-Pandemic World
(November  2024). International Journal of Advanced Research, (vol. 12(11), pp. 643-656).
http://dx.doi.org/10.21474/1JAR01/19873

KNIFFIN, K. M., NARAYANAN, J., ANSEEL, F., ANTONAKIS, J., ASHFORD, S. P., BAKKER, A. B., ... & VUGT, M.
VAN. (2021). COVID-19 and the workplace: Implications, issues, and insights for future research and action.
American Psychologist, (Vol. 76(1), pp. 63-77). https://doi.org/10.1037/amp0000716

NEELEY, T. (2021). Remote Work Revolution: Succeeding from Anywhere, lllustrated Edition, New York: Harper
Business.

NILLES, J. M. (1975). Telecommunications and organizational decentralization. |IEEE Transactions on
Communications, (Vol. 23(10), pp. 1142-1147). https://doi.org/10.1109/TCOM.1975.1092687

SALEEM, U., & KHAN, N. A. (2024). Remote Work and Job Satisfaction: A Case Study of IT Professionals.
Administrative and Management Sciences Journal, (Vol. 3(2), pp. 37-47).
https://doi.org/10.59365/amsj.3(1).2024.108

SARDESHMUKH, S. R., SHARMA, D., & GOLDEN, T. D. (2012). Impact of telework on exhaustion and job
engagement: A job demands and job resources model. New Technology, Work and Employment, (Vol. 27(3), pp.
193-207). https://doi.org/10.1111/j.1468-005X.2012.00284.x

Licensed under Creative Common Page 34


https://doi.org/10.1037/h0040968
https://doi.org/10.1016/j.jbusres.2022.113303
https://doi.org/10.1002/job.144
https://doi.org/10.1080/09585192.2020.1737834
https://doi.org/10.1080/1097198X.2021.1914500
http://dx.doi.org/10.21474/IJAR01/19873
https://doi.org/10.1037/amp0000716
https://doi.org/10.1109/TCOM.1975.1092687
https://doi.org/10.59365/amsj.3(1).2024.108
https://doi.org/10.1111/j.1468-005X.2012.00284.x

International Journal of Economics, Commerce and Management, United Kingdom

TAHLYAN, D., MAHMASSANI, H. S., STATHOPOULOS, A., SAID, M., SHAHEEN, S., WALKER, J., & JOHNSON, B.
(2024). In-person, hybrid or remote? Employers’ perspectives on the future of work post-pandemic. Transportation
Research Part A Policy and Practice (Vol. 190, p. 104273). Elsevier BV. https://doi.org/10.1016/j.tra.2024.104273

YANG, L., HOLTZ, D., JAFFE, S., SURI, S., SINHA, S., WESTON, J., JOYCE, C., SHAH, N., SHERMAN, K.,
HECHT, B., & TEEVAN, J. The Effects of Remote Work on Collaboration Among Information Workers (2022). Nature
Human Behaviour, (Vol. 6, No. 1, pp. 43-54) Nature Portfolio. https://doi.org/10.1038/s41562-021-01196-4.

Licensed under Creative Common Page 35


http://ijecm.co.uk/
https://doi.org/10.1016/j.tra.2024.104273
https://doi.org/10.1038/s41562-021-01196-4

