
78th International Scientific Conference on Economic and Social Development – Aveiro, 24-25 February, 2022 

 

202 

REMOTE WORK AND HYBRID WORK ORGANIZATIONS 
 

Danijela Sokolic 

University of Rijeka, Faculty of Economics and Business (EFRI) 

Ivana Filipovica 4, 51000 Rijeka, Croatia 

danijela.sokolic@efri.hr 

 

ABSTRACT 

Remote work, especially working from home, has become the most common form of work in the 

third decade of the 21st century. What started at the beginning of the millennium as an 

experimental practice in some companies (mainly in the IT industry) has become widespread 

and unintentional in 2020 and 2021, due to Covid 19 pandemic. It changed some of the most 

important features of the jobs, such as the communication patterns and the conception of the 

workplace, leading not only to significant changes in the way work is done, but also to a 

different psycho-emotional perception of work in the context of changing socialization patterns. 

The need to transition to a virtual environment forced both companies and employees to try out 

different ways of working (e.g., managing virtual teams, ensuring infrastructure and access to 

work resources, managing teams, workspaces, etc.). The paper addresses some of the key 

factors that influence work performance at the organizational and individual levels. It presents 

how technological developments and growing awareness of alternative approaches to work 

organization are changing companies' perceptions of managing their most valuable resource, 

human potential, and discuss potential failures in telecommuting policies. The goal of this study 

is to provide insight on the impact of workplace flexibility on work and the broader implications 

for both companies and employees. 
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1. INTRODUCTION  

The importance of work in its organizational and broader socioeconomic perspective is a focus 

of many studies that address economic, political, environmental, and social challenges. Work 

is primarily researched in the context of organizations (Kastelan and Sokolic, 2017). Delbridge 

and Sallaz (2015) define organizations based on four dimensions. Organizations are 

characterized and described by physical and material spaces that are constructed and 

experienced through social processes (physical dimension). They are also defined as 

hierarchical places of power and control (hierarchical dimension). They are seen as sources of 

new ideas, innovation, and creativity (innovation dimension). Finally, organizations are often 

defined as collections of actors working together to accomplish work and are therefore 

embedded in a cultural, economic, social, and political context (human dimension). 

Organizations are thus spaces and places of work (Delbridge and Sallaz, 2015). However, 

technological development allows the introduction of new ways of working, which leads to the 

need to rethink the meaning of certain dimensions and elements of the organization. In 

particular, the development of information and communication technology (ICT), followed by 

digitalization, enabled a practice of working at a physical distance from the employer's location, 

often referred to as telecommuting. This phenomenon encompasses remote work and gradually 

erases the importance of the physical dimension of the organization. Since all dimensions of 

the organization are interrelated, changes in one dimension lead to changes in other dimensions 

of the organization. Although telework has been practiced in some organizations since the 

beginning of the 21st century, it was initially only an occasional, alternative form of work in 

addition to the standard workplace and work patterns. With the development of information and 

communication technology (ICT), it became more present in the organizational context, but 

still in addition to working in the employer's premises (office, satellite office, etc.).  
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It was not until the Covid19 pandemic spread that companies began to consider eliminating 

physical spaces to a greater or lesser extent (even leading to completely virtual organizations 

without physical spaces for work or interaction). Instead of building traditional organizations, 

decision makers began to consider and implement hybrid work organizations or even full 

remote work models. However, the old notion of the importance of the material environment 

in building and shaping power relations, meanings, and practices (Savage and Warde, 1993) 

was set aside without analyzing the long-term consequences for human and organizational 

capital. Because of technology, but also because of changes in the social and economic context, 

spatial distance, and the at least partial elimination of the traditional workplace, the way work 

is performed began to change, leading to a re-composition of organizations and the relationships 

between and within their elements. This paper will discuss the extent to which remote work is 

likely to become a standard expected by both employees and employers. It will also discuss 

what factors related to remote work should be examined by companies when deciding which 

model of remote work to adopt. The paper is intended to help business decision makers broaden 

their perspective on the impact of remote work on businesses and consider the psychological 

and relational aspects of work in addition to the economic and short-term outcome-related 

factors. This article is about broadening the perspective on the future of work, focusing on the 

effects of remote work on employees and organizations. In the first part, we define the terms 

remote work, telecommuting, and work-from-home. In the following chapter, we focus on the 

benefits and barriers of the work-from-home model, both for employees and businesses, and 

offer a deeper insight that benefits both sides. We continue with a discussion of current trends 

leading to different models of hybrid work organization. We conclude with an understanding 

of how they affect the dimensions of organization and the employer-employee relationship in 

the remote work environment. 

 

2. TELEWORK, TELECOMMUTING, REMOTE WORK AND WORK FROM HOME 

In 2019, 5.4% of workers in the EU usually worked from home, and 9% of workers worked 

from home at least sometimes (EC, 2020). The pandemic turned a gradual trend into an 

overnight phenomenon. According to the International Labor Organization (ILO, 2021), by the 

second half of 2020, 17.4% of the global workforce was already working from home. However, 

not every job/industry is suitable for working from home. It is estimated that only a minority of 

jobs could be converted to telework (Dingel and Neiman, 2020; OECD, 2021). This finding is 

consistent with ILO (2021) who estimates that nearly 18% of workers have occupations suitable 

for home-based work and live in countries that have the infrastructure to enable home-based 

work. Developing countries and economies with lower growth and with many jobs requiring 

low-skilled workers have less access to remote work models. Nonetheless, the following facts 

point to some interesting trends for the future: pandemic regulations are easing; remote work is 

more common in high-skilled jobs; telework rates were higher during the pandemic among 

workers in large firms than in small ones; even in Japan, which has not implemented a 

nationwide lockdown, telework rates increased from 10% to 28% in the first 6 months of 2020 

(OECD, 2021). If we extend this logic, it is not surprising that by the end of 2021, 16% of 

companies worldwide were working 100% remotely (Steward, 2022). When the pandemic 

began, telecommuting in the form of working from home became a quick alternative to the 

standard workplace, an attempt to avoid major disruptions that led to the failure of organizations 

(Choudhury et al., 2020) and consequently economies. This allowed operations to continue as 

usual while remaining in a pandemic-proof environment and respecting the social distancing 

instructions for social distancing, but also raised some questions about the impact of remote 

work and telecommuting on further organizational development in economic, social, and 

psychological contexts. Many definitions of telecommuting circulated over the past two or three 

decades.  
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Allen et al. (2015) state that telecommuting is a work practice that allows individuals to 

substitute some of their typical work time in the organization to work away from a central 

workplace, using technology to interact with others as needed to complete work tasks. These 

individuals are typically members of an organization, as opposed to self-employed/freelancers 

and/or salaried employees who must work on-site at the customer's location. According to Allen 

(2015), they are often employees in a larger organization and typically rely heavily on 

technology to communicate and collaborate with internal and external stakeholders; they work 

primarily from home/designated location for a period of time, from a few hours to nearly full-

time. Telecommuting is often used interchangeably with the terms telework, remote work, 

distributed work, virtual work, flexible work, flexplace, ICT-mobile work, and distance work, 

among other terms. While these different terms all represent an alternative to commuting to and 

from work, they also contain some distinct elements, have different origins, and refer to 

different situations. While they overlap in that they imply that all or part of the work is 

performed away from the employer's premises, telework is used at a more subtle level to 

describe a situation in which any form of ICT replaces travel to work, regardless of the worker's 

employment status. In terms of employment status, it is more akin to the term remote work than 

telecommute. The difference between “remote work” and “telecommute” is that that the term 

remote work” is more general and includes any type of work - both standard and non-standard 

employment or contract work (ILO, 2020), while “telecommute” is limited to employees and 

thus excludes self-employed workers. Telework is also closely related to the use of information 

technology and digital devices (Eurofound, 2020a), and remote work is any work done at a 

distance. In summary, telecommute focuses on replacing the employer's premises with another 

workplace for at least part of the working time, resulting in fewer or no trips to work. It also 

includes ICT and is thus a subset of telework and remote work. A narrower form of remote 

work is work from home as a form of work that takes place wholly or partly at a specific location 

- the employee's home. More broadly, it can be performed by both dependent and independent 

workers and may or may not require the use of digital technology. In this paper, however, we 

refer to work from home in the narrow sense, as a subset of telecommuting. 

 

3. EFFECTS OF WORK FROM HOME ON EMPLOYEES AND ORGANIZATIONS 

Covid19 infection swept the globe in early 2020. Already, between January and March 2020, 

many countries instructed employers to follow confinement measures and generally close their 

workplaces and premises. To avoid destroying the entire economy, the viable path for 

companies was to introduce mandatory full-time work-from-home programs for their 

employees. Before the pandemic, the technology that allowed employees to work from home 

already existed and was being implemented in some industries (IT, higher education, etc.). The 

pandemic triggered a large-scale experiment in forcing workers around the world to work from 

home, and many discovered the benefits, which typically included less time spent commuting, 

cost savings, and greater flexibility. Flexibility seems to be a very important factor for both 

employers and employees. For employees, flexibility means the ability to choose. In the most 

recent global study on future work arrangement preferences, Reisinger and Fetterer (2021) 

report that knowledge workers find flexibility more important to them than wage or other 

benefits (59% of respondents) and would prefer to work for a company that gives them the 

flexibility to work from anywhere rather than exclusively on the employer's premises (77%). 

However, flexibility does not exclude occasional working from the office; for 61% of 

respondents, flexibility meant the ability to work from the office and from home, depending on 

task requirements. In addition, Reisinger and Fetterer (2021) emphasized that workers in the 

study were motivated by autonomy, i.e., the ability to decide where, when, and how to do their 

work as long as they met their goals.  
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The results of an Australian government survey (2020) also show that most workers prefer to 

work from home for a period of time, but few of them would choose to work completely 

remotely, and most also want to work from the office for a period of time. The preferred benefits 

of working from home are: lower commuting costs, not wasting time in traffic, personal space, 

and flexibility. From the employers' perspective, flexibility is related to lower fixed costs and 

higher labor availability. The Eurofound (2020a) report points out that moving the office off 

the employer's premises (in the case of ICT-enabled mobile work) transfers the cost of Internet 

connectivity or electricity, and in some cases even technical equipment, from the employer to 

the employee. Sometimes this extends to health and safety costs as well. Australian government 

research (2020) is consistent with Eurofound's findings and shows that business preferences are 

primarily related to the cost of working from home and the actual or perceived level of 

productivity. While the demand to better align workers' work with business goals and needs has 

led to the introduction of more flexible work arrangements, one of the biggest concerns of 

employers is productivity (hours worked, technical and communication issues, etc.) and the 

perceived inability to control if/when workers are not on-site. Research by the Australian 

government (2020) indicates that working from home is likely to increase coordination costs, 

reduce social interactions and knowledge sharing, and decrease collaboration. According to 

Morikawa's (2020) study of Japanese workers during the Covid19 pandemic, productivity 

levels when working from home averaged 60% to 70% of office productivity. It appears that 

different demographic groups and industries have different percentages of productivity. Studies 

show that employees with higher levels of education, well-paid employees, long-distance 

commuters, and employees in industries such as IT or certain education sectors tend to keep 

their productivity levels constant (Morikawa, 2021). This finding is consistent with studies that 

emphasize that productivity declines more for workers who started to work from home during 

pandemics (Morikawa, 2020). AbuJarour et al.'s (2021) findings on home-based productivity 

in higher education relate productivity to work-family conflict and perceived usability of 

technology (including Internet speed). While potential work-family conflict depends on 

employees' organizational skills, technology implies access to the same resources that 

employees use in the traditional workplace (hardware, storage, software, databases, 

information, support, etc.). However, studies on the impact of home-based work on productivity 

are inconclusive, as the difficulty of measuring the efficiency and productivity of cognitive, 

intellectual, or highly skilled work has been one of the most researched topics in recent 

decades.The physical workplace is an important work-related factor. Adjustments of a remote 

workplace is related to productivity and effectiveness (Sridhar and Bhattacharya, 2021). Studies 

report that workers are unable to convert their homes into home offices due to noise, clashes 

with other people's needs, children, and office equipment (i.e., inadequate desk, internet 

connection, etc.). As for the equipment of offices and other official workplaces, it is the 

responsibility of companies to provide it. However, when employees work from home, the 

obligations are less clear. Employees who choose to work from home, even though they are 

provided with the necessary equipment in an office, bear a higher responsibility for providing 

their own equipment. In this regard, a global study by Microsoft (2021) shows that even after a 

year of working from home, 42% of employees report that they lack office supplies, and 10% 

do not have a good enough internet connection to get their work done. Aside from not having 

a work-friendly environment, there are other challenges to overcome, such as being available 

24/7 (Eurofound, 2015) or the appropriateness of standard work methods/processes in an 

online/virtual environment. In addition, it is more difficult to ensure health and safety standards 

in a remote workplace where employers (and in many cases even labor inspectorates) have 

limited, if any, ability to intervene (Eurofound, 2020a). Anticipated productivity gains may be 

related to globalization, worker mobility, and the global availability of human resources.  
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However, this opportunity comes at a cost. Shaik et al. (2021), in their research on global virtual 

teams, point to the challenge of employee engagement and other issues in the structure of 

multicultural teams. They emphasize the critical role that the development of the cultural 

intelligence plays in the performance of a virtual team, as it is positively related to employee 

engagement (based on trust). Another factor to consider when discussing productivity is 

procrastination. Procrastination, defined as the irrational postponement of behaviors (Steel, 

2007), is one of the biggest barriers to productivity at work. Procrastination often occurs in the 

traditional office workplace and can be exacerbated when working from home. Workers may 

put off completing work-related tasks due to non-work activities such as social media and long 

breaks (Wang et al., 2021). In addition, the OECD (2021) report shows that perceived 

productivity at home is strongly correlated with the desire to work at home. In addition, 

psychological distance and lack of social support are negatively correlated with productivity 

(Tejero, 2021). In any case, working from home comes with a number of challenges to 

overcome. A report by Eurofound and the International Labor Office (2017) shows that while 

the productivity of workers who work from home appears to increase, they are also more 

affected by overtime, high pressure, a more intense work schedule, lack of boundaries between 

work and home, and overall higher stress levels. While the use of internet connectivity and 

mobile devices favors working from home (Messenger and Gschwind, 2016), research points 

to inefficiencies related to work communication, motivation, and leadership. Effective 

communication is critical for all organizations. Auten et al. (2020) argued that appropriate 

communication and efficient information channels in an organization significantly increase 

feelings of involvement and connection with the organization that people are more inclined to 

trust the organization and feel valued and appreciated. This, in turn, leads to a positive work 

experience that results in higher levels of engagement, well-being and lower levels of fatigue. 

Problems in communication occur in the form of less, lack of, or overloaded verbal and informal 

communication. Remote workers rely on ICT to communicate with managers, colleagues, and 

other stakeholders. The typical virtual meeting interferes with people's natural abilities and 

requires more resources to be invested in attention to words instead. If a person is in the video 

frame with only their shoulders, hand gestures or other body language cannot be observed. 

When video quality is low, it is much more difficult to obtain information from a person's 

nonverbal communication (i.e., facial expressions). In addition, extensive use of video 

technology in meetings and group chats makes group collaboration less efficient and more 

siloed (Skalar, 2020). Moreover, long hours spent online and in online meetings lead to the 

phenomenon known as "zoom fatigue" (physical and emotional exhaustion resulting from 

heavy screen exposure and limited communication), but also to an increase in passive listening 

and continuous partial attention, which increases tiredness, headaches (Majumdar et al., 2020), 

emotional exhaustion, and stress, and has a negative impact on productivity (Rose, 2010). Thus, 

when online communication is the only way for employees to communicate with each other, 

studies report lower productivity levels due to less efficient meetings and limited collaboration, 

concluding that online communication has a time and efficiency cost. Working from home and 

communicating via ICT limits the scope of interactions within work and results in missed 

opportunities to build connections and social networks. Particularly in hybrid work 

organizations, the lack of visibility can affect the formation of informal connections and the 

reduced availability of information only to a specific group of employees, which in turn can 

affect their opportunities for promotion and career development (McRae and Kropp, 2022). In 

addition, working from home can lead to a loss of organizational culture, increase social 

isolation (Marshal et al., 2007), perceive a lack of organizational support, especially from direct 

management, and accelerate employee turnover due to weaker employee social and emotional 

ties and lower identification with an organization (McRae and Kropp, 2022).  
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Physical and social interactions are related to basic psychological needs for belonging and 

connectedness, which depend on face-to-face interactions to be met (Vilhelmson and Thulin, 

2016; Rasmussen and Corbett, 2008). Higher intensity of home-based work and infrequent 

physical contact, leading to weaker social ties, are likely to contribute to psychological 

problems such as isolation and depression (Mann and Holdsworth, 2003), which are negatively 

correlated with perceived productivity and job satisfaction (Golden, 2009; Virick, 2010; 

Bentley et al. 2016). Research on remote work during pandemics emphasizes mental health 

issues related to isolation and loneliness (Toscano and Zappala, 2020; Wang et al., 2021). 

Researchers and policymakers are looking closely at the impact of remote work on labor factors 

such as work hours, individual and organizational performance, work-life balance, and 

occupational safety and health. Benefits to workers include greater control over their work, 

which can have a positive impact on the quality and quantity of work performed; increased job 

satisfaction, as it allows individual contributions to organizational performance and success to 

be placed in the context of daily life (Bloom et al., 2015); and increased meaningfulness of 

work, leading to positive feelings among workers about their work. In addition, working from 

home could improve work-life balance through greater work flexibility and job plasticity, which 

improves employees' ability to manage work-life interactions (Troup and Rose, 2012) and thus 

increases personal well-being due to greater freedom and choice in managing work obligations. 

The concept of work-life balance, introduced in the 1980s, refers to the balance between the 

time workers spend at work and the time they spend at rest or/and with family responsibilities. 

Reduction in time spent commuting and better time management are related to more time 

available for family responsibilities. On the other hand, the impact of working from home on 

workers is not decisive, as the overlap of work and family concerns and the softening of the 

boundaries between work and personal life can lead to conflicts between work and life activities 

(Bouziri et al., 2020, Dorenkamp and Suess, 2017). However, working from home can also lead 

to work-family conflict. Studies by Eurofound (2015, 2020b) on ICT-mobile workers and 

teleworkers indicate that workers work longer hours, which affects work-life balance because 

the boundaries between work and personal life become blurred. At this point, some studies 

showed that the long hours do not necessarily lead to higher productivity due to many factors, 

such as poor communication and technology issues (The Economist, 2021). AbuJarour et al. 

(2021) point out that the blurring of boundaries between work and family time can lead to a 

disturbed work-life balance. In this context, especially when combined with high stress levels, 

burnout symptoms, and digital exhaustion (i.e., "zoom fatigue"), increased hours can lead to 

decreased efficiency. In addition, developing, modifying, and implementing alternative 

methods of completing tasks and delivering the same work content requires time and effort on 

the part of workers (e.g., managing virtual teams, coaching or teaching in an online 

environment, etc.). When this is disregarded by employers, it can lead to work frustration, a 

sense of organizational injustice, and consequently even burnout. Without the traditional on-

site workplace, employees may find it difficult to switch off from work. In addition, employers 

may expect their employees to be more accessible. Working from home can impact stress levels 

and relationships at home and lead to burnout if legal and reasonable limits on office hours are 

not respected, including a "right to disconnect' (i.e., from emails, phone calls, and other forms 

of contact outside of scheduled work hours) (Eurofound, 2020b). A common problem with 

work-life boundaries is balancing work schedules with other family members. For some 

parents, work hours become unclear because they need to take care of the household and run 

errands between their work sessions. In some cases, parents choose to sacrifice their sleep hours 

and work nights or early mornings, as these are the only quiet hours when they can focus on 

work and avoid frequent interruptions (Thompson, 2020). Another challenge is data privacy 

and cybersecurity (related to company data, customers, and employees).  
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Working from home often requires additional or enhanced data protection on the company side 

(GDPR, data breaches, stolen information, etc.). Some companies have gone even further and 

used the reach of new technologies to better control efficiency (e.g., through online hours), 

which has sparked a debate about moral and ethical principles. The new technologies make it 

possible to set up new systems to control employees, thus invading their privacy and private 

lives (including IP protocols, activation of cameras, etc.). 

 

4. TOWARDS A HYBRID WORK MODEL  

This global experiment in work-from-home has resulted in significant learning, demonstrating 

the feasibility and associated challenges for individuals, businesses, and even regulators. Both 

employees and employers have gained valuable insights that they can incorporate into their 

future decisions. Even before the pandemic, the IWG Global Workspace Survey (2019) showed 

that employers were increasingly adopting flexible work solutions and that productivity in their 

workplaces had increased due to greater flexibility. Although studies of productivity gains are 

inconclusive, in part because there may be a difference between a well-prepared strategic 

decision to move to remote work and the need to work from home overnight because of a 

pandemic, studies show employers' willingness to continue with remote work practices even 

after the Covid19 pandemic (Microsoft, 2021). While there are examples of companies working 

entirely remotely, there is also a variety of remote work models, from using offices exclusively 

for collaboration and community building, to a "remote-first" mentality, to working remotely a 

few days per week/month. Surveys and studies also indicate that flexibility is one of the most 

important factors in deciding whether to accept a job offer (IWG Global Workspace Survey, 

2019; Microsoft, 2021). The results of the FlexJobs survey (2021) show that 58% of workers 

would rather look for another job than work exclusively from the office, and 44% of them 

confirmed that they know at least one person who has quit or plans to quit because their 

employer requires them to work from the office. According to the same survey, most of them 

(65%) plan to continue working full-time remotely after the pandemic. Other surveys show that 

the attractiveness of full remote work is lower compared to the hybrid model (Eurofound, 

2020b). In particular, OECD (2021) reports that while both employers and employees expect 

greater use of telework after the pandemic, relatively few employees will work full-time 

remotely in the future. These findings suggest that hybrid work models that existed before the 

pandemic cannot simply be replaced by a full remote model, nor can we expect a grand return 

of the traditional full on-site work model. The hybrid model may well be attractive, as it seems 

to combine the benefits of working in the office - the ability to collaborate, innovate, and 

interact with colleagues face-to-face - with the flexibility and elimination of commuting 

associated with working from home. While beneficial to both employees and companies, 

telecommuting also has some downsides. When implemented properly, it can prevent negative 

aspects of working from home, such as difficult collaboration and networking, reduced face-to-

face interaction, and consequences for long-term career prospects, while providing a better 

work-life balance for workers. In addition, evidence suggests that workers who work from 

home take fewer sick days, are more motivated, stay at work longer, and prioritize their freedom 

over salary increases (saving on travel and other expenses also helps in this regard). As the 

global trend is related to quality of life, companies need to incorporate the concept of work-life 

balance into their corporate policies in order to retain their employees. The turnover rate is 

related to flexibility, work-related autonomy and stress. Therefore, companies need to ensure 

that processes are well managed, resources needed for work are similar to those in the traditional 

office, information flow is smooth and transparent, employer and employee values are aligned, 

and there is a sense of organizational justice. The transition is smoother and productivity losses 

are lower in the cases where the shift to work-from-home has begun before pandemics.  
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This speaks to the importance of preparing for the transition and ensuring that all the 

requirements for working from home are met. The importance of direct supervisors increases 

as they are the only link between the company and the employee. Their management approach 

should include objectivity, measured by performance and results rather than hours worked or 

physical presence. Anecdotal evidence shows that managers do not tend to work remotely 

themselves and are therefore less sensitive to the situation of remote workers and subjective to 

workers who spend more time in their offices and build social ties. While the literature on 

leadership points to the importance of leading by example, the business world still seems to 

neglect the value of these insights. Studies predict that the hybrid work model may become the 

most prevalent model of work organization in companies in the future. At the same time, the 

weaker relationship between employer and employee is expected to lead to higher turnover in 

the workforce. According to a study by Microsoft (2021), 40% of employees working from 

home were considering a job change. These trends affect all dimensions of organizations. The 

physical dimension of the organization includes physical and material spaces used to support 

technical processes and social interaction. ICT technology enables technical processes to take 

place outside the traditional office space and the workplace to be relocated from the employer's 

premises. This can impact productivity and efficiency and requires new mechanisms for 

establishing authority and control (hierarchical dimension) as well as new work patterns related 

to value creation (innovation dimension) and knowledge sharing (human dimension). The 

spatial shift affects the human dimension of the organization. The lack of face-to-face 

interactions intensifies the challenges of social, psychological, and emotional relationships. 

Lack of social ties leads to weaker identification with the company, loyalty problems, high 

turnover rates, motivation and productivity problems, and a loss of corporate culture, 

necessitating an overhaul of human resources policies. A new approach to attracting and 

retaining employees will promote changes in the hierarchical dimension of the organization. 

Not only are employees physically displaced and the situation requires different control 

mechanisms; they also demand more work-related autonomy and are less integrated into the 

organization. This shifts the source of power from traditional position-based authority to a more 

subtle psychological domain of trust, socio-emotional connection, and aligned values. This 

requires a new generation of empowered managers and leaders who, in turn, are able to increase 

employee motivation, engagement, and job satisfaction. Changes in the innovation dimension 

build on changes in the physical and human dimensions of the organization. In situations where 

employees are less physically and socially connected, there are concerns about the transfer of 

knowledge and the sharing of ideas that lead to new value creation. This is also related to 

sustainability. In a globalized world, markets are very dynamic and competitive pressure is 

high. Innovations are a source of competitive advantage. They are also a source of productivity 

gains, enabling more investment and leading to more innovation, knowledge capital and new 

value creation. Remote work offers flexibility for both employees and employers. Employees 

need more flexibility in organizing their work and personal lives and in achieving work-life 

balance. Employers want more flexibility in how they use their (human) resources. Currently, 

the predominant model of remote work is hybrid work organization. However, research on the 

future of work consistently predicts that remote working, and especially working from home, 

will become as widespread as the more traditional alternative of working on the employer's 

premises. 

 

5. CONCLUSION 

The Covid19 pandemic has accelerated the already existing trend toward telecommuting. 

Companies forced to adopt home working without being fully prepared for the transition have 

intuitively made changes to the workplace, processes, resources (financial, equipment, 

infrastructure), and people (skills, psychological resilience, social environment).  
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The current study shows that both employees and employers have found arguments to consider 

remote work, and especially working from home, as a worthy competitor to traditional on-site 

work. Although many see remote work as beneficial, especially because it offers more 

flexibility to both sides, there are some visible and hidden drawbacks related to human, social 

and organizational factors. However, lessons learned will help individuals and organizations 

align their preferences and capabilities with the challenges of remote work, such as the need for 

social contacts and the means to maintain them, with the benefits of more flexible arrangements 

that allow for a better work-life balance. Research predicts that the trend toward working from 

home will continue post-pandemic, and to a much greater extent than pre-pandemic, but rarely 

in a fully remote mode. This draws attention to hybrid models, which offer workers more 

flexibility while preserving a degree of control and stability for the employer. To maintain 

stability, companies must rethink the traditional building blocks of four intertwined 

organizational dimensions: human, hierarchical, physical innovation. The fully remote and 

hybrid models introduced in the last two years are largely driven by exceptional circumstances 

such as confinement, constraints, and fear. Nonetheless, hybrid thinking has sparked a new 

wave of experimentation, with companies implementing different solutions and approaches to 

find out what works best for both employees and the business. This will most likely become an 

ongoing process of negotiation, trial and error, and adaptation with the goal of alignment 

between employer and employee expectations. The research shows that if organizations 

carefully plan for change and thoroughly implement it, there is the possibility of a positive 

outcome for all parties involved. Further research could focus on the extent to which 

organizations, as social entities, are constrained by physical space and materiality or by the way 

they exercise power and control over their human resources. Another direction should focus on 

a better understanding of information and communication processes as well as alternations in 

leading and managing people in online environment. 
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