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Purpose: This investigation aims to explore remote workers' experiences with remote working and

identify the factors and actions that can foster or hinder their sense of belonging while working remotely.

Theory: This investigation is grounded in the practical implications of social presence theory and the
need to belong perspectives. Social presence theory, in the context of remote work, explains how
communication tools can enhance or diminish workers' sense of presence. The need to belong perspective

underscores the human desire for stable interpersonal relationships.

Method: To gain comprehensive insights, this investigation employed semi-structured interviews as the

qualitative method, allowing for in-depth exploration of the experiences of remote workers.

Result: This thesis shows that remote work offers benefits like flexibility, productivity, and work-life
balance but also presents challenges such as isolation, collaboration difficulties, burnout, and lack of
community and equipment. Enhancing belonging involves positive organizational culture, inclusive
leadership, effective communication, shared values, and recognition. Video and voice calls are vital for
maintaining connections. Conversely, poor leadership, impersonal meetings, dominant conversations, and

negative traits like shyness and lack of initiative can diminish belonging.
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Chapter 1. Introduction

This chapter provides an overview of our case study, introducing the concepts of remote work
and the sense of belonging in the workplace, with a focus on remote workers. It also highlights
the scant research on the connection between these concepts, setting the stage for our study's
purpose. This discussion culminates in formulating specific research questions this study aims to

address.

Remote work has quickly become a common way for people to do their jobs, especially after the
COVID-19 pandemic (Aleem et al., 2023). Xiao et al. (2021) indicate that before the pandemic,
some people already worked from home or elsewhere outside the office, using the internet and
other technology to stay connected. The Covid 19 made even more companies and workers
switch to this way of working because it was safer and could keep businesses running. Regarding
this, Soroui (2021) shows that remote work has some great benefits, like saving time on
commuting and giving workers more control over their day. However, it also has downsides,

such as feeling lonely or disconnected from the team.

Feeling like you are part of a group and accepted in your job community is called belonging
(Petitta & Ghezzi, 2023). Feeling belonging at work helps employees feel happy and do their
best work (Dalessandro & Lovell, 2024). Lack of connections and a sense of belonging is a
problem that remote workers need help with (Derry & Hafermalz, 2016). However, much
research has yet to be done on how remote work affects people's sense of belonging or what
companies can do about it (Espersson et al., 2023). This makes it essential to study this topic. We
need to find out how working remotely changes how people feel belonging and what can make

them feel more included.

We will learn more about our topic in a multinational Swedish company which employs over
8,000 employees all around the world with its headquarters located in Gothenburg. They are

working on their global mobility policy that allows employees to work from home, and they



recognize the need to enhance the strategies for the diversity and inclusion department. This
recognition encourages them to investigate this topic further. It would be valuable for them to
know how remote working can influence employees' sense of belonging and what the company
can do to make them feel more included. They want to ensure remote workers feel like part of

the team, which is essential for keeping workers happy and satisfied.

As the trend of remote work continues to grow, this study aims to shed light on what factors and
actions can foster or hinder a sense of belonging in remote work settings. By identifying these,
we can propose actionable strategies that can help remote workers feel more included and
connected to their companies. This research has the potential to improve the remote work

experience, enhancing job satisfaction and overall well-being.
Therefore, this study will look at these main questions:

1. How do remote workers experience working remotely?

2. How do remote workers experience a sense of belonging at work?

3. How do remote workers describe the factors that enhance or diminish their sense of belonging

within this workplace?



Chapter 2. Previous research

This chapter provides an overview of remote work, the concept of belonging, and the significance
of belonging in the workplace with a review of previous research on the sense of belonging and

working remotely within professional settings.

2.1 Remote working

Companies have long offered remote work as a strategy to attract and retain skilled workers
while improving their employees' balance between work and personal life (Shirmohammadi et
al., 2022). The concept of working from different locations has been referred to by some terms,
including "telework," "remote work," and "virtual work". "Hybrid work" started in 2005, which
meant working from the office and home. Now, it also includes working from other places.
Terms like "virtual mobility" and "working from multiple locations" discuss using technology to
work from various places, including the main office, home, other offices, and while traveling
(Mékikangas et al., 2022). Remote work, which doesn't need you to meet people in person or be
at a specific place, can increase social inequalities. More than half of all jobs can't be done
remotely because they need teamwork and special equipment, have to be done in a particular
place like factories, or involve moving around, like delivering items (Hughes et al., 2021).
Remote employment refers to individuals performing their job duties for a company from a

location other than the traditional office setting, often their homes (Hafermalz & Riemer, 2016).

As remote and hybrid work models gain traction, numerous companies contemplate reducing
their physical office footprint or shifting to a fully online work environment. Adopting a remote
work structure brings multiple advantages for employers. To begin with, cost reductions are
observed. On average, companies can save around $22,000 per year for every employee who
works remotely. Moreover, by providing the possibility of remote work, employers are not
obliged to cover relocation expenses for employees moving to the company's location, which

further contributes to organizational savings (Johnson, 2023).



2.1.1 Benefits and challenges of remote working

Remote working offers employees advantages like flexibility in time and place, and it also opens
up job opportunities for individuals residing outside major urban centers, those with caregiving
obligations, or those with disabilities that make commuting or working on-site challenging.
Despite these acknowledged advantages, remote work has drawbacks, notably the potential for
social isolation that may arise from the solitary nature of working remotely. A common concern
is the likelihood of remote employees feeling isolated (Hafermalz & Riemer, 2016). In the
following, some of the benefits and challenges of remote working for individuals and

organizations will be discussed:

Some benefits of working remotely for the organization could be greater productivity and lower
absenteeism. The development and achievement of organizations are closely tied to how well
their employees perform. Giving employees control, freedom, and power dramatically affects
their job performance. A good HR process ensures employees understand how their work leads
to more opportunities. The organization should clearly share its goals and values and encourage
everyone to stick to them, especially during hard times. Also, when employees are proud of
where they work, they tend to be more productive (Patanjali & Bhatta, 2022). Moreover,
according to Soroui (2021), remote work creates local economic and community development
opportunities. It allows firms to tap into a broader talent pool and lead to a more dispersed
workforce, which might reduce the company's local economic impact and alter employees'

connection to their local community (Songsangyos & lamamporn, 2020).

The benefits for the individuals shows that workers have more flexibility when working from
home, helping them better manage work and family duties. This benefit dramatically increases
employees' happiness and eagerness to work (Chatterjee et al., 2021). Furthermore, remote work
is often seen as beneficial, offering employees the chance to look after their families, blend their
work and family lives more seamlessly, and rearrange their work hours to accommodate
household and caregiving duties (Songsangyos & lamamporn, 2020). Experts in work-life
balance have noted the advantages of working remotely in easing the tension between job
responsibilities and family life. This is because it enables employees to manage their work and

personal tasks more efficiently and conserves time and effort that can be redirected toward
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family obligations (Shirmohammadi et al., 2022). Moreover, the Felstead et al. (2017) study
explored the effects of remote working on job satisfaction and the balance between work and
personal life. It found that remote workers tend to put in more effort than those in fixed

workplaces, often working extra hours and showing higher levels of job satisfaction.

On the other hand, the challenges of working remotely for the organizations could be more
distractions, lack of participation in organizational culture, and a conducive work environment.
Various distractions in a home setting, such as social media, household tasks, and background
noise, may result in less concentration for employees to stay focused on their work. This lack of
concentration might lead to lower performance levels and reduced productivity. When
employees' attention shifts away from their tasks, their work quality suffers (Toniolo & Pitt,
2021). Moreover, remote workers can run into problems talking with others because of bad
internet connections, making it hard to share their ideas in group chats. Also, not being in the
office means they do not get information as quickly because they miss out on everyday meetings.
Older workers who could be better with technology might feel left out and isolated (Prasad et al.,
2020). In addition, building a solid organizational culture is incredibly challenging in hybrid and
fully remote settings. Unlike traditional office environments, where cultural diversity often
enhances team dynamics, virtual setups hinder communication and coordination. Remote
workers should take advantage of casual interactions and socialization processes that are crucial
for sharing tacit knowledge and building a common understanding necessary for effective
teamwork. The lack of regular face-to-face meetings in remote and hybrid organizations reduces
opportunities for informal learning and bonding, leading to decreased participation in

organizational culture (Morrison & Ruiz, 2020).

Regarding the drawbacks for the individuals, lack of conducive work environments, social
isolation and communication issues, could be explained. Studies during the pandemic have
shown that having a suitable home office environment — one with good physical conditions and
devoid of distractions and noise — played a crucial role in helping employees adapt to working
remotely and achieving a healthy work-life balance. The stay-at-home orders posed unique
challenges by limiting household activities to the home, making the lack of space an issue for
many people working from home. Balancing professional tasks, personal life, and family

responsibilities under one roof required the efficient use of space (Shirmohammadi et al., 2022).
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All in all, remote working offers both advantages and disadvantages. Remote working brings
many benefits like saving money, feeling happier with your job, getting more done, having
flexible work hours, reducing stress, finding a better balance between work and life, and keeping
employees around longer, especially the older ones. It is also suitable for the environment.
However, working away from the office means employees must be disciplined to keep up their
work rate. The main downsides are feeling lonely and the "autonomy paradox," where having the
freedom to work anytime leads to an uneven work schedule because of personal goals or
pressure from the company. This can mess up work hours and make it hard to separate work
from personal life, increasing stress (Ingusci et al., 2023). Another study related to this by
Babapour Chafi et al. (2021) shows that working from home offers more freedom and can make
people feel happier about their work-life balance. However, it can also make them feel lonely

and disconnected from their colleagues.

2.1.2 Remote working and Covid-19

The unique situation of a pandemic challenges our usual ideas about remote work. This allows us
to see how remote work and how often we communicate online can impact people working from
home differently (Zoonen & Sivunen, 2021). During the COVID-19 outbreak, organizations
adopted remote working practices to ensure the safety and well-being of their workforce (Wang
et al., 2021). The crisis prompted shifts in several organizational dynamics, including workplace
location and modes of employee communication (Sokolic, 2022). Post-pandemic, there has been
a noticeable preference among employees to continue working from home, a trend that most

companies are accommodating through digital platforms (Vartiainen & Vanharanta, 2023).

Following the pandemic, a wave of research has delved into the lasting effects of COVID-19 on
remote work practices, notably highlighted by Smite et al. (2023) in their study,

“Work-from-home is here to stay: Call for flexibility in post-pandemic work policies.”

This study looks at how tech companies changed to remote work during the COVID-19
pandemic, using surveys and policies from 17 companies across 12 countries. It shows that
companies now let employees have more choice in when and where they work, though how
much choice varies. There's also a change in how employees and managers view working from

home—it is now seen as a basic right, not just a special favor. The study suggests companies will
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keep adjusting their work policies as they figure out what works best, highlighting a shift

towards more flexible work environments in the tech industry.

2.2 Sense of belonging at remote workplace

To establish a foundation for our review, it is crucial first to develop a cohesive understanding of
the sense of belonging, including its definition and historical evolution. Equipped with this
foundational knowledge, we can then specifically explore belonging in the workplace context,
focusing on its unique factors and influence in remote work settings. Our synthesis is structured
around 6 key themes: an overview of belonging and its importance, defining and understanding
the sense of belonging in remote work contexts, and then four main elements that strengthen or

weaken this feeling among remote employees, which are further explained.
2.2.1 A brief review of the sense of belonging

Belonging, a fundamental aspect of human life, is crucial in our personal lives and the
workplace, as highlighted by researchers such as Allen et al. (2021) and Waller (2021). These
scholars underscore the influence of belonging on shaping our identities and roles within society.
Allen et al. (2021) discuss the diverse ways belonging is understood, pointing out how it is
woven into our daily lives, affecting our interactions within families, communities, and
workplaces. Moreover, the work of Anderson and Thayer (2018) and Waller (2021) illuminates
the universal necessity for belonging despite the challenges in pinpointing and attaining it. Issues
like shifting social dynamics, technological changes, and global crises have further complicated
our sense of belonging, leading to increased feelings of isolation and mental health concerns,

particularly among those most at risk (Allen et al., 2021; Smith et al., 2021).

Researchers, including Waller (2021), also explore the biological bases of belonging and its
impact on social and emotional health, linking it to how our brains and emotions function. This
highlights the influence of belonging on both personal and collective well-being. Studies by
Lime et al. (2021) and Mellor et al. (2008) investigate the intricate relationship between
belonging and loneliness, offering insights into how social bonds and personal perceptions
interact. Goodman (2022) takes this further, suggesting belonging strengthens community ties

and shared identities. Despite the difficulty in defining and measuring belonging, as noted by
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Allen et al. (2021), its significance in everything from our close relationships to larger social
structures is clear, marking it as a crucial area for ongoing research and efforts to build more

inclusive, resilient communities.
2.2.2 Understanding and assessing the impact of belonging in remote workplace

In the evolving landscape of modern work, particularly under the influence of remote work
practices, understanding the sense of belonging becomes increasingly critical. This literature
review synthesizes key findings across various studies to offer a cohesive perspective regarding

the definition of the sense of belonging in the workplace and its significance.

The sense of belonging at work, a critical aspect of the employee experience, is characterized by
feelings of connection, being valued, and contributing meaningfully. Studies by Waller (2021)
and McClure et al. (2008) highlight how belonging goes beyond just being a part of a group,
touching on personal discovery through work, team membership, meaningful engagement, and
recognition. Despite its importance, factors such as feeling undervalued, demographic
differences or value misalignments can impede this sense, leading to exclusion and
disconnection. The transition to remote work, accelerated by the COVID-19 pandemic
(Mikikangas et al., 2022; Hafermalz & Riemer, 2020), has made the cultivation of belonging
even more challenging, necessitating strategies to bridge physical distances and foster an

inclusive environment.

The literature highlights the positive outcomes of cultivating a strong sense of belonging among
employees. For instance, Meese et al. (2024) demonstrate that in the healthcare sector, a robust
sense of belonging not only decreases the likelihood of employee turnover but also leads to
higher Net Promoter Scores, indicating employees are more inclined to recommend their
workplace to others. This finding suggests that belonging can enhance organizational loyalty and

employee satisfaction, crucial for retention and advocacy in any sector, not just healthcare.

Additionally, studies by Allen et al. (2021), Mohamed et al. (2014), and Levett-Jones &
Lathlean (2009) collectively affirm that belonging is linked to improved mental health and
well-being. These benefits extend beyond the individual, affecting overall organizational health

through improved social relationships, academic and occupational success, and better physical
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health outcomes. This body of research underscores the interconnectedness of individual
well-being and organizational success, highlighting the importance of fostering an inclusive and

supportive work environment.

Conversely, the absence of a sense of belonging can have detrimental effects comparable to
health risks such as heavy smoking or obesity. Allen et al. (2021) note that lacking belonging can
lead to a range of negative consequences, including depression, poor sleep quality, cognitive

decline, and increased mortality.

As we mentioned in the remote work literature review, while the shift to remote work offers
benefits such as flexibility and potential for work-life balance, it also introduces specific
challenges in fostering a sense of belonging. The literature review points out that remote work
can exacerbate isolation and disconnection from the office culture (Hafermalz & Riemer, 2020;
Belle et al., 2015). If not adequately addressed, such challenges may lead to decreased employee
motivation and loyalty, ultimately affecting productivity and organizational success (Straus et al.,
2022; Lartey, 2022). In addition, the shift to remote work poses challenges and opportunities for
employees' social and mental health. Organizations must address the potential for disconnection
and isolation, ensuring that remote work environments support employee well-being and foster a
sense of community (Wang et al., 2021; Yang et al., 2021). After the pandemic pushed many to
work remotely, we still do not fully understand how a part changed our sense of belonging. We
are also figuring out if online spaces can make people feel as connected as when they are
together in person. Overall, we still have much to learn about how changes in where we work

affect how much we feel like we belong (Dalessandro & Lovell, 2024).

2.3 Factors that enhance or diminish the sense of belonging among remote workers

Our analysis of various factors from previous research that can enhance or diminish the sense of
belonging is structured around four key themes: organizational culture, leadership, personality

traits, and communication channels.

2.3.1 Organizational culture

Our review underscores the impact of organizational culture on employees' sense of belonging.

Tharp (2009) defines organizational culture as a complex yet fundamental set of shared beliefs,
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values, attitudes, and norms that subtly influence employee behaviour. He emphasizes the role of
organizational culture, describing it as a vital asset that enhances business performance and
employee health when effectively utilized. He explained organizational culture as the "glue" that
holds a company together and the "compass" that directs its operations, essential for
understanding and managing various corporate phenomena and ensuring long-term success.
Extending Tharp's insights, we reviewed studies demonstrating how certain organizational
culture traits can either cultivate or hinder this feeling of belonging. Some studies focus on
identifying traits that contribute to an organization's culture, such as collaboration and mutual
respect. In contrast, others group these attributes under the concept of psychological safety in the

workplace.

The 2018 study by Lampinen et al. highlights the importance of interaction and communication
in fostering a sense of belonging. His study identifies key elements such as openness, mutual
trust, respect, and appreciation among colleagues as essential for enhancing belonging. It also
underscores the importance of regular meetings for discussing work-related issues and sharing
experiences and support, as well as the role of information and communication technology (ICT)
in bridging physical and geographical divides, thus boosting communication and cooperation

(Lampinen et al., 2018).

Additionally, the 2008 study by McClure and Brown highlights the critical role of empathy in
achieving self-actualization at work, emphasizing how interactions with colleagues influence
professional paths. This study, which involved discussions with 12 individuals from various job
backgrounds, demonstrates that feeling welcomed in a new job contributes to a sense of
belonging. As employees grow familiar with the workplace culture, trust builds, further
embedding them within a work family. The balance between work tasks and personal
connections is crucial, and recognition can enhance this sense of belonging. Experiences of
feeling out of place can paradoxically strengthen appreciation for belonging and prompt
reflections on finding one's fit. This dynamic fosters individual growth and enriches the
collective workplace environment, underscoring the importance of belonging as a fundamental

aspect of professional life.
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Some researchers, exemplified by Edmondson (2018), underscore psychological safety as a
pivotal concept in fostering a sense of belonging. Psychological safety characterizes a workplace
culture where employees feel free to express themselves, take risks, and make mistakes without
facing negative repercussions. Such an environment nurtures open communication and mutual
respect, promoting innovation and collaboration. Edmondson's work highlights psychological
safety as one of the five key factors contributing to successful teams at Google, as recognized by
one of their managers. In alignment with this perspective, other studies focusing on managers'
sense of belonging emphasize vital elements for fostering belonging among frontline and middle
management. These elements include transparent interaction, enabling individuals to express
divergent ideas freely, and fostering equitable dialogue and reciprocal attentiveness (Lampinen et

al., 2018), echoing the importance of psychological safety highlighted in Edmondson's study.

Together, these studies suggest that organizational culture, when characterized by empathy, open
communication, and mutual support, can enhance employees' sense of belonging and contribute

to the organization's overall health and effectiveness.
2.3.2 Leadership

In the evolving dynamics of today's workplaces, particularly with the increase in remote work,
leadership is pivotal in enhancing employee engagement and creating a sense of belonging. This
review synthesizes studies on the role of leadership, emphasizing adaptive leadership styles,

supportive environments, and the challenges of maintaining inclusion remotely.

Leadership fundamentally fosters strong interpersonal relationships and creates an environment
where employees feel valued and appreciated. Waller (2021) highlights that influential leaders
promote psychological safety and engage employees in roles that leverage their strengths,
enhancing job satisfaction and overall team effectiveness. This involves collaborative job
crafting and ensuring that all tasks are meaningful and aligned with organizational goals (Waller,
2021). The framework for successful organizational leadership includes clear structures and task
distributions, a well-sized management team, and productive interactions that collectively build a
cohesive work culture (Lampinen et al., 2018). These practical strategies are crucial for
maintaining a structured yet flexible work environment that adapts to the organization's and its

employees' needs.
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The transition to remote work has introduced challenges in maintaining connectivity and
inclusion. Santhanam (2022) notes that remote employees often feel disconnected due to
infrequent communication with managers and a lack of acknowledgment of their achievements.
Regular check-ins, clear goal-setting, and virtual team-building activities are essential to mitigate
these issues and foster a team environment (Santhanam, 2022). Zoonen and Sivunen (2021)
suggest that occasional in-person meetings can reduce feelings of isolation among remote
workers. They argue that even if infrequent, physical interactions help strengthen team bonds and

enhance collaboration (Zoonen & Sivunen, 2021).

Byrd (2022) explores the need for leaders to adapt their strategies better to support inclusion in
remote settings. This includes creating meaningful work experiences, addressing social
injustices, and ensuring all employees feel valued and fairly treated. Inclusive leadership
practices, such as emphasizing empathy, providing genuine feedback, and respecting diversity,

are critical for fostering a supportive and inclusive organizational culture (Byrd, 2022).

In summary, leadership is vital in enhancing employees' sense of belonging, particularly in
remote work environments. By adopting adaptive leadership strategies, ensuring supportive and
inclusive environments, and addressing the unique challenges of remote work, leaders can

impact employee engagement and organizational success.

2.3.3 Personality traits

Some researchers (Mohamed et al., 2014; Levett-Jones & Lathlean (2009) claim that our
well-being is tied to our sense of belonging, which is influenced not only by the efforts of leaders
and organizations but also by our actions and perceptions.They also mentioned that this natural
desire to fit in motivates us to engage in behaviours aimed at being accepted and valued, such as
working hard, helping others, and forging social connections. Actively participating in our
environments, solving problems, and leveraging our strengths at work can effectively enhance
our sense of belonging. We can feel more integrated and appreciated by focusing on contributing

to a team, making a difference, and building relationships .

Lampinen et al., 2018 also state that feeling like you belong and fit in with a group is about how

a person feels accepted and part of a group, ready to help out for the good of the group. This
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feeling of belonging also means trusting the group and feeling safe as a member, knowing each

other well, and being willing to support each other.

However, Waller (2021) emphasizes that the journey to belonging is nuanced. While we strive to
fit in through constructive actions, not all efforts create a stronger sense of inclusion. Some
attempts inadvertently exacerbate feelings of alienation, affecting our performance and
increasing our understanding of isolation. For instance, heightened social monitoring—our
awareness of others' perceptions—can be a double-edged sword. It helps us navigate social
situations and seek approval. Still, it can heighten sensitivity to criticism and lead to
misinterpreting behaviours such as rejection, further driving us away from the connections we

seek.

A constructive communication culture is identified by the frequency of collective gatherings and
discussions and the ability to allocate time for joint activities. This includes structured gatherings
like official meetings, scheduled appointments, team-building events, etc. Additionally, it
provides a platform for discussing work-related matters collectively, including challenges.
Mutual support and motivation involve offering assistance, fostering collegiality, exchanging
professional experiences, facilitating an open exchange of information, providing vocational

guidance, and maintaining personal connections and networks (Lampinen et al., 2018)

The shift to remote work has varied impacts on employees, contingent on their personality traits
and preferences (McPhail et al., 2023). While offering flexibility, remote work can also lead to
isolation and disrupt the work-life balance, affecting productivity and the sense of belonging.
This change necessitates adaptations in how individuals and organizations remotely foster a

sense of inclusion.

2.3.4 communication channels

It is essential to know that working from home can also weaken the bond between team
members. There is a higher chance of misunderstandings when people need to work together in
person. Remote work means fewer chances to talk with colleagues, making staying on the same
page harder. Increasing how often you talk to team members and bosses from home is an

excellent way to combat this since more communication can help lessen feelings of being left
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out. Also, even when employees are remote, they still stand for their company. Ensuring they
live by the company's core values and culture is essential (Sundstrom & Hasselryd, 2023).
Remote workers primarily communicate and hold meetings through videoconferencing rather
than face-to-face interactions.Karl et al. (2022) noted that compared to in-person meetings,
videoconferencing lacks several features: the presence of participants in a shared space, the
transmission of touch and scent cues, the ability to observe attendees' gaze, body language, and
gestures, the opportunity for side conversations, and the examination or manipulation of physical
objects like prototypes or samples. Additionally, research has shown that videoconferencing
limits participants' ability to grasp the social dynamics of the group, such as identifying key
individuals and observing who is looking at whom (Karl et al.,2022).

In Kaneko's (2023) study, an online survey conducted with 400 full-time employees and
executives from major Japanese companies reveals that the effectiveness of team
communication, including team coordination, inclusion, and performance satisfaction, can be
attributed to the combined use of rich media, such as face-to-face meetings and video calls, and

lean media, like emails and written reports..

The chapter 2-2 has critically reviewed the existing literature on the sense of belonging within
remote work environments, elucidating its essential role in individual and organizational health.
We began with a foundational discussion on belonging, its definition, and historical evolution,
tracing its influence on identity and societal roles as underscored by researchers like Allen et al.
(2021) and Waller (2021). The review highlighted the necessity of belonging despite the
challenges in its attainment, particularly in the context of shifting social dynamics, technological

changes, and global crises.

Although there has been considerable research on the sense of belonging and remote workers
individually, studies explicitly focusing on the workplace sense of belonging among remote
workers are limited. Therefore, we believe it is essential to explore this area.In our discussion
section, we connected various aspects of workplace sense of belonging to our findings. We
explored several areas related to this topic, integrating them to provide a comprehensive

understanding.
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Chapter 3. Theory

This study aims to explore the factors that can either promote or hinder a sense of belonging
while working remotely. Additionally, the study aims to identify actions that can help remote
workers feel more connected to their companies. To achieve this, we will discuss two theoretical
perspectives: the Theoretical perspective regarding ‘“the need to belong” and the social

presence. We will overview each perspective and discuss how our thesis can contribute to both.

3.1 Theoretical perspective regarding “the need to belong”

There are several theoretical perspectives on the sense of belonging, and it is essential to note
that no single theory can fully explain this phenomenon. Among these perspectives, the 'need to
belong' theory holds weight. We categorize the theoretical perspectives into two groups: those
that emphasize the role of 'others,' such as identity-proximity and social identity, which in our
study relates to organizations, leaders, and colleagues, and those that focus on the ability to share
emotions and receive emotional support such as perspectives about emotion sharing and

emotional support from other, which is more closely linked to personality traits of employees.
3.1.1 Identity-proximity and social identity

Identity proximity means comprehending oneself through closeness to the "other." Pardede et al.
(2021) highlight Kohut's theoretical perspective from 1971 and 1977 and Kohut et al.'s 1984
work, emphasizing that a stable self-concept requires the presence of another person to act as a
reflective surface. This "other" provides a critical base for mirroring an individual's value,
fostering mutual appreciation and a shared sense of connection and similarity. Through
interactions with this "other," an individual's self-perception is reinforced and defined, leading to
the development of self-identity concerning the proximity of the "other." Similarly, the idea that
humans are driven to establish and keep social connections has long been recognized. John

Donne (1975) famously said, "No [person] is an island," highlighting this fundamental human
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need (Baumeister & Leary, 1995). However, much of the early research on belonging was
simplistic, summarizing that belonging is beneficial and its absence detrimental (Allen et al.,
2022). A shift in understanding came in 1995 when Roy Baumeister and Mark Leary analyzed
this topic. They proposed that the drive to form meaningful and lasting relationships is a core
human motivation crucial for psychological well-being. They suggested that this drive stems
from our evolutionary past and influences our actions, thoughts, and feelings. Baumeister and
Leary argued that not meeting this need for belonging could lead to severe declines in mental

health.

This perspective posits that a stable self-concept necessitates the presence of others who act as
mirrors, fostering mutual appreciation, connection, and similarity. Although traditionally applied
in psychological contexts, we utilize this theoretical framework to examine workplace dynamics
and employee behavior. By applying this perspective, we can gain insights into how remote
workers maintain reflective relationships and their sense of belonging. Exploring this theory
within remote work environments allows us to understand how the lack of physical proximity
and face-to-face interactions impacts remote workers' ability to form and sustain meaningful
connections with colleagues, ultimately affecting their overall sense of belonging and mental

health.

Another perspective that examines the sense of belonging about the role of "others" is social
identity theory. Social identity theory, as explored in an article by Pillow et al. (2015) and by
Ellemers & Haslam (2012), suggests that an individual's understanding of themselves is
influenced by their alignment with specific social groups. Initially introduced by Tajfel and
Turner in the 1970s, this theory posits that a person's social identity is fully realized once they
identify with a particular group for example, expatriates, or people living in a different country,
might feel a stronger bond with each other , impacting their perceived value based on their group
memberships. Such identification typically leads individuals to prioritize groups of similar
members, fostering a desire to belong from a cognitive process where self-esteem is intricately
linked to their similarity to others within the group. According to Leonardelli and Toh in 2011,
this happens because they share everyday experiences in a new country and find support among
themselves. However, this strong group feeling can divide the expatriates and others, leading to

difficulties communicating and impacting their work performance (Farndale et al., 2015).
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Social Identity Theory helps to understand how remote workers form and maintain their social
identities when physical interactions are limited. It suggests that individuals are motivated to
prioritize groups of similar members, fostering a desire to belong through cognitive processes
reinforcing their self-esteem. By applying this theory, we can explore how remote workers align
themselves with their teams or departments and how these affiliations influence their sense of
belonging. Furthermore, the theory's evolution from focusing on intergroup relations to a broader
model of group processes provides a comprehensive framework for analyzing organizational
behaviors and intergroup dynamics in remote work settings. This perspective allows us to
investigate the role of language, communication styles, and organizational culture as identity

markers contributing to a remote worker's sense of belonging.

3.1.2 Emotion sharing and emotional support from other

Pardede et al. (2021) highlight Lee and Robbins's (1995) theoretical perspective, suggesting that
belonging arises from forming social bonds through emotional sharing as outlined by Lee and
Robbins (1995). They propose that this sense of belonging develops from childhood to adulthood
through relationships that offer companionship and affiliation. Although lacking empirical
evidence, they argue that belonging is tied to a sense of worth gained from both familial and
external relationships facilitated by the reciprocal exchange of emotions. Thus, achieving
belonging involves nurturing these interconnected relationships. Applying this framework to
remote work, it becomes clear that nurturing interconnected relationships is crucial for achieving
a sense of belonging. This theoretical perspective provides a lens through which to examine the
emotional and relational dynamics that influence remote workers' feelings of inclusion and

connectedness within their organizations.

Lazarus (1991) suggested that individuals assess stressful situations by considering their
available resources to manage stress. A critical component of this assessment is determining the
availability of social support. Consequently, when confronted with stress, people often seek
emotional support from their social networks. This evaluation of stressors typically heightens
one's awareness of their need for belonging—or the necessity to seek emotional support—not

just from close others but from any supportive presence nearby (Pardede et al., 2021).
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Incorporating the need to belong to a theoretical perspective into this research provides insights
into how remote work environments impact employees' psychological well-being and ability to
establish meaningful social connections. This Theory suggests that fulfilling the inherent human

desire for interpersonal relationships is crucial for mental health.
3.2 Social presence theory

Cummings and Wertz (2023) state that social presence is crucial in virtual meetings. It shapes
the dynamics of online social interactions and plays a role in influencing the feeling of
connectedness among participants. The Social presence theory, proposed by Short et al. in 1976,
explains how communication tools can make people feel close and connected by sharing
emotional signals. In 1976, when Short et al. proposed the Social presence theory, they referred
to communication tools, primarily audio telecommunication technologies like the telephone.
These tools allowed people to connect and communicate over distances, focusing on conveying
verbal and emotional signals through voice rather than visual presence, like in modern video
calls.This theory at that time explored how these audio communication methods could create a
sense of presence and connectedness among users.

According to Cummings & Wertz (2023) the feeling of being together basically says that when
we communicate through media like video calls or texts, two main things matter: how
connected we feel to the other person (intimacy) and how psychologically close or far we feel
from them (immediacy). How we talk, our facial expressions, gestures, and even how we look
all affect these feelings of closeness and immediacy in our digital interactions. It isn't just about
the tool used for communication but also how people think and feel about it (Cummings &

Wertz, 2023).

Biocca and Harms (2002) broke down social presence into three levels: 1) noticing others in the
same virtual space, 2) judging how easy it is to connect with them, and 3) the dynamic
interactions between participants. This matches Short et al.'s (1976) idea that social presence is

about how connected people feel during communication (Osei-Frimpong, 2018).

Social presence theory has developed over time. Social information processing theory in 1978

highlights how people communicate effectively in text-based mediums, even without nonverbal
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cues. Individuals can establish connections similar to face-to-face interactions by adapting their

communication style to the available textual cues in these mediums (Tidwell & Walther, 2002).

Some researchers focus on the role of technology in communication, like the Media richness
theory (Ishii et al., 2019), which was created by Daft and Lengel (1990), suggests that for
effective communication, the complexity of a message should match the 'richness' of the
communication medium. Richness refers to how well a medium can handle immediate feedback
and multiple cues like tone and body language.According to media richness theory (MRT),
media types are ranked in order of richness, starting with face-to-face communication as the
richest, followed by videoconferencing, telephone calls, texting, emails, and written documents

as the leanest (Kaneko, 2023).

Over time, researchers like Carlson and Zmud (1999) added that personal preferences and
organizational culture also influence what medium people choose for communication.
Researchers, including Kreijns K. et al. in 2003, have generally found consensus that limited
options for expressing emotions and nuances in online communication can lead to perceiving

such interactions as more impersonal and less engaging (Cummings & Wertz, 2023).

Critics argue that the social presence theory is too focused on technology and does not clearly
define "social presence." This has resulted in varied interpretations and uses of the theory,

especially in modern, mixed work environments like remote or hybrid offices (De Lange et al.,

2020).

Social presence theory offers insights into how the transition from face-to-face to online
meetings affects communication, relationship-building, and team collaboration. This theory is
useful for addressing our initial question. For our second and third questions regarding why
employees may feel disconnected, we can draw on the need to belong theory, previously
discussed, to gain further understanding . These theories can help illuminate the factors

contributing to remote employees' sense of disconnection in the workplace.

The choice of Social presence theory and the need to belong theory for examining the sense of
belonging among remote employees in a Swedish multinational company is strategic. Social
presence theory helps us understand how digital interactions can foster feelings of connection

and engagement, which is critical in remote settings. The need to belong theory underscores the
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importance of satisfying the human desire for social connections for psychological well-being.
Together, these theories guide the analysis of interviews to uncover ways to enhance social
presence and belonging in remote work environments. This approach aims to identify actionable
strategies for creating a more inclusive and connected remote workplace, addressing key

challenges of digital communication, and fostering a supportive work culture.
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Chapter 4. Method

This chapter delves into the methodology employed to explore the sense of belonging among
remote employees at a multinational company in Sweden, aiming to understand their

perceptions and gather insights on enhancing this sense of belonging.

Given the unique challenges of remote work, establishing a strong sense of belonging is
essential for both individual well-being and organizational success. The methodology starts with
an explanation of the research design, emphasizing a qualitative approach to address the
research questions thoroughly. It covers participant selection through a carefully crafted
population and sampling strategy. It elaborates on using semi-structured interviews with a focus
group of remote employees for data collection, including ethical considerations like informed
consent and confidentiality. The data analysis section describes the thematic analysis process
used to draw themes and insights from the interviews. By adopting this qualitative methodology,
the study aims to offer insights into the impact of remote work on the sense of belonging,

informing future policies and practices for the company.

4.1 Research strategy

Bryman (2022) characterizes interpretivism as a research paradigm emphasizing understanding
the social world through individuals' interpretations. It advocates against applying strict scientific
methods to human and societal studies, suggesting that the unique nature of human experiences
requires a more nuanced approach. This perspective is ideal for our study of the sense of
belonging among remote workers, as it allows us to explore their subjective experiences. By
adopting interpretivism, we can delve into the intricate, personal realities of remote workers'
sense of belonging, aligning our methodology to capture the richness of human connections in a

remote work setting.

Byrman (2022) underscores the value of qualitative research, mainly interviews, for their

in-depth, contextual understanding of behaviours. Our study on remote workers' sense of
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belonging employs qualitative interviews for detailed insights. A confidentiality agreement
ensured response privacy and research integrity, with interviews conducted anonymously to

protect participant privacy.

Byrman (2022) explains a cross-sectional design as a research approach in which data is
collected once, representing a specific moment. This moment could vary in length, such as a
season, a month, or another specified duration, yet it serves as a singular time unit for the
investigation. It is defined as gathering data at one particular point for the study. So, given the
time limitation of only five months for this master's thesis, a cross-sectional design was selected.
It aims to provide a snapshot of remote workers' sense of belonging in a multinational Swedish
company, capturing contemporary experiences without needing to track changes over time. This
approach avoids the challenges of participant drop-off that are typical in longitudinal studies

(Menard, 2007).
4.2 Participant selection

The study was conducted in a Swedish company, which employs over 8,000 people and has
multiple branches internationally. The company, prompted by findings from the annual
engagement report highlighting concerns regarding well-being and health among their employees
in Sweden, decided to address these issues by controlling relevant influencing factors. One of the
key suggestions, based on reviewing different literature, was to examine the sense of belonging,
hypothesizing its potential impact, particularly on remote workers. This focus on remote
workers' sense of belonging was deemed crucial by both the researchers and the company, as it
directly aligned with the company's concerns and could lead to more targeted solutions. Due to
limited access to data from other countries, the study specifically targeted home- based full time

employees at the Swedish headquarters, comprising 50 individuals out of 700 employees.

The study used purposive sampling, a non-probability technique, to select home-based
employees as participants. According to Byrman (2022), purposive sampling means deliberately
choosing instances relevant to the research rather than randomly selecting them. As a
non-probability method, it does not support generalizations to the broader population. The total
number of employees who work remotely was 50. Out of 50 employees contacted via email, ten

positively agreed to support the study and accepted the interview. We conducted ten interviews,
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each ranging from 42 minutes to an hour and 6 minutes. Initially, our objective was to carry out
in-depth interviews; however, due to time constraints faced by the employees, we focused on
semi-structured interviews instead. Denscombe (2017) describes the cumulative approach to
sample size, which is common in social research. In this approach, small-scale surveys and
non-probability sampling gradually create an exploratory sample. This method is ideal for
studies where the sample size is indeterminate, proceeding until data saturation and sufficient
information are achieved. In our study, after completing ten interviews, we observed repetitive
coding, signaling data saturation. This observation led us to adopt the cumulative approach, and
we decided not to extend our interviews beyond this point.It is also essential to highlight that the
sampling strategy was implemented autonomously, free from any organizational influences, with
the research team independently establishing the criteria for participant selection. We include a
detailed demographic table below to explore the dynamics of a sense of belonging among remote
workers. This table provides a comprehensive overview of the varied backgrounds and

characteristics of individuals working remotely.

Working remotely
Number Of Work for this for this
Participants Gender [company(Years) company(Years) |Time of Interview
P1 Female [<2 <2 52 min
P2 Female [<2 <2 46 min
P3 Female [<2 <2 51 min
P4 Female [2-5 2-5 1 h and 6 min
P5 Female [2-5 2-5 54 min
P6 Female [2-5 2-5 55 min
P7 Female [5> 2-5 1 h and 4 min
P8 Male 5> >5 1 h and 5 min
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P9 Male 5> 2-5 49 min
P10 Male 5> 2-5 42 min
Table 4.1

4.3 Data collection strategy

This research gathered primary data through semi-structured interviews. These interviews were
conducted remotely via Google Meet, mainly during work hours. The interviews were carried
out individually with each interviewee in a one-on-one format, and each researcher conducted
the interviews independently. As Walliman (2006) described, semi-structured interviews blend
structure with flexibility, featuring predefined questions while allowing for open-ended
discussions. This approach permits interviewers to delve into participants' thoughts while
focusing on specific topics. Conducted with willing participants, these interviews aimed to gather

qualitative insights, enabling a thorough exploration of individual experiences and perceptions.

Conducting interviews during work hours, we remained flexible with scheduling,
accommodating participants' availability even after work hours. This flexibility ensured that the
research process was convenient and accessible to all participants, regardless of their work
schedules. We took proactive measures to encourage participation and support from home-based
employees. We initially emailed, providing detailed information about the study and inviting
employees to participate in the interviews. Following these emails, we emphasized their

involvement and expressed gratitude for their willingness to contribute.

Recognizing the significance of HR support in fostering employee engagement, we collaborated
with the company's human resources department. They sought assistance in promoting the study
among home-based employees, emphasizing its relevance and potential benefits to the company

and workforce.

4.4 Data interpretation

This section outlines our data analysis methodology and the steps to ensure data reliability. Using

the narrative approach, we aimed to explore a social phenomenon through individuals'
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perceptions. The narrative approach encompasses a variety of models focused on analyzing the
stories individuals share to make sense of their lives and surroundings, as Bryman (2022)
suggested. We conducted semi-structured interviews to gather insights and then transcribed them

carefully.

For data analysis, we applied thematic analysis as one model of the narrative approach, focusing
on the content of participants' responses to identify underlying themes and patterns, as guided by

Bryman (2022).

To support our analysis, we used Nvivo. This software facilitated the coding process. As
mentioned in the previous part, each researcher conducted interviews independently. In detailing
our thematic analysis approach, we both began by thoroughly reviewing each interview to
identify possible codes. After this initial step, we collectively undertake the coding process,
carefully discussing each initial code to ensure the accuracy and validity of our analysis. We
found 84 unique initial codes. Next, we organize these preliminary codes into secondary codes
based on their interconnected concepts. This justifies organizing them under a broader category
as secondary codes. We grouped them into 22 secondary codes. Subsequently, secondary codes
were assigned to specific themes, which were 5 themes that could effectively address our
research questions. We utilized Nvivo as our analytical tool to facilitate our coding process,
benefitting from its ability to generate reports that aggregate all references related to our initial
codes. Below, we present examples of our coding process (all the codes are in Appendix 1),
including the initial codes, then the secondary code, and the corresponding themes, accompanied

by a specific example for each category:

Themes Secondary code |Initial code Example

The majority of you know when
you don't get disturbed, you can
focus on things and also get. It's
Remote work easier to, let's say. Check. Take the

Satisfaction Productivity Concentration |boxes on your to-do List.(P9)
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lack of So the negative aspect is of course,
Remote work community and  [Feeling the sense of being a little bit
challenges teamwork Loneliness lonely.(P6)

1 think I belong because I have a
lot of communication with
Reasons for Feeling  [Organizational Communication |colleagues and I feel that I am part

Belonging Culture and Teamwork |of the organization.(P10)

1 think sending an email doesn't

Reasons for lack of ~ [Format of signal belonging and teamwork if
belonging communication |[Email, text you only do that.(P9)
Table 4.2

To increase the validity of the codes, it was peer-reviewed by fellow university students, course

teachers, and our supervisor.

Based on identifying relevant themes, we chose two theoretical lenses: social presence and the
need to belong as interpretive frameworks to elucidate the empirical findings. These frameworks
were instrumental in explaining how individuals interpret their sense of belonging within remote

work and the resultant impact on their sense of belonging.

In summary, we conducted semi-structured interviews, transcribed them accurately, and then
analyzed them using thematic analysis and Nvivo software for coding. We applied theories of
social presence and the need to belong to see how these themes affected remote workers' sense of
belonging and social interactions. This method ensured our data was reliable, and our analysis

offered insights into remote workers' experiences.
4.5 Ethical consideration

Research should aim positively, focusing on public welfare and avoiding trivial or harmful
goals, which aligns with the 'beneficence' principle of research ethics (Denscombe, 2017).

Byraman (2022) also explains three primary ethical principles guiding researchers: informed
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consent and voluntary participation, confidentiality, and protection from harm. We consider
these dimensions in our study. Consent was secured from all participants, guaranteeing they
were thoroughly informed about the study's objectives, the intended use of their data, and their
rights, including the ability to withdraw at any point. Confidentiality and anonymity were
preserved, with all data anonymized in any publications or presentations. Additionally, all
information was kept confidential and anonymous, with all data published under the guise of
anonymity. The study ensured that participation does not negatively impact the employees’
current job status or relationships within the company. We took steps to ensure confidentiality
throughout the research process. The initial email invitations sent to potential participants
explicitly assured them of the confidentiality of the interview details. Additionally, participants

were reminded of this commitment to privacy at the outset of each interview.

Furthermore, the researchers drafted a confidentiality contract with the company to reinforce
this assurance, outlining the terms and conditions for handling sensitive information. This
contract was a formal agreement between the researchers and the company, underscoring their
commitment to maintaining the confidentiality and privacy of all data collected during the
study. By incorporating these measures, we aimed to instill trust and confidence among
participants, reassuring them that their input would be treated with the utmost discretion and
respect. This proactive strategy for managing confidentiality adhered to ethical standards and
encouraged open, honest conversations, enabling participants to share their experiences and

insights without restraint.
4.6 Limitations

This study, focusing on the sense of belonging among remote employees at a Swedish company,
encounters some limitations inherent to its design and methodology. The sample size was small,
with 10 participants from the company's headquarters in Gothenburg, potentially limiting the
diversity of the insights gathered. Despite the small sample size, we conducted thorough and
insightful interviews. The qualitative nature of the study, while rich in detail, restricts the
generalizability of the findings across different contexts and industries. The reliance on
purposive sampling and thematic analysis introduces the possibility of bias, as it depends on the
researchers' interpretations and the participants' willingness to engage. Moreover, the

cross-sectional design captures only a momentary snapshot of the employees' sense of belonging,
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not accounting for dynamic changes over time or external influences. Furthermore, the study's
dependence on self-reported data adds a layer of limitation, as such data are prone to biases like
social desirability and recall inaccuracies. Future research could address these limitations by
broadening the participant base, incorporating longitudinal studies to observe temporal changes,
employing mixed methods for a more holistic view, and exploring methods to ensure anonymity

to encourage more open and honest participation.
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Chapter 5. Findings

This study is designed to explore the dynamics of remote work, specifically focusing on how a
sense of belonging is fostered or hindered within such settings. This section presents the findings
from the analysis, highlighting how the themes identified relate to the overarching research

question.

We conducted interviews with ten remote employees via Google Meet to gauge their opinions on
working from home, their sense of belonging to the company, and the reasons behind these
feelings. To further explore the concept of belonging, we inquired about their views on whose
responsibility it is to foster this sense of belonging, as well as the actions both employees and
organizations can take to enhance this feeling for remote workers.

Employing Nvivo for thematic analysis emerges five central themes, including the remote work
experience: the advantages and disadvantages of remote employment, factors contributing to a
sense of inclusion, elements leading to the absence of such a feeling, and strategies to increase it.
This analysis explores how remote work influences employees' feelings of belonging and their

perceptions regarding the company's or themselves' efforts to nurture this sentiment.

The table provided a detailed overview of the participants, totaling 10, and highlighted their
gender, tenure within the company, and experience with remote work. It showed a predominance
of females (7) over males (3). The tenure of these individuals within the company ranged from
under two years to over five years, indicating a blend of seasoned professionals and newer
employees. Similarly, their experience with remote work varied, extending from less than two
years to more than five years, suggesting a range of experience in remote working environments.
In addition, questions were asked about the participants' positions. However, due to
confidentiality concerns, specific titles cannot be disclosed. It can be shared that the participants

represented various professions, underscoring the diversity in their roles and backgrounds.
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5. 1 Remote work satisfaction

The remote work experience varies across individuals and is influenced by their unique
circumstances, personalities, and preferences. For example, employees with children often find
that remote work offers considerable advantages regarding freedom and flexibility. This variation
in experiences has been systematically analyzed and categorized based on insights gathered from
interviews, highlighting the multifaceted nature of remote work and its impact on employees'

professional and personal lives.
5.1.1. Flexibility and freedom

Freedom and flexibility stand out as key benefits of remote working, and one of the biggest perks
of remote work related to this part is the ability to choose when to work, fitting work hours
around times when employees feel most alert and productive. This can vary from early mornings
to late evenings, depending on what suits each person best: "It is easy to work early in the
morning or late at night because I'm home.” (P1). Additionally, remote work lets employees set
up their workspaces in a way that's most comfortable and productive for them, adding to overall
job satisfaction. "The main advantage for me is the flexibility and the possibility to create the
environment that is best for me.” (P2). Remote work also breaks down geographical barriers,
allowing people to work for companies far from where they live without moving or commuting.
This not only saves time and money but also opens up more job opportunities for those living in
different cities or rural areas "Since I do not live in Gothenburg, it allows me to work because I
wouldn't be able to move to Gothenburg.” (P3). Moreover, remote work shifts the focus from
being physically present in an office to getting the job done efficiently, no matter where that
work happens "We do not need to keep our employees at the desks in the office.” (P7). This
approach trusts employees to manage their tasks effectively outside a traditional office,

highlighting the importance of results over where work is done.

"l think remote working provides you a lot of flexibility if you are young and have

children and you are raising your family.” (P3)
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5.1.2. Sense of responsibility

A sense of responsibility is critical when looking into how remote work operates. It affects how
employees feel about their jobs and overall happiness. Responsibilization means people can
adjust their work settings and schedules and approach tasks to fit their likes and work habits.
This aspect of remote work is not just about where someone works from but includes deciding
how to manage their work, choose their working hours, and handle the balance between work

and personal life.

Responsibilization through remote settings offers an advantage by letting employees shape their
work lives to fit their needs and preferences. Setting personal goals and having the tools to
achieve them is essential in remote work. This setup helps employees to work at their best,
choosing locations and times that boost their productivity. It is all about finding what works for
each person, whether working from home, a coffee shop, or somewhere else, and at times that
suit them best, making their workdays as efficient as possible. The combination of having the
freedom to work how they want and the responsibility that comes with it is what many people
love about remote work. It gives a sense of control over their work process and environment, a
big motivator and key to feeling fulfilled at work. Employees who feel trusted to handle their
work well are more engaged and excited. Remote work lets people adjust their work
environment and schedule to match their style, habits, and life needs. This personal touch on how
work is done is a big reason remote work is valued. It shows how giving employees control over

their work and trust in their managers leads to better job satisfaction and productivity.

"Having the responsibility to solve a task, having a goal and tools to reach the targets we
have gives you the freedom, you feel I have the responsibility to divide my time and do
my job, and my manager trusts me because remote work is a trust. I think that is creating

inspiration.” (P7)
5.1.3. Productivity

Productivity is a prominent benefit of remote work, reflecting one aspect of employee
experiences. This enhanced productivity is often attributed to the unique environment that
remote work provides—an environment that allows for greater focus, fewer distractions, and a

personalized work setting: "I think it's easier to concentrate and be focused..." (P10). The ability
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to create a tailored workspace and autonomy over one's schedule fosters an atmosphere where

employees can maximize their efficiency and output.

The key to remote worker's success in boosting productivity lies in the freedom it gives each
person to set up their work area in a way that suits them best. When people can work in a space
where they feel most comfortable and at times that fit their natural work rhythm, they tend to be
more productive: "It's quite calm, and eventually, I'm more productive..." (P2). This
personalized approach to work helps avoid productivity dips from too much socializing in a

traditional office setting.

"I'm much more efficient when I work from home...If you are a social person, you can
end up chit-chatting about all the, you know, all the non work-related things with

colleagues in the corridor or whatever. You can get stuck in" (P7)
5.1.4. Work-life balance and saving time

Remote working offers advantages in terms of work-life balance and time savings. This approach
to work allows individuals to blend their professional and personal lives more harmoniously,
reducing stress and increasing overall satisfaction. By eliminating commutes and providing
flexibility in how and when tasks are completed, remote working empowers employees to
allocate their time more effectively, enhancing their ability to balance work demands with

personal needs and interests.

Without the need to commute daily, people gain extra hours that can be used for work or personal
stuff, making their days more productive. This also means saving money on things like gas and
public transport: "Your working hours are more efficient. You can cut these 30-40 minutes of
transporting" (P7). and "You could save basically one or two hours every day of not traveling,
and you can also save money" (P8). This way of working makes it easier to look after family
needs too. Parents can change their work routines based on their children's routines, avoiding the
stress of rushing to pick them up or getting stuck in traffic: "You won't get stuck in traffic to pick
up your children after work..." (P6). It also means being able to do household chores during
breaks, keeping the living space tidy, and reducing the weekend workload. "But you know,
Washing machine on, or you know, doing these short parts that you need to do in the evenings or

on the weekends and whatever you can fix them" (P7). Additionally, remote work encourages
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staying active. Without the commute, finding time for a run or a workout is more accessible,
which is excellent for staying healthy. This flexibility reduces stress, boosts happiness, and

makes employees more productive.

"You can take the lunch break to go for a run, but if you're in the office, that's not going

to happen." (P2)

These insights reveal how remote work supports a better work-life balance by saving time,
reducing stress, and providing opportunities to integrate work with personal life seamlessly. This

balance is crucial for personal well-being and enhances overall productivity and job satisfaction.
5.2 Remote work challenges

Employees have identified several challenges associated with remote work, encompassing
interpersonal and task-related difficulties. Among these, one issue is the sense of isolation
employees experience, attributed to diminished communication with colleagues. Additionally,
there are challenges inherent to the execution of job tasks in a remote setting. These challenges
have been systematically categorized to facilitate a comprehensive understanding of the
impediments to effective remote work, a critical consideration for organizational strategies and

employee well-being.
5.2.1. Risk to productivity or burnout

While remote work offers numerous advantages in terms of flexibility and work-life balance, it
also presents certain risks to productivity and can potentially lead to burnout. "There is a
possibility of missing out on a few things because there always is. Even if you say you shouldn't
have a lot of corridor decisions or, you know, talks, that's the way it is and may result in doing
task problems." (P4). These challenges arise from blurring boundaries between work and
personal life, difficulties in maintaining structured work habits, and communication gaps in
hybrid work environments. People in the office often have quick, spontaneous conversations and
might forget to share the outcomes with remote workers. This oversight can leave remote team
members out of the loop, making it hard for them to stay updated and potentially impacting their
productivity. Not being part of these in-the-moment decisions or discussions can also make

remote workers feel isolated, adding to their stress and possibly leading to burnout or less
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productivity "You may have difficulties stopping working. It's effortless to have your computer,
your laptop, and your, as I'm sitting on my sofa now with the pillow and the computer, and you
can be, you know, working all evening. There are no limits when you close the Laptop. On the
other hand, if you are not a structured person, working from home without any limits or

boundaries may result in less productivity." (P7)

"There are communications that happen more spontaneously. If part of the team is
working in the office, they might engage in certain communications and not think that
they have to share with the remote workers. So we'll say the problem is maybe more
when there is a hybrid situation, where, you know, just a few people are remote. And then
it can become more challenging because the people who meet in person might forget to

extend the communication." (P2)
5.2.2. Lack of community and teamwork

Remote work introduces challenges in fostering community and effective teamwork. These
challenges are rooted in the inherent limitations of virtual interactions, as highlighted by several
participants in a study on remote work dynamics. As mentioned in the productivity part
(advantage of remote working), remote work offers a quiet space where people can focus well
and get much work done, especially tasks that need much thought, like reading, writing, and
planning. However, working alone also has its downsides. It can make people feel lonely and
miss being around their colleagues. Not having casual chats or being part of the daily buzz of the
office can make team members feel disconnected. Working from home can make us more
productive because it is peaceful, but it also means we miss out on meaningful social interactions

that help a team work well together.

Remote workers often feel isolated as the casual, day-to-day interactions and physical presence
in office environments are missing: “The negative aspect is, of course, the sense of being a little
bit lonely...” (P6). This lack of direct contact can make it hard for team members to feel
connected, reducing the spontaneous energy and creativity that face-to-face meetings foster:
“The energy and the inspiration is stronger when you meet face to face...” (P7). Such an
environment can also make teamwork and building camaraderie more challenging, as the

informal chats that help bond colleagues do not naturally occur online “You will miss the social
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part. You're not close to your team. You don't have informal meetings. And if you believe in
teamwork, it's a little bit more tricky to facilitate that.” (P9). Additionally, handling sensitive
discussions or conflicts becomes more complicated without the nuances of in-person
communication, potentially leaving issues unresolved. “It's hard to build connections if you're
only working remotely, and I think that if you have issues or conflicts in the workgroup, that's

much harder to spot when you're at a distance and you're just working through a screen.” (P3).

Integrating new team members and maintaining a unified company culture is similarly tricky, as
establishing trust and familiarity is more challenging through screens. This situation underlines

remote work's challenges in creating a cohesive and connected team atmosphere.

We are building a brand... We're building a culture.. but I don't think it's easy to keep that
culture or even build that culture with new hires and new people If you're not seeing them
face to face. I think it's easier to work with people that you know, and it's hard to get to
know people who. working remotely from the start. I mean if you already know people,
it's one thing, but if it's new people, I think it's harder to establish good relationships only
digitally. (P5)

5.2.3. Lack of office equipment

Remote workers often face challenges that can affect their productivity and job satisfaction, with
two main issues being the lack of physical space and the need for reliable technical equipment.
Not having enough room to set up a proper home office can result in a cluttered and disorganized
space, making it hard to concentrate and stay productive. "I have to use my home for boxes and
things like that, and they're off." (P1). Additionally, having the right tech tools is crucial for
remote work; with a good internet connection and the necessary hardware, communication can
be uninterrupted, and tasks can get delayed, causing frustration "It becomes quite important to
have good technical equipment, such as good connections to the Internet and a good screen."
(P10) (P1). Both space constraints and technical difficulties highlight the importance of creating
an effective workspace at home and ensuring access to quality equipment to support remote work

SUCCCESS.

"Sometimes the camera does not work, or there are some problems related to

hardware/software which you don't know how to fix." (P2)
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5.3 The sense of belonging among remote workers

Before discussing the findings related to the reasons for feeling or not feeling belonging, we
asked participants to define this feeling in the workplace. The term sense of belonging at work
refers to being part of the workplace, where employees feel valued, connected, and aligned with
their colleagues and the organization's culture and values. It encompasses emotional and

psychological comfort.

Participants P3, P8, and P7 provided varied perspectives on their feelings of a sense of belonging
in the workplace. They reveal three primary categories. Some define it as that frame this concept:

feeling part of a team or community and caring for your colleagues :

"Belonging means feeling strongly for your workplace, knowing your colleagues, and
enjoying not just the tasks but the work environment. It's about doing things not only for

yourself but for caring for your colleagues, too.1 ” (P3)

P8 highlighted aligning personal and organizational values as central to their sense of belonging.
This alignment helps them feel connected to the company's culture and motivated even during

challenging times:

"So basically, what I mean is that as a company, you have a certain culture, you create a
certain value, and then as an employee. If you feel a connection with those values, a
connection with that culture that also creates some kind of belonging, even though you
have bad days and certain things don't go in your direction, you still have a belonging

with the company." (P8)

The need for recognition and appreciation was another aspect. Feeling valued and acknowledged
by colleagues and managers was mentioned as more crucial than monetary rewards for fostering

a sense of belonging.

"It's important to feel that you have colleagues and managers who really appreciate what
you do, and you can feel appreciated that you can contribute to the team, to the work
we're doing together, and as long as you have the possibility to feel that, to hear that even

if it's the items. Wow, you did a good job. You know, whatever. Oh, it was so great that
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you attended this meeting with me and whatever. That's enough. That creates a sense of

belonging, and I think that is absolutely doable". (P7)

Analyzing gender experience on the sense of belonging at work reveals nuanced differences
rather than strong contrasts. Both male and female participants underscore the importance of
feeling aligned with company culture and values, as well as the significance of interpersonal
relationships in fostering a sense of belonging. Males tend to focus on the importance of cultural
alignment and organization and values, "feel the connection with values" (P8)", whereas females
place a greater emphasis on emotional connections, "feeling strongly for your workplace." (P3)
and appreciated by colleagues and managers "colleagues and managers who really appreciate

what you do" (P7).
5.3.1 Organization culture

Based on our findings, organizational culture in this company emerges as the most repeatable
factor, as cited by all ten participants. This category frequently mentioned we categorized them
into three main aspects such as communication and teamwork, a positive organizational climate
including a supportive, inspirational, trustworthy, rewarding, and safe culture, and third aspects
is open discussions and clear goals, which is mentioned in detail further based on participants'

quotes.

Communication and teamwork analysis based on all participant's quotes prominently features
in the participants' accounts of their workplace experiences, which contribute to their sense of
belonging within the organization. P1 emphasizes the frequency and quality of communication
with colleagues as a core element of their sense of belonging, stating, "I think I belong because |
have a lot of communication with colleagues, and I feel that I am part of the organization." This
sentiment is echoed by P3, who notes the structured yet flexible communication patterns, such as
"regular sales meetings" and "remote after-work sessions," that foster a strong community

despite geographical dispersion.

Teamwork and collaborative efforts are underscored by Participant 8, who notes the extensive
programs designed to enhance team cohesion: "First of all, we have now I'm located in the
headquarters so...we have a lot of activities in connection to our employee organization called

Monday".
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P2 identifies the proximity to colleagues as enhancing their sense of belonging, which is
facilitated by the organizational culture promoting frequent and diverse interactions: "I come
closer to the colleagues." Meanwhile, P5 highlights the importance of successful communication
within the team, illustrating how positive feedback loops and mutual encouragement are pivotal:"

You communicate success, and of course, sometimes we have to communicate other things"

The commitment to teamwork is further elaborated by P4, who underscores the integration of
high-performance behaviors and collective objectives as vital for fostering a cooperative and
inclusive work environment, "For me, it's very important with teamwork, to contribute to the

team, to the work we're doing together."

P9 summarizes the collaborative ethos by describing an 'Organization, A-Team," where
individuals are not only grouped under a common manager but also share a collective concern
for each other's well-being and professional tasks, reinforcing the notion of being part of

something greater:

"It means that. You have an organization A-Team. Where you report together with some

other persons to the same manager. You are part of something bigger".

The essence of a positive organizational climate is captured through the experiences shared by
the participants, highlighting how such an environment enhances workplace engagement and
connectivity. They share their experience about how connected culture, constructive feedback,
inspiration and recognition, open discussions, rewarding systems, safety and security, supportive
environment, teamwork, and trust can foster their sense of belonging and collectively create an

inclusive, supportive, and engaging workplace.

P3 describes the organization's efforts to foster community through various social events, noting,
"I think that [Name of the company] has a very strong sense of community. It's a very collegial
workplace... that creates a lot of activities for employees to connect outside of work, which is

sports related or wine tasting or different types of events".

The importance of feedback is emphasized by P10, who appreciates the positive, constructive
feedback received: "I think they gave good feedback, positive feedback to me. when I deserve it,
yeah".
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P7 discusses the energizing and inspiring nature of their work environment: "You are energized

and inspired when you go from there."

Open discussions enhance organizational transparency and trust, as highlighted by Participant 8:
"A culture where you are allowed to be who you are and to raise your voice" (P8). This openness
supports diverse perspectives and strengthens organizational integrity and employee trust. The
rewarding culture is exemplified by P7, who feels recognized and appreciated: "They're telling
me that I'm doing a good job. and I feel appreciated".P1 highlights the importance of safety and
respect within the organization: "It's important that you feel like you belong, that you are treated

with respect."
Lastly, support within the organization often mirrors familial care, as described by P9:

"We have done private things together and also have been a lot of fun during the time I've

been in Monique, I felt that it's a little bit like a family for me".

The significance of clear organizational goals is thoroughly illustrated by the testimonials of
participants 3,7, and 9, who highlight how well-defined objectives contribute to a positive

workplace culture and a strong sense of community.

P3 reflects on the cohesive nature of their work environment and the clear purpose of their
business activities that bolster their sense of belonging and engagement.: "I think that [Name of
the company] also has a very strong and clear purpose in what we do as a business, which I

connect to."

P7 emphasizes the role of clear, focused goals in driving collective action: "But also clear, clear
goals. We're moving together with a lot of focus. Our company has four values that I stand for."
This testament underscores the importance of shared goals and values in fostering a united and

purpose-driven workforce."
P9 discusses the communal aspect of clear goals within team settings:

"It means that. You have an organization A-Team. Where you report together with some other
persons to the same manager. You are part of something bigger than you. You have colleagues

that care for you...And, of course, then maybe I didn't. I'm not sure if I said that, but you have
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some common objectives that you're working on." The integration of personal well-being and
professional responsibilities within a framework of shared objectives illustrates how clear goals

can enhance team cohesion and individual satisfaction.

This analysis demonstrates how clear goals are crucial in defining the strategic direction and
operational execution within an organization, impacting employee clarity, motivation, and

cohesion.

While all 10 participants collectively cited 61 instances affirming the company's culture as
supportive of their sense of belonging, two participants, P1 and P5 , highlighted specific factors,
including lack of intimacy in team settings, interruptions during conversations, and the lack of

structured meetings. That diminishes their feeling of connection to the workplace.

The issue of lack of intimacy, particularly in larger group settings, is a barrier to fostering a sense

of belonging.P5 describes their experience:

"So, in that small group, definitely. But if you go above that, I would not say that we have
meetings for the whole, like group partners, for example, which includes a lot of people,
but that's more like information sharing. It's not that much like group teamwork-wise, but

you know, small group definitely.”

This highlights the challenge of scaling intimacy and team cohesion in larger organizational
structures where meetings tend to become impersonal and focused merely on disseminating

information rather than building relationships.

The feeling of not being listened to is another critical issue that Participant 1 brings up regarding
interruptions in conversation. This description points to a culture where conversation dynamics
are dominated by a few, potentially silencing others and diminishing their sense of belonging and
value within the team:"There's a few people that actually recognize the others, but there's not
really a consensus that everyone is able to talk and listen. So the ones that talk the most are the
ones that get the air, so to speak." She further explains the impact of unstructured meetings on

her sense of belonging:

"It's a little bit, yeah, you can call that interruption in discussions...when I work, I would

like to be professional and I don't put that much feelings in what needs to be done...I
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could maybe wish for a little bit more stringent, that you are more precise, umm and in

meetings regarding feelings is I think they belong somewhere else."

Moreover, the role of the organization in defining and disseminating clear goals and values is

crucial. Participants 3,5 and 9 articulate this responsibility,

"The company needs to start from the top and be serious about it because that's the more
structure to it... It's a responsibility of the company first hand, but needs to be on

everyone." (P3)

The practical implementation of clear goals is also addressed by PS5, who notes the dual

responsibility of management and the broader company:

"It's, of course, definitely the company's responsibility as well...But of course, I like
setting some kind of guidance and like the way of working. That's the responsibility of

the company, of course."

This comment highlights the need for clear directives from leadership to effectively guide
employee actions and ensure alignment with the organization's strategic objectives.P5 also
suggests that organizational strategies should pivot towards creating more inclusive and engaging
environments that bridge the gap between remote and physical workspaces while emphasizing

the importance of blending remote work with in-person interactions:

"I think those moments when you meet are still very critical for creating that
belonging...having some activities like face-to-face team activities is also needed for
remote workers." This perspective highlights the irreplaceable value of physical presence

in building connections and fostering belonging among dispersed teams.

The implementation of shared values and culture is another factor discussed. Participants 2,3,
and 8. P8 notes, "As a company, you create a certain value, and then as an employee, if you feel

a connection with those values...it also creates some kind of belonging."

Participant 2 reinforces this point: "That is mainly about recognizing that the values of the
company organization are values that I recognize myself in...So I can feel that I belong in the

sense that we have a shared purpose and they can contribute."
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Non-virtual activities are extensively mentioned as essential for cultivating a tangible sense of
community. Participant 3 reflects on the benefits of social activities outside the virtual space,
"Creating this kind of belonging...still needs to be done without social activities like

face-to-face."

These activities provide a platform for spontaneous and genuine interactions, which are critical
for relationship building. P2, 3, and 4 also emphasize the importance of non-virtual interactions
in enhancing belonging. For example, P4 discussed the impact of in-person gatherings: "I think
it's important to have those days and see each other live, you know, and also have the possibility

of those sessions not only to work but to do something fun together as well."

Furthermore, the discussions reveal a consensus on the need for the organization to sponsor and

facilitate such non-virtual interactions. P2 points out:

"There are quite a lot of activities...that would be great, and I would really like to join...they pay
for the fee...but for me, joining this means also sleeping there...and I'm going to pay myself

because I want to do it."
5.3.2 Inclusive leader

Inclusive leadership is crucial in creating a supportive workplace where remote employees feel
belonging. This thematic analysis focuses on various leadership traits: appreciation, support,
trust, listening, friendliness, and teamwork spirit exploring how these practices influence

employees' sense of belonging and overall job satisfaction.

Participants express the impact of feeling appreciated, which transcends the mere financial
rewards of the job. P 7 describes the significance of acknowledgement from leadership: "That
appreciation is more important than the bonus...to hearing from a colleague or manager that,

wow, I really appreciate what you're doing."

Supportive and friendly approaches: The supportive nature of leadership is crucial for creating
a safe and encouraging work environment. P7 highlights the value of having a supportive
manager: "So it's extremely important to have a manager that can coach, can be the support and

to boost your strength." Alongside support, the friendly approach of managers also plays an
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important role, as indicated by P 7 and P 8, who emphasize the importance of close, personable

relationships with management for fostering a comfortable and open workplace.

Listening and trust approaches: Effective communication, characterized by active listening, is
pivotal. P 3 and P 4 discuss the impact of being heard and understood by leadership: "The most
important is probably that your managers are open and listen to what your opinions are...that you
feel like it's OK to have a different opinion." Trust complements this by providing a foundation
for secure and reliable relationships within the company. P 7 and P 6 share their experiences with
trust: "Being in a situation where I have managers that really believe in me, then I'm the best I

can be," and "It's a really big difference when you have people around you that believe in you."

The spirit of team working under an inclusive leader fosters a collaborative and cohesive
environment. P 10 highlights the organized team meetings that enhance group dynamics: "In our
group, we have a small team...our boss organizes team meetings." These gatherings are crucial

for maintaining alignment and unity among team members.

This analysis illustrates the diverse ways in which leadership styles and behaviors can impact an
employee's sense of belonging within an organization. Inclusive leadership practices not only
promote a positive work environment but also ensure that employees feel valued and supported,

which is essential for fostering loyalty and productivity.

While all 8 participants collectively cited 24 instances affirming the inclusive leader as
supportive of their sense of belonging, P7 highlighted a specific factor about ineffective

leadership that diminishes other remote workers' feeling of connection to the workplace.

Our finding shows that the lack of strategic leadership approaches particularly in empowering
and inspiring team members can lead to a diminished sense of unity and purpose within the
workforce. The focus is on understanding how inadequate leadership practices affect team

dynamics and individual employee engagement.

P7 provides insightful commentary on the consequences of inadequate leadership on employee
belonging. She contrasts two leadership styles within her experience to highlight the importance

of a strategic approach in fostering a positive work environment:
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"[There is a manager] that always says negative things and puts stress on their team members.
But you need to create a feeling of positivity, inspiration, and stability for your team, and that is,
on the other hand, my manager. The same position This other person's leadership is not working;
I think [my manager] creates a sense of power and positivity, and we are moving towards, but
still very decentralized, not the hierarchy that is doing this. He is just powering up his team
members and boosting them to do a good job, to take responsibility, and to move; we're moving

together."

The effective leader, as described by P7, empowers and motivates the team, fostering a
collaborative and progressive environment. This approach not only enhances team cohesion but
also boosts individual motivation by entrusting team members with responsibility and
recognizing their contributions. In contrast, a lack of such strategic leadership wherein leaders
fail to inspire or appropriately guide their team can diminish the sense of belonging among

remote employees.

We asked participants what actions leaders can take to enhance a sense of belonging, and we
received insightful responses. Effective leadership, characterized by honesty and transparency
(mentioned by P2), goal-setting (mentioned by P9), support for organizational culture and values
(mentioned by PS8), and team-building activities (emphasized by P8 and P3), is crucial in
fostering an environment where employees feel connected and valued. Leaders who lead by
example, communicate clearly, and support their team's initiatives play an important role in
creating a cohesive and inclusive workplace culture.

P2 emphasizes the importance of honesty and transparency: "I think for me it's very important to

see that leaders are leaders by example and not just talking.”

Setting clear goals is another crucial aspect. P9 highlights the responsibility of leadership in this
regard: "I think it's, of course, a huge responsibility for the managers and for the full organization
to organize ourselves in a certain way that makes it easier, but also for each and every individual.
It's not just to sit and wait."

P8 discussed supporting the organization's culture and values by leaders: "Therefore, it always
starts at the top. It starts with the leaders; if they live these values, live this culture. And, of

course, it should be implemented in the organization. "
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Engaging in team-building activities is another vital component. P3 shares their perspective:

"So for myself, it's important to take part in activities. So I mean to be very frank, if
you're a leader and you have your own life and it's not like you, maybe you go to the
party just because you think it's the most fun thing that I could do on a Friday. Right,
because you're not at that stage in your life, but you do it. I do it because I think it's an
opportunity for me to get to know people on a personal level, and that's important. So, |
really make an effort to engage in the activities that are provided. The other thing I'm
doing is leading by example; as I said, it's important to send signals encouraging my
employees when they have initiatives that increase belonging and foster that environment

that is encouraged, and that's part of our scorecard is to work on our work environment."
5.3.3 Personality trait

Participants highlighted various personality traits of employees that can either enhance or
diminish the sense of belonging in the workplace. They also identified specific individual actions
that can foster a sense of inclusion among employees.

The analysis reveals that caring and kindness, friendliness, gratitude, honesty, trust, and
teamwork are crucial personality traits that foster a sense of belonging. Conversely, traits like
negativity, incompatibility, and shyness can hinder it. Team members must cultivate these
positive traits to create an inclusive and supportive environment where everyone feels valued and

connected.

Being caring and kind is repeatedly mentioned as a core component that influences the sense of
belonging in a workplace. Participants P7, P1, and P9 shared their thoughts on this trait. “You
have colleagues that care for you and have concerns about your well-being and how your task is

doing the professional part as well.” (P9)

P10 and P7 discussed friendliness as a personality trait. P7 expanded on how friendliness
plays out in their interactions: “I am a very emotional person. It is very easy to express my
feelings. And, of course, that creates inspiration. And when you tell a colleague that you really
really like her or whatever and that you love working together, it, of course, creates a good

feeling.”
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Honesty and trust were also seen as foundational for belonging, as expressed by P7: “We have a
very honest team. So as soon as there is something that my colleague does not approve of or does

not like, you know, we bring it up."

P7 and P9 highlighted team spirit and collective responsibility. P9 emphasized the importance
of physical presence to foster team spirit: "No one is checking how many days I'm in the office,

but I think. It's important for me to be in the office to facilitate this team spirit."
Factors contributing to a lack of belonging were discussed by P7 and P4:
P7 addressed the negative impact of certain personalities:

"So that is one thing that we have a manager in Sweden that is really boosting this good
teamwork and good spirit. Then, looking back a year, the team before the reorganization,
this Sweden team included the municipality and the primary care unit sales reps as well.
And in that team, there is one person that is focusing very much on herself and the

negativity."

P4 highlighted challenges for shy individuals, such as shyness and lack of initiative, which can

hinder a sense of belonging.

"If you are very shy or have a hard time speaking up for yourself or taking initiative, then
this position would be quite hard. No one can take care of that for you; you have to

initiate being part of the team."

In response to what actions employees can take to foster this feeling P 3, 4, and 6 underscored
the significance of daily contact in creating a cohesive and supportive team environment.
Through various modes of communication, such as virtual check-ins, casual messages, and social
interactions, colleagues maintained a sense of belonging and mutual care:

“So I am on Teams virtually every day. My team is also working remotely, part of them all the
time. So, I have weekly check-in calls to have a roundtable to maintain the connection as a team.
I have weekly 'Take Me Away Fridays,' which is just a virtual coffee break for socializing to
ensure that people get to know each other and have a personal connection. That is one of the
challenges to building a sense of belonging in the team when you're remote. I work a lot with

Teams chat as a means of communication.”(P3)
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Participants 4, 8, and 5 highlighted the importance of regularly planning office visits to maintain
strong team dynamics. Physical presence in the office fosters direct interactions and enhances the

sense of camaraderie and belonging among colleagues.

"I would say I'm very keen on having regular contact with my colleagues. If I feel like
we haven't spoken for a while, I book a meeting or call to chat. I’'m a very social person,
so that's very important for me. I try to reach out and have daily contact with some

colleagues and go to the office from time to time."(P5)

5.3.4 communication channels
The analysis of participant quotes reveals that the format of communication also impacts the
sense of belonging among team members. Video and voice calls are preferred as they provide a
more personal and interactive experience compared to text-based communication methods like
emails or instant messages.
Participants frequently mentioned that video calls, in particular, allow for a better understanding
of colleagues' emotions and intentions. Seeing facial expressions and body language helps in
interpreting messages correctly and reduces misunderstandings. This visual connection is vital
for fostering a sense of belonging and team cohesion, especially in remote work environments.
For example, one participant (P2) emphasized the use of weekly check-in calls and virtual social
events to maintain team connections:
"So I am on Teams virtually all day so I have weekly check-in calls to keep the
connection as a team. I have weekly 'Take Me Away Fridays,' which is just a virtual
coffee break for socializing to ensure that people get to know each other and have a
personal connection because that is one of the challenges to build a sense of belonging in
the team when you're remote."
Another participant (P3) noted the importance of seeing each other live, despite the challenges of
replacing in-person interactions completely: "It's always the best to see each other live. It can
never really replace it totally. But on the other hand, it replaces it sometimes where we maybe
otherwise wouldn't see each other."
The sentiment that video calls are the closest to personal interaction was echoed by P1,P2,P7 and

P8 with different wordings. For instance, P2 stated, "Video calls are the closest you get to a
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personal interaction," and P6 added, "Video calls are preferred for a sense of belonging. Seeing
the person helps create a connection."

Moreover, participants such as P4 and P7 highlighted that while text-based communication
methods are useful, they can often lead to misinterpretations and a lack of personal connection.
One participant (P4) pointed out, "Teams or digital meetings are extremely important because if
you only communicate via text or emails, there's always the interpretation of wordings that can
be wrong. So it's important to have FaceTime." Another participant (P7) mentioned, "Seeing

each other makes it easier to be more personal and create a connection."
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Chapter 6. Discussion

This chapter will explore the connection between previous research, relevant theories, and our
findings. It will also discuss how this research contributes both theoretically to the academic

community and empirically to HRM practices for HR managers and organizations.

The analysis of remote work, based on literature reviews and employee interviews, gives a
complete picture of its advantages and challenges. The studies highlight the benefits of remote
work, such as flexibility (Chatterjee et al., 2021), reduced commuting (Songsangyos &
ITamamporn, 2020), and broader job opportunities for those far from city centers or with personal
responsibilities (Shirmohammadi et al., 2022) and (Soroui, 2021). However, they also identify
challenges like more distractions at home (Toniolo & Pitt, 2021), feelings of loneliness (Prasad et
al., 2020), and difficulties keeping a robust organizational culture (Morrison & Ruiz, 2020).
These issues can make communication and teamwork harder, especially in virtual environments.
Moreover, while the Felstead et al. (2017) study suggests that remote work can increase job
satisfaction and commitment, our interviews revealed a different perspective. Our interviewees
expressed little satisfaction with remote work, and they highlighted various drawbacks during
our discussions. Our findings underscore the importance of acknowledging individuals'
challenges, including difficulty in disconnecting from work and maintaining a healthy work-life

balance.

Remote work allows employees to customize their work schedules and environments, enhancing
job satisfaction. This resonates with Chatterjee et al. (2021) and Songsangyos and lamamporn
(2020), who highlight the advantages of remote work in managing work and personal life
seamlessly. The ability to choose optimal work hours and create a conducive workspace is
particularly valued, emphasizing employees' autonomy and control over their work conditions.
These findings align with the concept of virtual mobility discussed by Mékikangas et al. (2022),
demonstrating how technology enables practical work from various locations, contributing to a

balanced work-life dynamic. This flexibility reduces stress and enhances overall well-being,
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allowing employees to manage family obligations and personal interests more effectively. The
literature review by Babapour Chafi et al. (2021) underscores similar benefits, highlighting how
remote work can improve employees' quality of life by enabling them to allocate their time more

efficiently and maintain a healthier work-life balance.

Another finding is that remote work brings a sense of responsibility. This is consistent with the
arguments by Patanjali and Bhatta (2022) about the impact of autonomy on employee
performance. The intrinsic motivation derived from self-management and the freedom to tailor
work schedules and environments to individual preferences highlights the positive psychological
effects of remote work. This sense of responsibility fosters a productive work culture. It aligns
with Soroui's (2021) view that remote work can lead to broader economic and community

development opportunities by tapping into a dispersed talent pool.

The findings corroborate the enhanced productivity of remote work, as employees report being
more focused and efficient in their personalized work environments. This supports Felstead et al.
(2017), who found that remote workers often put in more effort and exhibit higher job
satisfaction. The ability to minimize distractions and work during peak productivity hours aligns
with the literature's emphasis on the flexibility of remote work improving overall performance.
This also addresses the challenge of maintaining productivity despite the lack of direct

supervision, as highlighted by Toniolo and Pitt (2021).

Despite its benefits, remote work also poses risks to productivity and can lead to burnout,
particularly when boundaries between work and personal life are blurred. The findings reveal
that remote workers often struggle to maintain a clear separation between work and home life,
leading to extended working hours and potential burnout. This echoes the concerns raised by
Ingusci et al. (2023) about the "autonomy paradox," where the freedom to work at any time can
result in an uneven work schedule and increased stress. Effective management of work-life

boundaries is essential to mitigate these risks and ensure sustained productivity and well-being.

The lack of community and teamwork is a notable disadvantage of remote work. The findings
indicate remote workers often feel isolated and disconnected from their colleagues, hindering
collaboration and team cohesion. This aligns with Morrison and Ruiz (2020), who discuss the

challenges of building a solid organizational culture in a remote setting. The absence of
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spontaneous interactions and informal learning opportunities in a virtual environment can
negatively impact team dynamics and communication. Prasad et al. (2020) also highlight the
difficulties older workers may face in adapting to remote work, exacerbating feelings of isolation

and exclusion.

The need for adequate office equipment and physical space is another challenge for remote
workers. The findings show that employees often need help with technical issues and need a
conducive work environment at home, impacting their productivity and job satisfaction. This
supports Shirmohammadi et al. (2022), who emphasize the importance of a suitable home office

setup for effective remote work. Providing employees with the necessary resources and technical

support is crucial to addressing these challenges and ensuring a productive remote work

experience.

Overall, the discussion highlights the multifaceted nature of remote work, encompassing benefits
such as flexibility and improved work-life balance alongside challenges like social isolation and
lack of office resources. These findings align with existing literature, emphasizing the need for
organizations to adopt comprehensive strategies that maximize the advantages of remote work
while addressing its inherent challenges. By fostering a supportive and well-resourced remote
work environment, companies can enhance employee satisfaction, productivity, and overall
well-being, contributing to sustainable organizational success in the evolving work landscape.
According to the development of social presence theory by Cummings and Wertz (2023),
communication tools must convey emotional signals to create a sense of presence and
connectedness among users. The study's participants reported feeling isolated and disconnected
due to the lack of face-to-face interactions and spontaneous office communications. These
experiences align with the theory's emphasis on the importance of immediacy and intimacy in
digital interactions. This theory helps explain why remote workers might feel isolated despite the
benefit of flexibility. The lack of nonverbal cues and reduced immediacy in digital
communication can hinder the development of strong social bonds and a sense of community

(Cummings & Wertz, 2023).

Our findings about remote workers' definition of a sense of belonging resonate with the literature

on belonging, emphasizing its influence on social and emotional health (Waller, 2021; Allen et



57

al., 2021). The importance of positive relationships, shared values with the company, and
receiving recognition in fostering a sense of belonging was highlighted by participants and
supported by studies (Allen et al., 2021; Waller, 2021; McClure et al., 2008). The sense of
belonging at work is consistent with the idea that belonging strengthens community ties and
shared identities (Goodman, 2022). The participants' emphasis on the importance of recognition
and alignment with organizational values aligns with this literature, highlighting the critical role
of these factors in fostering belonging. The literature and the current findings underscore the
interconnectedness of individual well-being and organizational success, highlighting the need for

inclusive and supportive work environments (Meese et al., 2024).

Our findings underscore the crucial role of organizational culture in fostering a sense of
belonging among employees. All participants highlighted organizational culture as a key factor,
which can be categorized into three main aspects: communication and teamwork, a positive
organizational climate, and open discussions with a feedback culture. These elements align with
the extensive literature that emphasizes the importance of organizational culture in enhancing

employee engagement and belonging (Tharp, 2009; Lampinen et al., 2018; Edmondson, 2018).

These findings revealed that frequent and high-quality communication, along with collaborative
teamwork, contributes to a sense of belonging. Participants noted that regular communication
with colleagues made them feel integrated into the organization, echoing Lampinen et al.'s
(2018) findings on the critical role of interaction in fostering belonging. Structured yet flexible
communication patterns, such as regular meetings and remote social sessions, were highlighted
as essential for maintaining a sense of community despite geographical dispersion. These
findings align with Edmondson's (2018) emphasis on psychological safety, where open

communication fosters mutual respect and collaboration.

The commitment to teamwork was evident through various activities designed to enhance team
cohesion. Participants described programs and activities that reinforced team spirit and collective
objectives, consistent with McClure and Brown's (2008) study, which emphasizes the importance

of empathy and collaboration in achieving a sense of belonging and professional fulfillment.

A positive organizational climate, characterized by support, inspiration, trust, and recognition,

was another key factor identified by participants. The company's efforts to create a strong sense
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of community through social events were highlighted as fostering engagement and connectivity,
supporting Tharp's (2009) notion of organizational culture as the "glue" that holds a company

together, enhancing employee health and business performance.

Feedback and recognition were also crucial elements. Participants appreciated positive feedback,
which is essential for feeling valued and motivated, as noted by Levett-Jones and Lathlean
(2009). Descriptions of an energizing and inspiring work environment, coupled with the
emphasis on safety, respect, and a supportive environment akin to a family, collectively
contribute to a nurturing workplace that promotes employees' sense of belonging and

commitment to the organization.

The importance of open discussions and a feedback culture was underscored by participants, who
valued environments where they could express themselves freely and receive constructive
feedback. The significance of a culture that allows for openness and transparency, fostering trust
and integrity, was highlighted. This aligns with Edmondson's (2018) concept of psychological
safety, where employees feel free to take risks and express divergent ideas without fear of

negative consequences.

Social identity theory suggests that individuals derive their self-concept from their membership
in social groups (Tajfel & Turner, 1979). This theory provides a framework for understanding
how remote workers form and maintain their social identities despite limited physical
interactions. The study's findings indicate that a positive organizational climate, characterized by
support, inspiration, trust, and recognition, plays a crucial role in fostering a sense of belonging.
Participants highlighted the importance of feeling part of a larger team, shared values, and a

collective purpose in enhancing their sense of belonging.

The emphasis on social identity theory is further supported by the notion that people are
motivated to prioritize groups of similar members, reinforcing their self-esteem through these
affiliations (Pillow et al., 2015; Ellemers & Haslam, 2012). Participants described how the
organizational culture promoted frequent and diverse interactions, which enhanced their sense of
belonging. This finding aligns with Leonardelli and Toh's (2011) argument that common
experiences and mutual support among team members are crucial for maintaining a strong sense

of belonging in remote work settings.
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The findings from this study highlight the role of leadership in fostering a sense of belonging
among employees, especially in the context of remote work. Participants underscored various
leadership traits such as appreciation, support, trust, listening, friendliness, and teamwork spirit
that contribute to a positive and inclusive work environment. These insights align with the
literature on leadership's impact on employee engagement and organizational success (Waller,

2021; Lampinen et al., 2018; Byrd, 2022).

Participants emphasized the impact of feeling appreciated by their leaders. Recognition from
colleagues and managers was noted as more important than financial rewards. This aligns with
Waller's (2021) findings that influential leaders who provide acknowledgment and appreciation
enhance overall team effectiveness. The emphasis on non-monetary recognition supports the idea
that intrinsic motivators play a crucial role in fostering a sense of belonging and engagement

(Levett-Jones & Lathlean, 2009).

The importance of supportive and friendly leadership was a recurring theme among participants.
They highlighted the value of having managers who coach and support their team members,
creating a safe and encouraging work environment. This resonates with Byrd's (2022)
exploration of inclusive leadership practices that emphasize empathy and genuine feedback.
Friendly and approachable leaders foster a comfortable and open workplace, enhancing

employees' sense of belonging (Byrd, 2022).

The spirit of teamwork under inclusive leadership was noted for maintaining a cohesive and
collaborative environment based on our findings. Organized team meetings and activities were
highlighted as critical for enhancing group dynamics and ensuring alignment among team
members. This supports the findings of Lampinen et al. (2018), who emphasize the role of
structured yet flexible interactions in building a cohesive work culture. Team-building activities
and in-person meetings, even if infrequent, were seen as vital for reducing feelings of isolation

among remote workers (Zoonen & Sivunen, 2021).

Participants noted the detrimental effects of leaders who fail to create a positive and inspiring
atmosphere, underscoring the importance of strategic leadership in fostering a sense of unity and

purpose within the workforce. This aligns with Santhanam's (2022) findings on the challenges of
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maintaining connectivity and inclusion in remote work environments, where infrequent

communication and lack of acknowledgment can lead to feelings of disconnection.

Identity-proximity theory posits that a stable self-concept requires the presence of others who act
as reflective surfaces, fostering mutual appreciation and a shared sense of connection (Pardede et
al., 2021). This theory, traditionally applied in psychological contexts, provides valuable insights
into workplace dynamics, particularly in remote settings where physical proximity is limited.
Our findings align with this perspective, highlighting that regular, meaningful interactions with
colleagues and leaders are crucial for maintaining a sense of belonging. Participants emphasized
the importance of frequent and high-quality communication, structured yet flexible
communication patterns, and the integration of high-performance behaviors and collective

objectives in fostering a cooperative and inclusive work environment.

The study revealed that effective communication and teamwork are pivotal in enhancing
employees' sense of belonging. Regular meetings, remote social sessions, and extensive
programs designed to enhance team cohesion were noted as contributors to a strong community
despite geographical dispersion. This aligns with Kohut's (1971, 1977) and Kohut et al.'s (1984)
work, which underscores the importance of mutual appreciation and shared values in reinforcing

self-identity and fostering a sense of belonging.

Research indicates that well-being is closely tied to a sense of belonging, which is influenced by
individual actions and perceptions such as working hard, helping others, and forming social
connections. Actively engaging, solving problems, and using our strengths at work enhance
belonging. Focusing on contributing, making a difference, and building relationships helps us
feel more integrated and appreciated. (Mohamed et al., 2014; Levett-Jones & Lathlean, 2009).
Participants in this study identified key personality traits that either enhance or diminish the
sense of belonging within their teams. Positive traits such as caring, kindness, friendliness,
gratitude, honesty, and teamwork were highlighted as crucial for fostering inclusion. Conversely,

traits like negativity, incompatibility, and shyness were seen as hindrances.

The significance of caring and kindness as personality traits was underscored by several

participants, who noted that colleagues' concern for their well-being and professional success
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contributed to their sense of belonging. This aligns with Lampinen et al.'s (2018) assertion that

feeling accepted and part of a group involves mutual trust and support.

Friendliness emerged as another personality trait. Participants described how expressing positive
emotions and appreciation towards colleagues created a supportive and inspiring work
environment. This supports the findings of Pardede et al. (2021), who emphasize the role of

emotional sharing in developing a sense of belonging from childhood through adulthood.

Honesty and trust were also pivotal. Participants valued transparent and honest communication,
which fostered a reliable and secure team environment. This resonates with Lazarus's (1991)
stress appraisal theory, where the availability of social support—rooted in trust—mitigates stress

and enhances well-being.

The theoretical perspective by Pardede et al. (2021), building on Lee and Robbins (1995),
emphasizes the importance of emotional sharing and the formation of social bonds in fostering a
sense of belonging. Our findings regarding personality traits support this theory by
demonstrating that caring, kindness, and friendliness contribute to creating a supportive and

inclusive workplace.

Lazarus's (1991) theory on stress and social support suggests that individuals seek emotional
support from their social networks when faced with stress. This aligns with our findings, where
traits like honesty and trust foster a safe environment for sharing and addressing concerns, thus

reinforcing the sense of belonging.

While text-based communication methods are useful for certain tasks, participants highlighted
their limitations in fostering a sense of belonging. Text communication often leads to
misinterpretations and needs more personal touch that video and voice interactions provide.
Participants noted that relying solely on text-based methods can result in misunderstandings due
to the absence of non-verbal cues, which are crucial for interpreting tone and intent. This aligns
with Sundstrém and Hasselryd's (2023) findings that remote work can weaken the bond between

team members and increase the potential for misunderstandings.

Our findings corroborate existing literature on the importance of social presence in digital

communication. The preference for video and voice calls and then email and text messages
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aligns with Our findings align with Kaneko's (2023) study and also Media Richness theory (Daft
& Lengel, 1990), which suggests that richer communication mediums, capable of conveying
multiple cues like tone and body language, are more effective for complex interactions.
Participants emphasized that video calls allow for more nuanced and accurate interpretation of

messages, reducing misunderstandings and fostering a sense of belonging.

However, our research also highlights a critical gap in the literature regarding the limitations of
text-based communication in remote work settings. While Social Information Processing Theory
(Tidwell & Walther, 2002) suggests that people can adapt to text-based communication and
establish connections similar to face-to-face interactions, our findings indicate that such
adaptations are often insufficient for maintaining a strong sense of belonging. Participants
pointed out that text-based methods can lead to misinterpretations and a lack of personal

connection, underscoring the need for more interactive and personal communication channels.

The findings also identified areas for improvement that are not mentioned a lot in the literature,
such as the lack of intimacy in larger group settings and the dominance of conversations by a few
individuals. Large meetings often became impersonal, focusing more on information sharing
than relationship building. The issue of interruptions in conversations can diminish an

individual's sense of value and belonging within the team.
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Chapter 7. Conclusion

In the final chapter, we address all three research questions formulated in Chapter 1.
Additionally, we provide theoretical and empirical contributions, along with our
recommendations for the case study company.

This thesis has explored three main questions. The initial question focused on how remote
workers in the case study company experience remote working. Subsequently, the research
investigated the factors and actions that can foster or hinder a sense of belonging among remote
workers. Finally, it identified strategies that the company can adopt to help remote employees

feel more included and connected.

Our findings reveal a nuanced view of remote work to address the initial question about remote
workers' experiences with remote work, highlighting both its benefits and challenges. Remote
work offers advantages, such as flexibility, autonomy, and balancing work with personal and
family responsibilities, contributing to overall job satisfaction and well-being. Employees value
the trust and responsibility inherent in remote work arrangements, which enhances productivity
and fulfillment. However, remote work also poses challenges, including feelings of isolation,
difficulties in team collaboration, and maintaining a strong organizational culture. These issues
are exacerbated in remote settings where remote workers may feel disconnected from
office-based colleagues. The need for dedicated office space and technical support at home can
also hinder efficiency. Overall, while remote work's flexibility and work-life balance are valued,
careful management and innovative strategies are essential to address the challenges of
connectivity, collaboration, and potential burnout.Analyzing gender differences in the sense of
belonging at work reveals nuanced variations: both male and female participants value alignment
with company culture and interpersonal relationships, but males emphasize cultural alignment
and organizational values. In contrast, females focus more on emotional connections and feeling
appreciated by colleagues and managers. These insights highlight the varied yet complementary

factors contributing to a sense of belonging for remote workers across genders.
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Our second research question examined how remote workers experience a sense of belonging at
work. According to our findings all the remote workers who participated in this study feel a
sense of belonging in the workplace. However, those who initially worked on-site and then
transitioned to remote work due to COVID-19 reported a stronger sense of belonging compared
to those who have always worked remotely..Their sense of belonging is fostered when they feel
valued, connected, and aligned with their colleagues and the organization's culture and values.
Positive interpersonal relationships, shared organizational values, recognition, effective
communication, and supportive leadership are critical in enhancing this sense of belonging.
Remote workers emphasize the importance of feeling part of a team, having their contributions
acknowledged, and aligning with the company's values and culture. Regular and meaningful
interactions, both virtual and in-person, play a significant role in maintaining and strengthening
these connections.Workers who have been with the company for a longer period feel a stronger
sense of belonging, describing the company as their family.Although all participants reported a
sense of belonging at their workplace , they identified teamwork and communication as
challenges in remote work. This issue is crucial for fostering a sense of belonging, as highlighted
by all respondents. If this problem is not addressed in the long term, the case study organization
may face difficulties in maintaining a strong sense of belonging among remote employees.

Moreover, our last question is: How do remote workers describe the factors that enhance or
diminish their sense of belonging within this workplace? Remote workers describe several
factors that enhance their sense of belonging, including positive relationships and teamwork.
Effective communication, including effective format and teamwork, are core elements that foster
a strong sense of community. Regular interactions, such as structured meetings and social events,
promote unity and collaboration. Alignment with the company's culture and values significantly
contributes to a sense of belonging, as employees feel connected when their values resonate with
the organization, even during challenging times. Feeling valued and acknowledged by colleagues
and managers is also crucial. Positive feedback, recognition of efforts, and a culture of
appreciation are more impactful than monetary rewards. Additionally, a supportive
organizational climate characterized by support, trust, inspiration, safety, and open discussions
enhances workplace engagement and connectivity. Inclusive leadership, with traits such as
appreciation, support, trust, active listening, friendliness, and promoting teamwork, creates a

positive and cohesive work environment. Traits such as caring, kindness, friendliness, gratitude,
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honesty, trust, and teamwork are fundamental in fostering an inclusive and supportive
environment where employees feel valued and connected. The communication channels plays an
essential role in enhancing a sense of belonging. Video and voice calls are preferred over
text-based communication methods such as emails or instant messages. Video calls, in particular,
allow for a better understanding of colleagues' emotions and intentions through facial
expressions and body language. This visual connection is important for fostering a sense of

belonging and team cohesion, especially in remote work environments.

On the other hand, factors that diminish the sense of belonging include a lack of intimacy in
larger groups, where meetings can become impersonal and focused on information dissemination
rather than building relationships. A culture where a few individuals dominate conversations and
silence others undermines team cohesion and individual value. Poorly structured meetings and
interruptions can alienate employees, reducing their sense of belonging and engagement.
Negative leadership styles that fail to inspire or appropriately guide the team can diminish the
workforce's sense of unity and purpose. Lastly, incompatible personality traits, such as
negativity, incompatibility, and shyness, can hinder a sense of belonging. Encouraging positive
traits like kindness, friendliness, gratitude, honesty, and teamwork is essential for creating an

inclusive and supportive environment where everyone feels valued and connected.

Our research contributes to the theoretical understanding of remote work dynamics and their
implications for employee well-being and organizational effectiveness. By highlighting the
complexities and dualities of remote work, our study extends the existing literature by providing
a nuanced view that balances the documented benefits with the often-overlooked challenges.
Previous studies have predominantly focused on the flexibility and autonomy offered by remote
work (Chatterjee et al., 2021; Songsangyos & Iamamporn, 2020). Our findings, however, reveal
that these benefits can be counterbalanced by drawbacks such as social isolation, communication
difficulties, and work-life balance issues. This dual perspective enhances the theoretical

framework by incorporating employees' voices who experience these challenges firsthand.

Our research integrates multiple theoretical perspectives, including social presence theory, social
identity theory, and identity-proximity theory, to explain remote work's psychological and social

dynamics. For instance, social presence theory (Cummings & Wertz, 2023) helps explain the
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feelings of isolation despite technological connectivity, while social identity theory (Tajfel &
Turner, 1979) and identity-proximity theory (Pardede et al., 2021) elucidate how remote workers
maintain their self-concept and sense of belonging through digital interactions. This
interdisciplinary approach provides a richer, more comprehensive theoretical framework for

future research.

Our research also offers some empirical insights for HR managers informing practical strategies
to enhance remote work experiences and outcomes, such as developing supportive remote work
environments, balancing flexibility with boundaries, enhancing digital communication tools and

leadership and organizational culture.

The findings underscore the necessity to create supportive remote work environments that
mitigate the identified challenges. HR managers can use these insights to design and implement
strategies such as regular virtual team-building activities, structured communication protocols,
and clear remote work policies. These strategies can help maintain team cohesion, improve
communication, and ensure employees feel connected and supported despite the physical

distance.

This study also highlights the importance of balancing the flexibility of remote work with the
need for clear boundaries to prevent burnout. Organizations should develop policies encouraging
employees to maintain a healthy work-life balance, such as setting designated work hours and
promoting regular breaks. By doing so, companies can harness the productivity benefits of

remote work while safeguarding employee well-being.

The research findings suggest that enhancing the social presence of digital communication tools
is crucial for fostering a sense of belonging among remote workers. HR managers should
prioritize investing in technologies that facilitate richer, more personal interactions, such as video
conferencing and virtual reality platforms. These platforms can convey nonverbal cues and

emotional signals more effectively than text-based methods.

Effective leadership and a positive organizational culture are critical in fostering a sense of
belonging and engagement among remote workers. HR managers should develop leadership

training programs emphasizing empathy, recognition, and support. Fostering an inclusive
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organizational culture through regular feedback, open discussions, and recognition programs can

enhance employee engagement and satisfaction.

Based on our findings and the empirical contributions discussed earlier, we recommend that our
case study company enhance its remote work policy by establishing more transparent policies
and boundaries. They should develop and implement clear remote work policies that outline
expectations regarding work hours, availability, and communication protocols to help employees
manage their time effectively and maintain a clear separation between work and personal life,
reducing the risk of burnout. To address the identified challenges of isolation and communication
breakdowns mentioned by participants, the company should implement structured virtual
team-building activities and regular check-ins. Additionally, the company should invest in
advanced communication tools that support high-quality video interactions and virtual
collaboration to bridge the gap between remote and in-person work experiences. Providing
employees with the necessary technical support and resources to establish an effective home
office is essential for maintaining productivity and job satisfaction. By implementing these
recommendations, our case study company can create a more supportive and efficient remote
work environment that enhances employee well-being, sense of belonging, and overall

organizational success.

Future investigations should delve into the intricacies of these relationships and examine the
long-term effects of sustained remote work on employee satisfaction and company culture. By
balancing these elements effectively, this company can foster a robust sense of belonging and
create a more inclusive, productive remote work environment. Moreover, while our qualitative
research provided valuable insights into remote workers' experiences within our specific
company, future studies could benefit from a mixed-methods approach. Integrating quantitative
surveys alongside qualitative interviews would offer a more comprehensive understanding of
remote workers' perspectives, allowing for broader generalizations and deeper insights into the
factors influencing job satisfaction and work-life balance in remote settings. Additionally, our
research focused on a single organization, suggesting the potential for similar studies in diverse
workplaces to further explore the nuances of remote work experiences across different contexts.

This approach would enhance the applicability and robustness of findings, contributing to a more
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comprehensive understanding of remote work dynamics and informing evidence-based practices

for organizations seeking to optimize remote work arrangements.
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Appendix 1- Table of Codes
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Theme

Secondary Codes

Initial Code

Flexibility and freedom

Flexibility
Freedom

Location independence

Drawbacks of remote
working

Task independency
. Inspiration

Personalize o

Sense of responsibility
. Concentration
Benefits of remote working

Productivity Providing a suitable work environment
Work efficiency

Save time Commuting

. Doing both work and home task

Work Life balance ome
simultaneously

Burnout Forgetting clock out

lack of community and
teamwork

Demotivation

Difficulties in conflict management
Feeling loneliness

Fewer spontaneous conversations
Lack of building relationship

Lack of constructive dialogue

Lack of office equipment

Lack of Proper Space

Technical equipment

Risk to productivity

lack of planning

Risk of missing business information
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Theme

Secondary Codes

Initial Code

Reason of feeling belonging

Organizational culture

Clear goals
Collaboration & teamwork
Connected culture
Feedback culture
Inspiration culture
Open discussions
Rewarding culture
Safe culture
Supportive culture
Talent management
Team building

Trustworthy culture

Company benefits

Basic Equipment

Professional relationships

Ease of customer engagement

Product quality and delivery

Format of communication

Video and voice Call

Inclusive leader

Appreciation approach
Authoritarian leadership
Friendly approach
Listening approach
spirit of team working
Supportive approach
Trust approach

Personality traits

Being caring
Being friendly
Being grateful
Being kind
Being welcomed

Honesty and trust

Spirit of team working
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Theme

Secondary Codes

Initial Code

Reasons of lack of sense of
belonging

Format of communication

Email, text , voice call

lack of intimacy

lack of informal communication
Lack of team building
Lack of understanding each other's feelings

Unpredictable behaviors

Lack of leadership skills

strategic approach

Not being listened

Ignoring behaviors
Interruption in conversation

No structured meeting

Personality traits

Being incompatible

Being shy

Enhancing sense of
belonging actions

Individuals' actions

Being friendly

being grateful

Being program oriented

Daily contact

Go to office regularly by planning
Supporting organizational values

Teamworking

Leaders' actions

Honest leadership

Setting clear goals

Supporting organization's culture and values
Team building activities

Transparent leadership

Organization's actions

Clear goals

Implementing certain values and culture
non virtual activities

Organizing family days

Setting conflict management culture

Sponsoring non virtual activities fees for
remote workers




