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1. Title






Employee isolation and communication gap in hybrid working model
2. Identification of business problem, its background and rationale
The modern business environment faces constant updates and challenges with relation to maintaining operational efficiency and overall employee retention. For example, employees engaged in the hybrid working model are not able to respond to messages at the same time in any meeting (Lucid, 2025). Secondly, a segment of employees engaged in a hybrid working model is unable to executive their tasks without guidance from hierarchies (Lucid, 2025). This essay will focus on exploring a current and very relevant human resource management (HRM) issue and apply a qualitative method to address concerns like employee isolation and communication gap in a hybrid working model. Although the global pandemic established the concept of remote working more as necessity than option, today with normally back in picture the challenge is to maintain flexibility in the working process along with dealing with the challenges that come with a hybrid working model. The significance of hybrid working cannot be undermined as it helps to improve work-life balance and reduce transport cost. From the business side, there is increased performance output and wider talent pool as hybrid working overcomes geographical barriers. In spite of its benefits, there are several debatable angles especially from the perspective of management. Conducting research on this topic is vital as 40% of the labour force have already worked in the hybrid or remote working model (StandOutCV, 2025). It has been found that 58% of the employees engaged in hybrid working are not eager to comply with the return to office (RTO) mandate (StandOutCV, 2025). Companies emphasise on in-office work to uphold the company culture and better collaboration between employees. This essay will hence look at different literature to identify the gap in understanding the factors that may hinder the effectiveness of hybrid working and the company level strategies to overcome those factors.
3. Research aims, objectives and questions
Being a major part of any assignment, research may be quite daunting but a scientific approach is necessary to conduct an efficient and conclusive study. The method selected should be appropriate to fulfil the aims of the research and arrive at concrete answers (Cooper and Schindler, 2014). The aim of this research is to address the problems attached to hybrid working like employee isolation and communication gap. Research has shown that 22% of remote employees suffer from loneliness while 29% have reported the problem of communication gap (Baniabbassian, 2025). These issues arise from the fact that remote employees remain separate from office culture.
Research question: How does hybrid work model lead to employee isolation and communication gap and what can be the most effective solutions to overcome these issues? 
4. Literature review
Hybrid work model
For structuring any work model, management emphasises on the impact of the model on the motivation and productivity of employees along with the overall impact on the organisation (Armstrong and Taylor, 2024). Based on a study conducted by Safri et al. (2024), it is found that employees are mostly motivated by getting the opportunity to work from home as it increases their work-life balance and performance output. Moreover reduced travelling results in increased saving and more time for work thus promoting employee autonomy. Hybrid working is defined as the concept of the chance to work from the office few days a week and work from home on the other days hence giving employees the autonomy to plan their work schedule (Chellam, 2022). The concept thus puts the interests of the employees before anything else with benefits overshadowing any potential hazards. There are many employees who may have additional responsibilities at home, especially the female employees. They are more attached to domestic chores like child care (Buonomo et al., 2023). Gribincea et al., (2024) have focused on the gender based perspective of the need for a hybrid working model. Compared to their male counterparts, female employees often face the problem of managing their domestic duties and professional duties. Working from home often blurs the boundary between office job and domestic tasks and people often overlap their hours. This hampers their professional work as they struggle to complete any assigned tasks within the deadline. This may cause mental problems like increased levels of stress and anxiety (Hajal, 2022).
The hybrid working model is effective only when the company is able to derive benefits along with the employees. With more employees working from home, there is reduced operational costs like electricity, office supplies, and need of refreshments for employees (Malila et al., 2023). The benefits of traditional working pattern is also considered since hybrid working is basically the blend of both. When employees work in the office there is spontaneous communication leading to quick decisions and timely work submissions (Bouisse-Bloigu and Chamakiotis, 2024). Moreover, active collaboration between the creative minds is more fruitful when people get to work physically together in an office setup. In addition, in-office employees get to know each other better and this leads to increased trust which is very important when they are parts of a team. The concept of hybrid working highlights the benefits and challenges of working home and as well as working in the office. Tjemberg et al. (2025) have studied that hybrid work models often fail when employees are asked to work from a certain location. For instance, rural employees are often compelled to shift their place of residence close to the location of their office so that their remote working occurs in proximity. 
Communication gap
The transformation of work culture from traditional in-office working to hybrid working is definitely encouraged for its many benefits. One major benefit of hybrid working is that companies are able to hire top talent across the globe since employees get the opportunity to work remotely (Ramachandran, 2024; Mujtaba and Lawrence, 2024). However, this benefit is attached with a not so insignificant disclaimer that employees scattered in different geographic regions may be difficult to manage by a centralised management system. This is majorly reflected in the fact that there may be serious communication gaps due to reasons like different time zones, unstable internet connection and lack of technological facilities in some remote regions. The problem of communication is even more prominent in team work as it hampers seamless flow of ideas. Moreover, since team members often do not get to meet each other in person there is a lack of trust and comfort level. There is also the issue of partiality since team managers often develop a favourable perspective for team members that they can see in person every day. One major benefit of communication between in-office employees is informal conversations that help in breaking the ice during work stress. Such conversations often lead to creative thinking and sharing of solutions (Hanzis and Halo, 2025). Remote employees may miss out on these opportunities hence they may feel isolated from team culture. In addition, during hybrid team meetings, flow of conversation may break due to low internet connectivity or poor audio and video quality. Such obstacles often lead to emotional gap between team members resulting in low engagement and motivation in remote employees.
Sense of isolation in remote employees
The shift towards the remote working model because of its benefits has often overlooked the associated psychological challenges. One major challenge is in the form of feeling isolated from in-office team members. The feeling of isolation stems not only due to physical distance but also because remote employees feel emotionally disconnected (Dale et al., 2024). This may have an adverse impact on the overall productivity of the team as well as organisational performance. People tend to thrive in a social environment but in a virtual environment this usually lacks and is even more emphasised when internet connection is slow or quality of video and audio is bad. The feeling of isolation becomes even more prominent when conversations are solely work based. For instance, in-office employees often make light conversations to break any tension during work process. This is lacking in a virtual environment since people often talk only about important work issues over the internet (Hanzis and Halo, 2025). Moreover, when working from home employees often do not know when to log off and this may lead to added stress and deeper feeling of isolation. There is also a common perception among remote employees that they are overlooked by their team managers even if they are giving their best performance (Shipman et al., 2023). 
5. Research methodology and design
Research may be defined as primary and secondary research. The current study is primary research encompassing an interview process on 50 employees from different reputed companies in the UK who are currently working as hybrid employees, and 10 HR managers from the same companies. The key was to select both remote and in-office employees focusing more on those employees who work as team members. The idea was to study their psychological perspective regarding hybrid working in spite of its many benefits. Ethical aspects were also considered. The participants were informed about the reason for the interview and they were given the right to withdraw from the interview at any point of time. Moreover, it was ensured to them that no personal data or any sensitive data will be used for any other purpose other than this research purpose.
6. Business Relevance and Practical Implications
The findings of this study have a direct impact on the productivity of employees thus affecting the overall performance of the business organisation. Communication gap may lead to lack of seamless teamwork, missed deadlines and low contribution from remote team members. Moreover, communication gap may cause disengagement between team members leading to low job satisfaction and high work stress, both of which are major factors of high turnover. Effective communication plays a big role in cultivating trust in a team and remote employees may feel that in-office employees are not transparent when sharing information. With absence of effective team management strategies, such communication silos may cause team conflicts arising from lack of trust thus fostering low performance or missed deadlines (Castaneda et al., 2022). Coming to feeling of isolation that also stems from low communication. Remote employees often disengaged from the in-office culture and they remain concerned with their reputation with team managers. Moreover, lack of a proper work ambiance at home gives them the feeling that are not given importance in team meetings thus enhancing their feeling of isolation which in turn has many adverse psychological effects like depression and anxiety (Korkmaz et al., 2025). 
This research results may offer managers the incentive to think creatively about remote team management. The idea is to build cohesion, an environment of trust and strong communication between in-office and remote team members. This can be done by ensuring stable internet connect and high quality audio and video. The research data highlights the importance of inclusive team management strategies and collaboration technologies.
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Conclusion
The problems of communication gap and feeling of isolation in remote employees are critical issues that need the attention company’s leadership and management. This research has many practical implications like encouraging team managers and leaders to foster creative strategies to develop trust and harmony between in-office and remote team members. The research provides insights about the need of targeted training of team managers so that they take a more emphatic and inclusive approach. Finally, addressing these issues will not only improve team performance and employee motivation but also foster a productive organisational culture.
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