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[bookmark: _heading=h.z75zv2rdwpqv]1. Introduction 
[bookmark: _heading=h.dqh6ka35l06m]Background of the Study: 
The business world is changing at an unbelievable pace not only under the influence of the global competition and shifts in consumer demands but also due to the changing expectations of the employees and the increased pace of technological change. The culture of the workplace that has conventionally been constructed by physical proximity, informality, and direct supervision is being redefined by remote work and hybrid work models (Mer and Srivastava, 2023). Those arrangements became common in the COVID-19 pandemic period and have since continued to be prevalent in many industries which hamper the traditional work culture. 
Employee engagement which can be described as the emotional, cognitive and behavioural devotion of employees to their organisation and work in it has been cited as a major stimulus of productivity, innovation, and customer contentment (Eng, Tjernberg and Champoux-Larsson, 2024). But remote and hybrid working shifts complicate the aspect of engagement by decreasing face-to-face interaction, weakening team cohesion, and dissolving work-life boundaries. In the case of a traditional workplace where there is already high staff turnover and a high level of competition, employee motivation and a maintained teamwork culture within the working environment has now been a vital concern.
[bookmark: _heading=h.qjq7r2x1wlmq]Problem Statement:
Traditional workplace facing a rate of high turnover and difficulty in keeping the work environment interesting when it comes to remote work and hybrids. The main problems are decreased social interaction, inability to build trust, role ambiguity, and decadent organisational culture (Rupcic, 2024). Lack of plans on how to facilitate engagement and collaboration practice according to these models exposes traditional workplaces to a challenge of reduced employee performance, reduced levels of consistency in customer services, and reputational damage in the long-term.

[bookmark: _heading=h.dsb6vqiuny9v]Research Aim:
To study how remote and hybrid work models affect workplace culture, collaboration and engagement and what strategies organizations can implement to adjust and succeed in the changing environment.
[bookmark: _heading=h.jdnqkb3u1gw1]Objectives:
· To examine how remote models and hybrid models impact employee engagement and retention.
· To determine the measures and the best practices that could be used to maintain engagement and collaboration in the context of flexible working.
· To determine organizational approaches and best practices that can overcome culture, collaboration, and interaction in remote and hybrid setups.
[bookmark: _heading=h.fookqvt71byl]Research Questions:
· What are the problems and possibilities of work in the remote and hybrid arrangements?
· What are the effects of these work models on employee engagement and organization commitment?
· How can these organizations use their strategies to keep their culture and effective cooperation and improve the engagement?
[bookmark: _heading=h.j3xdtr6m2kl1]Rational of the Research:
Remote and hybrid models do not disappear, but it is an indication of a paradigm shift in the organisation of work as these models demand new methods regarding culture-building, collaboration, and engagement. Although the literature has generally analysed remote work and it where the operational needs and flexibility of employees are complicated. This paper bridges that gap by researching how these models destroy organizational culture and involvement and providing practical solutions to help retailers to react.
[bookmark: _heading=h.mb8ulsg15hv4]2. Literature Review 
[bookmark: _heading=h.hsjci3dg6o7x]Remote and Hybrid Work: Impacts on Employee Engagement and Retention
Cited by Edleston (2023), remote and hybrid work has rebuilt employee-organisation connections. Flexibility provides freedom, commuting minimization, and better work-life balance, which may enhance engagement and job satisfaction. Nevertheless, the lack of in-person communication dilutes social relationships, credibility, and identification with the organisation and minimises the long-term engagement. Online exhaustion, loneliness, and diminished professional presence in the virtual work environment can also increase turnover risks. In the case of traditional organizational culture, where turnover is already a high issue, these models cause new problems of maintaining engagement in order to balance operational requirements (Kuppachi, 2023). Thus, it is essential to realise their two-fold influence on participation and retention and its impact on organisational sustainability.
[bookmark: _heading=h.45ljgcidi1fu]Measures and Best Practices to Maintain Engagement and Collaboration
Explained by Sakal (2024), proper actions that have proven to facilitate the engagement and collaboration within the flexible work environments are clear communication, understanding leadership, and equal application of technology. Knowledge sharing through collaboration platforms is important, but there should be limits to online communication that can develop through overuse. Equal career development programmes and recognition need to be taken to ensure that remote employees do not feel ignored. Fair performance monitoring systems and virtual learning platforms contribute to the growth and motivation (Kumari and Yelkar, 2022). Also, isolation can be avoided with the help of wellness programs and policies that encourage digital well-being. The combination of these practices forms inclusive, supportive ones, in which employees feel connected and valued, and they continue to collaborate and engage in dispersed teams.
[bookmark: _heading=h.hlqw3t9b9100]Organisational Approaches to Overcome Cultural and Collaborative Challenges
Cited by Dhadiwal and Londhe (2025), remote work and hybrid models break the culture of the workplace, disrupting common routines and informal interactions. In response to this, organisations will have to explicitly develop culture by using virtual rituals, regular communication of values and formal practices of collaboration. The hybrid models present the risks of inequality between the remote and on-site workers, and therefore, it is necessary to have inclusive policies to cover the equalities of workload, resources, and career opportunities. Such tools as project management systems and scheduled check-in promote interference and openness, suggested by Luca (2021). Leadership promoting trust and inclusiveness coupled with flexible policies that consider the needs of individuals can enable organisations to maintain culture and continue to collaborate and engage in the continuously changing work environments.
[bookmark: _heading=h.kxcnif9espee]Theoretical Foundation:
Herzberg’s Two-Factor Theory
The Two-Factor Theory by Herzberg, explained by Peramatzis and Galanakis (2022), describes the impact of motivators and hygiene factors on engagement which is especially applicable when working remotely and in hybrid work. In such models, such motivators as recognition, meaningful work and growth opportunities are very important in ensuring that employees are committed when they cannot be physically present and meet in person. Simultaneously, the lack of hygiene such as low supervision, vague policies, or inefficient digital communication might soon result in the emergence of dissatisfaction with a consequent disengagement and an increase in the turnover. This view is consistent with contemporary research interest, which revealed that maintaining workplace culture and co-operation in flexible arrangement is conditioned by the increased power of intrinsic motivators and overcoming extrinsic obstacles.
Social Exchange Theory
Explained by Kilroy, Dundon and Townsend (2023), the Social Exchange Theory can be used to understand the relationships between employees and employers in remote and hybrid work models. Whenever organisations support, recognise, treat fairly, and give sufficient resources, employees, in turn, commit, trust, and perform. In a flexible environment, the principles of open online communication, collaborative inclusion and compassionate leadership play a crucial role in ensuring this exchange. But when the employees feel imbalanced i.e., expecting much but not getting enough organisational support, then the trust goes down, engagement increases and turnover is more probable and hence balanced reciprocity is essential to maintain organisational culture and cooperation.
[bookmark: _heading=h.67e5aa7y9cin]Literature Gap:
Despite the studies indicating the advantages and the difficulties of remote and hybrid work, the vast majority of the research is still rather general and does not have any specific focus on how the two models specifically remodel culture, work, and engagement. Few focus on the organisational strategies that are effective in sustaining retention and motivation on flexible working conditions in the long term. 
[bookmark: _heading=h.e1phtcxt95q0]3. Research Methodology 
[image: ]
Figure 1: Saunders ‘Research Onion’
(Source: Bianchi, 2021)
[bookmark: _heading=h.s0zjfofy64nc] Research Philosophy: Interpretivism
In this research, an interpretivist philosophy is taken, which dwells upon the subjective sense. In contrast to positivism that pursues general laws, interpretivism focuses on the way people build and understand reality (Ali, Shah and Shah, 2021). This is suitable since the culture of the workplace, teamwork, and interaction are socially constructed and situational. The work will be based solely on the secondary sources, i.e., peer-reviewed journals, industry reports (e.g., CIPD, Deloitte, McKinsey) and available case studies. This enables the analysis of general views and does not entail the use of primary data to gather information. Through interpretivism, the study will collect these subtle views and will produce qualitative understanding of the role of flexible models in transforming the workplace dynamics instead of using generalised statistics.
[bookmark: _heading=h.13grvkug0gqt]Research Approach: Inductive
The study will be an inductive study whereby a given observation will lead to the formation of larger insights and theoretical contributions. This method is appropriate because it seeks to develop an insight into how remote and hybrid models interfere with engagement, culture, and collaboration instead of testing an established hypothesis (Kumar and Ujire, 2024). Induction helps the researcher based on secondary sources like journals, industry reports, with the known theories including the Two Factor Theory of Herzberg and the Social Exchange Theory thus allowing the researcher to relate the empirical results, to the theoretical frameworks.
[bookmark: _heading=h.umdne6s5raje]Data Collection:
The data of this study will be gathered by secondary sources of data. The collection of the secondary data will involve the use of scholarly journals, industry reports, state publications and sources by practitioners that cover remote and hybrid work. These provide a sound, empirical, notion about employee engagement, collaboration, and organizational culture.
[bookmark: _heading=h.qokfdfw2s6i9]Sampling:
As this research is based solely on secondary research, there is no need for participant sampling in a traditional way. In its place, there will be a purposive sampling of scholarly publications, industry publications, professional books, and reliable online materials. It will focus on studies published in peer-reviewed publications and practitioner insights within the past five years, which means that they will be relevant, reliable, and accurate in examining the impact of remote work and hybrid work on culture, collaboration, and engagement. 
[bookmark: _heading=h.b4nf7sphjwe0]Data Analysis:
It will apply thematic analysis of literature that exists whereby common ideas and trends in the literature, industry reports and practitioner journals will be uncovered. Synthesis will be done on the major themes (employee engagement, collaboration, cultural adaptation and organisational strategies). The analysis of the obtained results in comparison with a few credible sources will enable us to establish converging and nonconverging positions, and it will enable us to obtain a clear image of how remote and hybrid working applications will alter the working culture and experiences of the staff (Naeem et al., 2023).
[bookmark: _heading=h.shvmmd7paoqz]Ethical Considerations: 
As this study is conducted purely through secondary data, there are no issues of consent or confidentiality, as no dialogic interaction with participants is necessary. Ethical integrity shall be maintained by deploying only credible, academically and professionally accepted references, duly cited in the report (Hasan et al., 2021). Acknowledgement of all materials will be made to avoid plagiarism, while assessment will be made with discrimination to avoid misrepresentation, the researcher shall maintain objectivity and reflexivity for the unbiased interpretation of existing studies and published findings. 
[bookmark: _heading=h.j6jb5uk6ky48]Limitations: 
Secondary data limits the research because first-hand perspectives of employees or managers cannot be accessed. The study depends on the scope, quality, and availability of literature and resources, and may be lacking in a comprehensive view of the actual scenario presented. However, secondary data analysis may provide a broader view with insightful information on problems that remote and hybrid work cause.
[bookmark: _heading=h.rpxzx343uwhl]4. Timeline: 
Gantt chart to demonstrate clear timeline of the Research 
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[bookmark: _heading=h.l3ohn1soo573]5. Conclusion 
With this he proposed studying how remote and hybrid models disrupt workplace culture, collaboration, and engagement and thereafter identify strategies organisations might adopt in adapting to this challenge. With traditional structures of in-person interaction and supervision being replaced by digital tools and flexible arrangements, employee motivation and teamwork have become a new challenge. With interpretivism underpinning the approach and the research providing qualitative insights through secondary sources like peer-reviewed journals, industry reports etc. The study is especially relevant today when organisations heavily embed flexible models into their operations, questioning retention, cohesion, and long-term performance-ability. Academically, it restores a gap in the literature by putting an emphasis on the cultural and collaborative aspects of remote working. Practically, it will arm HR managers and leaders with actionable strategies for fostering engagement and inclusiveness within flexible context areas, even with limitations, this is entirely feasible and extremely impactful.
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