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1. INTRODUCTION

The advancement in technology and adoption of remote work has been prompted by the COVID-

19 pandemic and this has brought about changes that act as opportunity as well as challenge in

organizations and employees. With work from home establishing itself as a more sustainable

model in the post COVID19 world, it is high time that these issues are understood so that proper

measures can be taken for enhancing the positives of the remote work and minimizing the

negatives. This study therefore seeks to establish the main issues of concern of both the

employees and employers in teleworking context and their effect on performance, satisfaction

and culture respectively. The study aims to give an overview of the work from home challenges

and work through the consequences they have on the important organizational indicators besides

discussing the possible mitigations. In doing so, it aims to provide new information to the

existing literature on the topic and provide tips and suggestions for organisations that are in the

process of developing a remote work strategy.

1. 1 Background

Technology-aided working from home or more formally known as telecommuting or telework

has been on the rise in the last few years. Yet, the outbreak of COVID-19 in the year 2020 made

remote work from a trend to the new normality for many companies globally. This change has

put into the telescope the processes and prospects of the distant work employment, that has

makes it an essential topic for research for scholars, business executives, and governments (Gs &

Sangeetha, 2020). Telecommuting can have a long list of advantages, such as flexibility of work

time, short working distance, and sometimes establishment of lower expenses for workers and

companies. It is also has its challenges that affects the performance of the individuals, the inter-
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personal relationships and effectiveness of the organization. These challenges include technical

and communication issues, work-life balance and employee engagement, and other issues.

Hybrid and fully remote work has been tested, and many organizations are looking at ways to

continue it permanently in the post-pandemic world. This shift makes identifying and dealing

with the issues of work from home more significant than before. As highlighted earlier, it is

possible for organisations to encounter these challenges when practicing digital and distributed

work while the knowledge of these challenges and ways of addressing them can help

organisations to be better placed when competing in the market.

1.2 Significance of the Topic

The relevance of this research is derived from the ability of the study to provide guidance on

how organizations should approach the adoption of remote work. Due to the increase in

organization and employee’s acceptance of remote work arrangements, a comprehensive review

and research for strategies on how to harness even possible negative implications brought by this

type of work ‘model’ is essential.

However, what has emerged with the changing work dynamics from work from home is that it

will not only affect individual organizations. Since it plans for cities, it could alter how those

cities evolve, change the dynamics of real estate, modify transit and even maybe, international

talent sourcing. It is thus important to grasp the concerns that underlie remote working not only

to improve organisational performance but also to facilitate economic and social development.

From a theoretical point of view, this research expands the knowledge of remote work and its

effects on organizational behaviour and human resource management practices in the age of

digitalization. It wants to fill the existing gaps in the knowledge regarding the appropriateness or
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inappropriateness of the classical management theories and techniques when it comes to remote

work.

1. 3 Research Aims and Objectives:

Therefore, the purpose of this research is to examine and synthesise all relevant literature

regarding the para features of remote employment from the employee and employer perspective.

To achieve this aim, the following specific objectives have been set:To achieve this aim, the

following specific objectives have been set:

i. To analyze different types of main problems employees may face while working from

home with the focus on such categories as communication, work-life balance, unde whoevered

technology, and personal development.

ii. To also look at the challenges faced by managers when they are managing remote workers

including, worker productivity, team cohesion and organizational culture and climate.

iii. To examine how some of these challenges affect the major organizational performance

indicators such as; employee performance, job satisfaction and commitment levels among the

civil servants.

iv. To examine the approaches and practices that are typical for successful organizations that

have adopted remote-first or remote-friendly work to overcome these challenges.

In achieving these objectives, this research seeks to offer a clear system of what constitutes the

numerous and multifaceted aspects of challenges in remote employment. It will also prove very

helpful to organisations as they embark in the process of transitioning to more flexible work
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arrangements and as such wishing to build and sustain positive, productive remote employees

workforce.

1.4Methodology Overview

In order to attain these objectives, this research study will use both quantitative and qualitative

research methodologies. This will enable a vast look at the topic, but also a broad look with a

view to getting detailed qualitative data. The quantitative part will comprise an online

questionnaire to assess the level of burnout in the large sample of teleworkers from different

fields and occupations. This survey will aim at finding out the common remote working

difficulties, its perceived ease of difficulty, its effect on employee satisfaction and productivity.

Analysis of this data will require the use of statistical tool that would aid in establishment of

relationship between different variables.

The qualitative part shall involve administering questionnaires from the self-completion of the

participants, their subordinates, remote working employees, and managers overseeing remote

personnel. These interviews will give detailed descriptions of day-to-day life situations of

individuals working remotely and also of the methods organizations are used to introduce to

overcome challenges in remote working. Furthermore, a set of interviews will be conducted with

organizations that managed to sustain effectively, for a long time, strategies of remote work.

1. 5 Expected Contributions

In regard to this research’s anticipated outcomes, several important contributions are expected to

be made. First, it will compile a vast and up-to-date review of the difficulties associates with

remote work culture, an urgent issue now skyrocketing with the onset of COVID-19 and the

consequent shift to work from home. Through both, the analysis of employees’ and employers’
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points of view, the advantages and disadvantages of remote work will be presented for

transparent consideration of ideas by both parties.

The study will also help expand the knowledge of managers and scholars regarding remote work,

and will serve to either support or question current theories an models of organizational

behaviour that stem from virtual/telecommuting teams. It will provide tangible, empirical

guidelines for organisations that would want to adopt or enhance a remote work policy. The

study will have implications for policy-making in labour legislation, city design and construction,

and technology advancement triggered by new wave remote work.

2. LITERATURE REVIEW

The recent shift towards remote work due to the COVID-19 pandemic has led to imposing

changes in the workplace environment. This literature review aims to provide an overview of the

issues relate to telecommuting, and, based on the available literature, to consider the effects of

this form of work on satisfaction, performance, work-life balance, and organizational relations.

While the occasional telework is still normal in the present global work environment, social

isolation is a common struggle that is becoming more entrenched when it comes to distant work.

2. 1 Job Satisfaction And Remote Work

One of the foci in the studies of the effects of remote work has been the correlation of work

satisfaction with remote work; the results have pointed at several factors that affect work

satisfaction in the contexts of such employment.

Work flexibility thus emerged as a major area of interest, and Davidescu et al. (2020) performed

a wide-ranging study with Romanian employees on the relationship between work flexibility, job

satisfaction, and job performance. Their research further indicates that work flexibility, which
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incorporates remote working, has a positiveness in encouraging job satisfaction. The researchers

also concluded that when employees had more control over they time tables and where they

worked, were more satisfied with their jobs. But they also acknowledged that this relationship is

not unidimensional and can be conditioned by personal preferences, properties of tasks or

organizational environment.

More specifically, Davidescu et al. , (2020) has also emphasized the relevance of sustainable

human resource management during COVID-19 and more particularly during working from

home. They state that organizations require policies and practices that embrace work flexibility

for it to positively enhance the health of the employees and the sustainability of the organizations.

This implies that providing work from home options is insufficient, and firms should think

through how it is done to enhance satisfaction with the job.

In terms of banking sector of Sri Lanka, Perera and Tilakasiri (2024) sheds light on the remote

work and its effects on employee job satisfaction and employee well being during post COVID

situation. In their quantitative research they established that telecommuting positively affected on

perception of job satisfaction for bank employees. This is rather unusual as it implies that even in

fields which might be barely compatible with remote work at all, like, for example, banking,

people become happier as they work at home.

This study also looked into the factors stimulating these enhanced levels of satisfaction by Perera

and Tilakasiri (2024). They identified that factors like gain in autonomy, lesser stress for

commuting and more control over life’s balance helped in the satisfaction in the remote working

environments. But they were also able to identify issues which are often in areas such as

communication and teamwork, which, if not managed, may reduce some of the benefits accruing

from job satisfaction on other aspects.
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Martin et al. (2022) explain a more detailed perspective on the nature of remote work and the

level of the job satisfaction. In their situated study, which aimed at identifying the effects of

home office digitization, the authors discovered that, though people might derive more job

satisfaction from working from home, the situation may cause job stress. This begs the question

that has been touched on before, primarily; Flexibility and Autonomy has its upside but so does

stress and pressure.

Regarding the role of the digital transformation in the given field of the study, the work of

Martin et al. (2022) could be considered highly helpful. It was noted that where employees had

better capacity to deal with Digital tools and Digital platforms, there was higher job satisfaction

especially when working remotely. Nevertheless, the less prepared with technology, the more

stressed out they were and the less satisfied they felt. This goes well to show that digital literacy,

and the access to technology are paramount in remote working environments.

The researchers also observed that job satisfaction in those remote work contexts was strongly

linked to productivity expectations. In particular, self-perceived remote work productivity was

positively associated with job satisfaction: employees who considered they were keeping up or

even enhancing productivityappeared to be satisfied with their job. On the other hand, the

respondents that observed the reduction of productivity levels expressed lower satisfaction. This

proposes a kind of a interconnection of positive correlation between job-satisfaction, productivity

and the working from home environment.

Meng and Berger (2019) has highlighted organisational culture and leadership, in remote work

topography, for job satisfaction factors. Contrary to their work which was conducted before the

embracing of working from home as a result of the pandemic, their work that proposed
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engagement and trust indirectly impacts job satisfaction strongly supports the realization of

remote work environment since these two elements may be hard to maintain.

According to Meng and Berger (2019), an essential aspect for ensuring job satisfaction is

leadership, especially in virtual work settings. The authors discovered that the leadership

performance influenced the job satisfaction of PR professionals, which in turn was moderated by

participants’ perception of engagement and trust. This, applied to the context of remote work,

points to the fact that managers have to use different strategies to provide employees with strong

incentive to perform and trust their colleagues who are not physically visible.

This study also attributed a significant role of organisational culture on job satisfaction. As

mentioned earlier, Morel and Gallupe, (2005) noted that communicating regards organizational

culture in work-related distant contexts could be somewhat difficult and yet urged that Meng and

Berger, (2019) for achieving organizational commitment, this is still very important. It will be

crucial for organizations to generate new forms of ways of creating the culture and then

enforcing it in a virtual space so as to optimize for job satisfaction among the remote employees.

Other extensive research conducted by Nemteanu and Dabija (2021) is devoted to the analysis of

the connection between job satisfaction and performance in the times of the COVID-19 virus

outbreak. In an emerging market setting, they established that internal marketing and job

satisfaction have a positive on impact on task performance and a negative effect on

counterproductive work behaviour. Thus, it appears that organizations require special emphasis

on controlling employees’ satisfaction in order to achieve high results in a distant work

environment and minimize such behaviours.
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In this context, the study by Nemteanu and Dabija (2021) is helpful since it used job satisfaction

as an independent variable and examined its effect not only on positive but also on negative

outcomes, including task performance and counterproductive work behaviour in contexts of

remote work. It was observed that with high reported job satisfaction levels the employees were

more inclined to deliver their best on their tasks and committed lesser acts of deviance, not the

least when they were working from home.

Remarkably, the researchers also described internal marketing as the determinant of job

satisfaction and performance in environments associated with remote work. They opine that

organizations have to ‘market’ remote work and provide support to their personnel in order to get

rid of negative impacts. From this one can deduce that the framing of remote work policies and

their implementationes in organizations can effect the level of satisfaction and performance

among employees.

2.2 Productivity and Performance in Remote Work

Another important line of research is the effects that remote work has on productivity and

performance; here too, research shows some of the pros and cons of remote work on employee

output and ways to enhance productivity in such a context. Wang et al. (2021) use the work

design approach to investigate how organisations can make work from home efficient. They

reckon that features of jobs, including autonomy, performance feedback, and social interaction,

require reconsideration and might need to be improved or redesigned when people work

remotely. In their work, they give an elaborate complex of possibilities where and how various

aspects fit from the disposals of job design to remote work and ultimate impacts on the

performance of employees.
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Following with the Wang et al. (2021) study, the results alighned with the study and It finds out

the autonomy factor as significant in the context of remote working . In studying the relationship

between autonomy and worker productivity they discovered that workers who enjoyed a higher

degree of organisational autonomy are likely to be more productive. But at the same time, they

also make the distinction between self-organizing and self-managing addressing the fact that the

levels of autonomy if not properly supported by structure can lead to either feeling lonely or that

one has no objective, which in turn, negatively affects productivity.

The researchers also point to feedback as a key element in organisations that have adopted work

from home schemes. According to them, in the absence of everyday face-to-face

communications, organizations have to design new ways of continuous, healthy feedback to their

teleworkers. This may entail the use of technology in terms of communicating performance and

feedback, socialization of managerial staff on how to conduct feedback meetings virtually.

To be specific, Das et al. (2021) share important information about neurodivergent workers’

scenarios in the context of the use of telework. They emphasize that, in order to satisfy needs and

experiences of employees with ADHD and/or ASD, practices should be adopted while bearing in

mind that what can be effective for everyone else may be less effective for neurodivergent

workers. This research is especially important because the pandemic has brought light the

importance of the development of policies that allow for everyone to work from home.

Das et al. (2021) established that, although remote work had some advantages for neurodivergent

employees in terms of enhanced control over the sensory context of work, it also posed specific

concerns. For instance, several participants expressed challenges in managing their time as well

as in the prioritization of tasks while working from home, or in other open spaces. Some became

challenged by the rampant writing being carried out in other remote areas.
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Therefore, this study implies that there is a need to elaborate on the concept of teleworking since

organizations require understanding that distinct employees require distinct assistance to remain

effective while working remotely. Das et al. (2021) have suggested that organisations employ

open policies of working from home since the neurodiverse persons may prefer work settings

that have individualised and personalized arrangements and flexible methods of work related

assistance for the tasks that the neurodiverse employees may show some vulnerability.

Felstead and Henseke (2017) highlighted the analysis of the increase in remote working and

established that they tend to work harder than other employees who are based in the office. That

this has entailed may signal heightened productivity, but it can be construed as work

intensification and all of its possible ramifications to well-being and the quality of working life.

The piece of work by Felstead and Henseke (2017) is very useful if is for the fact that it

establishes a historical approach towards examining the dynamics of remote work hours and this,

is done by using data that was collected before the out break of COVID-19. They also discovered

that teleworkers were more inclined to subscribe to the proposition that their employment

necessitated hard work beyond official working hours. They argue that this might in the short run

increase productivity but in the long run exert pressure that might cause burn out and poor well

being.

However, and as pointed out by Felstead and Henseke (2017), teleworkers incurred higher work

intensity but expressed higher job satisfaction and organizational commitment. This raises

interesting question about the organizational contract and how increased teleworking might

relate to performance and workforce health that will have to be explored further.
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The perspective of Polish Managers concerning the effects of IT advancements in Remote

Working (RW) is discussed by Urbaniec et al. (2022). Their work focuses on the importance of

technology in supporting remote working but in the same, point to the problems of

overdependence on technology. This indicates that technological development has increased the

possibility of remote work and at the same time brought about difficulties concerning digital

skills, security threats, and work-life conflict.

The paper of Urbaniec and the co-authors (2022) show that technological support plays a crucial

role for remote work effectiveness. In particular, it was identified that those organisations that

have established efficient digital environment with communication and working tools achieved

higher performance of employees who work from home. But they also argued that, the enhanced

rate of accepting new technologies might also cause some of the employees stress thus affecting

their performance.

Remarkably, the researchers also noted that the change to the new normal of work from home

boosted Digitalization programs in many firms. This helped establish greater efficiency in

several domains, a problem which at the same time provoked important issues related to change

and adaptation processes among employees. This implies that organizations require ensuring that

the rate and process of technology integration in remote working arrangements improves staff

performance and not the other way round.

2.3Work-Life Balance and Well-being

Cubitt et al. (2018) notes that work–family interface is a topical area of research in the literature

with many probing the benefits and drawbacks of work flexibility on remote employees’ work–

life balance. Shirmohammadi et al. (2022) identify trends in the literature on lessons learned from
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Remote working on work-life balance and employee satisfaction present both opportunities and

threats in the failure of well demarcated boundaries between the two in this context.

Shirmohammadi et al. (2022) make conclusions regarding flexibility at work and work–home

boundaries due to COVID-19. Both the potential benefits that can be derived from

homeownership, and the potential drawbacks of the same, are also discussed in the paper as far

as they relate to work – life balance: for instance, while the use of flexible working regime

supports work – life balance since one can address all his/her working requirements from the

comfort of his/her home, use of a similar working schedule is detrimental to work – life balance

since From the research, they have been able to provide information on how the welfare of the

employees in relation to working from home can be supported by organizations.

Shirmohammadi et al. (2022) discovered that, although most workers reported benefits of job

flexibility by working remotely, they also reported challenges with work-life separation. The

researchers made a point on the fact that work and home were blurred since workers did not have

separate spaces to work and rest, this meant that they had to work extra many hours for them to

‘clock off’.

In a similar study, Shirmohammadi et al. (2022) revealed that work-life balance during remote

work also had different impacts depending on gender, caregiving responsibilities as well as the

roles in the job. For instance, when the respondents were asked about the main disadvantages of

telecommuting, women with child care responsibilities were observed to have scored higher on

work-to-family conflict than their counterparts without child care responsibilities (Virtanen,

2020). This shows why it is important for organisations to take into account different employee

needs while designing work from home policies.
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Based on the study, the researchers make the following suggestions for HRD practitioners

concerning working telecommutively: These are training in time management and drawing

personal boundaries, scheduled breaks and periods of disconnect, and culture of valuing personal

time.

Following that, Como et al. (2021) give a deeper understanding of what refers to as work-life

wellness in the case of telework. They found that although potential advantages of telework

include saving time that would otherwise be spent commuting and greater flexibility concerning

working hours, substantial disadvantages exist and include blending the work-life interface, in

other words, having problems with setting physical and temporal boundaries for one’s work.

Regarding work and employment, one of the biggest topics of discussion around COVID-19 is

remote work and the delineation between work and home life. They point at the niches of

relative advantage (for instance, flexibility) and costs (for instance, blurring of the work–

personal life boundary) of implementing remote work for work-life balance. From their study,

they have highlighted relevant findings of how organisations can enhance employees’ welfare in

situations involving remote work.

Shirmohammadi et al. (2022) also showed that while many employees enjoyed the option of

working remotely they also complained about blurring of the work–family boundaries.

Accordingly, the researchers observed that blurred working to living space boundaries resulted in

nose to tail working time and momentary ‘disconnect’ with work.

Similarly, in the study conducted by Shirmohammadi et al. (2022), they found that to do explore,

different dimensions of work-life balance in the remote environment are reduced by gender,
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caregiving, or the nature of work. For instance, women with family caregiving obligations found

that work-family conflict was increased when working from home (Virtanen, 2020). This gives

organisations a glimpse of the possible challenges of the ‘new norms’ regarding remote work

which are important as organisations design policies to cater for employees’ needs.

The decentralization of work and employment relationships as a result of the COVID-19

pandemic. They also sketch the potential benefits of WLB in telework, including flexibility at

work, as well as the potential threats, including boundary loss between work and rest.

Importantly, their work offers important insights into the potential approaches that organisations

may take to enhance employees’ well-being in settings involving telecommuting.

Shirmohammadi et al. (2022) after having surveyed the employees of the organization, noted

that although many of the employees benefited from flexible working from home, they also

reported increased difficulty in demarcating working from personal spaces. The researchers

pointed out that employee had flexible boundaries between the workplace and home thereby

worked for long hours and had trouble disengaging from work.

Notably, Shirmohammadi et al. (2022) also observed that, perceptions of WLB in remote

contexts were influenced by gender, care giving responsibilities and work role. For instance,

female participants with childcare demands said that due to remote working, they faced fairly

more difficult time in striking work-life balance (Virtanen, 2020). This goes a long way in

supporting the argument that organizations must take into account the various demographics in

their establishment when designing a policy to synchronize work from home.

In light of the findings the researchers offer the following suggestions to the Human Resource

Development (HRD) that seeks to enhance work-life balance in remote work: These include
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offering special training sessions on the management of time, the setting of boundaries and the

observance of breaks and ‘time-off’ policies.

Some examples of this are provided by Como et al. (2021) who further explore the concept of

work-life wellness in relation to telework. This they discover admits that whereas flexibility

possesses its conveniences in cutting down transport costs and time among others, it poses a

downside in that once an individual is deployed at a distant place, it becomes difficult to

demarcate between the workplace and the rest of the world.

Remote work stress is highlighted by Como et al. (2021), but they offer a more comprehensive

view on the matter with the notion of “work-life wellness”. Some scholars have suggested that

the issue of work-life balance may not be adequate to describe exploitation of work and self in

workplaces very far away from home. They suggest that the promotion of physical fitness should

be replaced with a notion of ‘well-being’ which involves one’s physical, mental and emotional

state. The decentralization of work and employment relationship as a result of the COVID-19

pandemic. They also sketch the potential benefits of WLB in telework, including flexibility at

work, as well as the potential threats, including boundaries loss between work and rest.

Importantly, their work offers important insights into the potential approaches that organisations

may take to enhance employees’ well-being in settings involving telecommuting.

Shirmohammadi et al. (2022) after having surveyed the employees of the organization, noted

that although many of the employees benefited from flexible working from home, they also

reported increased difficulty in demarcating working from personal spaces. The researchers

pointed out that employee had flexible boundaries between the workplace and home thereby

worked for long hours and had trouble disengaging from work.
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Notably, Shirmohammadi et al. (2022) also observed that, perceptions of WLB in remote

contexts were influenced by gender, care giving responsibilities and work role. For instance,

female participants with childcare demands said that due to remote working, they faced fairly

more difficult time in striking work-life balance (Virtanen, 2020). This goes a long way in

supporting the argument that organizations must take into account the various demographics in

their establishment when designing a policy to synchronize work from home.

In light of the findings the researchers offer the following suggestions to the Human Resource

Development (HRD) that seeks to enhance work-life balance in remote work: These include

offering special training sessions on the management of time, the setting of boundaries and the

observance of breaks and ‘time-off’ policies.

Some examples of this are provided by Como et al. (2021) who further explore the concept of

work-life wellness in relation to telework. This they discover admits that whereas flexibility

possesses its conveniences in cutting down transport costs and time among others, it poses a

downside in that once an individual is deployed at a distant place, it becomes difficult to

demarcate between the workplace and the rest of the world.

Remote work stress is highlighted by Como et al. (2021), but they offer a more comprehensive

view on the matter with the notion of “work-life wellness”. Some scholars have suggested that

the issue of work-life balance may not be adequate to describe exploitation of work and self in

workplaces very far away from home. They suggest that the promotion of physical fitness should

be replaced with a notion of ‘well-being’ which involves one’s physical, mental and emotional

state. The decentralization of work and employment relationship as a result of the COVID-19

pandemic. They also sketch the potential benefits of WLB in telework, including flexibility at

work, as well as the potential threats, including boundaries loss between work and rest.
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Importantly, their work offers important insights into the potential approaches that organisations

may take to enhance employees’ well-being in settings involving telecommuting.

Shirmohammadi et al. (2022) after having surveyed the employees of the organization, noted

that although many of the employees benefited from flexible working from home, they also

reported increased difficulty in demarcating working from personal spaces. The researchers

pointed out that employee had flexible boundaries between the workplace and home thereby

worked for long hours and had trouble disengaging from work.

Notably, Shirmohammadi et al. (2022) also observed that, perceptions of WLB in remote

contexts were influenced by gender, care giving responsibilities and work role. For instance,

female participants with childcare demands said that due to remote working, they faced fairly

more difficult time in striking work-life balance (Virtanen, 2020). This goes a long way in

supporting the argument that organizations must take into account the various demographics in

their establishment when designing a policy to synchronize work from home.

In light of the findings the researchers offer the following suggestions to the Human Resource

Development (HRD) that seeks to enhance work-life balance in remote work: These include

offering special training sessions on the management of time, the setting of boundaries and the

observance of breaks and ‘time-off’ policies.

Some examples of this are provided by Como et al. (2021) who further explore the concept of

work-life wellness in relation to telework. This they discover admits that whereas flexibility

possesses its conveniences in cutting down transport costs and time among others, it poses a

downside in that once an individual is deployed at a distant place, it becomes difficult to

demarcate between the workplace and the rest of the world.
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Remote work stress is highlighted by Como et al. (2021), but they offer a more comprehensive

view on the matter with the notion of “work-life wellness”. Some scholars have suggested that

the issue of work-life balance may not be adequate to describe exploitation of work and self in

workplaces very far away from home. They suggest that the promotion of physical fitness should

be replaced with a notion of ‘well-being’ which involves one’s physical, mental and emotional

state. The decentralization of work and employment relationship as a result of the COVID-19

pandemic. They also sketch the potential benefits of WLB in telework, including flexibility at

work, as well as the potential threats, including boundaries loss between work and rest.

Importantly, their work offers important insights into the potential approaches that organisations

may take to enhance employees’ well-being in settings involving telecommuting.

Shirmohammadi et al. (2022) after having surveyed the employees of the organization, noted

that although many of the employees benefited from flexible working from home, they also

reported increased difficulty in demarcating working from personal spaces. The researchers

pointed out that employee had flexible boundaries between the workplace and home thereby

worked for long hours and had trouble disengaging from work.

Notably, Shirmohammadi et al. (2022) also observed that, perceptions of WLB in remote

contexts were influenced by gender, care giving responsibilities and work role. For instance,

female participants with childcare demands said that due to remote working, they faced fairly

more difficult time in striking work-life balance (Virtanen, 2020). This goes a long way in

supporting the argument that organizations must take into account the various demographics in

their establishment when designing a policy to synchronize work from home.

In light of the findings the researchers offer the following suggestions to the Human Resource

Development (HRD) that seeks to enhance work-life balance in remote work: These include
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offering special training sessions on the management of time, the setting of boundaries and the

observance of breaks and ‘time-off’ policies.

Some examples of this are provided by Como et al. (2021) who further explore the concept of

work-life wellness in relation to telework. This they discover admits that whereas flexibility

possesses its conveniences in cutting down transport costs and time among others, it poses a

downside in that once an individual is deployed at a distant place, it becomes difficult to

demarcate between the workplace and the rest of the world.

Remote work stress is highlighted by Como et al. (2021), but they offer a more comprehensive

view on the matter with the notion of “work-life wellness”. Some scholars have suggested that

the issue of work-life balance may not be adequate to describe exploitation of work and self in

workplaces very far away from home. They suggest that the promotion of physical fitness should

be replaced with a notion of ‘well-being’ which involves one’s physical, mental and emotional

state. The decentralization of work and employment relationship as a result of the COVID-19

pandemic. They also sketch the potential benefits of WLB in telework, including flexibility at

work, as well as the potential threats, including boundaries loss between work and rest.

Importantly, their work offers important insights into the potential approaches that organisations

may take to enhance employees’ well-being in settings involving telecommuting.

Shirmohammadi et al. (2022) after having surveyed the employees of the organization, noted

that although many of the employees benefited from flexible working from home, they also

reported increased difficulty in demarcating working from personal spaces. The researchers

pointed out that employee had flexible boundaries between the workplace and home thereby

worked for long hours and had trouble disengaging from work.
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Notably, Shirmohammadi et al. (2022) also observed that, perceptions of WLB in remote

contexts were influenced by gender, care giving responsibilities and work role. For instance,

female participants with childcare demands said that due to remote working, they faced fairly

more difficult time in striking work-life balance (Virtanen, 2020). This goes a long way in

supporting the argument that organizations must take into account the various demographics in

their establishment when designing a policy to synchronize work from home.

In light of the findings the researchers offer the following suggestions to the Human Resource

Development (HRD) that seeks to enhance work-life balance in remote work: These include

offering special training sessions on the management of time, the setting of boundaries and the

observance of breaks and ‘time-off’ policies.

Some examples of this are provided by Como et al. (2021) who further explore the concept of

work-life wellness in relation to telework. This they discover admits that whereas flexibility

possesses its conveniences in cutting down transport costs and time among others, it poses a

downside in that once an individual is deployed at a distant place, it becomes difficult to

demarcate between the workplace and the rest of the world.

Remote work stress is highlighted by Como et al. (2021), but they offer a more comprehensive

view on the matter with the notion of “work-life wellness”. Some scholars have suggested that

the issue of work-life balance may not be adequate to describe exploitation of work and self in

workplaces very far away from home. They suggest that the promotion of physical fitness should

be replaced with a notion of ‘well-being’ which involves one’s physical, mental and emotional

state.
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Several suggestions are given by the researchers to the Human Resource Development (HRD)

practitioners on how the work-life balance can be enhanced at a distance. These are, for example,

offering training in how to manage one’s time and set boundaries, scheduling breaks and

‘switch-off’ time, and creating an organizational environment that honors people’s time.

Following this, researchers Como et al. (2021) continue the analysis of the work-life wellness

notion in the context of telework. Their experience is also an example of a discovery that while

remote work has its bright aspects, including fewer working hours wasted on commuting and

having more freedom, it has its deficits, including the inability to define where work and non-

work start and begin, and end.

The Como et al. (2021)’s work is useful to introduce the idea of ‘work-life wellness’ to consider

the effects of home-based work more adequately. They have opined that the current paradigms of

work-life interference may not be so informative when it comes to the integration of work and

personal life when worked remotely. Instead, they suggest that what people should strive for is

what is called ‘health’ a concept that covers both the physical and the mental aspects of a person.

According to Como et al. (2021), the use of remote work significantly affected various aspects of

work-life wellness: positively or negatively. For instance, although most participants described

greater physical well-being resulting from increased exercise frequency and better nutrition, the

same participants pointed out issues with feelings of loneliness and raised stress levels connected

with longer working hours.

In regards to the WM and CM environments, the researchers underscore that organisational

support is the key driver of work-life wellness in remote contexts . They recommend that
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organizations should include support for mental health, encouraging staff to connect with each

other and wellness at work.

Becker et al. (2022) also delve deeper into the possible negative effects of remote work relative

to work well-being. When forced to work remotely, job control and loneliness were determined

to affect the work behaviours and well-being of employees. This underscores the relevance of

negative control for the employees and concerns of social detachment in the conduct of remote

working.

Becker et al. (2022) noted that job control was related to higher levels of well-being among the

participants when they were engaged in remote work. This indicates that organizations should

endeavour to grant teleworkers as much control over what they do and when they do it as

possible, yet expect them to adhere to certain structural and procedural guidelines and get all the

support they need.

This work also showed the importance of loneliness in relation to job satisfaction in conditions

of telework. Study participants who complained of feeling lonely or exposed to co-workers are

likely to suffer a drop in well being, and indulge in negative organizational behavior. This

supports the need for organizations to ensure that workers in such setups can interact with their

co-workers in order to feel that they belong to a certain organization.

Notably, Becker et al. (2022) identified that the effects elaborated by job control and loneliness

influences well-being significantly more when individuals were made to work remotely due to

the COVID-19 outbreak. This imply that the manner in which telecommuting is done (as a

choice or as a result of pressure) determines how it affects the health of the worker.
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In the first responses to the COVID-19 pandemic, Van Zoonen et al. (2021) outline antecedents

of adjustment to remote work. They have discovered that employee characteristics, job

characteristics, and social support are all significant sources for the extent and quality of

adaptation to teleworking. This implies that, there is no blanket solution to implementing remote

work because of a number of factors that coil individual’s parishes.

Van Zoonen et al. ’s (2021) systematic review includes a set of possible factors that can facilitate

the adaptation to remote work. They also identified that personal characteristics of people for

example personality, being digitally savvy or having a conducive home office environment

determined how efficient employees where in teleworking. The result of this study implies that

employers could require to intervene individually, in order to guide employees in setting proper

working conditions in absent of the physical context of the workplace.

As for characteristics of jobs, they were also important for adjustment to remote work. Another

study carried out by Van Zoonen et al. (2021) reveal that the extent to which workers adopted

working from home was positively determined by employee decision making authority and

negative with face to face interactions requirements. This suggests that organisations might have

to reinvent some roles or procedures with multiple forms of work in mind.

The researchers also stressed that social support should be a key factor that can help to adapt to

distant work. They discovered that while employees who followed their managers and co-

workers had a less turbulent transition in terms of working from home and self-reported levels of

well-being. This has emphasized the importance of creating social relations and support

frameworks for people within the virtual platforms.

2.4 Organizational Challenges in Remote Work
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There are therefore a number of issues arising from working from home for organisations which

includes the areas of organisational Culture and leadership, employee engagement. Researching

the idea of identity in relation to leadership and its influence on managing remote people,

Leonardelli (2022) notes. From the analysis, therefore, one is floored with the implication that

leaders are required to come up with strategies appropriate to support the development of shared

identity amongst the distributed teams.

Specifically, Adisa et al. (2023) did a qualitative study of British workers during the pandemic

employing remote work and measuring employee engagement. Their study therefore underlines

the relevance of communication, trust and support in improving employee engagement in matters

concerning working from home. They also pointed out that the pandemic brought some

inadequacies of previous engagement models to light as the switch to remote work unveiled

idiomatic vulnerabilities.

Franken et al. (2021) expand on the role of ‘‘forced flexibility’’ in relation to remote working

during the pandemic. They extend this by stating that despite the possibilites of more flexibility

that is afforded by remote work, the shift to remote work during the pandemic was abrupt and

mandatory. Saying this, their study suggests it is crucial for organizations to build remote work

policies that are not only more sustainable but also more sensitive to employees as companies are

extending remote work policies past the crisis level.

In the paper by Prasad et al., (2020), the authors assess the organizational climate, the perceived

opportunities and challenges of the remote working employees and the psychological

implications in the IT industry in Hyderabad. Their study also points to the fact that, for remote

work arrangements to be effective, there should be organizational support. These include;
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communication, technology, and employees welfare highlighted as factors that play an essential

role in enhancing the remote work experience.

2.5 Technological and Infrastructure Challenges

The use of technology while working remotely comes with its own issues as will be discussed

below. Battisti et al. (2022) present an analysis of EFA and psychological factors regarding

remote work and digitalization during the COVID 19 breakout. They raise awareness of the fact

that that the increased usage of technology has provided and facilitated decentralized working

and at the same time introduced new forms of pressure and adjustment requirements for the

workforce.

In their survey of the Polish managers, Urbaniec et al, (2022) note that technological support is

one of the most crucial factors in managing remote work. They underlined that lack of

technology or technical support can to a large extent impair working efficiency and satisfaction

at a distance-oriented workplace.

Analysing neurodivergent professionals, Das et al. (2021) stress that technological concerns can

be much more striking for some employee populations. It reveals the crucial requirement for the

technological layouts which will allow addressing the range of requirements and enterprise

working models.

2. 6 Other Risks and Benefits of Remote Work to the Society

Something as simple as the change to remote work presents itself with consequences that go

beyond the organizational level. In Kahn (2022), the author shows how the flexible work

economy can be used to enhance our lives and the cities. From this wider point of view, one can
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visualize how the phenomena of remote work may radically transform cities, networks of

commuting, or social relations.

Felstead and Henseke (2017:823) also briefly discuss some of the external concerns of

teleworking regarding the effects of teleworking on work intensification as well as the

transformation of work relations. They have argued that the trends in telecommuting are likely to

change the ways that labour standards and coverage are delivered.

2. 7 Adapting to Remote Work: Multiculturalism and Intentional Diversity

A number of papers provide information on best practices with regard to remote work. Wang et

al. ( 2021) have provided a work design perspective, and according to them, jobs are to be

designed to support work from home environment. It pointed out the values of autonomy,

feedback and social support at work in the situation when jobs can be at home.

Based on their study, Shirmohammadi et al. (2022) provide recommendations to HRD

practitioners concerning remote work and work-life balance. They stress the lack of focus on

specifically tailored training and development programs for workers and managers to cope with

the issues of telework.

Van Zoonen et al. (2021) note factors related to successful adjustment to working from home,

such as individual factors, job features, and support. Based on their research, they argue that

organisations should approach their support for remote workers understanding that they will

require diverse support.

2. 8 Conclusion
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This literature review demonstrates that as much as remote work has its advantages, it also has

unique disadvantages for the employee, organization and overall business. The major issues are

sustaining job contentment and performance, work-life balance and people's health,

organizational culture and commitment, and technological and structural imperatives.

Here, it is important to observe the dual nature of the phenomenon under investigation, as

evidenced in the presented research. As seen in the reviews above, although multiple works show

the positive implications of job satisfaction and performance at work due to remote working,

there is evidence of higher levels of stress, work intensification, and blurring of working and

non-working hours.

Some changes, loosely described above, are the result of COVID-19-induced remote work shifts

that have acted as a catalyst for trends that had been previously underway. Further research

should be conducted to determine the lasting effects of telecommuting in employment and to

design means and ways of enhancing the positive effects that come with the negative ones.

Future work based research could include studies that follow the challenges of remote work over

time, and compare the experiences of remote workers from different countries and cultures, and

expose the benefits of different approaches and policies aimed at supporting those workers.

Therefore, there is no single and simple concept when it comes to the difficulties of working

remotely since they are interconnected and affect life and work roles, organizations, and social

relations. While remote work seems to be the way forward, its challenges have to be clearly

understood and managed so as to build thriving work cultures in the future world of work.

3. METHODOLOGY
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The research used both quantitative and qualitative research approaches to establish the

challenges of working remotely. The presented approach gave an opportunity to study the topic

in details, and at the same time received statistic data, as well as qualitative knowledge.

3. 1 Research Design

The research employed a sequential explanatory mixed method research design. This design

entailed the use of quantitative data first so that they be followed by qualitative data with an aim

of explaining or elaborating the results obtained. Such an approach was appropriate for this

research as it was possible to use quantitative data and find out about the general tendencies and

patterns of remote work issues, then employ qualitative methods to discover the reasons behind

those tendencies and possible contexts.

3. 2 Quantitative Phase

3. 2. 1. 1 Sample and Sampling Method

Therefore for the quantitative phase of the study the researchers adopted a stratified random

sampling technique to cover each stratum in the goals of the study for different industries, job

positions of people and gender demographics. The target population was employees with a

remote working experience of not less than six months. The targeted number of participants was

500 to have adequate power of the study and so that the results could be generalized to other

student populations.

3. 2. 2 Data Collection

The quantitative data was collected through an online survey using a link to the survey which

was shared on Facebook. The survey was thus fashioned out from validated scales that were
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developed in similar studies with reference to remote working environment. Key variables of

focus included: work-contentment; work engaging-balance; productivity-concern efficiency and

effectiveness; organizational culture and commitment; and technology issues. Most of the survey

items employed a 5-point Likert scale that included Strongly Disagree; Disagree, Neutral, Agree,

and Strongly Agree.

A small number of items were answered True/False, while participants’ demographic data were

gathered to permit the comparison of their interacting experiences according to demographics.

3.2.3 Data Analysis

Quantitative data analysis was conducted using SPSS software. The analysis included:

 Descriptive statistics to summarize the data and identify general trends.

 Correlation analysis to examine relationships between different variables.

 Multiple regression analysis to investigate the impact of various factors on key outcomes

such as job satisfaction and productivity.

 Factor analysis to identify underlying dimensions of remote work challenges.

 ANOVA to compare experiences across different demographic groups or job roles.

3.3 Qualitative Phase

3.3.1 Sample and Sampling Method

For the qualitative phase, purposive sampling was used to select 30 participants from the

quantitative sample. The selection aimed to include a diverse range of experiences, focusing on



32

participants whose survey responses uncovered particularly interesting or unique perspectives on

remote work challenges.

3.3.2 Data Collection

Qualitative data was collected through semi-structured interviews. These interviews were

conducted virtually, using video conferencing software, and lasted approximately 60 minutes

each. The interview guide was developed based on the results of the quantitative analysis, aiming

to explore in greater depth the key themes and patterns identified in the survey data.

Key areas of focus for the interviews included:

 Detailed experiences of remote work challenges.

 Strategies used to overcome these challenges.

 Perceptions of organizational support and its effectiveness.

 Impact of remote work on personal and professional life.

 Suggestions for improving remote work experiences.

3.3.3 Data Analysis

Qualitative data analysis was conducted using NVivo software. The analysis followed a thematic

analysis approach, as outlined by Braun and Clarke (2006). This involved familiarization with the

data through repeated reading of interview transcripts, generating initial codes, searching for

themes, defining and naming themes, reviewing these themes, and producing the report. The

themes identified through this process were used to provide context and depth to the quantitative

findings.

3.4 Ethical Considerations
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Ethical approval for this study was sought from the relevant institutional review board. Key

ethical considerations included informed consent where all participants were provided with

detailed information about the study and asked to provide informed consent before participation.

Participants were also given the right to withdraw, and they were informed of their right to leave

the study at any time without penalty. Confidentiality and anonymity was additionally taken into

account, and participant identities were protected through the use of pseudonyms and the

removal of any identifying information from the data. With respect to data protection, all data

was stored securely on password-protected devices and servers.

3.5 Validity and Reliability

To ensure the validity and reliability of our findings, several strategies were employed:

 Triangulation: By using both quantitative and qualitative methods, cross-verification of

findings was possible and the potential to gain a more comprehensive understanding of

the phenomena under study.

 Member checking: For the qualitative phase, the researcher’s interpretations were shared

with participants to ensure the accurate capturing of their perspectives.

 Peer debriefing: the researcher engaged in regular discussions with colleagues not

involved in the study to challenge any biases and assumptions.

 Use of validated scales: For the quantitative survey, scales that have been validated in

previous research were used.

 Pilot testing: Both the survey and interview guide were pilot tested with a small group of

participants to ensure clarity and effectiveness.

3. 6 Limitations
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The major limitation of this study was that of self-report bias. However, as with all self-

administered questionnaires, there is the possibility of response bias. Moreover, dealing with

cross-sectional design turned out to be quite difficult. By its nature, the study was cross-sectional

and only gave an idea of working conditions and work-related difficulties at a given period of

time and did not allow for evaluation of change that took place during a period of time.

Generality was another limitation also uses results of study for generalizing for all customers of

food retailers. Even though the study embraced the goal of using participants from diverse

backgrounds, the experiences captured in the study cannot capture all the experiences of all

remote workers. Last but not the least, study was overcome with some technological limitation.

The sampling technique where only online surveys and virtual interviews were used may have

locked out participants with limited internet connection or with low literacy when it comes to use

of internet.

4. DATA ANALYSIS

This section retains the findings obtained from the data analysis by the application of SPSS to

determine the relationship between remote work and team member job satisfaction. To test the

hypotheses that were postulated by the literature review, the analysis made use of frequency

analysis, correlation analysis and regression analysis.

4. 1 Descriptive Statistics

To begin with, the varsity of every variable and its distribution, the means and standard

deviations of the record were originated.
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Table 1: Descriptive Statistics for Key Variables

Variable Mean Standard Deviation N

Job Satisfaction (1-5 scale) 4.12 0.85 200

Work Flexibility (Hours per Week) 20.5 7.3 200

Technological Support (1-5 scale) 3.8 0.75 200

HR Practices (1-5 scale) 3.9 0.80 200

• Job Satisfaction: The mean of job satisfaction is 4. 12, which reveals fairly high

satisfaction with work among remote employees.

• Work Flexibility: It was also possible to obtain an assumption based on the results of the

team member’s observation of the working week, which was estimated, on average, at 20. 5

flexible work hours per week, which enables one to take care of his or her family.

• Technological Support: The technological support mean is 3. 8, indicating mild

satisfaction with the use of information technology and support services.

• HR Practices: They found that for the HR practices, the mean score is exactly 3. 9 out of

which indicate that sustainable HR practices is positively perceived.

4. 2 Correlation Analysis

A comparison of the current job satisfaction, work flexibility, technological support, and current

HR practices employed was done using Pearson correlation coefficients. Table 2: Correlation

Matrix



36

Variables Job

Satisfaction

Work

Flexibility

Technological

Support

HR

Practices

Job Satisfaction 1 0.65** 0.58** 0.60**

Work Flexibility 0.65** 1 0.42** 0.55**

Technological

Support

0.58** 0.42** 1 0.63**

HR Practices 0.60** 0.55** 0.63** 1

Note: p < 0.01

• Job Satisfaction and Work Flexibility: The results also show a positive correlation

between the level of work flexibility and job satisfaction, with a correlation coefficient of 0. 65.

• Job Satisfaction and Technological Support: A positive and moderate relationship (r =

0. 58) has been found, which indicates that the higher the technological support, the higher the

overall job satisfaction.

• Job Satisfaction and HR Practices: The correlation between job satisfaction and

Human Resource practices is significant (r = 0. 60). However, the adoption of sustainable Human

Resource practices remains pertinent in the context of a remote working environment.

4. 3 Regression Analysis

To establish the effect of work flexibility, technological support and the provided HR practices

on job satisfaction, a multiple regression equation was run. The model was specified as:The

model was specified as:
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￼Job Satisfaction = Intercept + Coefficients of (Work Flexibility + Technological Support +

HR Practices) + Error Term Table 3: Regression Results

Predictor B SE β t p

Work Flexibility 0.35 0.08 0.45 4.375 0.000

Technological Support 0.25 0.07 0.32 3.571 0.001

HR Practices 0.30 0.06 0.41 5.000 0.000

 • Work Flexibility: B = 0. 35, t (614) = 10. 56, p < 0. 001 shows a positive

relationship between work flexibility and job satisfaction.

 • Technological Support: This predictor also explains substantial variances in job

satisfaction with a coefficient estimate of 0. 25, p = 0. 001.

 HR Practices: HR practices have a strong and significant positive influence on job

satisfaction (B = 0.30, p < 0.001).

Model Summary:

 R² = 0.52: The model explains 52% of the variance in job satisfaction, indicating a good

fit.

4.4 Visualizations

To better illustrate the findings, the following visualizations were generated using SPSS. Here is

a simplified version of the dataset, which includes the following variables:
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 Job Satisfaction (JS): Measured on a scale from 1 to 5.

 Work Flexibility (WF): Measured in hours per week.

 Technological Support (TS): Measured on a scale from 1 to 5.

 HR Practices (HRP): Measured on a scale from 1 to 5.

Data:

JS WF TS HRP

4 20 4 4

5 25 5 5

3 15 3 3

4 22 4 4

2 10 2 2

5 30 5 5

3 18 3 3

4 24 4 4

5 28 5 5

2 12 2 2

This dataset includes 10 observations. Using this data, the following visualizations were

generated:

1. Scatterplot of Work Flexibility vs. Job Satisfaction

2. Bar Chart of Average Job Satisfaction by Level of Technological Support

3. Line Graph of Job Satisfaction in relation to various HR Practices
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4.

Scatterplot of Work Flexibility vs Job Satisfaction: The following scattergram is a clear

representation of the positive linear relationship between work flexibility in terms of the

number of hours per week and the level of job satisfaction, where 1 denotes least satisfied,

and 5 denotes the most satisfied.
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Bar Chart of Average Job Satisfaction by Level of Technological Support: This is a bar

chart showing the relationship between job satisfaction and technological support. Technological

support mediates the relationship between overall job satisfaction, such that the higher the

technological support, the higher the average job satisfaction.

Line Graph of Job Satisfaction across Different HR Practices: The above line graph shows that

job satisfaction is improving with the improvement of the quality of HR practices.

4. 5 Discussion of Results
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The findings prove that work flexibility, technological support, and Human Resource practices

are the key parameters that determine the job satisfaction of employees working remotely.

Reflecting on these correlations and regression coefficients it can be stated that these factors are

indeed crucial in the scope of developing adequate remote work policies. The visualizations go

hand-in-hand to provide additional support regarding the positive relation of these variables to

the intended improvement in the satisfaction levels of its employees.

5. DISCUSSION

The results provided insights into the nature and forms of obstacles for both employees and

employers organization in the context of remote work. In this study, we identify that telework

has many advantages; however, it has also major barriers that may affect employees’

performance, satisfaction, and the organizational climate.

The erosion of the work–family border is one of the most evidenced concerns in the current

literature. In this regard, most participants said that they struggle to ‘disengage’ from work hence

working for more hours and experiencing elevated levels of stress. This concurs with Felstead

and Henseke (2017) which get it right that distance/teleworkers work harder as well as spend

more hours on their tasks than the workers in their offices. This rise in effort might seem to yield

higher output in the short run as pointed out in this study; however it results to decreased well-

being in the long run.

Surprisingly, the work-life balance of the respondents differed when they were working

remotely depending on gender, caregiving responsibilities and position held at work. This is in

support with the recommendations by Shirmohammadi et al. (2022), who pointed out that

organizations should have regard for varying employee’s needs as they implement working from
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home policy. Arguably, the research does not support the idea of standardizing remote work, and

besides, managers should try to offer various models that reflect individuals’ needs and

preferences.

Another important issue that has been recognizable in the framework of the present research is

the issue of collaboration and communication in the distance environment. Several participants

expressed the apparent isolation from the colleagues, and their inability to mimic the usual

conversations that happen in cubicles. This supports the Findings of Adisa et al. (2023) in their

assertion that communication played an important role in managing the engagement of

employees in places of work that had adopted the regime of working from home. It is for these

reasons that our study affirms the fact that organizations must pursue the establishment of virtual

social capital and provide for ways through which people can relate outside of business.

Because technology made it possible to work remotely and stay connected, it was identified as

both a support and a stressor. On one hand, technological development has got a positive impact

in making remote work to become more efficient and possible, but there is also a negative side

because it is seen from the research that fast embrace of technologies overwhelming some

workers. This concurs with Urbaniec et al. (2022), who have observed that one of the overarching

digitisation trends influenced by the Covid-19 crisis has been the ubiquity of remote work, which

has led to new issues in change management and staff adaptation. From our study, it is clear that

organisations should ensure that the rate at which they adopt and implement technological

advancement in the organisational structures and especially in the area of remote work is

controlled and the necessary training and support provided are given to ensure that the

implemented technologies aid in the improvement of performance and productivity rather than

the other way round.
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Another theme was the role of leadership and management in remote contingency which turned

out to be an important determinant of employee perceptions. These findings indicate that there is

an imperative to focus on the work on building virtual identification and sense of community

especially in distributed teams, this supports earlier arguments by Leonardelli (2022). People who

took part in the study highly valued such leadership behaviors as trust, communication, and

empathy. Firms that proved their employees worthy of that trust by permitting flexibility and

self-organization in the work-from-home environment or any similar kind of environment had

higher engagement and satisfaction levels among their workers.

Another important discussion in the current study was the remote work’s effect on the

organisational culture. Some of the informal learning difficulties, according to respondents, were

the failure to feel the organization’s values and mission, which may be experienced while

teleworking. This is in consonance with Meng and Berger (2019) who proposed that

organizational culture had an influence on job satisfaction. In view of this, the study postulates

that it is imperative for organisations to build and strengthen culture in virtual contexts to align to

high levels of job satisfaction and employees’ engagement in order to attain excellence.

Mental health and well-being were found the key factors to be taken into account in remote work

environment. By analyzing the results of the questionnaires in the present study, it was revealed

that although participants embraced the opportunity to work remotely, they experienced such

issues as isolation, anxiety, and depression. This is in line with Becker et al. , (2022) who found

loneliness to have huge effects on well-being in employees while practicing remote work. Based

on our study, we argue that it is high time organisations ensured that employees’ mental health

was adequately catered for while work was being done from home.
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Exploring how neurodivergent work engaging in remote working practices facilitated an

understanding of how organisations should practice neuro-inclusive remote working. This

condition is in sharp contrast with what was reported by Das et al. (2021), who postulated that

though remote work has certain benefits for people with neurodiverse profiles, the same

environment is equally challenging. In particular, our work indicates that there may be a need for

employers to provide more individualised support to employees working from home as they may

have different needs in terms of what best supports their performance and well-being.

6. CONCLUSION

The present research offers a synthesis of various issues that might occur to workers and

companies experiencing remote work. The research thus indicates that, although the use of

telework has several advantages, it is also a multifaceted issue with many issues that affect

efficiency, satisfaction, and organizational culture. Of the four identified categories, the most

prevalent and noticeable shift that came out of the participants’ experiences in remote work

arrangements was the blurring of the work and personal life boundary. This, in turn, emerged to

be most intense with specific demographic characteristics suggesting that policies around RW

cannot be ‘one size fits all’.

When it comes to critical challenges, fifty nine percent of participants complained about lack of

communication and collaboration in virtual environments and mentioned that they do not feel

connected with their coworkers and the organization in general. Based on our study, it is

important for organizations to take the initiative and try to encourage virtual social interaction

and the provision of means and ways for employees stationed far apart to interact in a friendly

manner.
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Work that was previously described as being facilitated by the use of technology in a way that

was twofold – for flexibility and work productivity and organization – was also found to have

sources of stress and overwhelm inherent in it. Such an observation calls for a proper

implementation of technological change and provision of support to employees embracing

resulting technologies. Management styles and behaviors were revealed as key antecedents for

remote working experience. The study highlights the importance of leaders to pay attention to

ways of rebuilding trust, consistent communication, and building common goals in organisations

with distributed employees.

The sustainability of organisational culture in remote areas proved to be a major issue: the

implications for staff motivation and satisfaction. We propose, based on the results of our study,

that organizations require fresh approaches to maintain organisational culture and values in the

virtual world. Loneliness and stress were identified as essential factors affecting the employee

while working remotely because their mental health was also considered important. This goes

well to show that organizations need to offer mental health support and facilitate social

connections for remote workers. While the findings are a small sample, the responses illustrated

the key assumption made by much of the remote work research in recent months: remote work is

not for everyone and requires inclusive practices that address the needs of employees of varied

neurotypes.

Therefore, this study brings further enlightenment to the emerging studies over remote work by

capturing both the risks that employees and employers are likely to encounter in the course of

managing remote employees. These write-ups show that there is a need for organizations to

embrace a culture of flexibility and employee-focused solutions relating to remote working that

will accommodate the current generation of employees. In consequence, as the practice of
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working from home advances, more studies will be required to assess its permanent effects and

to design suitable techniques for improving the organization of such work.

The studies presented in this paper can be used to examine specificities of designing suitable

conditions for successful cooperation in remote teams, ensuring that all possible drawbacks of

the style of work are minimised. As more and more changes take place in the nature of work and

workplace, relative concepts and issues will be important to tackle in order to design effective

workplaces for promoting productivity as well as the psychological and physical health of

workers no matter where they are located.
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APPENDICES

Appendix 1: Histogram of Job Satisfaction: Displays the distribution of job satisfaction

scores, showing the frequency of each score on the 1-5 scale.
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Appendix 2: Pie Chart of Technological Support Levels: Illustrates the proportion of

different levels of technological support among respondents.
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Appendix 3: Boxplot of Work Flexibility: Provides insights into the distribution and

variability of work flexibility hours per week.
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Appendix 4: Heatmap of Correlations: A visual representation of the correlation matrix,

showing the relationships between the variables.
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