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One: Introduction

In the world of uncertainty where there has been an economic and social disruption caused by a global pandemic, businesses have had to adapt and evolve to survive COVID-19. It is currently unclear the extent of impact the global pandemic is having on the performance and survival of businesses. Although, statistics state half of businesses experienced a decrease in turnover and the percentage of businesses trading had fallen to 82% (Office for National Statistics, 2020). Businesses have had to adapt to the global pandemic by temporary closing and adapting to a more socially distanced environment. In response to COVID-19 a wide range of companies have decided to transition to remote working which has resulted in frequent challenges and benefits for employees, stakeholders, and managers. It is considered that the pandemic has altered the communication landscape through technology. Cultural communication is important because it allows employees and managers to gain interpersonal connections within a workplace to develop more self-understanding, build meaningful relationships and be motivated to examine or change attitudes and beliefs (Gamble & Gamble, 2021). Organisational culture can be seen as a key element within an organisation, it is recognised for being the ‘unwritten rules’ that influences the behaviour and attitude of employees,  the values of the organisations through traditions and also the most effective management and leadership style adopted to the organisational structure (Chartered Management Institute, 2015). 
The 2019 global pandemic has had a major effect on not just the internal operations of businesses but also the external, with an uncertainty of how globalization will recover after COVID-19. Since the outbreak of COVID-19 the global economy was estimated to contract by a staggering 4.3% in 2020.  This reflects the economic damage with consequences impacting businesses, communities and individuals (United Nations, 2020).
Deloitte recently released a report that suggested how businesses can combat COVID-19 with an agile change management approach, the report suggests that the most important stakeholders in the communication element of an organisation are managers. To ensure they can manage an organisation effectively, Deloitte suggests managers need to be equipped and prepared to communicate effectively with all employees, partners, clients and all stakeholders and also suggests that a inclusive communication strategy should be put into immediate action (Deloitte,2020). 
(Holzmann,2020) also suggests that the use of managing people through virtual communications results in a new level of volume and intensity. This study was of interest due to the urgency of the topic and although virtual communication is now recognised to maintain the increasingly globalized social and economic infrastructure through the use of global virtual communication (Ruiz & Morrison-Smith, 2020). The sudden change of organisational environment and its impacts must be researched to gain an understanding of whether the use of virtual communication is damaging cultural communication for organisations or whether organisations are gaining advantages. 
1.2 Purpose of research.
The purpose of this research is to identify the impact COVID-19 has had on cultural communication, exploring the interchange of environment for managers who have had to balance communication by distance, the purpose is also to provide the reader with sufficient knowledge of this gap within the literature. The overall aim is to determine the effects of COVID-19 on cultural communication for managers, on an international scale. This topic is of particular interest due to the urgency of establishing a suitable management style and organisational approach that meets the virtual communication protocol. Cultural communication in the time of COVID-19 faced a changed from a traditional office workplace to remotely working. Which has resulted in adapting to a new environment, battling a new set of distractions and unprecedented fusion of work and private life (Deloitte,2020). This research paper will explore the organisational impact of the interchange of cultural communications.
An overview of the study.
This research is divided into several sections, with a particular emphasis on the relationship between managers and cultural communication during a pandemic crisis. As well as an understanding of the positive and negative impacts of a cultural change for organisations. A structured analysis will be used to shape an understanding of the relation between managers and cultural communication in the context of a literature review. This study will express the interpretation by conducting qualitative research amongst six managers from various geographical areas through voice participation, to determine if their organisation has transitioned to a virtual environment and if this has affected various aspects of the organisation with the use of Hofstede’s Cultural Dimensions Theory. The use of this valuable information will assist with further research areas. The consecutive data analysis will form an understanding of managers behaviours and beliefs surrounding the COVID-19 pandemic. 
The trends identified within the qualitative research will be subsequently analysed and compared to the secondary data researched within the literature review. The six semi structured interviews would be used to stimulate more comparison content and dialogue through the use of open-ended questions and enable a clear identification of trends between all managers. The results will provide a clear insight of the interchange of organisations with the use of a manager’s perspective.





















Two: Literature Review

2:1 Introduction

This chapter collates and reports relevant secondary sources with the use of literature to give insight of secondary data. As COVID-19 is still a recent and ongoing global crisis, there are multiple credible sources that exist and circulate with concern to the assorted topic. The relevant literature can be identified through the use of journal articles, newspaper articles and government reports. The use of accredited theories and organisational models were identified through published books. Although the use of peer reviewed journals and books that have been read and evaluated by specialists before publication give them a higher credibility of factual security. The use of newspapers will also be considered through the use of certified relevant streams. The purpose of this is to eliminate bias within the study.
The scope of this review will look at four elements traditional company culture, culture communication protocol, the relation between COVID-19 and cultural communication from remote working and the relation of Hofstede’s cultural dimensions for the UK, The Netherlands, USA and Malta. This field is a well-researched field although the pandemic is still a recent field of research so there is a lack of data specified to the effect of organisational cultural communication on an international scale. 
This study focuses on the cultures of UK, The Netherlands, USA and Malta due to the availability of managers who were agreed to participate in the interviews for the purpose of this study’s primary research.

2:2 Johnson & Scholes

Company culture is important within a working environment as it is recognised as a coercive background structure that influences employees to constantly interact with each other, culture shapes a workforce’s behaviour (Schein, 2010). In 1992, Johnson & Scholes created a cultural web theory that was made up of six elements. The main focus of this theory is the paradigm which represents the purpose of organisational culture. The other elements reflect the organisational structure reflecting the hierarchies and the method in which workflows through the organisation, and also the rituals and routines which reflect the automatic repetitive routines within a workplace (Cacciattolo,2014). One element of The Cultural Web is Power Structures which is ultimately recognised as the powerful groupings within an organisation and are recognised as the structure of real power and influence over decisions, operations and direction (Johnson & Scholes 2009).

 The second element is the organisational structure, which reflects the most important roles and relationships within an organisation also recognised as a formal hierarchy. Control system is another element of the cultural web, it emphasises the importance of measurement and reward systems that are used to monitor an organisation. The use of reward systems enables organisations to have internal competition, a culture of individuality with a focus on sales volume rather than a focus of organisational teamwork (Johnson & Scholes 2009).

 Symbols are a important element to Johnson and Scholes cultural web theory as they are the objects,events, acts or people that have a purpose of conveying, maintaining and creating meaning for their functional purpose. The design and  use of logos within an organisation also define the organisation, an example of this is the use of uniform (Scholes & Scholes, 2009). 

The story element of the cultural web reflects the past events that have been both success and failures that have occurred both inside and outside the business and the strenghts and weaknesses. The final element of this theory is the rituals and routines which ultimately outlines the behaviour and rules that signal importance and allows organisations to gain an understanding of which routines are emphasised and what behaviour do these routines encourage (Johnson & Scholes, 2009). 

The cultural web integrates multiple ideas and perceptions of other theorists to form a single framework (Mcdonald & Foster, 2013).  (Freemantle, 2013) Also suggests that the use of this framework enables organisations to gain an understanding of the existing culture within an organisation and influences the organisation to create recommendations in relation to the certain aspects of their culture to enhance change. Although (Duncan,2021) suggests that change within an organisation is leader-led and supported whilst creating a co-creation mindset internally and is important when executing cultural change.

2:2 Charles Handy

Conversely, Charles Handy also suggests that there are four different types of culture within a workplace, Power Culture, Role Culture, Task Culture and Person Culture. According to Handy, Power Culture can be represented as a ‘web’ and refers to power amongst a few within a organisation and establishes minimal rules and little bureaucracy (Handy, Understanding Organizations, 1993). Organisations that adapt a power culture often political, where decisions are made primarily on the basis of persuasion rather than beureaucratic or logical considerations (Cacciattolo, 2014).  Role Culture is a highly defined structured culture within a organisation which operates by logic and rationality with the use of clear rules, procedures and a hierarchy. Charles Handy also suggests that this type of culture best suits individuals with a low tolerance for ambiguity as there is tighter role prescriptions of the role culture (Handy, 1993). It is also argued that Task Culture is a accompanying structure that is best described as a low formalisation high centralization culture. This type of culture is very compliant and has no single power source but rather a more matrix organisation and also emphasies ‘getting the job done’ which is why this particular culture tries to assemble the suitable resources (Handy,1993). A Person Culture is an unusual structure that focuses on creating an organisation that allows individuals to believe to be superior to the organisation they are employed in. Handy also postulates that employees within this type of culture are difficult to manage, and there is little influence that can be conveyed to tolerate  them (Handy, 1993). Any of the above culture styles can be effective for organisations as workers are often flexible when adapting to culture, he also adds that an employee who suceeds in one culture may not always succeed in another. Charles Handy’s theory clearly insinuates the clear ideas that out of all four cultures, no culture is better than another, various cultures can work within the same environment although there is often one ‘leader’culture (Silva, 2019). 


2:3 Culture Communication Protocol.


Communication can be understood as ‘’the process of transmitting information from one person to another, from the sender to the receiver’’ (Leonard & Hilgert, 2004). Organisational culture can also be defined as the sending and receiving of communication between people within the same environment that have shared goals (Oppong, 2014). Both communication and culture reciprocally influence each other in a workplace. Past experiences, perception and cultural background impact how people interact and behave within a workplace. Culture plays a key role in shaping the style of communication (Giri, 2006). In order for organisations to establish a communication protocol, it is important that they minimise communication gaps, by ensuring that building alignment with all levels of leadership is priority. This can be seen to be an important element for workers in a modern-day corporate environment (The Employee Engagement Group, 2011).  According to (Neuhauser, 2000) It is important for organisations to develop a communication protocol to ensure employees understand how they can contact each other based on ugency, volume and level. The same importance was emphasised by (Forbes, 2018) who also argues that cultural communication is considered a key element in creating a seamless system between all stakeholders and all departments within a working environment. 

Intercultural communication is also considered a key element of culture communciation protocol, as it defines a systematic communication approach between individuals or groups of different linguistic and cultural origins. With an increasing globalization of workplace settings across most sectors, managers must consider an efficient management strategy in order to gain a clear understanding of the intercultural communication between employees. The use of making necessary adjustments to address the needs of todays diverse workforce (Matthews & Thakkar, 2012). 

The use of cultural communication within an organisaiton provides important levers of management that can be implemented to influence the formation of teams and attaining valuable business performance (Bucata, 2017). It also creates both organisational and individual dimensions as the use of culture emcompasses corporate targets, incentives, resources and leadership for desired conduct. The individualism dimensions incorporates the development of learning between both employees and managers of a workforce, through the use of interactions during their daily duties (Sherman, 2019).
Cultural standards creates a environment of a shared belief, cultural standards are forms of perception, through the use of patterns, judgement and interaction from employees within a specfic working environment who regard their behaviour as normal and binding. The use of cultural standards within an organisation provides a regulatory function of controlling a situation by managing people effectively (Owoyemi, 2014).


2:4 Relation between COVID-19 and Cultural Communication from remote working.
One of the most compelling arguments for organisations considering teleworking as a work arrangement is the evidence of increased employee productivity. Teleworkers are more productive because they can work when they are most productive and are not distracted by co-workers (Loubier, 2017). Although, in a recent study a survey was conducted statistics  state that 56% of female remote workers faced an increase of housework and childcare whilst working which resulted in more pressure for the female figure of the household, in comparison to 34% of fathers who stated they had a negative experience whilst remote working in relation to responsibilities for housework and childcare (Chung, Forbes, & Birkett, 2020). With the use of high-speed broadband and communication technologies, information and networking systems have improved in their capabilities in recent years. Remote working can be defined as ‘Work completed in an environment other than the employer workplace, including working from home’ (Jagalat, 2019). A recent study stated that 40% of workers who participated to a survey with over 3000 participants, said one of the main benefits of working from home is the ability to start a family, care for family or care for pets. 39% also stated they have saved money with the reduced commuting and this was one of the major benefits of remote working (Ehgoetz, 2020).
Prior to the global pandemic that was declared on March 11th 2020, remote working was not a widely used practise and was considered a luxury for the affluent higher-income earners (Desilver, 2020). Due to this, most employees within organisations had very little remote working experience and organisations were not prepared for the sudden change to support this practise. However, due to the limited time to adapt, businesses had to consider remote working as the ‘new normal’ with an immediate effect (Kniffin et al, 2020). A (Gartner, 2020) survey was conducted involving over 229 human resource department that investigated the effects of working from home during the first phase of the pandemic, statistics reflected that more than 80% of employees had adapted to remote working with an expected long-term change to office environment post COVID-19. Although, The effects of cultural communication during COVID-19 has resulted in technological challenges and also interpersonal and interpretational challenges (Holzmann, 2020). Another article stated that experts believe there has been an increase of redundancies for employees over the age of sixty due to the lack of skills with digital platforms such as Zoom and Microsoft Teams. Statistics state that redundancies among over 50s increase by 240% (The Telegraph, 2021).

The Harvard Business Review states that there has been an increase of ‘zoom fatigue’ since the start of the global pandemic in March 2020, this is due to the process of how information is transmitted over video conferencing. COVID-19 has changed the cultural communication between employees and the use of virtual communication has had an impact on employee engagement as without the use of visual breaks that are needed to refocus, employees brains grow fatigued (Fosslien & Duffy, 2020). Another study conducted by London South Bank University (LSBU) stated that ‘intensive remote communications can harm employee wellbeing at work, if left unregulated’ (Moser, 2020). The study also explored the energy depletion of employees during COVID-19, findings indicated that remote working increases zoom fatigue and increased tiredness. Breaks are needed more often during virtual communications in comparison to on site office work and the study also researched that remote communication between employees can be detrimental to the overall performance of the workforce (McCulloch, 2020). However, not all research states the negative effects of remote working. Some evidence agrees that remote working can influence high level of satisfaction for employees as they have a flexibility of working times and more available time to spend on extra leisure activities (Grant, Wallace, & Spurgeon, 2013). It is important for managers to understand the vision and mission of their company and their core values to enhance strong cultural communication. Organisational culture must also be monitored virtually as it is paramount to the success of an organisation, with the influence of a healthy virtual culture (Zoom, 2020).
2:5 The relation of Hofstede’s cultural dimensions framework to The Netherlands, UK, USA and Malta.
The development of Geert Hofstede’s cultural dimensions reflects a comparative approach to identify and measure defining aspects of world cultures by exploring and gaining an understanding of the differences how business is operated across different cultures (Hofstede, 2011). The theory is made up of six dimensions that reflect a study across modern nations, Hofstede insinuates the clear idea that an international perspective of culture is key for the success in a globalised world (Piepenburg, 2011). The four dimensions of the framework that will be studied: power distance, individualism, uncertainty avoidance and masculinity. 
Power distance can be identified as the extent in which a culture adapts a hierarchy and accepts an unfair distribution of power within an organisation. The research conducted by Hofstede reflects a clear difference between those belonging to a high-power distance culture compared to a low power distance culture with a higher hierarchical gap amongst employees (Starosta & Chen, 2005). Power distance can be recognised for its purpose of ‘differentiating power amongst individuals, groups or nations’. Research suggests that the use of power distance has an influence on the processes and outcomes of organisation (Daniels & Greguras, 2014). 
In high power distance characterised cultures lack informal communication across all levels as senior management become disconnected to the lower levels within the organisation as there is favour and concentration of the authority identified as the senior managers within a workplace (Khatri, 2009). In comparison to organisations who adapt a low power distance where inequality is less tolerated, and independence is valued more than the conformity as employees are encouraged to participate in decision making as internal communication is transferred from the higher levels of the hierarchy (Biatas, 2009). 
The second element of the framework is individualism. Hofstede identifies this element as the culture that either has a low individualism approach also recognised as collectivism or a high individualism approach which focuses on personal independence which is valued over group membership. Conversely, collectivist culture values group goals and objectives over individual preference (Brewer & Venaik, 2011). It can be suggested that an individualistic approach to organisational culture can be beneficial as it innovates achievement motivation for individuals and also autonomy (Lee, 2019). The use of collectivistic values within a workforce may either support or obstruct the intention to bring unity within employees to meet and pursue certain goals for an organisation. Although, collectivism fosters independence and group success and also focuses on adapting social rules on promoting selflessness (Vadi & Allik, 2002). 
The third element of Hofstede’s framework that will be analysed within this study is Masculinity. Cultural category labelled as masculinity-femininity refers how masculine and feminine virtues are attached to behaviour and motives within an organisation (Mai, 2019). Masculine cultures often have different rules for men and women, less so in feminine cultures. Masculine cultures have a higher focus on the economic growth of an organisation and often have a larger gender pay gap, this type of culture emphasises competition and are very ambitious and often feel it is a high priority to excel (Hofstede, 2011). Conversely, Feminine characterised cultures influence a interchangeable role of both genders and believe that the quality of life is important and enforce a smaller gender gap and an increased number of females within the management roles of an organisation (Hofstede,2011). This element of the framework evidently reflects the difference in values when comparing a feminine and masculine culture. 
Time orientation is the final element of Hofstedes cultural dimensions that focuses on both the long term orientation and short term normative of organisations. The long term orientation concentrates on the long term goals and delayed gratification that adapts to changed conditions. In comparison, short term normative focuses on adapting past and present virtues with a particular focus on tradition and focuses on achieving quick results for the organisation rather than long term benefits (Hofstede,2001). This element of the framework reflects the different organisational cultures who have on time horizons for the planning, objectives and future performance of their organisation.
The four countries that are involved within this study all reflect different cultural values based on their national culture as well as their organisational culture as researched by Geert Hofstede. Please refer to Figure 2 for a representation of Hofstede’s Cultural Dimensions through all four countries.  SCORE REFERENCE.
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Figure 2 Estimated cultural values of the four dimensions (Hofstede Insights, 2021).

2.5.1 Malta – Cultural Dimensions.
The overview of Malta is that it is estimated to have a hierarchical society with a score of (56) for Power Distance, a hierarchy categorised organisation often reflects ‘ the extent to which the less powerful members of institutions and organisations within a country expect and accept that power is distributed unequally (Hofstede Insights, 2021). Hofstede also predicts that Malta is a individualistic society with a score of (59) for individualism, this presents the high individualism degree of interpendence a organisation maintains amongst employees. In reference to a masculine or feminine culture, Malta scores (47) for this dimension resulting in an intermidiate score that demonstrates no clear cultural tendency. The time orientation dimension conveys how every organisation maintains links with the past whilst also focusing on the present and the future.  Malta also scored (47) for this dimension giving no correlation of a cultural tendency (Hofstedes Insights, 2021). 

2.5.2 The Netherlands – Cultural Dimensions.
The Netherlands scores low on the Power Distance dimension with a score of (38) which reflects their culture of a direct and participative communication between all employees giving equal rights and the use of manager roles facilitating and empowering employees. On the individualism dimension The Netherlands scored (80) which is recognised as an individualistic society where employees are expected to attain personal goals. Hofstede suggests that The Netherlands scores (14) for Masculinity and is therefore has a feminine culture, this reflects a solidarity working environment for employees. The final dimension that will be discussed is Time Orientation which The Netherlands have scored (67) which represents a pragmatic nature as they can easily adapt to traditions and a perseverance in achieving goals (Hofstedes Insights, 2021).

2.5.3 United States of America – Cultural Dimensions.
The USA scored 40 for Power Distance culture, in combination with one of the most individualistic (91) cultures in the world. The American premise of ‘liberty and justice for all’ is evidenced by a clear emphasis and focus on equal rights in all aspects of America. The use of a individualistic organisation enables communication to be informal and participative to a certain extent (Hofstede Insights, 2021). USA scored (62) for Masculinity within their organisational culture which conveys a culture driven through competition and achievement.  In terms of Time orientation the USA scored low with (26), Hofstede states ‘American businesses measure their performance on a short-term basis, with profit and loss statements being issued on a quarterly basis’  employees are often motivated to achieve fast results in the workplace’ (Hofstede Insights, 2021). 

2.5.4 United Kingdom – Cultural Dimensions.
The organisational culture of the UK reflects a lower ranking of Power Distance, ‘ a sense of fair play drives a belief that people should be treated in some way as equals’ (Hofstedes Insights, 2021). At a score of (89) for Individualism one of the highest of the individualistic scores, Hofstede suggests that this is due to British citizens being highly individualist and private individuals and believe the route to happiness is through personal fulfilment. Britain is also recognised for having a masculine society with a score of (66) with the influence of highly driven individuals and organisations associated within the British culture. UK scored (51) for the time orientation therefore, a dominant preference cannot be determined (Hofstedes Insights, 2021). 





















2.6    Research Questions
This dissertation aims to answer the following research questions:

1. How are managers managing organisations through virtual communication?

2. How substantial is the effect of COVID-19 on cultural communication?

3. Does Hofstede’s Cultural Dimensions theory accurately predict the multiple geographical cultures involved within the organisations participating in this study. 

Additional research of relevant sub-topics will also be considered to provide depth. However, these research questions will serve as the general framework for this research study. The questions will not be answered in an orderly format, although evidence will be collated through various sources which should create pathways of inquiry for the reader to pursue further study.



















Three: Methodology.

3.1 Introduction
This chapter outlines the purpose of the selected methodology concerning to the study of a chosen topic. The purpose of a methodology is to encompass multiple research techniques, it assists in developing a stronger research approach to conduct analysis, make decisions and also gives a clear systematic technique to enrich the research process (Igwenagu, 2016). A methodology also provides information about the research methods used to obtain and analyse results and also states the benefits and limitations of the chosen method. Overall, it defines how the research was conducted. The literary review has revealed the context of the study, that the scope of this dissertation can only partially help to shine a light upon this area of study and that the literature review provided useful comparative data to analyse primary findings.  The six managers interviewed for the research were drawn from different sectors and international geographic areas which enabled an interesting mixture of views and findings.  

3.2 Research Aim 
The purpose of this research was to gain an understanding of the impact that COVID-19 has had on cultural communication within organisations on an international scale. The overall aim was to use the findings to compare to Hofstede’s Cultural Dimensions Theory that explores that intrinsic cultural differences between nations. The purpose was to gain better understanding through the use of in-depth semi-structured interviews exploring the thoughts and emotions of managers, collating information relevant to the purpose of this study. The use of interviews gives clear understanding of the affect that COVID-19 has had on cultural communication in different sectors within the business world exploring the cultural differences between different geographical areas.
The research questions are as follows. 
· Q1. Do you feel that COVID-19 has impacted the performance of your business, please consider whether remote working has had a positive or negative impact on communication between you and employees? 

· Q2. Do you feel that the use of remote working has affected your organisations communication culture with a lower power distance culture or a high-power distance culture? A high-power distance indicates that organisations have a hierarchical distribution of power compared to a low power distance score where power is shared.

· Q3. Do you believe your organisation has an individualism approach or a collectivist approach due to COVID-19? Individualism enables employees to pursue their own strategies to solve problems. In a more collectivist organisation, such behaviour may be seen as detrimental to the group dynamic, so they value teamwork and adherence to agreed-upon practices. 

· Q4. Since COVID-19 has your organisation changed its environment to a masculine or feminine culture? In masculine organisations, the roles of men and women overlap less, and men are expected to behave assertively in comparison to a feminine culture where gender roles are more fluid and both men and women are expected to focus on people and quality of life. 

· Q5. Is your organisation a long term or short-term orientation and has COVID-19 impacted this? Long term orientation reflects businesses who have value persistency and heavily focus on the future in comparison to short term orientation which results in organisations being more focused on the present and past and care more about immediate gratification than long-term fulfilment.   

· Q6. Do you feel within your role in your organisation that you have experienced ‘zoom fatigue’ as an effect of remote working?  

· Q7. Is there a particular leadership style you think is needed to manage remote working effectively to ensure a business retains an effective communicational culture? Please refer to the diagram.

[image: ]

· Q8. Do you have any other general comments on how you think COVID-19 has affected your organisations communication culture and performance and as a manager whether you have had to face any challenges from the economic and social disruption of this global pandemic?  
3.3 Sampling and Context
The above research questions were designed and pursued to enable the research to provide a clear result how each participating manager and their organisation has been affected through the global disruption of the COVID-19 pandemic. The interviews focus on the interchange of cultural communication. The use of qualitative data allows the six managers to express their inner thoughts and emotions. Managers have had to adapt to a different style of leadership whilst managing remotely.‘Management skills are all encompassing’ these skills are considered to be the key driver for managers to achieve and accomplish the vision and mission of organisations (Abbass, 2012). As managers have a role to not only motivate employees but encourage them and effectively manage a workplace during a critical change in environment with the effects of remote working. The depths of the questions allows the participating managers to expand their views and give a clear insight of how they feel the organisation they manage has been affected considering the changes of communication culture exploring whether managers have faced an interchange of both low and high power distance cultures and other interchanging culture differences suggested by Hofstede’s Cultural Dimensions. 
A 2020 journal report stated that due to the sudden changes of COVID-19 managers of organisations have had to ensure the continuity in a dynamic environment, which involves all stakeholders. It was also suggested that managers have had to adapt a different communication culture to adjust and provide a sustainable supporting infrastructure which can be difficult with the use of virtual communication. The effects of cultural communication during COVID-19 has resulted in technological challenges and also interpersonal and interpretational challenges (Holzmann, 2020). The Telegraph (2021) suggest that to manage a virtual team during COVID-19  requires managers to focus on the clear goals of the business, staying connected and most importantly communicating clearly (Wingard, 2020). The recent change of cultural communications within organisations may affect organisations through the uncertain circumstances of COVID-19.




	Participant Number.
	Job title
	Country of work.

	1
	General Manager
	United Kingdom

	2
	Office Manager
	The Netherlands

	3 
	Production Operations Manager
	Malta

	4
	Construction Manager
	USA

	5 
	Terminal Manager
	Malta

	6
	Power Plant Manager
	United Kingdom


Table (1) Participants. 

3.4 Data Analysis.

According to (Braun & Clarke, 2006) the use of thematic analysis allows the data collated from interviews to clearly identify, analyse and report themes. A theme is a ‘patterned response or meaning’ derived from the data that informs the research question (Michelle E King & Varpio, 2020). The use of thematic analysis allows the response of all six participants to be analysed to identify emerging themes within the data. After the interviews were conducted, all transcripts from the six interviews were created through Otter.ai software. Axial coding was used to identify multiple concordant patterns and connections through the primary data. Axial coding is recognised for assisting a coding framework that is used to organise data in a more structured format with a coherent approach to  reflect emergent trends for semi structured interviews (Scott, 2017). Benefits of axial coding.






Themes:
Balance of work life
Workplace relationships
Adapting to a virtual environment
Communication
Leadership
Effective management

Patterns and correlations may then be taken from this information to present a new understanding of the concepts raised in order to answer the research questions of this dissertation. Please refer to Appendix____ for the themes coding table including all interview extracts of each themes. 

3.5 Qualitative Research Method

This research study reviewed and analysed credible and relevant literature in relation to traditional organisational culture, this provided an opportunity to identify the main themes that needed to be explored. As the COVID-19 pandemic is seen to be a recent global disruption, there is minimal research available therefore, it is hoped this research will contribute to the understanding of the impact of cultural communication by revealing unknown information within the context of the research. The literature review also assisted in defining the study's scope, as well as the research focus questions. In this study, both primary and secondary data were used, the literature review heavily emphasised the use of secondary data. As the main research method, a qualitative approach was chosen. (Vaus, 2014) suggests that the use of qualitative data allows a greater understanding of behaviour from participants which is why this research method provides abundant data about real life people and situations. This research method was best suited to the study as it focuses on depth rather than scope. By their very nature, interviews provide qualitative data and sentiment. It is this sentiment that provides the richness of the data. In comparison to quantitative research which ultimately allows researchers to conduct simple to extremely complex statistical analysis that aggregates data as it focuses on gathering a range of numeric data (Ahmad, Wasim, & Irfan, 2019). In a mixed method research approach, both qualitative and quantitative methods are used. This is recognised as an effective method to cover both scope and depth of knowledge of participants and would have been the most appropriate method for this study. Although, due to a limitation of time and resources a decision was made to collate participant responses through qualitative data. 
The purpose of collating data through qualitative research was to correlate trends with insightful knowledge of the interchange of cultural communication. Qualitative research is a considered a form of research that gives more weight and focus of the views of participants and also gains an insight and a clear understanding of phenomena through the use of intense collection and study of narrative data (Ahmad & Sumaiya,2019). A  criticism of the qualitative method is that it can often be described as a method that only considers small samples resulting in a limited representation of the broader population (Hammarberg, Kirkman, & Lacey, 2016). Although, to limit the impact of this limitation, participating managers were drawn from different sectors and international geographic areas to ensure a mixture of views and findings. 
3.3 Barriers and Limitations
With any undertaking study, it is important to consider confidentiality and anonymity of participants and also limit any impact upon participants. This can be assisted by ensuring the participant to withdraw at any time and provide an informed consent to give full understanding about the purpose of the research.  Due to the nature of this study using interviews as a form of qualitative research, there is a great concern about the detrimental effects for the participants and their organisations whilst discussing and exploring their personal thoughts and emotions. Therefore, the data collated from the interviews were to be devoid of any personal or traceable information. Since it is impossible to determine what information would be exchanged during observational analysis and discussion, the use of sufficiently detailed informed consent for participants, allows each individual to make a decision about participating in this study. Please refer to Appendix ____ for detailed information sent via email. This study was conducted on an international scale, resulting in linguistic barriers to communication as some participants were bilingual resulting in some participants not communicating with their native language. The time difference between the geographical areas had to also be considered ensuring that the time of the interview was appropriate for each manager due to time difference and also limited time constraints with managers personal schedules. All interviewees will also retain the right to withdraw from the interview at any given time, outlines in the information email sent prior to the acknowledgement of participation. Since the interviews are not compensated, the length and depth of the interviews are determined solely by the respondent's time constraints.
Four: Findings and Discussion

4.1 Introduction
The forthcoming chapter introduces the findings from the qualitative primary study. The interviews collated data with a naturalistic approach to the subject matter, therefore the results of the interviews were analysed using thematic analysis. In order to address the research questions for this review, these results will be discussed and connected to the relevant literature previously collated. After the primary data was transcribed, the data was thematically analysed and coded. The results provided a new insight into the study of organisational culture and communication during COVID-19. Highlighting the positive and negative effects of employees adapting to a new virtual environment. A word cloud was generated to support the interview and give a visual interpretation of the transcripts presented in appendix ______.
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Word Cloud of interview extracts (1) 

4.2. Theme: Work-life balance 
The response of interviews clearly highlighted the effects that remote working has had on work-life balance for employees working remotely. Deloitte (2020) suggested that adapting to a virtual workplace environment may have a negative impact for employees as they will battle a new set of distractions with an unprecedented fusion of work and private life. Although a common theme throughout the interviews was the benefits of the quality of life that remote working provided employees.  The theme was significant throughout the primary research, one interviewee insinuates the clear ideas that during the first phase of COVID-19 there was a positive effect of remote working for employee work life balance.
‘’ In the first period, there was a collective culture, a feeling of collective aims in our team. This was because all employees felt they had more free time to go jogging, complete housework whilst working and also taking care of their children (2)’’

Brewer & Venaik (2011) proposed that the use of a collectivist communication culture values teamwork and group goals over individual preference. Due to this, most employees within organisations had very little remote working experience, organisations were not prepared for the sudden change (Kniffin et al, 2020). An interpretation of this data could reflect the initiation of a collectivist culture which could have been influenced from the first period of COVID-19 due to all employees feeling a sense of in-group vigilance.  Participant 4 stated:
‘’ During the first phase of lockdown we saw a lot of innovation from staff members as employees were satisfied with a new change of environment where they could balance both work and home life (4)’’
Which not only emphasises the satisfactory employee experiences in response to COVID-19, but also an increase of innovation from employees within a workplace due to the change of environment.
‘’Remote working also saved the long commuting time for employees, which had a positive influence financially (4)’’

‘’ The business has allowed for more flexible working; the standard 9 to 5 approach has been reduced allowing people to work around their lifestyle during the pandemic this is something that is also likely to stay within the company (6)’’

Both quotes above insinuate the positive effects of remote working through the use of work-life balance, they also both highlight a money saving element of remote working by reducing commuting with a more flexible approach to working. A study highlighted in the literature that supports these findings is from (Ehgoetz, 2020) who stated 39% of the sample recognised cost savings from the reduced commuting and felt it was the major benefit of remote working. Working from home has been cost effective for employees but also for organisations as a result of reduced overhead costs. 
The quote from participant 6 supports the statistics introduced in the literacy overview, where a recent surveys statistics reflected that more than 80% of employees had adapted to remote working with an expected long-term change to office environment post COVID-19 (Gartner, 2020). This interpretation also reflects how the new adaptation of virtual working may be more suited for a workplace and post pandemic organisations may normalise remote working which will no longer be considered a ‘luxury’ for the affluent higher-income earners (Desilver, 2020).
4.3 Theme: Workplace relationships
‘‘Organisations consist of people; people have relationships and it is the quality of those relationships which determine the success of the organisation (1)’’

‘’ In the context of building and maintaining an effective communication culture, culture in reality is contributed to and formed by the people of the organisation and the nature of their relationships (5)’’.


Mirroring the above quotes from participants, Gamble and Gamble (2021) found that cultural communication is important because it allows employees and managers to gain interpersonal connections within a workplace to develop more self-understanding, build meaningful relationships and be motivated to work together to meet organisational goals. The importance of workplace relationships is supported through these findings as it is clearly interpreted that the use of workplace relationships plays a contributing factor to the success of an organisational goals. This perhaps demonstrates the necessity of workplace relationships in the formation of a strong and clear communication culture.
A similar perspective was reinforced by the interviewees who commonly indicated that remote working has had a negative impact on the personal and physical interaction amongst employees. This cultural standard is highlighted by (Owoyemi, 2014) who implies that the use of interaction within a specific working environment creates an environment of shared belief amongst employees. The lack of personal interaction could damage the individual performance of employees as this significant theme was identified across interviews.

‘’Employees have not interacted as they usually do throughout a working day and are desperate to interact physically (2)’’
‘People are more understanding when they get to physically interact with each other and get to know each other (3)’’
‘’ The limited physical interaction also damages the future work relationship between colleagues (5)’’

Employees may feel reduced interaction amongst workplace relationships, but another relation to this theme is the physical distance struggle from managers. This was considered and highlighted when participant (2) stated the following:
‘’ we are fed up with the lack of interaction and not being able to coach employees effectively as coaching virtually is not as effective (2)’’


This emotion of interchange for managers can be difficult as they could possibly be frustrated with the critical change of environment whilst managing, as highlighted previously, managers have had to adapt to a different style of leadership whilst managing remotely (Abbass, 2012). 
 (Holzmann, 2020) also suggested that the use of managing people through virtual communications results in a new level of volume and intensity. This can result in higher pressure on managers who can not fulfill their duties whilst working remotely and also reflects how COVID-19 has affected the cultural communication of an organisation in reference to the research focus of this study. 

4.4 Theme: Adapting to a virtual workplace 
Workers are often flexible when adapting to culture, although (Silva, 2019) states employee who suceeds in one culture may not always succeed in another. The pandemic has cleary been a challenge for workers who have needed to adapt to a new virtual environmental. Adapting to this virtual workplace with a sudden technological adoption,  has proved to be a significant theme acrosss interviews.
‘’Charles Darwin indirectly touched i.e. “It is not the strongest of the species that survives, nor the most intelligent; it is the one most adaptable to change (1)”

‘we have had to respond quickly and effectively which is in itself challenging (1)’’


Contrary to this, two of the interviewees stated the use of a virtual workplace has had many benefits such as the efficient communication through the use of regular team meetings and also has innovated innovation for some employees, the use of critical thinking, creativity and also being satisfied within their job. The literacy overview highlights this with supporting evidence that an individualistic approach of employees working from home communication virtually can innovate achievement motivation for individuals (Lee, 2019). An interpretation of this information defines the opportunities’ that remote working has for organisations and employees. Participant 6 manages within the UK which according to Hofstede, is a culture that adapts a low power distance with 

‘’ We tend to operate well in a lower power distance culture, Remote working has made this more efficient as there are now more frequent team meetings throughout the week (6)’’


Although, participant 3 clearly insinuates that within their workplace there has been a mixed balance of innovation from employees.


’ Some people have greatly reduced their effort and withdrawn whereas others are actually working much longer hours and embracing the remote communication and so engaging far more (3)’’
Whilst some employees are thriving and succeding in the adaption of virtual communication, A report published by The Telegraph (2021) reflected that redundancies amongst the age category of 50+ have reduced in the UK  by 240% since the 2019 pandemic. A second article suggested that the technological challenges whilst adapting to a virtual environment has resulted in interpersonal and interpretational challenges (Holzmann, 2020). Participant 5 summarised this feeling during the interview suggesting 
‘’A negative effect of individualism within our organisation is the older workforce who aren’t so confident using technology which can result in delayed time frames and a less innovative approach’’
This also supports culture communication protocol, as Matthews & Thakkar (2012) state the importance of making necessary adjustments to address the needs of today’s diverse workforce.  This interpretation of the primary data initiates a future research gap in the literature that might gain a clearer understanding of the impact individualism is having on different generations working in an organisation. 
4.5 Theme: Communication
Communication theme was a focal point for all six of the participants as the pandemic has altered the communication landscape through technology and the mental struggles of employees were highlighted. Cultural communication allows employees to gain interpersonal connections within a workplace and influences shared goals between employees.
‘’ Eventually, people soon began to struggle with their own mental obstacles from zoom doom, they pursued an individualism approach in the workplace (2)’’

‘’ Some people have become more aggressive in written communications as a result of not seeing others so much and so de-humanising the relationship (3)’’
 
Participant 5 also states the change in behaviour amongst employees due to virtual communication.

‘There are some individuals who are not computer literate and would tend to shy away from communication via media platforms but pre COVID these individuals were strong to interface with communications (5)’’

An interpretation of this view can also suggest that although company performance may not be as affected from remote working, the interchange of employees may be damaging to them in relation to mental health and for their interpersonal skills. Although, it is likely that over time employees will adapt to an environment, as stated by participant 6

‘’ Everyone has reacted differently to the long-isolated periods. individual consideration for each employee must be respected (6)’’

Which also indicates that managers should consider and respect the differences of each employee. The use of effective leadership can maintain positive relationships between managers and their employees whilst considering the effects of the long-isolated periods to each employee’s mental struggles. As Deloitte suggested that employees are also adapting to a new form of communication virtually but are also battling new distractions. Therefore, this quote emphasises the importance of managing effectively through virtual communication. As suggested in the literacy review the use of cultural standards provides regulatory function of managing people effectively (Owoyemi, 2014) This particular theme ahs a significant respone to the research focus questions of this study as it focuses on how substancial is the effect of COVID-19 on cultural communication. On reflection, the degree of effect can be determined on an individual basis, each member of a workplace has adapted to the new form of communication differently. Whilst some individuals are thriving and have found innovation form the cultural change, others are not as adaptable with the mental struggles that have been influenced with the new measures introduced by workplaces. 

4.6 Leadership
All six participants stated that they felt transformational leadership was the leadership style that best suited a virtual workplace. The approach of transformational leadership focuses on charisma, inspiration, rationality and gives personal attention to each employee with an equal treatment across the workforce.  A participating manager suggested relying on teamwork was an important element of virtual communication leadership. 
’I think transformational style is the best suited leadership to manage effective communication in a remote situation. As a manager I ensure to communicate efficiently by taking an active role in motivating and heavily relying on teamwork (4)’’  
Gamble & Gamble (2021) suggest that an effective cultural communication allows employees to build meaningful relationships and motivates teamwork to meet the goals of an organisation. This quote interprets an important focal point for virtual communication as it reflects the positive impact a strong cultural communication can have on the performance of a business although, it could also reflect the significant role of a manager leading with a style that suits a workforce.
Two of the participants indicated that leadership is important more than ever within an organisation during the current circumstances of COVID-19.  
‘’I believe that transformational style is more important to ensure business retains an effective communication culture as this is an exceptional circumstance and employees need to receive more support and encouragement than in normal circumstances (3)’’

A recent study from Deloitte suggests that managers need to be equipped and prepared to communicate with employees as the implementation of inclusive communication and support strategy is urgent with the new change of virtual communications. An interpretation of this data also indicates the urgent leadership that is required to effectively support employees during challenging times. This question also reflects one of the research focus questions for this study ‘How are managers managing organisations through virtual communication’. Leadership is important within a workplace as it can be recognised as a role that demonstrates and influences the functions and values of a workplace that assembles a team and sets direction. Organisational culture is considered a key element by the Chartered Management Institute (2015) who also suggest the influence of organisational values through leadership can influence the behaviour and attitudes of employees.

4.7 Effective Management 
With a change in cultural communication and a change of environment for employees within a workplace, a common theme identified within all interviews was the importance of effective management whilst managing remotely. Some participants contributed the best response for managers to manage employees effectively. 
’So much of this depends on what I would call the soft skills i.e. Emotional Intelligence, Communication, being authentic and critically being there to genuinely listen to your staff.  If you have that basis in place, then communication through remote working can work very well indeed (1)’’
An interpretation of this quote could reflect the skills that are needed to address communication through the use of remote working. The use of soft skills can be beneficial for the relationship development with colleagues and also clients. Previously alluded within the literature review for this study, (Matthews & Thakkar, 2012) highlighted the importance of managers adopting an efficient management strategy is important in order to gain a clear understanding of the intercultural communication between employees. The use of making necessary adjustments to address the needs of todays diverse workforce (Matthews & Thakkar, 2012). However, it may be difficult for managers to have knowledge of which strategy is effective for virtual communications as there are limited studies available due to adaptation of remote working is still being current.
One manager suggested the following view expressing their approach to managing employees virtually, considering the employees expressions and well-being before beginning a meeting.
‘’ I would discuss and ask how they are feeling by paying attention to their expression, I show employees that I pay attention to bodily behaviour and body language by showing interest to their feelings and behaviour (2) ‘’

This illustrates Zoom’s (2020) statement, in order to maintain an effective organisational culture, employees must be monitored virtually as it is paramount to the success of the organisation with the influence of a healthy virtual culture. As suggested by Abbass (2012) Managers have to adapt to a different style of leadership whilst managing remotely, the use of management skills is also considered the key driver to achieving the vision and mission of an organisation. The literature that supports this quote also reflects the responsibility of managers monitoring and adapting which can ultimately result in more pressure within management roles.

4.3 Hofstede’s Theory Analysis  
	Country
	Hofstede’s Expectation. 
	Study Results
	Interview Extracts

	United Kingdom 
	1- Low Power Distance (35)
2- Individualistic (89) 
3- Masculine - (66) 
4- Time Orientation - clear cultural tendency

	1- High and low Power Distance
2- Individualist and Collectivist 
3- Feminine  
4- Long term orientation 

	1- ‘‘’Whilst there remains a hierarchical distribution of power at an organisational level, to some extent this can vary for individuals who are perceived as more trusted and experienced, there has been an improvement in power sharing.  It will be interesting to see how this dynamic change as some form of return toward work develops’’

2- ‘’ I now have a little more leeway to exercise discretion, in part at least as senior management simply cannot now manage in the traditional manner they were used to. My organisation is somewhere at the mid-point of this continuum’’


3- ‘’In my view, there is a feminine culture in my organisation, which I believe to be a good thing.  This has long been the case, so Covid-19 has not changed the culture in that respect.  The current challenges will hopefully further support the development of a feminine culture, as people need to be trusted and empowered’’

4- ‘’’My organisation has a focus more on the long-term orientation.  Covid-19 has not impacted this to any significant extent.  Obviously, it has to address the immediate, the short term, the medium term and the longer term so as to take a necessary broad view.  I believe we have adopted and pursued a balanced approach’’


	The Netherlands
	- Low Power Distance (38)
2- Individualistic (80) 
3- Feminine - (14) 
4- Long term orientation (67)

	1.  High Power Distance
2- Collectivist
3- Masculine
4- Short-term orientation.

	1- ‘’ During the first phase of lockdown there was a lower distance, lower tendency, because everybody was happy and satisfied with distance communication whilst using zoom. Although, as soon as employees got tired of communicating with distance, and employers like myself found it difficult to adapt to a different communicational culture without having physical contact. So, we now have hierarchical traits as we adapted hierarchical behaviour’’
2- ‘’ In the first period, there was a collectivist culture of collective aims in our team… but in the end people soon began to struggle with their own mental obstacles from zoom doom, they pursued an individualism approach in the workplace, they got more individualistic and egocentric, so we had an individualism approach with no collective ambition’’
3-‘’ I would say that our organisation had a very feminine culture before the pandemic and I would say we have become more masculine since the outbreak of COVID, this is due to more pressure of uncertainty has influenced ambition within the organisation as surviving this pandemic is our main priority’’
4- ‘’We as employees have a short-term orientation within our organisation, because we want to get rid of the interfaces, we're going to get rid of this business calling and that's why we're focusing on short term results, not on a long-term ambition. We are struggling with our short sightedness. Because at least if we get results, then hopefully we get rid of the zooming and dooming. We're not going to look at the bigger picture anymore because we are blinded by mental struggles’’

	USA
	1- Low Power Distance (40)
2- Individualism (91) 
3- Masculine (62) 
4- Short term orientation 
 
	1.  High Power Distance
2- Collectivist
3- Masculine
4- Long- and short-term orientation.

	1- ‘’There is a very clear hierarchical distribution of power related to the development of this high- rise building.  It is clear who is the developer, the money and the contractors’’  
2- ‘’In our business we had a collective approach.  Our business is a living building project with many parts, layers, people and challenges.  These types of projects require lots of different types of participants and professional disciplines. Regarding COVID 19, there are clear requirements that our project needs to meet to protect our work force’’

3- ‘’Real Estate development and construction have historically been male dominated industries.  Women in this industry have always been in positions that they have had to assert themselves to get ahead’’

4- ‘’ This is a little of both. We are always looking for that next opportunity and how and when we can develop something. However, when we are currently in development we are focused on the here and now.  We need to meet schedules and manage budgets etc.  The “next opportunity” requires lot advance work to bring it to fruition.  The time frame can overlap in terms of design, approvals, financing etc’’


	Malta 
	1- High Power Distance (56)
2- Individualistic (59)
3- Masculinity - clear cultural tendency
4- Time Orientation - clear cultural tendency
 
	1.  High Power Distance
2- Individualistic 
3- Masculine
4- Long term orientation.

	1- ‘’The hierarchy can monitor employees through online activity therefore putting more pressure on the employees lower in our hierarchy chain, I would say we have stayed as a high-power distance culture’’
2- ‘’This organisation has an individualism approach which focuses on individual tasks although we have shared teamwork tasks at times’’

3- ’This environment bases itself on a masculine organisation due to the decisions being made by males or this is as it is a predominantly male loaded organisation’’

4- ‘’This organisation undertakes its business on an island therefore its vision is for the longevity of its contract and the public relies heavily on its gas supply therefore perseverance and persistence is strong within the contract but the adaptable culture focuses on the resources on the career within the organisation so it is a long term assessment’’




Table 2: Presenting the associations between the current study and Hofstede’s predictions.

4.4 Hofstede’s Theory Discussion.
A table was created to give a clear understanding of the supporting theory of this study. When comparing the four geographical areas that were explored in this study there has been some varied findings when relating Hofstede’s predictions of cultures in comparison to the results of the study. When analysing the United Kingdom’s culture, the findings demonstrated data that did not link very clearly with the cultural expectations. The participant emphasised that there has been a combination of different dimensions that could not be determined specifically. Due to COVID-19 managers and employees have had to adapt to a different environment. Resulting in a new integrated culture of new management styles and also a change in business processes that have changed rapidly in order for organisations to survive.  
When analysing the findings in The Netherlands, the data is significant to this study as the comparison between the expected culture and culture from the study results are opposite. This data could contribute to the interchange of environment for organisations due to COVID-19. The result of this particular country did now agree with previous research therefore, it could provide a gap for future literature investigating whether the interchange of culture is a factor in the effect of COVID-19. 
When identifying the results from USA, two of the results did not agree with the previous research conducted by Geoff Hofstede. Although, it must be considered that different sectors within business will be affected differently from COVID-19. Whilst some organisations may identify a drastic change in culture, some may find a limited impact from the interchange of practises and dimensions of Hofstede’s Theory. 
Malta was the country who’s expected culture did agree with the previous research. The approach to power distance, individualism and masculinity were all expected supported by interview extracts of the manager.
Overall, the comparison of the expected result and the study results has helped to gain a clear understanding of the comparative findings between each country involved within this study. The use of future research can build on the foundation of this research to investigate the interchange that may now be considered the ‘new normal’ amongst these countries. 

























Six: Conclusion

This final chapter will review and summarise the findings from the research and analysis conducted within this study. The research focused on three elements managing through virtual communications, the substantial effect of COVID-19 to cultural communication and the relation of Hofstede’s Cultural dimensions to the geographical cultures involved within this study.

This qualitative study highlighted key findings that evidently demonstrate the extent in which the 2019 global pandemic has had on organisations in relation to cultural communication. Maintaining effective management skills whilst managing remotely was seen to be highlighted through both primary and secondary with the adaptation of transformational leadership as well as management.








6.1 Recommendations for Further Research. 


Researching whether the cultural communication change of COVID-19 has affected certain age categories.


‘Further research is required to establish whether COVID-19 is a major factor in the intercultural change of Hofstede’s dimensions’’


How future work can build on your research?
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9.0 Appendicies

Appendix 1: Interviews coding and extracts.

	Thematic Group
	Interview Extracts

	Balance of work life
	. In the first period, there was a collective feeling a feeling of collectivist of collective aims in our team. This was because all employees felt they had more free time to go jogging, complete housework whilst working and take care of their children (2).

‘’ All staff have appreciated the flexibility to work remotely – cutting back on commuting time and allowing them time to spend time with families who are also affected (3)’’

‘’ during the first phase of lockdown we saw a lot of innovation from staff members as employees were satisfied with a new change of environment where they could balance both work and home life (4)’’ 

‘’ This home structure also allows quality of life to be a bit easier as there can be things completed in the home simultaneously, such as laundry. Remote working also saved the long commuting time for employees, which had a positive influence financially (4)’
’
‘’ The business has allowed for more flexible working; the standard 9 to 5 approach has been reduced allowing people to work around their lifestyle during the pandemic this is something that is also likely to stay within the company (6)’’

	Workplace relationships
	‘‘’ It is the people and their quality of relationships which makes the difference to an organisation (1)’’
‘‘Organisations consist of people; people have relationships and it is the quality of those relationships which determine the success of the organisation (1)’’
‘’ I lead/manage knowledge workers and I agree, you must show trust, which is invariably repaid through the quality of relationships and the results achieved by individuals, the team and the organisation as a whole (1)’’
‘’ we are fed up with the lack of interaction and not being able to coach employees effectively as coaching virtually is not as effective (2)’’

‘’Employees have not interacted as they usually do throughout a working day and are desperate to interact physically (2)’’

‘’ A great philosopher Carl Jung who once said, people are in need of coincidence meetings, spontaneous freedoms, and the effects of zooming has reduced the spontaneity of encounter (2)’’

‘’ virtual meetings work well for established teams who know each other well already. For new personnel it is more difficult as the relationships take longer to develop (3)’’

‘’ . I think people are more understanding when they get to physically interact with each other and get to know each other (3)’’

‘’ The limited physical interaction also damages the future work relationship between colleagues (5)’’ 

‘’ In the context of building and maintaining an effective communication culture, culture in reality is contributed to and formed by the people of the organisation and the nature of their relationships (5)’’.

	Adapting to a virtual environment
	‘’As with many, if not all organisations, we have had to respond quickly and effectively which is in itself challenging (1)’’
‘’This crisis has driven my organisation, along with many organisations to far more quickly address different ways of facilitating and supporting work (1) ‘’

‘’Organisations needing to be structured in a way which supports their main purpose, which enables the implementation of strategy, through people and resources, in the wider context of the ever-changing environment (1)’’

‘’Adaptation and agility are key requirements of success now and for the future (1)’’

‘’Charles Darwin indirectly touched i.e. “It is not the strongest of the species that survives, nor the most intelligent; it is the one most adaptable to change (1)”

I believe we have adopted and pursued a balanced approach, drawing upon the strengths of the past, whilst being adaptable, agile and proactive in shaping our future.  There are many organisations who have either failed or will fail as a result of failing to adapt in time (1)’’

‘’So now we're at the stage that everybody is fed up with zo
om and communications are solely digital communication, due to the global pandemic we are forced to communicate with a distance (2)’’

‘’As soon as employees got tired of communicating with distance, we found it difficult to adapt to a different communicational culture without having physical contact (2)’’

‘’I believe humans learn better from spontaneous encounters rather than obliged encounters.  The lack of physical interaction is why I believe people within my organisation are suffering from zooming (2)’’

‘’ We forgot to take opportunities business wise. Because we're short sighted and focused on short term results. We forgot that COVID also offers a big opportunity for more customers (2)’’

‘’ On the downside poor home internet connections and lack of IT facilities (extra monitors or stand-alone keyboards, etc.) has been a disadvantage (3)’’ 

‘’ Larger meetings are also not nearly as effective as it is difficult to hold the attention of a large group who are working remotely (3)’’

‘’ Some people have greatly reduced their effort and withdrawn whereas others are actually working much longer hours and embracing the remote communication and so engaging far more (3)’’

‘’ I think management has been able to adapt easier to remote working (4)’’
‘’ a negative effect of individualism within our organisation is the older workforce who aren’t so confident using technology which can result in delayed time frames and a less innovative approach, the older generation try to solve the problems individually due to pride on asking for help or are just embarrassed due to poor computer skills (5)’’

‘’ We tend to operate well in a lower power distance culture, Remote working has made this more efficient as there are now more frequent team meetings throughout the week (6)’’


	Communication
	‘’The second phase of COVID-19 last year, during the summer people got bored of making quick decisions, they felt they required more physical contact and more embodied communication because they felt depressed physically and mentally and in desperate need of socialisation (2)’’.

‘’Because the feelings of employees are continuous and is getting worse over time (2)’’

‘’ Eventually, people soon began to struggle with their own mental obstacles from zoom doom, they pursued an individualism approach in the workplace (2)’’

‘We are struggling with our short sightedness. Because at least if we get back to a face to face environment, then hopefully we get rid of the zooming and dooming. We're not going to look at the bigger picture anymore because we are blinded by mental struggles (2)’’

‘’ ‘’I think due to the pandemic, workers have had to adapt to a more isolated working environment and therefore have taken on a greater role of individualism by pursuing their own strategies to solve problems (3)’’

‘’ some people have become more aggressive in written communications as a result of not seeing others so much and so de-humanising the relationship (3)’’

‘’some individuals who are not computer literate and would tend to shy away from communication via media platforms but pre COVID these individuals were strong to interface with communications (5)’’

‘’ ‘’The expectation is to attend zoom meetings throughout the day it will stagnate the person not to think for themselves acutely as they will be in the same surroundings for the day entirely, also feeling a sense of isolation from colleagues (5)’

‘’ the lack of social interaction has forced people to become isolated with the only means of communication via an electronic device, we have lost our togetherness (6)’’ 

‘’ . Overall communication is still frequent but socially it has had a negative impact on the team (6)’’

‘’ The general feel from the majority of the business is that we are spending too much time engaging in online meetings. This certainly introduces a mental and physical fatigue (6)’

‘’ Everyone has reacted differently to the long-isolated periods individual consideration for each employee must be respected (6)’’

’ Feeling of being isolated from the group and more recent anxiety of returning back to the working environment (6)’’  

	Leadership
	‘’In remote working/managing, my preference for transformational leadership approach remains firm.  The suitability of my approach is evidenced by the achievements and exceeding of expectations of my team and myself (1)’’

‘’showing interest in people's needs, emotions and feelings paying attention to what they feel and what they need and how they behave. That's one part of transformational leadership and that is important when managing remote working (2)’’

‘’I believe that transformational style is more important to ensure business retains an effective communication culture as this is an exceptional circumstance and employees need to receive more support and encouragement than in normal circumstances (3)’’

‘’I think transformational style is the best suited leadership to manage effective communication in a remote situation. As a manager I ensure to communicate efficiently by taking an active role in motivating and heavily relying on teamwork (4)’’  

‘’ ’Transformational would be the most effective within our organisation due to it emphasising on personal topics and not having a forceful or demanding approach, which people would need during COVID. As a we need to have the mindset that they are not just a number within the organisation but cared for as a valued member of the team and their contribution to meetings are respected (5)’’

‘’ Transformational plays an important part in producing a strong remote working team, its essential that the teams know what the business priorities are, this can be deliver through the leadership vison (6)’’


	Effective Management
	‘’So much of this depends on what I would call the soft skills i.e. Emotional Intelligence, Communication, being authentic and critically being there to genuinely listen to your staff.  If you have that basis in place, then communication through remote working can work very well indeed (1)’’

‘’senior management simply cannot now manage in the traditional manner they were used to (1)’’

‘’To address this, organisation need to demonstrate trust in their staff and managers need to show their staff they trust them (1)’’

‘’ First rule of zooming is always considered employees expressions and wellbeing before the meeting (2)’’

‘’ I would discuss and ask how they are feeling by paying attention to their expression, I show employees that I pay attention to bodily behaviour and body language by showing interest to their feelings and behaviour (2) ‘’

‘’ ‘’There is a very clear hierarchical distribution of power related to the development of this high- rise building. It is clear who is the developer, the money and the contractor.  The use of remote meetings has not had any negative impact on who hold the order of power (4)’’

‘’ As a we need to have the mindset that they are not just a number within the organisation but cared for as a valued member of the team and their contribution to meetings are respected (5)’’


‘’ As a manager I have reasonable discretion to work in a manner which supports and helps to deliver the best outcomes for the organisation and stakeholders (6)’’

‘’ It is also important to maintain a team atmosphere this can be developed through the charisma and inspiration factors (6)’’









Appendix 2: Transcripts.

	Interview Transcript 1
	Start of Recording – 0.00.


	Interviewer.
	‘’ Hi ***** thank you so much for participating in this study, this interview shouldn’t take too much of your time. You may withdraw from the interview at any given time and for the purpose of the anonymity your name or identity will not be mentioned within the study only your response. I have contacted you previously giving information about the study and its purpose, do you have any other questions before we start?’’


	Respondent 1.
	‘’No, I am happy to continue with the interview’’

	Interviewer.
	‘’No problem, Firstly...  Do you feel that COVID-19 has impacted the performance of your business, please consider whether remote working has had a positive or negative impact on communication between you and employees?’’


	Respondent 1.
	‘’Yes, inevitably my organisation has been impacted by the challenges of responding to the Covid-19 situation.  As with many, if not all organisations, we have had to respond quickly and effectively which is in itself challenging.  Inevitably we have learnt along the way over the last 12 months.  This crisis has driven my organisation, along with many organisations to far more quickly address different ways of facilitating and supporting work, many of which would I believe have come about anyway, albeit over a longer time frame.  The more traditional patterns of organising working needed to be challenged and I believe that Covid-19 has provided a true opportunity to bring about much more flexible way of working.  In that sense it really does have a silver lining, not only for organisations, but for individuals, families and society, even globally and with sustainability in mind’’


	Interviewer.
	‘’Absolutely! thank you.  Have you previously had to work remotely and just to make sure, what sector do you work in *****?’’

	Respondent 1.
	‘’I currently work in the educational services sector; remote working is an approach I have used to for many years in various organisations to varying extents.  As a manager, I would suggest that remote working has had both positive and negative impacts on communication between myself and employees and colleagues. In my view, so much depends on the communication abilities of the manager to build trust and the relationship between the manager and staff.  So much of this depends on what I would call the soft skills i.e. Emotional Intelligence, Communication, being authentic and critically being there to genuinely listen to your staff.  If you have that basis in place, then communication through remote working can work very well indeed’’


	Interviewer. 
	‘’Communication is definitely key for organisations who have adapted to remote working. My second question for you is do you feel the use of remote working has affected your organisations communication culture with a lower power distance culture or a high-power distance culture? Higher power distance cultures reflect a hierarchical distribution of power in comparison to a low power distance culture where power is shared amongst the hierarchy’’

	Respondent 1.
	‘’Within my current organisation, my view is that remote working has had some level of impact on the communication culture.  My organisation is structured in a typical manner for its purpose.  This is consistent with organisations needing to be structured in a way which supports their main purpose, which enables the implementation of strategy, through people and resources, in the wider context of the ever-changing environment.  Whilst there remains a hierarchical distribution of power at an organisational level, to some extent this can vary for individuals who are perceived as more trusted and experienced.  This is not unique to any one organisation, as it reflects the nature of human relationships.  

On balance, I sense there has been some level of improvement in the context staff being more trusted to do the right thing, so in summary, yes, in an informal manner there has been an improvement in power sharing.  It will be interesting to see how this dynamic change as some form of return toward work develops’’


	Interviewer.
	‘’Very interesting…  Do you believe your organisation has an individualism approach or a collectivist approach due to COVID-19? An Individualism culture encourages employees to pursue their own strategies to solve problems. In a more collectivist organisation, the contribution of individual ideas and strategies can be detrimental to the group dynamic, so teamwork is valued’’


	Respondent 1.
	‘’In my organisation and in my area which is as a professional leading/managing other professionals, whilst I have to operate within prescribed organisational constraints and policies, as a manager I have reasonable discretion to work in a manner which supports and helps to deliver the best outcomes for the organisation and stakeholders.  

In my view, Covid-19 has not changed that, if anything, I now have a little more leeway to exercise discretion, in part at least as senior management simply cannot now manage in the traditional manner they were used to.  My organisation is somewhere at the mid-point of this continuum’’


	Interviewer.
	‘’Since COVID-19 has your organisation changed its environment to a masculine or feminine culture? In masculine organisations the main focus is economic growth and have larger gender pay gaps compared to a feminine culture where gender roles are more fluid’’


	Respondent 1.
	‘’In my view, there is a feminine culture in my organisation, which I believe to be a good thing.  This has long been the case, so Covid-19 has not changed the culture in that respect.  The current challenges will hopefully further support the development of a feminine culture, as people need to trusted and empowered.  Some of the former ways of working and mindsets which organisations have exhibited in the past, need to be changed.  Adaptation and agility are key requirements of success now and for the future.  Charles Darwin indirectly touched i.e. “It is not the strongest of the species that survives, nor the most intelligent; it is the one most adaptable to change.”

As a male manager, based upon feedback I have received over many years from professional colleagues, I am regarded as a trusted communicator who has built strong relationships with colleagues and has consistently achieved and exceeded organisational and individual expectations.  I attribute the positive way in which colleagues perceive me as being due in part to my natural communicative abilities which I would comfortably describe as feminine in nature, whilst of course being clearly a male. This links to the importance of soft skills which I touched upon earlier.  The soft skills are actually the most challenging skills, not what is often called the hard skills or technical skills. It is the people and their quality of relationships which makes the difference to an organisation This brings to mind Pete Drucker, a wonderful theorist and to paraphrase him ‘Organisations consist of people, people have relationships and it is the quality of those relationships which determine the success of the organisation’’


	Interviewer.
	‘’Pete Drucker is a great theorist, thanks for sharing! My fifth question... is your organisation a long term or short-term orientation and has COVID-19 impacted this? Long term orientation reflects businesses who are adaptable to cultural perspective and heavily focus on the future in comparison to short term orientation which results in organisations being more focused on the present and past’’


	Respondent 1.
	‘’My organisation has a focus more on the long-term orientation.  Covid-19 has not impacted this to any significant extent.  Obviously, it has to address the immediate, the short term, the medium term and the longer term so as to take a necessary broad view.  I believe we have adopted and pursued a balanced approach, drawing upon the strengths of the past, whilst being adaptable, agile and proactive in shaping our future.  There are many organisations who have either failed or will fail as a result of failing to adapt in time’’


	Interviewer.
	‘’Interesting. Do you feel within your role in your organisation that you have experienced ‘zoom fatigue’ as an effect of remote working? ‘’


	Respondent 1.
	‘’I have considerable experience of working independently and online both as a professional and a manager of a remote team.  As a result, I have not experienced ‘zoom fatigue’.  However, I know of colleagues/friends in my organisation who have and of colleagues/friends in other organisations who have.  To address this, organisation need to demonstrate trust in their staff and managers need to show their staff they trust them.  

Peter Drucker (a well-respected theorist) indicated many years ago that knowledge workers cannot really be managed in the traditional sense.  I lead/manage knowledge workers and I agree, you must show trust, which is invariably repaid through the quality of relationships and the results achieved by individuals, the team and the organisation as a whole’’


	Interviewer.
	‘’ Is there a particular leadership style you think is needed to manage remote working effectively to ensure a business retains an effective communicational culture? Please refer to the diagram that I am about to share with you on the screen’’

	Respondent 1.
	‘’I prefer the transformational approach to leadership.  This fits well with my natural instincts and how I relate with people.  In remote working/managing, my preference for transformational leadership approach remains firm.  The suitability of my approach is evidenced by the achievements and exceeding of expectations of my team and myself. Culture is not and should not be only top driven from senior management.  It should be inclusive and responsive.  I should point out that I am describing an ideal, rather than all too often organisational reality.

In my earlier management experiences, I was more focused on a transactional approach, but have evolved/matured gradually toward the transformational approach, which I have drawn upon for many years ‘’


	Interviewer.
	‘’Do you have any other general comments on how you think COVID-19 has affected your organisations communication culture and performance and as a manager whether you have had to face any challenges from the economic and social disruption of this global pandemic? ‘’


	Respondent 1.
	‘’I think I have covered most aspects and I hope this will be helpful to you’’


	Interviewer. 
	‘’Thank you so much for your time *****, some very insightful and useful information from your responses that will be great for my study’

	
	End of recording – 15.34.















	Interview Transcript 2.  

	Start of Recording – 0.00.


	Interviewer.
	‘’ Good Morning ***, now I understand you are working within the retail sector, I am interviewing managers to gain an understanding of the change in cultural communication due to COVID-19, I have sent you an email prior to this interview with information, do you have any questions you would like to ask before we begin?’’

	Respondent 2.
	‘’I don’t think so, the email gave clear information about the purpose of your study, so I am happy to begin the interview when you are’’

	Interviewer.
	‘’Perfect! The first question, do you feel that COVID-19 has impacted the performance of your business? Please consider whether remote work in has had a positive or negative impact on communication between you and employees’’


	Respondent 2.
	‘’Yes, it has, from the beginning in the first phase of lockdown in the Netherlands, it had a positive impact, because we were forced to make a strong decision-making model to make quicker and faster decisions. But, the second phase of COVID-19 last year, during the summer people got bored of making quick decisions, they felt they required more physical contact and more embodied communication because they felt depressed physically and mentally and in desperate need of socialisation. vulnerability in physical contact, there was a severe lack of vulnerable behaviour in zoom dooming because everybody is censoring their thoughts and emotions. So, my answer is yes. Because that depressed feelings of employees are continuous and is getting worse. So now we're at the stage that everybody is fed up with zoom and communications are solely digital communication, due to the global pandemic we are forced to communicate with a distance’’


	Interviewer.
	‘’ Thank you for your response, very interesting. My second question for you, do you feel the use of remote working has affected your organisations communication culture with a lower power distance culture or a high-power distance culture? Higher power distance cultures reflect a hierarchical distribution of power in comparison to a low power distance culture where power is shared amongst the hierarchy’’

	Respondent 2.
	‘’ Yes. During the first phase of lockdown there was a lower distance, lower tendency, because everybody was happy and satisfied with distance communication whilst using zoom. Although, as soon as employees got tired of communicating with distance, and employers like myself found it difficult to adapt to a different communicational culture without having physical contact. So, we now have hierarchical traits as we adapted hierarchical behaviour. This is because we are fed up with the lack of interaction and not being able to coach employee. Yes, there's a tendency in urge inclination of boasting of telling others what to do. Instead of giving space, asking questions, now, we're immediately requiring performances and results’’

	Interviewer.
	‘’Interesting to see the change of your power distance culture over a period of time. My third question, do you believe your organisation has an individualism approach or a collectivist approach due to COVID-19? individualism enables employees to pursue their own strategies to solve problems in a more collectivist organisation such behaviour may be seen as detrimental to the group dynamic’’

	Respondent 2.
	‘’Similarly, to the previous question. In the first period, there was a collectivist culture of collective aims in our team. This was because all employees felt they had more free time to go jogging, complete housework whilst working and take care of their children. But in the end people soon began to struggle with their own mental obstacles from zoom doom, they pursued an individualism approach in the workplace, they got more individualistic and egocentric, so we had an individualism approach with no collective ambition’’


	Interviewer.
	‘’That’s understandable. Since COVID-19 has your organisation changed its environment to a masculine or feminine culture? In masculine organisations the main focus is economic growth and have larger gender pay gaps compared to a feminine culture where gender roles are more fluid’’


	Respondent 2.
	‘’I would say that our organisation had a very feminine culture before the pandemic and I would say we have become more masculine since the outbreak of COVID, this is due to more pressure of uncertainty has influenced ambition within the organisation as surviving this pandemic is our main priority. Although in terms of pay gap we definitely ensure that gender roles are more fluid by reducing the gender pay gap within our workforce’’


	Interviewer.
	‘’ Very interesting… Question five asks if your organisation has a long term or short-term orientation and has COVID-19 impacted this? Long term orientation reflects businesses who are adaptable to cultural perspective and heavily focus on the future in comparison to short term orientation which results in organisations being more focused on the present and past’’


	Respondent 2.
	We as employees have a short-term orientation within our organisation, because we want to get rid of the interfaces, we're going to get rid of this business calling and that's why we're focusing on short term results, not on a long-term ambition. We are struggling with our short sightedness. Because at least if we get results, then hopefully we get rid of the zooming and dooming. We're not going to look at the bigger picture anymore because we are blinded by mental struggles.


	Interviewer.
	‘‘The mental struggles for employees have been difficult during the pandemic as employees have had to adapt to a different environment, so your response is interesting.  Do you feel within your role in your organisation, that you have experienced zoom fatigue as an effect of remote working?’’


	Respondent 2.
	‘’Yes absolutely. That's what I presupposed in the previous questions. That's my total assumption of the past year. There has been a neglect of positivism, that is considered the seed of a strong mental attitude. Employees have not interacted as they usually do throughout a working day and are desperate to interact physically. 
This question can relate to a great philosopher Carl Jung who once said, people are in need of coincidence meetings, spontaneous freedoms, and the effects of zooming has reduced the spontaneity of encounters as we don't have spontaneous encounters anymore. The challenge is that nowadays within the current pandemic we have to plan encounters and each encounter is flat.  I believe humans learn better from spontaneous encounters rather than obliged encounters.  The lack of physical interaction is why I believe people within my organisation are suffering from zooming’’

	Interviewer.
	‘’ Is there a particular leadership style you think is needed to manage remote working effectively to ensure a business retains an effective communicational culture? Please refer to the diagram that I am about to share with you on the screen’’

	Respondent 2.
	‘’There's a huge need of transformational leadership especially the coaching elements, giving space to employees and especially showing interest in people's needs, emotions and feelings showing interest and paying attention to what they feel and what they need and how they behave. That's one part of transformational leadership and that is important when managing remote working’’

	Interviewer.
	‘’Is there a particular method you use in your organisation to influence the coaching elements of transformational leadership?’’

	Respondent 2.
	‘’An example would be when I conduct a meeting with my employees, my first rule is to trespass the distance and understand the interface distance to trespass it. First rule of zooming is always considered employees expressions within the meeting. So for example, when you're my employee, and we're starting in the meeting I would discuss and ask how they are feeling by paying attention to their expression, what I'm trying to do is I'm trying to show that I pick up segments that are that I'm able to scan bodily behaviour and body language. That's the first part. The second part is showing interest in feelings and behaviour of the employee’’


	Interviewer.
	‘’Wow, that’s really interesting to see how you adapt transformational leadership to your organisation. My last question is do you have any other general comments about how you think COVID-19 has affected your organization's communication, culture and performance?’’


	Respondent 2.
	‘’Yes, absolutely. We forgot to take opportunities business wise. Because we're short sighted and focused on short term results. We forgot that COVID also offers a big opportunity for more customers. So, you have to you have to revise your business model due to COVID-19, but our mistake was that we neglected it as well as a lot of other companies. My organisation also forgot about developing new ways of communicating and your ways of communicating that much surpass the shortcomings of zooming’’


	Interviewer.
	Thank you very much for your time and your participation in this interview, much appreciated!

	
	End of recording – 13.20.




	Interview Transcript 3.  

	Start of Recording– 0.00.


	Interviewer
	‘Hi **** I have sent you an email prior to this interview with information, do you have any questions you would like to ask before we begin?’’

	Respondent 3
	I am happy to begin the interview Nia.

	Interviewer.
	‘’Great! Question one, do you feel that COVID-19 has impacted the performance of your business, please consider whether remote working has had a positive or negative impact on communication between you and employees?’’


	Respondent 3
	‘’Overall business output has not seen any negative effects due to COVID-19. However remote working has taken away the togetherness of the team, Pre COVID-19 we had a real sense of being part of a team the lack of social interaction has forced people to become isolated with the only means of communication via an electronic devices, we have lost our togetherness. The positive impact of remote working for the business has seen decreased company traveling time with the business having bases in the U.K. and Europe pre COVID-19 consisted of many man hours wasted due to traveling to various locations then having the costs for overnight accommodation and expenses, reducing these factors has seen a positive financial benefit. Overall communication is still frequent but socially it has had a negative impact on the team’’


	Interviewer.
	Thank you. My second question is do you feel the use of remote working has affected your organisations communication culture with a lower power distance culture or a high-power distance culture? Higher power distance cultures reflect a hierarchical distribution of power in comparison to a low power distance culture where power is shared amongst the hierarchy’’


	Respondent 3
	‘’ We tend to operate well in a lower power distance culture, Remote working has made this more efficient as there are now more frequent team meetings throughout the week. The teams now have more opportunity to listen and speak their views to the management group’’. 


	Interviewer.
	‘Interesting! my third question for you, do you believe your organisation has an individualism approach or a collectivist approach due to COVID-19? individualism enables employees to pursue their own strategies to solve problems in a more collectivist organisation such behaviour may be seen as detrimental to the group dynamic’’


	Respondent 3
	‘’In my organisation and in my area which is as a professional leading/managing other professionals, whilst I have to operate within prescribed organisational constraints and policies, as a manager I have reasonable discretion to work in a manner which supports and helps to deliver the best outcomes for the organisation and stakeholders.  

In my view, Covid-19 has not changed that, if anything, I now have a little more leeway to exercise discretion, in part at least as senior management simply cannot now manage in the traditional manner they were used to.  My organisation is somewhere at the mid-point of this continuum’’

	Interviewer.
	’That’s understandable. Since COVID-19 has your organisation changed its environment to a masculine or feminine culture? In masculine organisations the main focus is economic growth and have larger gender pay gaps compared to a feminine culture where gender roles are more fluid’’


	Respondent 3
	There has been no effect to the organisation regarding masculine and feminine culture due to COVID-19.      


	Interviewer.
	‘’Question five asks if your organisation has a long term or short-term orientation and has COVID-19 impacted this? Long term orientation reflects businesses who are adaptable to cultural perspective and heavily focus on the future in comparison to short term orientation which results in organisations being more focused on the present and past’’


	Respondent 3
	‘’Within the energy sector it is important we operate in a long-term orientation to the ever-changing energy supplies. COVID-19 has had some impacts to projects which have had to be deferred to later dates due to being unbale to carry out tasks for the risk of transmitting the disease. We have still operated in a long-term orientation throughout and continue to do so, having to deferred projects due to COVID-19 has impacted our long-term views mainly having a negative impact financially to the business’’


	Interviewer.
	COVID-19 has definitely affected time scales of tasks for organisations. Do you feel within your role in your organisation, that you have experienced zoom fatigue as an effect of remote working?’’


	Respondent 3
	‘’ Yes, some days are made up of several hours of online meetings back to back.  The general feel from the majority of the business is that we are spending too much time engaging in online meetings. This certainly introduces a mental and physical fatigue’’


	Interviewer.
	‘’Zoom fatigue seems to be very common for managers who are communicating by distance.  IIs there a particular leadership style you think is needed to manage remote working effectively to ensure a business retains an effective communicational culture? Please refer to the diagram I am about to share with you on the screen’’


	Respondent 3.
	Transformational plays an important part in producing a strong remote working team, its essential that the teams know what the business priorities are, this can be deliver through the leadership vison. It is also important to maintain a team atmosphere this can be developed through the charisma and inspiration factors. Everyone has reacted differently to the long-isolated periods individual consideration for each employee must be respected.        



	Interviewer.
	Really interesting thank you for participating in this study****, Do you have any other general comments on how you think COVID-19 has affected your organisations communication culture?


	Respondent 3.
	There have been many pros and cons to the COVID-19 pandemic, the negatives effects have created a more isolated workforce and individual working silos, the economic effects to the business have been felt due to delayed works and projects. Increasing lead times for equipment and consumables to operate and run the business have been affected. There have been mental impacts to the team members which are feelings of being less motivated, spending more time behind the screen at home had increased fatigue levels, feeling of being isolated from the group and more recent anxiety of returning back to the working environment.  

The positive effects for the business have been reduced travel times from managing all meetings online this has been a turning point for the company and something that will continue after COVID-19.  The business has allowed for more flexible working, the standard 9 to 5 approach has been reduced allowing people to work around their lifestyle during the pandemic this is something that is also likely to stay within the company. Working at home has given the business confidence we can still operate efficiently from anywhere in the country allowing employees to have the option to work from home will now also be introduce post pandemic. All of the above points also have a positive financial gain reducing business overheads.                 


	
	End of recording – 11.16









































	Interview Transcript 4.  

	Start of Recording – 0.00.


	Interviewer.
	‘’ Good Afternoon *****, thanks for your time participating in this survey, it shouldn’t take too much of your time. I have already sent you an email giving information about this study. Before we start, do you have any questions before we start?


	Respondent 4.
	‘’Hi Nia, no problem… I’m just curious, what motivated you to conduct this study about cultural communication?’’

	Interviewer.
	‘’I felt that this study would help gain an understanding of the affect COVID-19 is having on communication culture, exploring the interchange of environment for employees and researching how managers are adapting to this style of leadership affectively’’


	Respondent 4.
	‘’Definitely a current topic with the ongoing pandemic, I’m happy to answer questions when you are ready’’


	Interviewer.
	‘’Great!  My first question is do you feel that COVID-19 has impacted the performance of your business? Please consider whether remote work in has had a positive or negative impact on communication between you and employees’’


	Respondent 4.
	‘’COVID has for sure impacted our business.  We are in the development of a 670,000 square foot building in NYC.  The building is a 54 - story high rise.  To properly protect our workers and copy with the Health Department, we spent $1mm to install hand washing stations, guards, appropriate PPE for everyone with masks and gloves, and sanitizing of the building on an ongoing basis for the workers. This resulted in additional money and time to protect our workers.  The social distancing has impacted the communication of our workers to be fully productive on the project.  I think management has been able to adapt easier to remote working’’


	Interviewer.
	‘’That’s really interesting, thank you! Do you feel that the use of remote working has affected your organisations communication culture with a lower power distance culture or a high-power distance culture? A high-power distance indicates that organisations have a hierarchical distribution of power compared to a low power distance score where power is shared and is widely dispersed’’


	Respondent 4.
	‘’There is a very clear hierarchical distribution of power related to the development of this high- rise building.  It is clear who is the developer, the money and the contractor.  The use of remote meetings has not had any impact on who hold the order of power’’


	Interviewer.
	‘’My third question for you, do you believe your organisation has an individualism approach or a collectivist approach due to COVID-19? individualism enables employees to pursue their own strategies to solve problems in a more collectivist organisation such behaviour may be seen as detrimental to the group dynamic’’



	Respondent 4.
	‘’In our business we had a collective approach.  Our business is a living building project with many parts, layers, people and challenges.  These types of projects require lots of different types of participants and professional disciplines. Regarding COVID 19, there are clear requirements that our project needs to meet to protect our work force. It is not negotiable and we much comply with agreed upon practices’’


	Interviewer.
	‘’Interesting… Since COVID-19 has your organisation changed its environment to a masculine or feminine culture? In masculine organisations the main focus is economic growth and have larger gender pay gaps compared to a feminine culture where gender roles are more fluid’’


	Respondent 4.
	‘’Real Estate development and construction have historically been male dominated industries.  Women in this industry have always been in positions that they have had to assert themselves to get ahead.  This is the nature of this business and will most likely never change’’


	Interviewer.
	’Question five asks if your organisation has a long term or short-term orientation and has COVID-19 impacted this? Long term orientation reflects businesses who are adaptable to cultural perspective and heavily focus on the future in comparison to short term orientation which results in organisations being more focused on the present and past’’


	Respondent 4.
	‘’This is a little of both. We are always looking for that next opportunity and how and when we can develop something. However, when we are currently in development we are focused on the here and now.  We need to meet schedules and manage budgets etc.  The “next opportunity” requires lot advance work to bring it to fruition.  The time frame can overlap in terms of design, approvals, financing etc. But it will be something we will be working for to make a future project development ready’’


	Interviewer.
	‘’Totally understandable. Do you feel within your role in your organisation that you have experienced ‘zoom fatigue’ as an effect of remote working? ‘’

	Respondent 4.
	‘’Maybe a little, but I feel more productive since there is less time commuting.  Theoretically we should be more productive since we are using less time to get to work or going out for lunch.  Perhaps there is less group comradery, but I am fine to be home alone being productive. This home structure also allows quality of life to be a bit easier as there can be things completed in the home simultaneously, such as laundry. Remote working also saved the long commuting time for employees, which had a positive influence financially (4)’’



	Interviewer.
	I agree there is a greater connection between work and life balance whilst remote working. Is there a particular leadership style you think is needed to manage remote working effectively to ensure a business retains an effective communicational culture? Please refer to the diagram that I am going to show you on my shared screen.’


	Respondent 4.
	I think the transformational style of leadership to manage effective communication in a remote situation.  This manager is a communicator already and will take an active role in managing his/her employees.  This manager will have a high degree of follow up and will have action items attached to each employee in terms of required deliverables. 


	Interviewer.
	Interesting... Do you have any other general comments about how you think COVID-19 has affected your organisations communication culture and performance?

	Respondent 4.
	I think I have been able to describe the communication issues above surrounding the pandemic. Challenges from social and economic disruption include the need to halt our restaurant plan until NYC come back from a tourist perspective.  The over project itself has suffered from cost overruns some of which are directly related to COVID. In addition to the $1mm in COVID compliance as stated above, we had to run our hoist longer hours and had to accommodate less people at a time who had to stand in a certain way to minimize exposure.  Additionally, with skeleton crews working in our local building department, it has taken longer for reviews and approvals to take place.


	Interviewer.
	Thank you so much for participating in this interview, 

	
	End of Recording – 14.32.








	Interview Transcript 5.  

	Start of Recording – 0.00.


	Interviewer.
	‘’Good Evening *****, thanks for your time today and for participating in this interview. I have previously contacted you through telephone giving background information about this study. Do you have any questions before we start?

	Respondent 5.
	‘’No, I don’t think so.’’

	Interviewer.
	‘’Brilliant, my first question for you is do you feel that COVID-19 has impacted the performance of your business? Please consider whether remote work in has had a positive or negative impact on communication between you and employees’’


	Respondent 5.
	‘’COVID has not impacted the overall performance of the business but the lack of interaction between colleagues has played a major part there are some individuals who are not computer literate and would tend to shy away from communication via media platforms but pre COVID these individuals were strong to interface with communications’’


	Interviewer.
	That’s really interesting… Do you feel that the use of remote working has affected your organisations communication culture with a lower power distance culture or a high-power distance culture? A high-power distance culture indicates an organisation have a hierarchical distribution of power compared to a lower power distance where power is shared. 


	Respondent 5.
	‘’ Remote working has had an adverse effect on what people initially thought as employees had the impression they could shy away from platforms such as Microsoft teams but in fact the hierarchy can monitor employees through online activity therefore putting more pressure on the employees lower in our hierarchy chain, I would say we have stayed as a high power distance culture. Our culture has negatively changed through COVID-19 In the context of building and maintaining an effective communication culture, culture in reality is contributed to and formed by the people of the organisation and the nature of their relationships’’


	Interviewer.
	‘’Thank you for your response, my third question for you, do you believe your organisation has an individualism approach or a collectivist approach due to COVID-19? individualism enables employees to pursue their own strategies to solve problems in a more collectivist organisation such behaviour may be seen as detrimental to the group dynamic’’


	Respondent 5.
	‘’This organisation has an individualism approach which focuses on individual tasks although we have shared teamwork tasks at times, a negative effect of individualism within our organisation is the older workforce who aren’t so confident using technology which can result in delayed time frames and a less innovative approach, the older generation try to solve the problems individually due to pride on asking for help or are just embarrassed due to poor computer skills’’


	Interviewer.
	’Interesting… Since COVID-19 has your organisation changed its environment to a masculine or feminine culture? In masculine organisations the main focus is economic growth and have larger gender pay gaps compared to a feminine culture where gender roles are more fluid’’

	Respondent 5.
	‘’This environment bases itself on a masculine organisation due to the decisions being made by males or this is as it is a predominantly male loaded organisation, with similar mindsets within our organisation the males focus on the achievement and success of the organisation’’


	Interviewer.
	‘’Question five. Is your organisation long term or short-term orientation and has COVID-19 impact this long-term orientation reflects businesses who have value persistency any focus on the future in comparison to short term orientation which results in organisations being more focused on the present and past?’’


	Respondent 5.
	‘’This organisation undertakes its business on an island therefore its vision is for the longevity of its contract and the public relies heavily on its gas supply therefore perseverance and persistence is strong within the contract but the adaptable culture focuses on the resources on the career within the organisation so it is a long term assessment’’


	Interviewer.
	‘’Great! Question six. Do you feel within your role in your organisation that you have experienced zoom fatigue as an effect of remote working?’’


	Respondent 5.
	‘’The expectation is to attend zoom meetings throughout the day it will stagnate the person not to think for themselves acutely as they will be in the same surroundings for the day entirely, I have personally experienced this’’


	Interviewer.
	‘’Is there a particular leadership style you think is needed to manage remote work effectively to ensure a business retains effective communication culture, please refer to the diagram I have put on the screen?’’


	Respondent 5.
	‘’Transformational would be the most effective within our organisation due to it emphasising on personal topics and not having a forceful or demanding approach, which people would need during COVID. As a we need to have the mindset that they are not just a number within the organisation but cared for as a valued member of the team and their contribution to meetings are respected’’


	Interviewer.
	‘’ Do you have any other general comments on how you think COVID-19 has affected your organization's communication, culture and performance?’’

	Respondent 5.
	‘’The issue of wearing a mask whilst in the office space on whilst in close contact with others have caused many misinterpretations of information, as the message cannot be clearly stated, due to individuals not being able to visually see the mouth as a manager, this could have some high impact negative results due to not transfer the not transferring of correct information’’


	Interviewer.
	That’s a really interesting view, thank you for participating in this interview, some really interesting findings. 

	
	End of Recording – 12.16.








	Interview Transcript 6.  

	Start of Recording – 0.00.


	

	‘’ Hi ****, as you know I have communicated with you in regard to what this retail project entails. Would you like to ask any questions about what I am researching or anything about the study before we start?’’ 


	Respondent 6.
	‘’No, I don’t have any questions, happy to answer any questions you would like to ask me’’

	Interviewer.
	‘’ No problem, my first question is whether you feel that COVID-19 has impacted the performance of your business? Please consider whether remote work in has had a positive or negative impact on communication between you and employees’’


	Respondent 6.
	‘’ There have been a lot of impacts on our business due to COVID-19. We implemented strict restrictions on personnel entering critical locations and analysed and questioned who really needed to be physically present at critical locations (power plant). We also moved away from paper and implemented greater use of automation and e-Approval for purchase orders, invoices and payments – this has made the processes more efficient and altered the approach to filing as well (more time savings). We have also moved away from face-to-face meetings and moved towards virtual meetings with people increasingly working from home. This has had positive and negative effects. All staff have appreciated the flexibility to work remotely – cutting back on commuting time and allowing them time to spend time with families who are also affected. On the downside poor home internet connections and lack of IT facilities (extra monitors or stand-alone keyboards, etc.) has been a disadvantage. Some people are suffering from the isolation. From a communications perspective I have found that virtual meetings work well for established teams who know each other well already. For new personnel it is more difficult as the relationships take longer to develop. Larger meetings are also not nearly as effective as it is difficult to hold the attention of a large group who are working remotely’’


	Interviewer.
	That’s really interesting… thank you! Do you feel that the use of remote working has affected your organisations communication culture with a lower power distance culture or a high-power distance culture? A high-power distance culture indicates an organisation have a hierarchical distribution of power compared to a lower power distance where power is shared. 


	Respondent 6.
	I would say that our organisation had a higher power distance culture before, and this has lowered as a result of remote working. Some of the informal interactions with senior management are no longer happening. Before people would bump into each other and talk whereas now someone has to consciously initiate contact.
 

	Interviewer.
	‘’Thank you for your response, my third question for you, do you believe your organisation has an individualism approach or a collectivist approach due to COVID-19? individualism enables employees to pursue their own strategies to solve problems in a more collectivist organisation such behaviour may be seen as detrimental to the group dynamic’’


	Respondent 6.
	I think we have moved more towards individualism although still a strong collectivist approach overall.


	Interviewer.
	Can you give me an example please of how your organisation has changed to a more individualist approach to communication culture? 

	Respondent 6.
	‘’I think due to the pandemic, workers have had to adapt to a more isolated working environment and therefore have taken on a greater role of individualism by pursuing their own strategies to solve problems’’


	Interviewer.
	‘’Thank you.  Since COVID-19 has your organisation changed its environment to a masculine or feminine culture?? In masculine organisations the main focus is economic growth and have larger gender pay gaps compared to a feminine culture where gender roles are more fluid’’


	Respondent 6.
	‘’Coincidentally we have hired more females over the last year. I think in general we have gone more to a feminine culture and everyone is more caring towards other. This is the general rule although some people have become more aggressive in written communications as a result of not seeing others so much and so de-humanising the relationship’’


	Interviewer.
	‘’That’s interesting, the effect of no physical interaction has definitely had an effect on relationships within a workplace. My fifth question asks whether your organisation is long term or short-term orientated and has COVID-19 impacted this?’’


	Respondent 6.
	‘’Our business is an 18-year project and so has always had a long-term orientation. I don’t think this has been impacted’’


	Interviewer.
	‘’ Do you feel within your role in your organisation that you have experienced ‘zoom fatigue’ as an effect of remote working?’’


	Respondent 6.
	Yes, busy schedules on a weekly basis has influenced me to experience zoom fatigue. I feel that physical meetings are most effective. Some stakeholders like to set up virtual meetings too frequently and invite too many people which again is frustrating.


	Interviewer.
	Very understandable… Is there a particular leadership style you think is needed to manage remote working effectively to ensure a business retains an effective communicational culture? Please refer to the diagram I am going to show on the screen.


	Respondent 6.
	I believe that transformational style is more important to ensure business retains an effective communication culture as this is an exceptional circumstance and employees need to receive more support and encouragement than in normal circumstances.
 

	Interviewer.
	**** thank you again for your participation in this study. Do you have any other general comments on how you think COVID-19 has affected your organisations communication culture? 


	Respondent 6.
	In the office environment it is easier for people to adhere to the accepted norms. With remote working the range of behaviour is much greater. Some people have greatly reduced their effort and withdrawn whereas others are actually working much longer hours and embracing the remote communication and so engaging far more. We have definitely had more conflicts between employees as a result of the remote working. As a comparison people walking along a street do not normally shout at each other or fight but people in cars (equivalent of remote working) are far more aggressive. I think people are more understanding when they get to physically interact with each other and get to know each other.


	
	End of Recording – 13.01.
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