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N

This  report  i s  the second in a ser ies  of  comprehens ive

studies  across  e ight European countr ies  (Sweden,

I re land,  I ta ly ,  Czech Republ ic ,  Austr ia ,  Greece ,  Poland,

and Spain)  focus ing on the evolv ing landscape of

remote work.  Unl ike the f i r st  report ,  which de lved into

burnout among women working remote ly ,  th is  phase

emphas izes  the perspect ives  of  managers ,  leaders ,  and

coaches .  Our goal  i s  to understand the i r  chal lenges and

percept ions of  burnout in remote sett ings ,  thereby

aid ing in deve loping ef fect ive st rateg ies  to address

these i ssues .



The pr imary goal  of  th is  study i s  to de lve into the nuanced chal lenges and

perspect ives  of  managers ,  leaders ,  and coaches in the context of  remote

work,  with a part icu lar  focus on the i ssue of  burnout .  Fo l lowing our in i t ia l

research on burnout among women working remote ly ,  th is  phase a ims to

broaden the understanding of  how remote work impacts  those in manager ia l

ro les .  Key a ims inc lude:

Understanding the unique chal lenges faced by managers  in remote

work sett ings .

Gain ing ins ights  into managers '  percept ions and exper iences of

burnout .

Ident i fy ing ef fect ive st rateg ies  and pract ices  that managers  use to

mit igate burnout and promote wel l-be ing in remote teams.

Contr ibut ing to deve loping comprehens ive tools  and guide l ines to

support  healthy remote work cultures .

Purpose 
and aims
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Distr ibuted onl ine ,  Over 90 surveys captured quant itat ive

data on var ious aspects  of  remote work,  inc luding work

habits ,  burnout exper iences ,  and manager ia l  st rateg ies .

Hosted in each part ic ipat ing country ,  these sess ions

a l lowed for  group discuss ions and exchanges of

exper iences ,  enr ich ing the data with d iverse perspect ives

and col laborat ive ins ights .

Conducted with over  81  managers ,  leaders ,  and coaches ,

the interv iews of fered in-depth qual i tat ive ins ights  into

personal  exper iences ,  chal lenges ,  and coping mechanisms

in remote work sett ings .
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SURVEYS

INTERVIEWS

FOCUS

GROUPS

This  study employed a mixed-methods approach to gather  both qual i tat ive

and quant itat ive data ,  prov id ing a robust analys i s  of  the remote work

envi ronment f rom a manager ia l  perspect ive .  The methodology inc luded:

Methodology
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The study encompassed a wide range of  profess ionals ,  pr imar i ly  in manager ia l

ro les ,  across  e ight European countr ies .  The demographic breakdown of  the

part ic ipants  i s  as  fo l lows:

Participant
demographics

Profess ional roles
The major i ty of  the part ic ipants  (62%) were managers ,

supplemented by team leaders ,  HR staf f ,  coaches ,  and

tra iners .

Exper ience with burnout
A s igni f icant port ion of  part ic ipants  had f i r sthand exper ience with burnout ,

both personal ly  and with in the i r  teams.  Spec i f ica l ly ,  63% of managers

reported personal  encounters  with burnout ,  whi le  74% observed i t  among

thei r  team members ,  h ighl ight ing the preva lence and impact of  burnout in

manager ia l  ro les .

Gender distr ibut ion
Ref lect ing gender d ivers i ty in leadersh ip ,  64% of

part ic ipants  were women,  and 36% were men,

of fer ing var ied perspect ives  across  gender l ines .

62%

64%
36%



Th
e M

ana
ger's Perspective 

Having two s ides to a story i s  cruc ia l  for  a comprehens ive and

balanced understanding of  any s i tuat ion.  In th is  part  of  our study,  

we have gathered ins ights  f rom managers  with d iverse profess ional

backgrounds and a var iety of  manager ia l  and leading ro les .  The

major i ty of  the part ic ipants  in th is  study were managers  (62%).  The

rest  were a l l  in  s imi lar  senior  and leading ro les ,  such as Team leaders ,

HR Staf f ,  Coaches ,  and Tra iners .  Out of  these ,  64% were women and

36% were men.

To start  tackl ing the widespread problem of  burnout in the workplace

and to address  the preva lent i ssue of  burnout with in the workplace ,

i t  i s  noteworthy that a s ign i f icant port ion of  the managers  in the

e ight countr ies  have f i r sthand exper ience with the i ssue of  burnout .

63% of the managers  have personal ly  encountered burnout .

Furthermore ,  74% of the managers  have exper ience with burnout

among employees .  This  data h ighl ights  the urgent and imperat ive

nature of  address ing burnout ,  g iven i ts  widespread impact on both

managers  and the i r  teams.

5
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Our study explores  the mult i faceted chal lenges faced by managers  and

leaders  in remote work envi ronments .  Drawing ins ights  f rom var ious

European countr ies ,  we have categor ized the 15  ident i f ied chal lenges into

f ive key d imens ions :  Soc ia l ,  Personal ,  Cultura l ,  P lanning ,  and Pract ica l .  This

report  prov ides an in-depth analys i s  of  each dimens ion,  enr iched by

manager ia l  perspect ives  and pract ica l  exper iences across  d i f ferent cultura l

and organizat ional  contexts .

8

Conducted with over  81  managers ,  leaders ,  and

coaches ,  the interv iews of fered in-depth qual i tat ive

ins ights  into personal  exper iences ,  chal lenges ,  and

coping mechanisms in remote work sett ings .

Chal lenges inc lude d i f f icu lt ies  in forming personal  bonds ,

integrat ing into company culture ,  and fee l ing part  of  a team.

Managers  h ighl ighted the importance of  st ructured soc ia l

interact ions and proact ive communicat ion st rateg ies  to

mit igate fee l ings of  i so lat ion and enhance team cohes ion.

SOCIAL

DIMENSION

PERSONAL

DIMENSION

Analysis through
the Five
Dimensions
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CULTURAL

DIMENSION

PLANNING

DIMENSION

PRACTICAL

DIMENSION

Cultura l  and indiv idual  d i f ferences impact remote work

dynamics ,  with an emphas is  on trust  and mutual

understanding .  Managers  st ressed the importance of

cultura l  sens i t iv i ty and indiv idual ized approaches to

foster  a support ive remote work envi ronment .

This  inc ludes lack of  competencies ,  t ra in ing

opportunit ies ,  compl iance with regulat ions ,  and

technica l  inf rastructure .  Managers  emphas ized the need

for  ongoing sk i l l  deve lopment ,  robust IT support ,  and

adherence to lega l  and safety standards in remote work

setups .  

Dist ract ions ,  lack of  contro l ,  and work- l i fe  ba lance

issues are preva lent in remote sett ings .  E f fect ive

planning and t ime management st rateg ies ,  a longs ide

f lex ib le  work pol ic ies ,  were ident i f ied as  key to

address ing these chal lenges .



This is how we have
divided the challenges

into the different
dimensions: 

SOCIAL

DIMENSION

PERSONAL

DIMENSION

CULTURAL

DIMENSION

PLANNING

DIMENSION

PRACTICAL

DIMENSION
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Dif f icu lt ies  in foster ing team cohes ion.

Poor communicat ion and insuf f ic ient feedback.  

Lack of  competencies .  

Di f f icu lty establ i sh ing personal  connect ions .  

Mental  and emotional  st ra in .

Low employee mot ivat ion.

Var iances in cultura l  and indiv idual  backgrounds .  

Work- l i fe  ba lance

Creat ing and ass imi lat ing organizat ional  cu lture .

I ssues with t rust ,  e i ther  insuf f ic ient or  misused.

Dist ract ions .

L imited manager ia l  contro l .

Inabi l i ty  to provide adequate t ra in ing .

Compl iance and regulat ions .  

Lack of  technica l  inf rastructure .



To gain a comprehensive understanding of these 

chal lenges ,  we analyzed them through 

four analyt ical  lenses :

Perception & Feel ing 

This  perspect ive extends beyond mere facts  to grasp the subject ive

exper iences and emotions of  managers  deal ing with remote work.  I t

encompasses the i r  ins ights  on burnout ,  ident i fy ing problems,  and devis ing

ef fect ive management st rateg ies .

01

02Structure & Processes 

This  aspect examines the cr i t ica l  inf luence of  organizat ional  f rameworks and

methodologies  on remote employee management .  I t  underscores  the

necess i ty of  st ructured methods for  handl ing work,  t ime,  and dai ly  rout ines

in remote contexts .  E f fect ive st ructures  and processes  are p ivota l ,  as  they

enable managers  to lead teams more ef f ic ient ly ,  part icu lar ly  in remote

envi ronments where the lack of  these e lements can introduce addit ional

chal lenges .

11



04Culture & Norms
 

 This  lens focuses on the impact of  cu ltura l  norms,  the col lect ive ,  accepted

systems of  be l ie fs  and pract ices  that def ine a cultura l  group.  We analyzed

how these norms shape dai ly  interact ions and inf luence the health and wel l-

be ing of  remote teams.  Each chal lenge i s  v iewed through th is  lens to

understand the p ivota l  ro le  cultura l  norms p lay in shaping team dynamics

and overa l l  group health .

Perception & Feel ing 

Leadership & Sel f-Leadership

Our invest igat ion de lves into the nuances of  leadersh ip and se l f-d i rect ion in

remote work scenar ios .  We explore the impact of  absent in-person

leadersh ip and how managers  can innovat ive ly adapt to provide ef fect ive

guidance f rom afar .  The study reveals  the growing need for ,  and the

evolv ing nature of ,  leadersh ip with in remote or  hybr id work sett ings .  I t

underscores  the he ightened demand on leaders  to deve lop enhanced

communicat ion sk i l l s  and the abi l i ty  to read others  in the absence of

phys ica l  interact ions .

03

12
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KEY FINDINGS AT GLANCE 
●  A s ign i f icant 24% of managers  regular ly  work overt ime,

indicat ing a potent ia l  normal izat ion of  extended working hours .

●  Whi le  57% of workplaces have menta l  hea lth pol ic ies ,  a

concern ing 30% do not ,  s ignal ing a gap in employee support

st ructures .

●  A major i ty (64%) agree on the pr ior i ty of  employee wel l-

be ing

●  85% of managers  report  that they are aware of  the i r  inf luence

on employee wel l-be ing .  

●  92% would act upon not ic ing burnout in the i r  team, but 60%

lack or  are unsure about st rateg ies  to prevent i t .

●  39% of managers  report  an absence of  pol ic ies  regard ing

divers i ty ,  equity and inc lus ion,  suggest ing room for  improvement .

●  75% view contact ing employees outs ide work hours  as

inappropr iate ,  but 25% do not recognize th is  as  a cruc ia l

boundary .

●  42% have measures  to mot ivate employees ,  whi le  38% do not

bel ieve mot ivat ion i s  so le ly  the employee 's  respons ib i l i ty .

●  40% think remote working i s  easy for  employees ,  indicat ing

var ied percept ions on i ts  chal lenges .

●  83% can recognize st ress  in employees ,  but only 45% model

se l f-awareness  and se l f-care ef fect ive ly .

●  High trust  leve ls  (84%) in employee per formance are

reported,  with 93% of managers  conduct ing regular  check- ins .

●  40% disagree with the pr inc ip le  of  count ing any hours  as  long

as work i s  completed.
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Analys i s  of  remote work leg is lat ion in Poland,  the Czech Republ ic ,  Sweden,

Austr ia ,  I re land,  Spain ,  Greece ,  and Ita ly  i s  prov ided,  of fer ing a comparat ive

perspect ive on how di f ferent European countr ies  approach remote work.

Poland

From Apr i l  7 ,  2023 ,  Pol i sh leg is lat ion a l lows for  fu l l  or  part ia l  remote work,

subject  to agreement between the employee and employer .  The new Labor

Code provis ions introduce "occas ional  remote work,"  a l lowing up to 24 days

per  year ,  requestable in paper or  e lectronic form. This  opt ion i s  des igned to

of fer  f lex ib i l i ty  for  s i tuat ions l ike fami ly  care needs .

Czech Republ ic

In the Czech Republ ic ,  the focus i s  on balanc ing work and fami ly  l i fe ,  with

a t rend towards increas ing part-t ime work opportunit ies .  This  sh i f t  a ims to

prevent burnout and support  gender equal i ty in the workforce ,  where

women compr ise around 50% of the labor market .

Regional differences
(legal policies)
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Sweden
Swedish laws ,  such as the Parenta l  Leave Act ,  emphas ize gender equal i ty

and work- l i fe  ba lance .  Whi le  progress ive ,  these pol ic ies  may inadvertent ly

af fect  women's  career  progress ion and earn ing potent ia l  due to longer

parenta l  leaves .  The chal lenges of  re-enter ing the workforce and managing

remote work are a l so noted.

Austr ia
In Austr ia ,  near ly  ha l f  of  the labor force i s  female (47%),  supported by

publ ic  and pr ivate in i t iat ives .  The 2017 Austr ian Act ion Plan for  Women's

Health ,  part  of  the annual  Austr ian Women's  Health Dia logue,  focuses on

mental  hea lth ,  equal  opportunit ies ,  and st rengthening women's  se l f- image.

I re land
The 'Work-L i fe  Balance Bi l l '  in  I re land,  await ing f ina l izat ion,  wi l l  a l low

employees to request  remote working .  Employers  must provide reasonable

grounds for  any refusa l .  The Workplace Relat ions Commiss ion (WRC) wi l l

publ i sh a Code of  Pract ice to guide the management of  these requests .

Spain
Spain ’ s  remote working regulat ions ,  deta i led in the Spanish Workers ’

Statute and Law 10/2021 ,  requi re a formal  agreement between employee and

employer .  The law mandates employer  respons ib i l i ty  for  work-re lated

expenses and equipment ,  emphas iz ing voluntary and revers ib le  nature of

remote work arrangements .
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Greece

Greek law st ipulates  that employers  cover  the costs  assoc iated with

te leworking ,  inc luding equipment and maintenance .  Technica l  support  must

be provided,  with obl igat ions extending to employee-owned equipment in

certa in c i rcumstances .

I ta ly

I ta l ian leg is lat ion (Leg is lat ive Decree n .  81/2017)  out l ines the f ramework for

remote work,  emphas iz ing mutual  agreement and spec i f ic  protect ions for

parents  and those with health condit ions .  The law di f ferent iates  between

'smart  working '  and ' te leworking , '  each with unique regulat ions .

Many countr ies  have passed leg is lat ion to address  the new log ist ica l  and

structura l  lega l  chal lenges that have ar i sen that have ar i sen due to new

work models .  However ,  the leg is lat ion var ies  f rom country to country ,  and

there i s  no one-s ize-f i ts-a l l  approach.  The leg is lat ion in each country

ref lects  the unique needs and c i rcumstances of  that country .  For  example ,

some countr ies  have focused on ensur ing that employees have the r ight to

disconnect f rom work outs ide normal  working hours ,  whi le  others  have

focused on ensur ing that employees have access  to the necessary equipment

and tools .  The d i f ferences in leg is lat ion can have an impact on the way that

remote work i s  implemented and managed in d i f ferent countr ies .  I t  i s

important for  employers  and employees to be aware of  the leg is lat ion in

the i r  country and to ensure that they are comply ing with i t .
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DIFFICULTIES IN FOSTERING TEAM COHESION

Col laborat ion and team bui ld ing can be very d i f f icu lt :  I t  can be

di f f icu lt  to create a sense of  togetherness and camarader ie  among

distant team members .  I t  i s  a lso so chal lenging to deve lop trust ,

cooperat ion,  and a strong team when there are no face-to- face

encounters .

                                                             ~ Manager ,  Austr ia  

Creat ing a serene and re laxed atmosphere in the workplace i s

essent ia l  to prevent burnout ,  and promote hor izontal  d ia logue.

Addit ional ly ,  valu ing the indiv idual  and team's work and always

being k ind he lps maintain a certa in balance .

                                                                ~ Manager ,  I ta ly

I t  i s  important to foster  a sense of  community and connect ion

among remote workers  with regular  v i rtual  soc ia l  events ,  cof fee

breaks ,  and team-bui ld ing act iv it ies .

                                                             ~ Manager ,  Sweden

THE SOCIAL
DIMENSION
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The chal lenge of  foster ing team cohes ion in a remote sett ing extends

beyond s imply connect ing people through dig i ta l  means .  I t  encompasses the

creat ion of  a shared team ident ity ,  nurtur ing a sense of  be longing ,  and

ensur ing that every team member fee ls  va lued and integrated.  In remote

teams,  the absence of  casual ,  in-person interact ions that organica l ly

contr ibute to team bonding presents  a unique obstac le .  Managers  must

therefore be proact ive and intent ional  in the i r  e f forts  to br idge th is  gap.

This  d i f f icu lty i s  compounded by the d iverse nature of  remote teams.

Di f ferences in cultura l  backgrounds ,  communicat ion sty les ,  and work

preferences can lead to misunderstandings or  fee l ings of  i so lat ion among

team members .  Managers  are tasked with not only recogniz ing these

di f ferences but a l so leverag ing them to enhance team dynamics and

col laborat ion.

In the dynamic wor ld of  remote work,  one of

the most prominent chal lenges faced by

managers  i s  foster ing team cohes ion.  As teams

become increas ing ly d ispersed,  phys ica l ly

separated by geographica l  d istances ,  and often

operat ing across  var ious t ime zones ,  the

tradit ional  methods of  bui ld ing and mainta in ing

a uni f ied team spi r i t  are no longer  as  ef fect ive .

This  new era of  work demands innovat ive

approaches to cult ivate a sense of  togetherness

and col lect ive purpose among team members

who may never  meet face-to-face .
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Perception & Feel ing

 This  lens h ighl ights  the emotional  and psychologica l  aspects  of  the

chal lenge .  In remote sett ings ,  team members  and managers  might fee l

d isconnected due to the lack of  phys ica l  presence and informal  interact ions .

This  can lead to fee l ings of  i so lat ion or  a sense of  be ing out of  sync with

the team. For  instance ,  a manager  might perce ive a decrease in team mora le

and f ind i t  chal lenging to gauge and address  the emotional  needs of  team

members  who fee l  detached.

Structure & Processes

 F rom this  perspect ive ,  the chal lenge involves the creat ion and

implementat ion of  st ructures  and processes  that support  team cohes ion in a

v i rtua l  envi ronment .  Without the natura l  bonding that occurs  in a phys ica l

of f ice ,  managers  need to des ign de l iberate act iv i t ies  and communicat ion

protocols  to foster  a sense of  unity .  An example of  th is  could be d i f f icu lty

in schedul ing regular  team meet ings or  act iv i t ies  that accommodate

di f ferent t ime zones ,  h inder ing the deve lopment of  a st rong team bond.
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Leadership & Sel f-Leadership

 This  angle focuses on the ro le  of  leadersh ip in cult ivat ing team cohes ion.

The chal lenge for  managers  i s  to lead by example in bui ld ing a cohes ive

team, which inc ludes deve loping sk i l l s  in v i r tua l  team management and

communicat ion.  Addit ional ly ,  se l f- leadersh ip i s  cruc ia l  as  managers  must

cont inuous ly learn and adapt to the changing dynamics of  remote work.  A

common chal lenge might be a manager ’ s  inabi l i ty  to ef fect ive ly mediate

conf l icts  or  fac i l i tate team-bui ld ing act iv i t ies  in a v i r tua l  sett ing ,  which are

essent ia l  for  mainta in ing team unity .

Culture & Norms

 Through th is  lens ,  the chal lenge i s  seen in the context of  cu ltura l  d ivers i ty

and norms with in remote teams.  Managers  must navigate and harmonize

di f ferent cultura l  expectat ions and working sty les ,  which can be a complex

task in a remote envi ronment .  For  example ,  a  manager  might st ruggle to

create a team culture that respects  and integrates d iverse communicat ion

sty les  and work habits ,  potent ia l ly  leading to misunderstandings and a lack

of cohes ive team ident ity .  
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POOR COMMUNICATION 

AND INSUFF IC IENT FEEDBACK

Managers  f rom di f ferent focus groups d iscussed the chal lenges

encompassed by communicat ion d i f f icu lt ies  due to the absence of  face-to-

face interact ion and potent ia l  mot ivat ion i ssues stemming f rom the lack of

soc ia l  interact ion.  ‘C lear  Communicat ion i s  v i ta l ’  was the consensus of  the

major i ty of  part ic ipants .  Workplaces need c lear  guide l ines and

communicat ion to prevent st ress  and uncerta inty .

Highl ight ing the need for  indiv idual  so lut ions ,  you can argue that the

employee in th is  case d idn ’t  understand or  wanted to reveal  the i r  inabi l i ty

to de l iver  but you could a lso argue that there i s  a  lack of  support  and

guidance f rom the managers ,  who in the end are respons ib le  for  the resu lt .  

One manager  stated:  

Remote work is  l ike an iceberg;  we only see the t ip of it ,  or

basical ly what employees want to show us.  I ’ve exper ienced

stubbornness f rom some employees who were not good when

working remotely ,  st i l l ,  they didn’t want to admit that

remote work might not be for them. Remote work is  a r ight of

everyone but it  does not work for everyone.  

- Manager Austr ia
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Feedback,  how to g ive and perce ive feedback i s

perce ived as a b igger  chal lenge working remote ly .

One manager  emphas ized the need for  a feedback

structure .

Establ ish a regular feedback mechanism where employees

can voice their  concerns ,  chal lenges ,  or suggest ions re lated

to remote work.
                                           

                                              

-   Manager ,  Sweden

Perception & Feel ing

This  lens focuses on the emotional  and psychologica l  e f fects  of

communicat ion barr iers  in remote work.  Managers  may fee l  d isconnected

from thei r  team, leading to a lack of  understanding of  the i r  team’s  t rue

sent iments and concerns .  Employees ,  in turn ,  might fee l  underva lued or

unheard ,  creat ing a sense of  i so lat ion.  For  instance ,  the Austr ian manager ' s

analogy of  remote work as an ' iceberg '  re f lects  th is  perspect ive ,  indicat ing

that only a f ract ion of  employee i ssues are v i s ib le  to management ,  leav ing

deeper problems unrecognized and unaddressed.
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Structure & Processes

From this  perspect ive ,  the chal lenge l ies  in establ i sh ing ef fect ive

communicat ion channels  and feedback mechanisms in a remote sett ing .

Without st ructured processes ,  c ruc ia l  informat ion can be missed,  and

employees may not rece ive the guidance they need.  The suggest ion f rom the

Swedish manager  to establ i sh a regular  feedback mechanism exempl i f ies  the

need for  st ructured processes  that ensure cons istent and c lear

communicat ion,  enabl ing managers  to stay informed and respons ive to the i r

team's  needs .

Leadership & Sel f-Leadership

This  aspect h ighl ights  the ro le  of  leadersh ip sk i l l s  in address ing

communicat ion i ssues .  The chal lenge for  managers  i s  to lead by example ,

demonstrat ing ef fect ive communicat ion,  and act ive ly seeking feedback.  I t

a l so involves se l f- re f lect ion and se l f- improvement in communicat ion sk i l l s .

The Austr ian manager ’ s  exper ience with employee stubbornness  points  to a

need for  leaders  to deve lop st rateg ies  to engage with and support

employees who may struggle with remote work,  ensur ing open l ines of

communicat ion
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Culture & Norms

The chal lenge here i s  about a l ign ing and integrat ing d iverse communicat ion

sty les  and expectat ions across  d i f ferent cultura l  backgrounds with in remote

teams.  Managers  must navigate these d i f ferences to create an inc lus ive

communicat ion culture where a l l  team members  fee l  comfortable shar ing

thei r  thoughts and feedback.  One manager  sa id “Talk to somebody.  I f  the

workload fee ls  too heavy ,  see i f  you can share i t .  Open communicat ion i s  so

important” Manager I re land 

Of course that requi res  a culture where i t  fee l s  ok and you’ re  encouraged to

share those fee l ings without consequences .  The i ssue ra i sed by the Swedish

manager  about establ i sh ing a feedback st ructure a l so ref lects  th is  need,

h ighl ight ing how cultura l  norms around communicat ion and feedback can

vary and the importance of  accommodat ing these d i f ferences in a remote

sett ing .
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LACK OF 

COMPETENCIES  

In the swi ft ly  evolv ing landscape of  remote work,  a cr i t ica l  chal lenge that

cons istent ly  sur faces i s  the lack of  competencies  among managers .  As

organizat ions t rans i t ion to remote or  hybr id models ,  the sk i l l  sets  requi red

for  ef fect ive management undergo a s ign i f icant t ransformat ion.  Tradit ional

manager ia l  sk i l l s ,  whi le  st i l l  re levant ,  are no longer  suf f ic ient .  Managers  f ind

themselves navigat ing an ent i re ly  new terra in ,  where competencies  in d ig i ta l

communicat ion,  v i r tua l  team leadersh ip ,  and remote employee engagement

become paramount .

This  chal lenge i s  not just  about the technica l  sk i l l s  requi red to use remote

work tools  but a l so encompasses a broader spectrum of  competencies .  These

inc lude the abi l i ty  to mainta in team cohes ion without phys ica l  presence ,

understanding the nuances of  v i r tua l  team dynamics ,  and the capabi l i ty  to

support  the wel l-be ing of  team members  f rom a d istance .  Furthermore ,

managers  are requi red to be adept in handl ing the complex it ies  that ar i se

f rom a d ispersed workforce ,  such as coordinat ing across  t ime zones ,

managing v i r tua l  workf lows,  and foster ing a sense of  be longing and

inc lus ion among remote employees .
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The lack of these competencies can lead to a range of i ssues ,  f rom

decreased team productiv ity and morale to increased feel ings of

isolat ion among employees .  As the nature of work continues to evolve ,

equipping managers with the r ight ski l l s  and competencies for remote

leadership becomes not just benef ic ia l ,  but essent ia l  for the success and

sustainabi l i ty of remote work arrangements .

Perception & Feel ing

From this  lens ,  the chal lenge i s  t ied to the fee l ings and percept ions of

inadequacy or  unpreparedness  among managers .  They might fee l  overwhelmed

or anxious about not having the necessary sk i l l s  to ef fect ive ly lead a remote

team. This  can lead to a decrease in conf idence and af fect  the i r  dec is ion-

making abi l i t ies .  An example of  th is  i s  a  manager  fee l ing uncerta in about us ing

dig i ta l  tools  for  team col laborat ion,  which can hinder  ef fect ive communicat ion

and create a barr ie r  in connect ing with the team.

Structure & Processes

 Through th is  perspect ive ,  the chal lenge i s  seen in the context of

organizat ional  systems and workf lows.  The lack of  competencies  might

mani fest  in inef f ic ient or  inadequate st ructures  for  remote work.  Managers

might st ruggle to implement ef fect ive remote working processes  or  fa i l  to

adapt ex ist ing workf lows to su it  a v i r tua l  envi ronment .  For  instance ,  a

manager  may f ind i t  chal lenging to coordinate team act iv i t ies  across  d i f ferent

t ime zones due to a lack of  exper ience in remote schedul ing and planning .
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Leadership & Sel f-Leadership

 This  angle h ighl ights  the chal lenge in the rea lm of  leadersh ip deve lopment

and se l f- improvement .  Managers  may face d i f f icu lt ies  in leading and

motivat ing the i r  teams f rom a d istance due to a lack of  t ra in ing in remote

leadersh ip .  The chal lenge a lso l ies  in se l f- leadersh ip ,  where managers  need

to recognize the i r  sk i l l  gaps and seek opportunit ies  for  personal

deve lopment .  An example here could be a manager  st ruggl ing to mainta in

team mora le remote ly ,  not having deve loped the necessary sk i l l s  to engage

and inspi re  the i r  team v i rtua l ly .

Culture & Norms

 F rom the cultura l  perspect ive ,  the chal lenge involves integrat ing and

adapt ing to d iverse work pract ices  and expectat ions in a remote sett ing .

Managers  may lack the competencies  requi red to manage a cultura l ly  d iverse

team, leading to miscommunicat ions and a lack of  cohes ion.  This  i s  ev ident

when a manager  fa i l s  to recognize and address  cu ltura l  d i f ferences in

communicat ion sty les ,  which can resu lt  in misunderstandings and decreased

team ef fect iveness .
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DIFFICULTY ESTABLISHING PERSONAL CONNECTIONS

THE PERSONAL
DIMENSION

The abi l i ty  to connect personal ly  with employees i s  not just  a n icety ;  i t ' s  a

cr i t ica l  component of  e f fect ive leadersh ip .  Personal  connect ions foster

t rust ,  enhance team cohes ion,  and are essent ia l  for  understanding and

responding to the indiv idual  needs of  team members .  However ,  in  the

absence of  face-to-face interact ions ,  managers  must f ind new ways to

br idge the phys ica l  d istance .  They need to create an envi ronment where

meaningfu l  connect ions can f lour i sh despite the lack of  phys ica l  prox imity .

This  chal lenge i s  part icu lar ly  pronounced in remote sett ings ,  where d ig i ta l

communicat ion replaces the nuances of  in-person interact ions .  Managers

must adapt the i r  leadersh ip sty les  to mainta in a sense of  connect ion and

engagement ,  ensur ing that each team member fee ls  seen,  heard ,  and va lued.

This  t rans i t ion ca l l s  for  a re imagin ing of  t radit ional  management pract ices

and a deeper  understanding of  the tools  and techniques that fac i l i tate

connect ion in a d ig i ta l  wor ld .
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Perception & Feel ing:

The chal lenge to create connect ions can be rooted in the emotional  and

psychologica l  impact of  a remote work sett ing ,  creat ing new structures  and

behaviors  that managers  need to adapt to .  As employees ,  managers  might

struggle with a sense of  d isconnect ion f rom thei r  team, leading to fee l ings

of  i so lat ion and a decreased abi l i ty  to empathize with team members .  Many

part ic ipants  in our study spoke about the d i f f icu lt ies  in ‘Reading a room’ ,

let  a lone forming re lat ionships and bonds espec ia l ly  i f  there has been no

prev ious in-person contact .  I t  requi res  knowledge ,  know-how on how to

communicate and connect and a t ransparency about the fact  that no one

has the correct  answers ,  we are a l l  t ry ing to f igure i t  out and that

complex ity wi l l  a lways ex ist  when ta lk ing about making connect ions s ince

we are humans .

ken for  granted.  



30

Structure & Processes :

The chal lenge here involves the d i f f icu lty in repl icat ing the spontaneous

and organic interact ions that occur in a phys ica l  of f ice sett ing .  Managers

might f ind i t  hard to create st ructures  that encourage casual  yet  meaningfu l

interact ions in a v i r tua l  envi ronment .  An example i s  the st ruggle to

fac i l i tate informal  'water  cooler '  conversat ions in a d ig i ta l  workspace ,

which are cruc ia l  for  bui ld ing personal  connect ions and understanding team

dynamics .  In an ‘ in-person’  work day ,  there would be a st ructure to the day ,

a beginning ,  a middle ,  and an end,  and everyone would s imi lar ly  t rave l

through th is  day ,  hav ing cof fee breaks ,  water  cooler  moments ,  lunch breaks ,

enter ing the bui ld ing ,  leav ing the bui ld ing etc ,  a l l  of  these processes  hold

within them the opportunity to form soc ia l  bonds ,  without them, i t  i s

d i f f icu lt  for  the natura l  f low to appear .  But i t  doesn ’t  mean that we can’t

create new structures  and adapt to a new dig i ta l  env i ronment ,  i t  h ighl ights

the importance of  taking t ime and energy into creat ing new forms that work

in a new envi ronment ,  something that we might before have taken for

granted.  

Leadership & Sel f-Leadership:

From this  perspect ive ,  the chal lenge i s  adapt ing leadersh ip sty les  to su it

remote interact ions .  Managers  face the d i f f icu lty of  prov id ing ef fect ive

guidance and support  without the benef i t  of  phys ica l  presence and non-

verbal  cues .  A common example i s  the chal lenge of  conduct ing per formance

rev iews remote ly ,  where understanding subt le  cues about an employee ’s

react ions and comfort  leve ls  i s  harder ,  potent ia l ly  leading to less  e f fect ive

feedback and guidance .
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Culture & Norms:

The chal lenge here l ies  in accept ing that we have to adapt to change,

managers  have to accept the fact  that surroundings are d i f ferent and start

navigat ing and integrat ing new forms of  working .  Some things such as how

we bui ld bonds between col leagues might have been a sk i l l  that we took for

granted in a phys ica l  wor ld where we now have to f ind new ways .

 With the expanding g lobal  ta lent pool ,  another  perspect ive emerges ,  the

chal lenge of  harmoniz ing the d iverse cultura l  norms of  remote teams hai l ing

f rom di f ferent parts  of  the wor ld .  Craft ing a cohes ive team culture that

embraces the wide ar ray of  backgrounds and pract ices  of  team members  can

be a s ign i f icant undertaking .  For  instance ,  a manager  might f ind i t

chal lenging to establ i sh a common ground for  team interact ions that

respects  d i f ferent t ime zones ,  communicat ion sty les ,  and work- l i fe

boundar ies ,  leading to potent ia l  misunderstandings and conf l icts .
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MENTAL AND EMOTIONAL STRAIN

When you can't see your employees ,  you can't see their

struggle .  You have to re ly on them to te l l  you. This does not

always happen. With remote working,  it  is  harder to see the

red f lags that would s ignal depress ion or mental health issues .

   

                                                      -  Manager ,  I re land                 

In the rapid ly evolv ing landscape of  remote work,  a s ign i f icant yet often

understated chal lenge for  managers  i s  ident i fy ing and address ing menta l  and

emotional  st ra in in the i r  team members .  The sh i f t  to remote work has

redef ined workplace interact ions and envi ronments ,  leading to new stressors

that can impact employees '  menta l  hea lth and emotional  wel l-be ing .  This

s i tuat ion poses a unique chal lenge for  managers  who are now requi red to be

more attuned to the subt le  s igns of  d ist ress  that can eas i ly  go unnot iced in

a v i r tua l  sett ing .

The absence of  phys ica l  cues and the inherent l imitat ions of  d ig i ta l

communicat ion make i t  more d i f f icu lt  for  managers  to detect changes in an

employee 's  behavior  or  mood that might indicate st ress  or  emot ional

d i f f icu lt ies .  This  chal lenge i s  compounded by the fact  that employees

working remote ly may fee l  less  inc l ined to share the i r  st ruggles  openly ,

e i ther  due to the impersonal  nature of  v i r tua l  interact ions or  the perce ived

lack of  a support ive envi ronment .
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Moreover ,  the b lurr ing of  boundar ies  between work and personal  l i fe  in

remote sett ings can further  exacerbate menta l  and emotional  st ra in among

employees .  Managers  are now faced with the task of  not only recogniz ing

these s igns but a l so provid ing appropr iate support  and resources whi le

respect ing the personal  boundar ies  of  the i r  team members .

Perception & Feel ing

The chal lenge l ies  in understanding and empathiz ing with the emotional

state of  remote employees .  In a remote work sett ing ,  managers  might

struggle to perce ive the subt le  emot ional  cues that are more ev ident in

face-to-face interact ions .  For  example ,  a  manager  might not eas i ly  not ice

s igns of  st ress  or  burnout in a team member dur ing v i r tua l  meet ings ,  as

opposed to in-person sett ings where body language and other  non-verbal

cues are more observable .
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Structure & Processes

                                                                 -  Manager ,  I re land.

 

The chal lenge i s  to deve lop and implement ef fect ive communicat ion

channels  and support  systems that a l low for  the ident i f icat ion and

address ing of  menta l  and emotional  i s sues .  An example of  th is  chal lenge 

i s  creat ing a process  for  regular  check- ins that are sens i t ive enough to

ident i fy  emot ional  d ist ress ,  which can be eas i ly  masked in standard

report ing or  formal  meet ing st ructures .

Leadership & Sel f-Leadership:

 Through th is  angle ,  the chal lenge i s  re lated to the leadersh ip sk i l l s

requi red to recognize and address  menta l  and emotional  st ra in .  Managers

need to deve lop a he ightened leve l  of  emot ional  inte l l igence and the abi l i ty

to lead with empathy.  This  inc ludes be ing proact ive in ask ing about and

l i stening to employees '  concerns .  A manager  might st ruggle with how to

approach sens i t ive conversat ions or  how to provide support  without

encroaching on personal  boundar ies ,  espec ia l ly  in a remote sett ing .

When employees fee l  depressed their  work is   af fected. They lose

enthusiasm and focus.  Talking and having regular l ink- ins and

check-ups is  so important as part of the work- l i fe structure .
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Culture & Norms:

From the cultura l  perspect ive ,  the chal lenge involves creat ing and

mainta in ing a work culture that acknowledges and supports  menta l  and

emotional  hea lth .  In remote teams,  establ i sh ing a culture where i t ' s  safe to

express  vulnerabi l i t ies  and seek he lp can be d i f f icu lt .  Managers  must

navigate d iverse cultura l  norms regard ing menta l  hea lth and emotional

express ion.  For  instance ,  in some cultures ,  there may be a st igma attached

to d iscuss ing menta l  hea lth i ssues ,  making i t  more chal lenging for

employees f rom those backgrounds to open up about the i r  st ruggles .

Each perspect ive br ings to l ight d i f ferent aspects  of  the chal lenge in

not ic ing menta l  and emotional  st ra in in remote employees ,  underscor ing

the mult i faceted approach needed to ef fect ive ly support  team members '

wel l-be ing in a remote work envi ronment .
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LOW EMPLOYEE MOTIVATION

In the evolv ing rea lm of  remote work,  a recurrent and s ign i f icant chal lenge

ident i f ied by managers  i s  the percept ion of  low employee mot ivat ion.  This

i ssue ,  ra i sed f requent ly in both focus group discuss ions and indiv idual

interv iews with managers ,  points  to the complex it ies  of  susta in ing both

team and indiv idual  mot ivat ion in a v i r tua l  work envi ronment .  The

trans i t ion to remote work can d is rupt establ i shed personal  and profess ional

rout ines ,  b lur r ing the l ines  between work and personal  l i fe ,  and

consequent ly ,  impact ing mot ivat ion leve ls .

Managers  are f inding that t radit ional  mot ivat ional  st rateg ies  are not a lways

ef fect ive in remote sett ings .  The absence of  phys ica l  presence and the

change in work dynamics mean that new approaches and sk i l l s  are needed

to inspi re  and mainta in mot ivat ion.  Discuss ions have revolved around the

del icate balance of  inst i l l ing t rust  without resort ing to micromanagement ,

and keeping team members  focused on goals  without los ing s ight of  the i r

wel l-be ing .

As noted by a manager  f rom Austr ia

Motivated employees are great ,  but so are healthy ones.

So a good balance is  important.

                                               -  Manager Austr ia .
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Perception & Feel ing

In the remote work envi ronment ,  managers  often face chal lenges in

accurate ly perce iv ing the i r  team members '  mot ivat ion leve ls ,  pr imar i ly  due

to the absence of  d i rect  observat ion opportunit ies  typica l  in t radit ional

of f ice sett ings .  This  can lead to mis interpretat ions ;  for  example ,  an

employee 's  quietness  in v i r tua l  meet ings might be mistakenly seen as a lack

of mot ivat ion,  when in rea l i ty ,  i t  could be attr ibuted to a less  comfortable

communicat ion sty le  in remote sett ings or  other  under ly ing factors .

Percept ion and fee l ings s ign i f icant ly  inf luence mot ivat ion,  and i t ' s  cruc ia l

for  managers  to cons ider  them. A lack of  c lear  goals ,  for  instance ,  can lead

to confus ion and f rustrat ion among team members .  S imi lar ly ,  fee l ings of

boredom, st ress ,  and burnout are cr i t ica l  factors  that can d imin ish

motivat ion.  Furthermore ,  under ly ing psychologica l  burdens such as

depress ion,  anxiety ,  emot ional  exhaust ion,  and occupat ional  burnout can

profoundly impact an employee ’s  mot ivat ion leve ls .  I t ’ s  essent ia l  for

managers  to recognize these subt le  cues and under ly ing emotional  states .

Address ing such i ssues may requi re seeking guidance and new knowledge

and might even requi re external  expert i se .
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Structure & Processes

 This  perspect ive focuses on the organizat ional  f rameworks and processes

that support  or  h inder  mot ivat ion in remote work.  The chal lenge l ies  in

adapt ing or  creat ing st ructures  that foster  mot ivat ion without the phys ica l

overs ight poss ib le  in an of f ice .  For  example ,  managers  might f ind i t

chal lenging to implement ef fect ive remote per formance-tracking systems

that mot ivate employees whi le  avoid ing the p it fa l l s  of  micromanagement .

Leadership & Sel f-Leadership

From a leadersh ip standpoint ,  the chal lenge involves deve loping sk i l l s  and

strateg ies  to mot ivate team members  remote ly .  Managers  need to lead 

with empathy and understanding ,  recogniz ing the d iverse factors  that

inf luence mot ivat ion in a remote context .  A s ign i f icant chal lenge could be 

a manager ' s  abi l i ty  to insp i re  and engage the i r  team through v i r tua l  means ,

which requi res  a d i f ferent approach compared to face-to-face interact ions .

Culture & Norms

Here ,  the focus i s  on the cultura l  aspects  of  mot ivat ion in remote teams.

The chal lenge for  managers  i s  to create and susta in a team culture that

promotes mot ivat ion across  d iverse cultura l  backgrounds .  Di f ferent cultura l

norms around work and mot ivat ion can lead to vary ing expectat ions and

percept ions .  An example i s  managing a team with members  f rom cultures

where se l f-mot ivat ion i s  h ighly va lued versus cultures  where mot ivat ion i s

more external ly  dr iven,  requi r ing d i f ferent management approaches .
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VARIANCES IN CULTURAL AND 

INDIVIDUAL BACKGROUNDS. 

In the increas ing ly g lobal ized and diverse wor ld of  remote work,  one of

the nuanced chal lenges that managers  face i s  nav igat ing the var iances in

cultura l  and indiv idual  backgrounds of  the i r  team members .  As remote

work breaks down geographica l  barr ie rs ,  i t  br ings together  a mosaic of

indiv iduals  f rom var ious cultura l ,  soc ia l ,  and profess ional  backgrounds .

This  d ivers i ty ,  whi le  a va luable asset ,  introduces complex dynamics that

managers  must sk i l l fu l ly  nav igate to ensure ef fect ive team col laborat ion

and mutual  understanding .

In the case of women working remotely and who have famil ies ,

more f lexibi l i ty and understanding is  needed, when this is  in

place,  it  makes for very good working re lat ionships as there is

understanding and respect ,  and makes for a very good work

environment.  Understanding is  the key.

                                                     -  Manager ,  I re land.                 
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The chal lenge l ies  not only in the obvious d i f ferences such as language

and t ime zones but a l so in the subt ler  aspects  of  cu ltura l  nuances ,

communicat ion sty les ,  work ethics ,  and indiv idual  expectat ions .  These

var iances can lead to misunderstandings ,  miscommunicat ions ,  and even

conf l icts ,  a f fect ing team cohes ion and product iv i ty .  Managers  in th is

envi ronment must be adept at  recogniz ing and respect ing these

di f ferences ,  and more important ly ,  leverag ing them to enr ich the team’s

overa l l  per formance and exper ience .

Furthermore ,  indiv idual  backgrounds go beyond cultura l  aspects  and

encompass personal  exper iences ,  educat ional  backgrounds ,  and

personal i ty t ra i ts .  Each team member ' s  unique perspect ive contr ibutes to

how they approach work,  interact with others ,  and perce ive the i r  ro le

with in the team. Managers  face the task of  creat ing an inc lus ive

envi ronment where these d iverse perspect ives  are acknowledged and

valued,  ensur ing that every team member fee ls  inc luded and empowered

to contr ibute fu l ly .
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Perception & Feel ing

 F rom this  perspect ive ,  the chal lenge involves understanding and

empathiz ing with the d iverse emot ional  and psychologica l  backgrounds

of  team members .  Managers  may st ruggle to apprec iate how cultura l  and

indiv idual  d i f ferences inf luence team members '  percept ions and react ions

in var ious s i tuat ions .  For  instance ,  a manager  might not fu l ly  grasp the

s igni f icance of  cu ltura l  nuances in communicat ion,  leading to

misunderstandings or  fee l ings of  exc lus ion among team members  f rom

di f ferent cultura l  backgrounds .

Structure & Processes

Here ,  the chal lenge l ies  in establ i sh ing st ructures  and processes  that

accommodate and respect d iverse working sty les  and cultura l  norms.  In a

remote sett ing ,  managers  need to create systems that a l low for  f lex ib le

working hours  to cater  to d i f ferent t ime zones ,  as  wel l  as  communicat ion

and col laborat ion methods that su it  var ious cultura l  preferences .  An

example i s  the d i f f icu lty in schedul ing team meet ings that are convenient

for  everyone or  in choos ing col laborat ion tools  that are universa l ly

access ib le  and user- f r iendly .
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Leadership & Sel f-Leadership

 This  lens h ighl ights  the chal lenge for  managers  to adapt the i r  leadersh ip

sty le  to ef fect ive ly manage a cultura l ly  d iverse team. Leaders  must deve lop

cultura l  competence ,  the abi l i ty  to understand,  communicate with ,  and

ef fect ive ly interact with people across  cultures .  They a lso need to pract ice

se l f- leadersh ip by be ing aware of  the i r  own cultura l  b iases  and learn ing how

to manage them. A common chal lenge might be a leader ’ s  abi l i ty  to mediate

conf l icts  that ar i se  f rom cultura l  misunderstandings or  to mot ivate team

members  who have d i f ferent cultura l  perspect ives  on work and author i ty .

Culture & Norms

 F rom the cultura l  perspect ive ,  the chal lenge involves creat ing an inc lus ive

team culture that embraces and leverages cultura l  and indiv idual  d ivers i ty .

Managers  must foster  an envi ronment where d i f ferences are not just

to lerated but are seen as assets .  This  inc ludes acknowledging and

celebrat ing cultura l  hol idays ,  be ing mindful  of  language barr iers ,  and

encouraging open discuss ions about cultura l  norms.  An example of  th is

chal lenge i s  integrat ing team members  who have d i f ferent approaches to

work- l i fe  ba lance or  d i f ferent expectat ions regard ing feedback and

communicat ion sty les .
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WORK-LIFE BALANCE

Given the chal lenges of boundarylessness ,  al lowing employees

to have f lexible schedules can help them f ind a balance

between work and personal commitments .

                                                           -  Manager ,  Sweden                 

I f  people learn to manage and balance their  work- l i fe balance

it provides them with a wonderful  opportunity to fee l  good

and fee l  a sense of wel l -being.

                                                           -  Manager ,  I re land                

Parenthood can be one of the biggest chal lenges .  Parents

(regardless of gender) f ind it  hard to work from home without

feel ing obl iged to take care of their  chi ldren during their

working t ime

                                                           -  Manager ,  Austr ia                 

With overt ime, there needs to be give and take.  At t imes it 's

necessary.  But i f  someone comes in ear ly ,  they should be

al lowed to go ear ly i f  poss ible

                                                         -  Manager ,  I re land
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In the landscape of  remote work,  a s ign i f icant chal lenge that has emerged

prominent ly i s  he lp ing employees mainta in a healthy work- l i fe  ba lance .  This

chal lenge ,  underscored by var ious managers  across  d i f ferent reg ions ,

encompasses the complex it ies  of  b lurr ing boundar ies  between profess ional

and personal  l i fe .  The trans i t ion to working f rom home has d isso lved the

tradit ional  phys ica l  separat ion between these spheres ,  often leading to

di f f icu lt ies  in managing t ime and commitments ef fect ive ly .

A manager  f rom Sweden highl ights  the importance of  f lex ib le  schedules  as  a

means to mit igate the chal lenges of  th is  boundary lessness .  F lex ib i l i ty  a l lows

employees to ta i lor  the i r  work hours  to harmonize with personal

commitments ,  thereby fac i l i tat ing a better  ba lance .  Echoing th is  sent iment ,

a manager  f rom I re land points  out the profound impact of  a wel l-managed

work- l i fe  ba lance on employees '  overa l l  sense of  wel l-be ing and fu l f i l lment .
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The chal lenge i s  further  compl icated by addit ional  respons ib i l i t ies ,  such 

as parenthood,  as  noted by a manager  f rom Austr ia .  Parents  often f ind

themselves juggl ing work tasks and chi ldcare s imultaneous ly ,  a  s i tuat ion

that can lead to increased st ress  and decreased product iv i ty .  This  dual

ro le ,  espec ia l ly  in a home envi ronment ,  underscores  the need for

understanding and support ive work pol ic ies .

Another  aspect ,  as  a manager  f rom I re land suggests ,  i s  the management of

overt ime.  The g ive-and-take approach,  where ear ly  ar r iva ls  could

correspond to ear ly  departures ,  i s  proposed as a so lut ion to prevent 

burnout and mainta in balance .  This  approach ref lects  the need for

rec iprocal  understanding between employers  and employees in managing

working hours .

As we de lve into th is  theme,  we wi l l  explore the mult i faceted nature of

work- l i fe  ba lance in remote work sett ings .  We wi l l  examine the st rateg ies

and pract ices  that managers  employ to support  the i r  teams in achiev ing a

harmonious balance ,  ensur ing that employees remain product ive ,

mot ivated,  and healthy .
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Perception & Feel ing

 Through th is  lens ,  the chal lenge focuses on the emotional  and

psychologica l  impact of  b lurred work- l i fe  boundar ies  on employees .

Managers  may f ind i t  d i f f icu lt  to understand how remote work af fects  the

personal  l ives  and wel l-be ing of  the i r  team members .  For  instance ,

employees working f rom home might exper ience increased st ress  due to

the inabi l i ty  to d isconnect f rom work,  leading to burnout .  This  i s

part icu lar ly  chal lenging for  parents ,  as  noted by the Austr ian manager ,

who might fee l  torn between work dut ies  and chi ldcare .

Structure & Processes

 F rom a st ructura l  v iewpoint ,  the chal lenge l ies  in creat ing and

implement ing work pol ic ies  and processes  that support  work- l i fe  ba lance .

The need for  f lex ib le  schedules ,  as  h ighl ighted by the Swedish manager ,

demonstrates  the importance of  adaptable work arrangements .  Managers

need to ensure that such st ructures  are in p lace to a l low employees to

manage the i r  work and personal  commitments ef fect ive ly ,  without leading

to overwork or  burnout .
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Leadership & Sel f-Leadership

 Here ,  the focus i s  on the ro le  of  leadersh ip in promoting and model ing

work- l i fe  ba lance .  Managers  need to lead by example ,  demonstrat ing

healthy work- l i fe  boundar ies  themselves .  This  inc ludes recogniz ing the

importance of  taking breaks ,  managing workloads ,  and respect ing

employees ’  personal  t ime.  The I r i sh manager ' s  approach to managing

overt ime ref lects  the need for  a ba lanced leadersh ip approach that va lues

both the employees '  contr ibut ions and the i r  personal  t ime.  

Culture & Norms

 F rom a cultura l  perspect ive ,  the chal lenge involves establ i sh ing a team

culture that va lues and supports  work- l i fe  ba lance .  Managers  must foster  an

envi ronment where i t ' s  acceptable and encouraged to pr ior i t ize personal

wel l-be ing a longs ide work respons ib i l i t ies .  This  inc ludes creat ing a culture

of  t rust  where employees fee l  comfortable ut i l i z ing f lex ib le  work

arrangements without fear  of  be ing perce ived as less  committed to the i r

work.

With overt ime, there needs to be give and take.  At t imes it 's

necessary.  But i f  someone comes in ear ly ,  they should be

al lowed to go ear ly i f  poss ible .

                                                     -  Manager ,  Sweden
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CREATING AND ASSIMILATING ORGANIZATIONAL CULTURE

THE CULTURAL
DIMENSION

In the evolv ing wor ld of  remote work,  one of  the more nuanced and

complex chal lenges that managers  face i s  creat ing and ass imi lat ing an

organizat ional  cu lture that resonates across  d ispersed teams.  The

trans i t ion to remote work has fundamental ly  a l tered how organizat ional

culture i s  exper ienced and mainta ined,  pos ing unique chal lenges in

foster ing a shared sense of  ident i ty ,  va lues ,  and norms among employees

who may be spread across  d i f ferent reg ions and t ime zones .

The essence of  organizat ional  cu lture t radit ional ly  thr ives  on phys ica l

interact ions and shared exper iences with in a communal  workspace .  In i ts

absence ,  managers  are tasked with the chal lenge of  t rans lat ing and

susta in ing these cultura l  e lements in a v i r tua l  envi ronment .  This  inc ludes

mainta in ing a sense of  connectedness ,  ensur ing that the organizat ion 's

va lues and goals  are c lear ly  communicated and embodied in day-to-day

operat ions ,  and foster ing a sense of  be longing among remote employees .
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onboarding ,  requi r ing managers  to f ind innovat ive ways to integrate 

them and convey the organizat ion 's  va lues ef fect ive ly .

Perception & Feel ing

 F rom this  perspect ive ,  the chal lenge centers  on how employees perce ive

and emotional ly  connect with the organizat ion 's  cu lture in a remote

envi ronment .  Without the phys ica l  cues and informal  interact ions of  an

off ice ,  employees might fee l  d isconnected f rom the core va lues and ethos of

the organizat ion.  This  can lead to a sense of  i so lat ion or  a lack of

be longing .  For  instance ,  remote employees might st ruggle to fee l  a  part  of

the company’s  cu lture or  miss  out on the emotional  bonds that deve lop

through face-to-face interact ions .

Structure & Processes

 St ructura l ly ,  the chal lenge l ies  in establ i sh ing processes  and systems that

ef fect ive ly convey and re inforce the organizat ional  cu lture in a v i r tua l

sett ing .  This  inc ludes deve loping communicat ion st rateg ies ,  v i r tua l  team-

bui ld ing act iv i t ies ,  and dig i ta l  r i tua ls  that mir ror  and re inforce the culture .

A spec i f ic  chal lenge here could be creat ing v i r tua l  onboarding processes

that ef fect ive ly ass imi late new employees into the organizat ional  cu lture ,

ensur ing they understand and embrace the company’s  va lues and norms.

The chal lenge i s  ass imi lat ing new employees

into the company's  cu lture without in-person
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Leadership & Sel f-Leadership

 Through the lens of  leadersh ip ,  the chal lenge involves leading by example

and act ive ly promoting the organizat ional  cu lture in a remote context .

Leaders  need to be the embodiment of  the company's  va lues and f ind

innovat ive ways to express  and re inforce these va lues remote ly .  This  could

involve adapt ing leadersh ip sty les  to more ef fect ive ly communicate and

engage with team members ,  ensur ing the organizat ional  cu lture i s

cons istent ly  represented and fe l t ,  despite the lack of  phys ica l  interact ion.

Culture & Norms

 F rom a cultura l  perspect ive ,  the chal lenge i s  in mainta in ing a uni f ied set  of

norms and pract ices  that def ine the organizat ional  cu lture ,  despite

geographica l  and cultura l  d i f ferences among remote employees .  Managers

must navigate these d i f ferences and foster  an inc lus ive culture that

embraces d ivers i ty whi le  mainta in ing a cohes ive organizat ional  ident i ty .  An

example of  th is  chal lenge i s  ensur ing that cultura l  pract ices  and

celebrat ions are inc lus ive and resonate with a d iverse workforce ,  re inforc ing

a sense of  unity and shared cultura l  understanding .



51

ISSUES WITH TRUST, EITHER 

INSUFFICIENT OR MISUSED

It  is  chal lenging to develop trust ,  cooperation,  and a strong

team culture when there are no face-to-face encounters .  

                                                       - Manager ,  Austr ia

Trust needs to be bui lt  f i rst .  Depending on the context and

previous exper iences ,  this might take approximately one year .

        

                                                       - Manager ,  Austr ia

Develop activ it ies that promote communication and trust

among employees and between administration and staff .

                                                          -  Manager ,  Greece

Whilst being on a meeting,  people are often trying to catch

up with other work and do something e lse instead of

concentrating on the meeting.

                                                      -  Manager ,  Poland
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In the landscape of  remote work,  a cr i t ica l  yet  

often subt le  chal lenge faced by managers  i s  nav igat ing 

i ssues of  t rust ,  whether  i t ' s  a  matter  of  bui ld ing suf f ic ient t rust  or

address ing i ts  misuse .  The absence of  face-to-face interact ions ,  a

cornerstone of  t radit ional  of f ice envi ronments ,  s ign i f icant ly  compl icates  the

dynamics of  t rust  with in teams.  As a manager  f rom Austr ia  points  out ,

deve loping t rust ,  cooperat ion,  and a st rong team culture i s  part icu lar ly

chal lenging without the benef i t  of  in-person encounters .

The process  of  bui ld ing t rust  in a remote sett ing can be s low and requi res

cons istent ef fort  and intent ional i ty .  Another  ins ight f rom Austr ia  h ighl ights

that depending on var ious factors ,  inc luding context and past  exper iences ,

establ i sh ing a so l id foundat ion of  t rust  can take a cons iderable amount of

t ime,  somet imes up to a year .  This  pro longed t imel ine underscores  the

complex it ies  involved in foster ing t rust  remote ly ,  where interact ions are

mediated through screens and often lack the nuances of  in-person

communicat ion.

Furthermore ,  the chal lenge of  t rust  i s  not just  about i ts  deve lopment but

a lso about i ts  potent ia l  misuse .  A manager  f rom Poland notes a common

issue in remote meet ings :  people mult i task ing and not fu l ly  engaging ,  which

can erode trust .  Such behaviors ,  whi le  perhaps a response to the increased

pressures  of  remote work,  can lead to doubts about commitment and

accountabi l i ty ,  further  compl icat ing the t rust  dynamic .
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Perception & Feel ing

 Trust  i ssues in remote work often revolve around the emotional  connect ion

and conf idence between team members  and managers .  The lack of  face-to-

face interact ions can lead to fee l ings of  uncerta inty and skept ic i sm.  For

example ,  a  manager  might fee l  unsure about an employee 's  engagement and

product iv i ty without v i sua l  cues ,  whi le  employees might fee l  the i r  managers

don't  t rust  them to work independent ly ,  leading to a sense of  be ing

underva lued or  micromanaged.

Structure & Processes

 St ructura l ly ,  the chal lenge l ies  in creat ing processes  that foster  t rust

without d i rect  overs ight .  In a remote sett ing ,  t radit ional  methods of

monitor ing and assessment might not be ef fect ive or  appropr iate .  The

di f f icu lty i s  in establ i sh ing systems that ensure accountabi l i ty  and

transparency ,  such as regular  check- ins or  pro ject  management tools  whi le

avoid ing an atmosphere of  surve i l lance .  This  inc ludes ba lanc ing the need for

overs ight with respect ing employees '  autonomy and pr ivacy .
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Leadership & Sel f-Leadership

 The chal lenge involves deve loping a leadersh ip sty le  that bui lds  and

mainta ins t rust  in a remote context .  Leaders  must navigate the f ine l ine

between provid ing support  and overs ight without overstepping into

micromanagement .  This  requi res  a h igh degree of  se l f-awareness  and

adaptabi l i ty ,  as  wel l  as  sk i l l s  in communicat ion and empathy.  Leaders  must

a lso bui ld the i r  own credib i l i ty  by be ing re l iab le ,  cons istent ,  and

transparent in the i r  interact ions .

Culture & Norms

 Cultura l ly ,  the chal lenge i s  creat ing an organizat ional  cu lture that

inherent ly  va lues and fosters  t rust .  This  inc ludes establ i sh ing and

mainta in ing norms that promote open communicat ion,  mutual  respect ,  and

shared respons ib i l i ty .  For  instance ,  a culture that encourages team members

to openly d iscuss  the i r  workloads and chal lenges can he lp mit igate fee l ings

of  mist rust  or  misunderstanding .  I t  a l so involves cult ivat ing an envi ronment

where mult i task ing dur ing meet ings ,  as  ment ioned by the manager  f rom

Poland,  i s  d i scouraged in favor of  fu l l  engagement and presence .
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THE PLANNING
DIMENSION

Remote work of fers f lexibi l i ty ,  but it  can also blur the l ines

between work and personal l i fe .  I  found out that of fer ing regular

individual check-ins just by cal l ing a person on a phone,  l ike old

school style ,  can help.

                                            - Manager ,  Czech Republ ic

Let 's  be real ,  remote work can sometimes make you fee l  l ike you're

always 'on. '  We're al l  about preventing burnout and helping our

remote crew f ind that sweet work- l i fe balance but sometimes it ’ s

just real ly hard s ince everyone is  in a di f ferent s ituation and needs

something di f ferent.  -  

 -  HR Manager ,  Czech Republ ic         
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In the sh i f t ing landscape of  remote work,  a preva lent chal lenge that has

come to the foref ront i s  managing d ist ract ions .  Whi le  working f rom home

offers  numerous benef i ts ,  i t  a l so introduces a range of  d ist ract ions that can

impede product iv i ty and focus .  This  chal lenge i s  mult i faceted,  af fect ing

di f ferent indiv iduals  in var ious ways depending on the i r  c i rcumstances and

personal  attr ibutes .

Dist ract ions when working remote ly can be h igher ,

espec ia l ly  for  mothers .

DISTRACTIONS

Mothers are often seen by their  chi ldren once they are at home

and are therefore more easi ly interrupted or distracted from

work

                                                           -  Manager ,  Austr ia

Good t ime organization improves one's concentration and

avoids distract ions ,  which then leads to better control  of  one's

work.

                                                            -  Manager ,  Spain 

The practice of se l f -care and proper t ime management can

work miracles in avoiding or deal ing with burnout

                                                           -  Manager ,  Greece 
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A manager f rom Austr ia  h ighl ights  a spec i f ic  chal lenge for  mothers ,  who,

when working f rom home,  are more v i s ib le  to the i r  ch i ldren and thus more

suscept ib le  to inter rupt ions .  This  observat ion underscores  how the merg ing

of  profess ional  and personal  spaces can lead to increased d ist ract ions ,

part icu lar ly  for  those with careg iv ing respons ib i l i t ies .

Converse ly ,  a  manager  f rom Spain points  to good t ime organizat ion as a key

factor  in mit igat ing d ist ract ions ,  suggest ing that st ructured p lanning and

disc ip l ine are essent ia l  for  mainta in ing focus .  This  v iew is  echoed in the

broader d iscuss ion about the nature of  remote work,  which requi res  a h igh

leve l  of  se l f-d isc ip l ine and se l f-awareness ,  espec ia l ly  for  indiv iduals  who are

natura l ly  more prone to d ist ract ions .

The emotional  and psychologica l  aspects  of  d ist ract ions are a l so s ign i f icant .

As noted,  our emot ions and fee l ings can be substant ia l  d i st ract ions ,  drawing

attent ion away f rom work tasks .  The pract ice of  se l f-care and ef fect ive t ime

management ,  as  ment ioned by a manager  f rom Greece ,  i s  cruc ia l  in managing

these types of  d ist ract ions and prevent ing burnout .
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Perception & Feel ing

 The chal lenge involves understanding how dist ract ions are perce ived and

how they af fect  the emotional  state of  remote workers .  For  some,  l ike

mothers  noted by the Austr ian manager ,  home dist ract ions can lead to

fee l ings of  be ing torn between work and fami ly  respons ib i l i t ies .  This  can

cause st ress  and gui l t .  For  others ,  internal  d ist ract ions such as emot ions or

lack of  focus can lead to f rustrat ion and decreased job sat i s fact ion.

Understanding these personal  and emotional  aspects  i s  key to address ing

the chal lenge ef fect ive ly .

Structure & Processes

 St ructura l ly ,  the chal lenge i s  about creat ing and mainta in ing work

processes  that he lp minimize d ist ract ions .  As the Spanish manager  suggests ,

good t ime organizat ion i s  cruc ia l .  This  might involve establ i sh ing c lear  work

schedules ,  sett ing up dedicated workspaces ,  or  implement ing tools  and

techniques for  better  task management .  The chal lenge i s  in deve loping

processes  that are f lex ib le  enough to accommodate d i f ferent home

envi ronments and personal  work sty les ,  whi le  st i l l  prov id ing st ructure and

minimiz ing d ist ract ions .
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Leadership & Sel f-Leadership

 F rom a leadersh ip perspect ive ,  the chal lenge involves model ing and

encouraging pract ices  that reduce d ist ract ions .  Leaders  must demonstrate

focus and disc ip l ine ,  as  noted,  but a l so support  the i r  team in deve loping

these sk i l l s .  This  inc ludes understanding each team member ' s  unique

chal lenges and of fer ing ta i lored support .  Se l f- leadersh ip i s  equal ly

important ,  as  indiv iduals  need to be aware of  the i r  own dist ract ion tr iggers

and act ive ly work to manage them, a point emphas ized by the manager  f rom

Greece regard ing se l f-care and t ime management .

Culture & Norms

 Cultura l ly ,  the chal lenge i s  in navigat ing and respect ing d i f ferent att i tudes

towards d ist ract ions ,  as  they can vary s ign i f icant ly  across  cultures .  For

example ,  some cultures  may have more re laxed att i tudes towards

mult i task ing or  fami ly  inter rupt ions dur ing work hours .  Managers  need to

foster  a culture that respects  these d i f ferences whi le  st i l l  promoting

pract ices  that he lp mainta in focus and product iv i ty .  This  might involve

sett ing team norms around v i r tua l  meet ing et iquette or  communicat ion

expectat ions .
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Control  in a remote work sett ing i s  a  nuanced concept ,  heavi ly  re l iant on

percept ion.  For  managers ,  the sh i f t  to remote work demands a reevaluat ion

of t radit ional  contro l  mechanisms ,  p ivot ing towards a foundat ion of  t rust .

This  adjustment i s  cruc ia l ,  as  v i s ib le  overs ight i s  rep laced by an impl ic i t

t rust  that employees wi l l  fu l f i l l  the i r  respons ib i l i t ies .  Ref lect ing on th is

f rom a manager ia l  perspect ive ,  I  see the chal lenge as mult i faceted,

encompass ing percept ion,  st ructure ,  leadersh ip ,  and cultura l  norms.

LIMITED MANAGERIAL CONTROL

Deadl ines were not met;  employees tend to procrast inate

with the tasks and therefore when done in the last minute,

tasks often lack the expected qual ity ;  When working from

home, some people choose late evening hours ,  which for me

as leader was problematic because in these case I  didn't

have any free t ime during the day. 

                                                       -  Manager ,  Austr ia
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Perception & Feel ing

 The percept ion of  contro l  in a remote envi ronment i s  more psychologica l

than phys ica l .  Managers  accustomed to d i rect  overs ight may fee l  a  loss  of

contro l ,  which can breed anxiety and uncerta inty .  This  i s  compounded by

the fact  that contro l ,  in  essence ,  i s  about t rust  –  t rust ing that team

members  are product ive and respons ib le  even when not phys ica l ly  observed.

Managers  need to sh i f t  the i r  mindset f rom equat ing v is ib i l i ty  with

product iv i ty to foster ing a culture where t rust  and accountabi l i ty  are

paramount .

Structure & Processes

 In remote work,  st ructures  and processes  need to be reor iented to support

th is  t rust-based approach.  This  involves sett ing c lear  expectat ions ,

de l iverables ,  and deadl ines rather  than focus ing on monitor ing work hours

or  methods .  For  instance ,  rather  than tracking the number of  hours  worked,

an a lternat ive i s  to emphas ize outcome-based assessments .  This  approach

not only respects  employees ’  autonomy but a lso re inforces the t rust  that

they wi l l  complete the i r  tasks ef fect ive ly ,  i r respect ive of  the t ime or  p lace

of  work.
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Leadership & Sel f-Leadership

 E f fect ive leadersh ip in a remote sett ing i s  character ized by the abi l i ty  to

inspi re  t rust  and to de legate with conf idence .  As a manager ,  i t  i s  essent ia l

to communicate openly ,  prov ide c lear  guidance ,  and show conf idence in the

team's  abi l i t ies .  This  leadersh ip sty le  not only empowers employees but a l so

helps in bui ld ing a mutual  t rust  re lat ionship .  Se l f- leadersh ip ,  in th is

context ,  involves managers  be ing se l f-aware and recogniz ing the i r

tendencies  to over-contro l ,  act ive ly working to bui ld t rust  in the i r  team’s

capabi l i t ies .

Culture & Norms

 Cultura l ly ,  remote work chal lenges managers  to create an envi ronment

where t rust  i s  a  fundamental  norm. This  requi res  a de l iberate ef fort  to

foster  a culture where employees fee l  va lued,  supported,  and trusted.  Such a

culture encourages open communicat ion,  t ransparency ,  and a shared

understanding that everyone i s  working towards common goals .  I t  i s  about

creat ing a sense of  community and be longing ,  even in a d ispersed work

sett ing .
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INABILITY TO PROVIDE ADEQUATE TRAINING

THE PRACTICAL
DIMENSION

Occasional ly ,  i t  becomes necessary to of fer and encourage training

in the workplace to foster conf idence and development

opportunit ies .  Bui lding conf idence can often be a more s igni f icant

chal lenge for women than for men in profess ional sett ings.                           

                                                             -  Manager ,  I re land

From the manager 's  point of v iew, it  is  di f f icult ,  the inabi l i ty to

focus on the problems faced by each employee individual ly and the

inabi l i ty to train the new employees from the most exper ienced one.              

                                                            -  Manager ,  Greece

There is  a big need for a leader who can teach the newly hired

remote employees                                                 

                                                              -  Manager ,  Spain
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In the rea lm of  remote work,  managers  are increas ing ly confronted with the

chal lenge of  prov id ing adequate t ra in ing to the i r  teams.  This  i s sue has

mult ip le  facets ,  ranging f rom foster ing conf idence and personal  deve lopment

opportunit ies  to address ing the unique needs of  indiv idual  employees .  The

trans i t ion to remote work has ampl i f ied these chal lenges ,  as  t radit ional ,  in-

person tra in ing methods are no longer  feas ib le  or  as  ef fect ive .  Ins ights  f rom

managers  across  var ious reg ions i l luminate the complex it ies  of  th is

chal lenge .

A manager  f rom I re land highl ights  the importance of  t ra in ing in bui ld ing

conf idence ,  espec ia l ly  not ing that women in profess ional  sett ings might face

greater  hurdles  in th is  area .  This  observat ion underscores  the need for

ta i lored tra in ing approaches that address  d iverse needs and promote

inc lus iv i ty .
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From Greece ,  a  manager  points  out the

di f f icu lt ies  in focus ing on the indiv idual

problems faced by each employee and the

chal lenges in t ransfer r ing knowledge f rom

more exper ienced staf f  to new hi res  in a

remote envi ronment .  This  re f lects  a

broader i ssue where remote work l imits

the opportunit ies  for  organic ,  on-the- job

learn ing and mentorsh ip .

Addit ional ly ,  a  Spanish manager emphas izes

the cruc ia l  ro le  of  leadersh ip in t ra in ing

newly h i red remote employees .  The lack of

phys ica l  presence in remote sett ings makes

it  chal lenging to provide comprehens ive

tra in ing and support ,  part icu lar ly  for  those

just  enter ing the workforce or  the

organizat ion.
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Perception & Feel ing

The chal lenge centers  on how both managers  and employees perce ive

tra in ing in a remote envi ronment .  There ' s  a s ign i f icant sh i f t  in the dynamics

of  t ra in ing when i t  moves onl ine ,  which can af fect  the conf idence and

comfort  leve l  of  part ic ipants .  As noted by the manager  f rom I re land,  certa in

groups ,  l ike women,  may face unique chal lenges in bui ld ing conf idence

through remote t ra in ing .  This  h ighl ights  the need for  t ra in ing approaches

that are not only informat ive but a l so empower ing and sens i t ive to the

diverse needs of  a l l  employees .

Structure & Processes

 St ructura l ly ,  the chal lenge involves adapt ing t ra in ing processes  to the

remote context .  The Greek manager ’ s  observat ion about the d i f f icu lty in

address ing indiv idual  employee needs and fac i l i tat ing knowledge transfer

underscores  th is .  In a remote sett ing ,  t radit ional  hands-on and

observat ional  learn ing methods are less  v iable .  This  necess i tates  the

development of  st ructured,  yet  f lex ib le ,  t ra in ing modules  that can cater  to a

var iety of  learn ing sty les  and needs ,  ensur ing that new employees rece ive

the same leve l  of  t ra in ing as  they would in person.



67

Leadership & Sel f-Leadership

 F rom a leadersh ip perspect ive ,  the chal lenge i s  twofold :  ensur ing that

leaders  themselves are equipped to t ra in remote ly and that they can

ef fect ive ly guide the i r  teams through th is  new tra in ing format .  As the

Spanish manager  pointed out ,  there i s  a  st rong need for  leaders  who can

adept ly t ra in remote employees .  This  requi res  managers  to not only be

knowledgeable in the i r  f ie ld but a l so sk i l led in remote communicat ion and

engagement techniques to ensure ef fect ive t ra in ing de l ivery .

Culture & Norms

 Cultura l ly ,  the chal lenge involves creat ing an envi ronment that supports

and va lues cont inuous learn ing and deve lopment ,  even when phys ica l ly

apart .  This  inc ludes foster ing a culture where ask ing quest ions and seeking

help i s  encouraged and where employees fee l  supported in the i r  learn ing

journey .  In a remote sett ing ,  establ i sh ing such a culture requi res  de l iberate

ef fort  to ensure that a l l  team members ,  regard less  of  locat ion or

background,  have equal  access  to t ra in ing opportunit ies  and fee l  inc luded in

the learn ing process .
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A Swedish part ic ipant h ighl ighted the chal lenge of  meet ing the requi rements

of  workplace safety laws when employees work remote ly .  This  point stands

out because i t  can be a chal lenge to t ie  lega l  obl igat ions to the remote

work dynamic .  

In the contemporary landscape of  remote work,  a cr i t ica l  and often complex

chal lenge for  managers  i s  ensur ing compl iance with workplace regulat ions

and laws.  This  i s sue becomes part icu lar ly  intr icate when tradit ional

workplace safety laws and organizat ional  pol ic ies  are appl ied to remote

work sett ings .  As h ighl ighted by a part ic ipant f rom Sweden,  the task of

a l ign ing lega l  obl igat ions with the dynamics of  remote work poses unique

chal lenges for  organizat ions .

The essence of  th is  chal lenge l ies  in adapt ing and interpret ing ex ist ing

regulat ions ,  which are often des igned for  convent ional  of f ice envi ronments ,

to the d iverse and indiv idual ized sett ings of  remote work.  Managers  must

navigate the lega l  intr icac ies  of  ensur ing workplace safety and compl iance

when the 'workplace '  extends to an employee 's  home or  other  remote

locat ions .  This  involves not only understanding the lega l  requi rements but

a lso creat ive ly apply ing them in a way that respects  the f lex ib i l i ty  and

autonomy of  remote work whi le  mainta in ing lega l  integr i ty .

COMPLIANCE AND REGULATIONS
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Furthermore ,  the chal lenge extends beyond mere compl iance .  I t  involves

deve loping a comprehens ive understanding of  how these regulat ions impact

the wel l-be ing and safety of  remote employees .  Managers  are tasked with

the respons ib i l i ty  of  implement ing pol ic ies  and pract ices  that not only meet

lega l  standards but a l so genuine ly support  the health and safety of  the i r

team members  in a remote sett ing .

Perception & Feel ing

 F rom the perspect ive of  percept ion and fee l ing ,  the chal lenge involves how

both managers  and employees v iew compl iance and regulatory requi rements

in a remote sett ing .  There can be a sense of  ambiguity or  confus ion about

how workplace safety laws apply when working f rom home.  For  instance ,

employees might fee l  uncerta in about the i r  r ights  and respons ib i l i t ies ,  whi le

managers  may be concerned about the extent of  the i r  obl igat ions to ensure

a safe remote work envi ronment .  This  can lead to anxiety about potent ia l

lega l  r i sks  or  fee l ings of  be ing overwhelmed by the complex ity of  adapt ing

regulat ions to a home sett ing .
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Structure & Processes

 St ructura l ly ,  the chal lenge l ies  in establ i sh ing c lear  and ef fect ive processes

to ensure compl iance with workplace regulat ions in remote sett ings .

Tradit ional  workplace safety laws are often not des igned with remote work

in mind,  leading to a gap in how these laws are appl ied and enforced.  This

requi res  organizat ions to deve lop new guide l ines and procedures that are

appl icable to remote work envi ronments .  For  example ,  creat ing pol ic ies  for

ergonomic home of f ice setups or  ensur ing data secur i ty protocols  are

fo l lowed outs ide the t radit ional  of f ice .

Leadership & Sel f-Leadership

 F rom a leadersh ip standpoint ,  the chal lenge i s  in guid ing teams through

these regulatory landscapes and ensur ing compl iance without d i rect

overs ight .  Leaders  must be wel l- informed about re levant laws and

regulat ions and communicate these ef fect ive ly to the i r  team. This  a l so

involves se l f- leadersh ip ,  where managers  need to take the in i t iat ive to stay

updated on lega l  changes and proact ive ly implement compl iance st rateg ies

in the i r  remote teams.
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Culture & Norms

Cultura l ly ,  the chal lenge involves

creat ing a work culture that va lues

and pr ior i t izes  compl iance and

safety ,  even in a remote sett ing .

This  inc ludes promoting a culture

where lega l  and safety guide l ines

are respected and integrated into

dai ly  work rout ines .  Managers  p lay

a key ro le  in foster ing th is  cu lture

by sett ing expectat ions ,  prov id ing

necessary t ra in ing ,  and leading by

example in terms of  compl iance

and ethica l  behavior .
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A part icu lar  chal lenge with remote work i s  the potent ia l

inequal i ty in home working condit ions .  Not a l l  employees

have access  to an idea l  workspace at  home,  which can

inf luence the i r  product iv i ty and wel l-be ing .

                                                -Manager ,  Sweden

LACK OF TECHNICAL INFRASTRUCTURE

In the rea lm of  remote work,  a p ivota l  yet  often over looked chal lenge i s

the lack of  uni form technica l  inf rastructure among employees .  This  i s sue ,

brought into sharp focus by the sh i f t  to home-based work,  underscores

the d ispar i ty in working condit ions that can s ign i f icant ly  impact employee

product iv i ty and wel l-be ing .  As noted by a manager  f rom Sweden,  not a l l

employees have the luxury of  an idea l  workspace at  home,  leading to a

potent ia l  inequal i ty that can af fect  the i r  work exper ience and output .
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In the rea lm of  remote work,  a p ivota l  yet  often 

over looked chal lenge i s  the lack of  uni form technica l  

inf rastructure among employees .  This  i s sue ,  brought into sharp focus by the

shi f t  to home-based work,  underscores  the d ispar i ty in working condit ions

that can s ign i f icant ly  impact employee product iv i ty and wel l-be ing .  As

noted by a manager  f rom Sweden,  not a l l  employees have the luxury of  an

ideal  workspace at  home,  leading to a potent ia l  inequal i ty that can af fect

the i r  work exper ience and output .

The chal lenge extends beyond just  the phys ica l  workspace ;  i t  encompasses

access  to re l iab le internet ,  adequate hardware and software ,  and other

technologica l  resources that are essent ia l  for  e f fect ive remote work.  This

inequal i ty in technica l  inf rastructure can create a d iv ide with in 

the workforce ,  where some employees are better  equipped for  remote

 work than others .  Such dispar i t ies  can lead to f rustrat ion,  

reduced mora le ,  and even hinder  col laborat ion with in teams.

Managers  are thus faced with the task of  ident i fy ing and address ing these

var iances in technica l  readiness  among the i r  team members .  This  involves

not only recogniz ing the phys ica l  l imitat ions of  home workspaces but a l so

understanding the technologica l  needs and chal lenges that d i f ferent

employees face .  Ensur ing equitable access  to the necessary tools  and

resources i s  cruc ia l  for  mainta in ing product iv i ty ,  promoting fa i rness ,  and

support ing the overa l l  wel l-be ing of  remote workers .
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Perception & Feel ing

 Through th is  lens ,  the chal lenge involves understanding how dispar i t ies  in

technica l  inf rastructure impact employees ’  fee l ings and percept ions .

Employees lacking adequate workspaces or  technology may fee l

d isadvantaged and stressed,  af fect ing the i r  mora le and engagement .  For

example ,  an employee with poor internet connect iv i ty might fee l  f rustrated

and i so lated,  unable to part ic ipate ef fect ive ly in v i r tua l  meet ings ,  leading to

fee l ings of  exc lus ion and reduced job sat i s fact ion.

Structure & Processes

 F rom this  perspect ive ,  the focus i s  on the organizat ional  st ructures  and

processes  that can e i ther  mit igate or  exacerbate d ispar i t ies  in technica l

inf rastructure .  The chal lenge l ies  in creat ing systems that ensure equitable

access  to necessary technologica l  resources .  For  instance ,  a lack of

standardized equipment provis ion or  support  for  home of f ice setups can

lead to s ign i f icant product iv i ty d i f ferences among employees ,  h ighl ight ing

the need for  wel l-def ined processes  to address  these inf rastructure gaps .
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Leadership & Sel f-Leadership

 Here ,  the chal lenge i s  for  managers  to lead with an understanding of  the

diverse technica l  needs of  the i r  remote teams.  E f fect ive leadersh ip in th is

context involves proact ive ly ident i fy ing and address ing the technologica l

chal lenges faced by team members .  I t  a l so requi res  se l f-awareness  f rom

managers  in recogniz ing the i r  own potent ia l  b iases  towards employees with

di f ferent leve ls  of  technica l  access ib i l i ty .  Leaders  must advocate for  and

fac i l i tate the provis ion of  necessary resources to ensure a l l  team members

can work ef fect ive ly .

Culture & Norms

 F rom a cultura l  perspect ive ,  the chal lenge involves creat ing an inc lus ive

work culture that acknowledges and addresses  d ispar i t ies  in technica l

inf rastructure .  Managers  need to foster  a culture where employees fee l

comfortable shar ing the i r  technologica l  chal lenges without fear  of  judgment

or profess ional  repercuss ions .  This  inc ludes recogniz ing the vary ing home

working condit ions and promoting norms that support  f lex ib i l i ty  and

understanding towards those who may be technologica l ly  d isadvantaged.
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N Let us look once more at  the key 15 chal lenges  that managers

and leaders  f requent ly face whi l st  managing a remote team.

Our a im i s  that th is  study and report  has created a deeper

understanding of  each.

Di f f icu lty establ i sh ing personal  connect ions .  

Creat ing and ass imi lat ing organizat ional  cu lture .

Di f f icu lt ies  in foster ing team cohes ion.

Poor communicat ion and insuf f ic ient feedback.  

Mental  and emotional  st ra in .

Low employee mot ivat ion.

Var iances in cultura l  and indiv idual  backgrounds .  

I ssues with t rust ,  e i ther  insuf f ic ient or  misused.

Dist ract ions .  

L imited manager ia l  contro l .

Work- l i fe  ba lance

Lack of  competencies .  

Inabi l i ty  to provide adequate t ra in ing .

Compl iance and regulat ions .  

Lack of  technica l  inf rastructure .
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As you wi l l  have seen f rom this  report ,  behind each of  these chal lenges ,

there are managers  and leaders ,  t ry ing to f ind a harmonious way to

ex ist , thr ive and lead in th is  new working envi ronment and to avoid burnout .   

Through th is  study,  we a imed to explore each of  these chal lenges through

di f ferent lenses to create a comprehens ive ,  interest ing ,  informat ive ,  and

enhanced understanding of  the mult i faceted chal lenges encountered by

managers  in the remote working envi ronment .  

We recommend taking some t ime and choosing the chal lenges above 

that you f ind the most chal lenging and going back over them and 

us ing this  report as a tool to create awareness and understanding.   

The report  revea ls  notable d i f ferences in how managers  f rom var ious

countr ies  perce ive and address  these chal lenges .  The sh i f t  to remote work

presents  a spectrum of  chal lenges that requi re mult i faceted so lut ions .  By

understanding these f ive d imens ions and implement ing targeted st rateg ies ,

organizat ions can foster  a more product ive ,  inc lus ive ,  and support ive remote

work envi ronment .
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In our comprehens ive study on burnout f rom 

a manager ia l  perspect ive ,  i t  becomes ev ident that

this  i s  a  s ign i f icant and widespread i ssue in the modern workplace .  

A major i ty of  managers  interv iewed (74%) 

reported exper ienc ing burnout with in the i r  

teams,  attr ibut ing i t  pr imar i ly  to the 

demanding nature of  the i r  profess ions .  

This  report  summar izes  the key f indings 

f rom these interv iews and focus group 

discuss ions ,  of fer ing ins ights  into how 

managers  perce ive ,  exper ience ,  and 

address  burnout in the i r  teams.

Managers  noted that certa in profess ions are inherent ly  more prone to

burnout ,  leading to consequences l ike h igh staf f  turnover .  This  observat ion

underscores  the profess ion-spec i f ic  r i sks  assoc iated with burnout and the

chal lenges i t  poses to organizat ional  stabi l i ty .

74%
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The study a lso revea led severa l  st rateg ies  to address  and prevent burnout

that wi l l  be the foundat ion of  our next step in the pro ject .  Managers

emphas ized acknowledging burnout ,  conf id ing in t rusted col leagues ,

pract ic ing se l f-care ,  making l i festy le  adjustments ,  and seeking profess ional

he lp when necessary .  E f fect ive prevent ive measures inc luded sett ing rea l i s t ic

work expectat ions ,  de legat ing tasks appropr iate ly ,  taking regular  breaks ,

and learn ing to say no.

In I re land,  a proact ive approach was adopted where staf f  were requi red to

ut i l i ze a s ign i f icant port ion of  the i r  annual  leave by August ,  promoting rest

and reducing st ress .  This  pol icy underscores  

the importance of  restorat ive breaks in 

prevent ing burnout .

PREVENTIVE MEASURES AND 

STRATEGIES
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The COVID-19 pandemic was ment ioned as a s ign i f icant factor  that

exacerbated menta l  hea lth chal lenges ,  part icu lar ly  af fect ing groups l ike

working women.  This  has led to an increased focus on menta l  and

psychologica l  wel l-be ing in the workplace and has served as a cata lyst  

for  organizat ional  changes a imed at address ing these i ssues .

We recommend taking some t ime and choosing the chal lenges above 

that you f ind the most chal lenging and going back over them and 

us ing this  report as a tool to create awareness and understanding.   

The manager ia l  perspect ives  on burnout

reveal  i t  as  a mult i faceted i ssue requi r ing a

nuanced approach.  The study h ighl ights

the need for  proact ive st rateg ies ,

support ive work envi ronments ,  and a

culture that pr ior i t izes  menta l  hea lth and

work- l i fe  ba lance .  The exper iences shared

by managers  across  var ious countr ies

provide va luable ins ights  into ef fect ive

ways of  recogniz ing ,  prevent ing ,  and

managing burnout ,  emphas iz ing the p ivota l

ro le  of  leadersh ip in foster ing a healthy

and susta inable work envi ronment .

We recommend taking s
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