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ABSTRACT

This research aims to explore the role of organizational culture in maintaining employee engagement in
the remote work era and identify effective cultural adaptation strategies. Through a comprehensive
literature review, this research combines the concepts of organizational culture and employee
engagement specifically in the context of remote work. The research results show that a strong and
adaptive organizational culture can be a foundation that supports employee engagement, even when
they work remotely. The implications of this research include practical recommendations for companies
in managing their organizational culture in the era of remote work, as well as highlighting limitations and
future research directions.

Keywords: Organizational Culture, Employee Engagement, Remote Work, Adaptation Strategy,
Practical Implications, Literature Review.

ABSTRAK

Penelitian ini bertujuan untuk mengeksplorasi peran budaya organisasi dalam mempertahankan
keterlibatan karyawan di era kerja jarak jauh serta mengidentifikasi strategi adaptasi budaya yang
efektif. Melalui tinjauan literatur yang komprehensif, penelitian ini menggabungkan konsep budaya
organisasi dan keterlibatan karyawan khususnya dalam konteks kerja jarak jauh. Hasil penelitian
menunjukkan bahwa budaya organisasi yang kuat dan adaptif dapat menjadi pondasi yang mendukung
keterlibatan karyawan, bahkan ketika mereka bekerja dari jarak jauh. Implikasi penelitian ini mencakup
rekomendasi praktis bagi perusahaan dalam mengelola budaya organisasi mereka di era kerja jarak
jauh, serta menyoroti batasan dan arah penelitian di masa depan.

Kata Kunci: Budaya Organisasi, Keterlibatan Karyawan, Kerja Jarak Jauh, Strategi Adaptasi, Implikasi
Praktis, Tinjauan Literatur.

1. Introduction

Employee engagement strategies in the era of remote work have become a critical
focus for organizations due to the widespread shift to remote work brought about by the
COVID-19 pandemic. Several studies have highlighted the challenges and best practices
associated with remote work and employee engagement.

Research has shown that remote work can have both positive and negative effects on
employees' well-being and engagement (Gillet et al., 2021). While remote work eliminates
commuting time and unnecessary meetings, it can also lead to feelings of loneliness and
reduced work engagement (Bollestad et al., 2022). Factors influencing employee engagement
in remote work settings have been investigated, comparing them with traditional workplaces
(Hajjami & Crocco, 2023).

Organizations have been exploring various strategies to support and enhance
employee engagement in remote settings. Some have designed guidance and strategic plans to
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help supervisors support staff members in being productive and engaged while working
remotely (Al-Dmour, 2023). Human resource managers play a crucial role in fostering employee
engagement in the remote workforce (Swaroop & Sharma, 2022).

Studies have also emphasized the importance of leadership behavior, team
effectiveness, and technological flexibility in promoting work engagement and performance
during remote work (Koekemoer et al., 2021). Additionally, the use of technology, such as
gamification, has been suggested as a way to link motivation and employee engagement in
remote working environments (Pura, 2022).

As organizations navigate the challenges of remote work, it is essential to consider
factors such as job demands, compensation, and personality traits that can impact
organizational commitment among remote employees (Johannes et al., 2023). Moreover,
promoting mindfulness and psychological safety through tools like the Calm app can contribute
to enhancing team mindfulness and well-being in remote workers (Puzia et al., 2022).

Organizational culture is a set of values, norms and practices that shape the behavior
of members in a company. This element plays an important role in building corporate identity
and influencing employee engagement, which refers to the level of emotional and intellectual
commitment of employees to their organization. Employee engagement is a key factor that can
influence productivity, retention and job satisfaction. In the era of remote work, which is
increasingly growing due to technological advances and global changes such as the COVID-19
pandemic, the relevance of organizational culture in maintaining employee engagement has
become increasingly critical.

Companies face various challenges in trying to maintain employee engagement when
physical interactions are reduced. These challenges include difficulties in maintaining effective
communication, building strong relationships between team members, and maintaining the
company's vision and mission in a distributed work environment. In this context, the
importance of organizational culture cannot be ignored. A strong, adaptive culture can be a
foundation that supports employees, even when they work remotely, by providing a sense of
purpose and engagement to the organization.

Although much research has been conducted on organizational culture and employee
engagement in general, there is a significant gap in the literature specifically exploring how
organizational culture influences employee engagement in the era of remote work. Existing
research is limited in providing in-depth empirical guidance on organizational culture
adaptation strategies to support employee engagement in remote work contexts. This gap
indicates an urgent need for further research that can address these new challenges.

This research aims to explore the role of organizational culture in maintaining
employee engagement in the era of remote work and identify effective cultural adaptation
strategies. Specifically, this research will answer the research questions: (1) What is the role of
organizational culture in maintaining employee engagement in the era of remote work? and (2)
How can companies adapt their organizational culture to support remote employees?

This research offers a new contribution by focusing on the combination of
organizational culture and employee engagement specifically in the context of remote work. In
addition, this research will provide practical guidance based on an analysis of the latest
literature that companies can use to manage their organizational culture in the era of remote
work. Thus, this research not only provides new insights for academics, but also provides useful
recommendations for practitioners in facing the challenges of remote work.

In conclusion, the era of remote work presents both opportunities and challenges for
employee engagement. By implementing effective strategies, leveraging technology, and
prioritizing factors that influence engagement, organizations can create a supportive and
engaging remote work environment for their employees.
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2. Research Methods

Article collection was carried out through several reputable international databases
such as Scopus, Web of Science, and Google Scholar. The selection of these databases was
based on their broad coverage and high reputation for providing quality scientific literature.
Scopus and Web of Science are known for their indexation of high-impact journals and rigorous
peer-review processes, while Google Scholar is used to ensure more inclusive and
comprehensive coverage.

To find relevant articles, several specific keywords were used, including "organizational
culture", "employee engagement", "remote work", "virtual teams", and "telecommuting". This
combination of keywords was used to ensure that all aspects related to the topic, from
organizational culture to employee engagement in the remote work context, were covered in
the literature search.

The initial search process yielded 500 articles through a combination of keywords in
various databases. These articles are then filtered based on topic relevance and content
quality. Screening is carried out by reviewing the title and abstract of the article, and checking
whether the article meets the predetermined inclusion and exclusion criteria. This is done to
ensure that only the most relevant and high quality articles are used in the research.

To ensure that the articles used in this research were of the most relevant and high
quality, strict inclusion and exclusion criteria were used. Inclusion criteria included articles that
focused on organizational culture and employee engagement in the era of remote work,
publications within the last 10 years to ensure the relevance and newness of the information,
and articles that had been peer-reviewed. Meanwhile, exclusion criteria include articles that
are not relevant to the research topic, articles with weak or unclear methodology, and articles
that cannot be fully accessed (full text is not available).

The article selection process follows PRISMA (Preferred Reporting Items for Systematic
Reviews and Meta-Analyses) guidelines. The PRISMA method was used to ensure transparency
and reproducibility in the article selection process. The PRISMA flow diagram depicts each
stage of the selection process: starting from identifying articles from various databases using
predetermined keywords, filtering articles based on title and abstract to eliminate irrelevant
articles, assessing the suitability of remaining articles by reading the full text and ensuring that
the articles meet the requirements. inclusion criteria, until the final stage where articles that
meet all the criteria are included in the final review. By using the PRISMA method, the article
selection process becomes more systematic and structured, ensuring that the literature
reviewed is of the most relevant and high quality to answer the research questions asked.

3. Results and Discussion

3.1. Organizational Culture and Employee Engagement in the Era of Remote Work

Organizational culture and employee engagement are intricately linked, with the
former serving as a foundation that significantly influences the behavior and commitment of
employees (Camp et al., 2022). A strong organizational culture that resonates with individual
values can boost engagement levels, leading to enhanced motivation, job satisfaction, and
performance among employees (Camp et al., 2022). Conversely, a culture that contradicts
employee values may result in decreased engagement and productivity (Camp et al., 2022).

In the context of remote work, maintaining a positive organizational culture poses
challenges due to limitations in informal communication and social interactions that typically
support culture building (Camp et al., 2022). Remote work diminishes face-to-face interactions,
hindering the transmission of organizational values and norms, while factors like time zone
differences and varying home working conditions can impede effective communication and
collaboration (Camp et al., 2022). However, studies suggest that companies can overcome
these challenges by adapting communication and collaboration practices (Camp et al., 2022).
Successful organizations leverage digital tools effectively, establish virtual routines, and create
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rituals to foster a sense of community, thereby maintaining a strong organizational culture
during remote work (Camp et al., 2022).

Research emphasizes the significance of supportive leadership and high levels of
collaboration in enhancing employee engagement in remote work settings (Camp et al., 2022).
By adapting organizational culture to address the challenges of remote work, companies can
ensure that employees remain engaged, motivated, and connected to the organizational ethos
(Camp et al., 2022). Practical insights from case studies and previous research offer valuable
guidance for companies seeking to navigate these challenges and sustain a culture that
supports employee engagement in the remote work landscape (Camp et al., 2022).

3.2. Values and Norms in Organizational Culture

Company values and norms play a crucial role in shaping organizational culture and
significantly impacting employee engagement. Clear and consistently applied values such as
integrity, innovation, collaboration, and respect can foster a supportive work environment,
enhancing employees' sense of belonging and pride (Stamolampros et al., 2019). When
employees' personal values align with those of the company, they are more likely to be
motivated and committed (Stamolampros et al.,, 2019). Norms promoting open
communication, mutual respect, and recognition of achievements also contribute to increased
employee engagement (Stamolampros et al., 2019).

In the context of remote work, adapting values and norms to support employee
engagement is crucial. Values like smoothness, transparency, and accountability are essential in
virtual work environments (Stamolampros et al., 2019). Flexibility allows employees to balance
work and personal life demands, while transparency and accountability in communication and
task ownership help remote workers feel connected and informed (Stamolampros et al., 2019).
Norms such as regular virtual meetings, effective use of digital communication tools, and
virtual recognition of achievements are vital for maintaining engagement in remote teams
(Stamolampros et al., 2019).

Research indicates that organizational culture mediates the influence of leadership on
work engagement (Srimulyani & Hermanto, 2022). Credible leadership positively affects
organizational culture, which in turn impacts work engagement (Srimulyani & Hermanto,
2022). Aligning employees with organizational values and culture is essential for contributing to
company value (Dhir & Dutta, 2020). Moreover, the impact of talent management on
organizational commitment underscores the significance of employee engagement in
organizational success (Abazeed, 2019).

Overall, companies that successfully implement values and norms supportive of
remote employees can enhance engagement, satisfaction, and productivity. By fostering a
culture that aligns with employees' expectations and needs, organizations can cultivate a
motivated and committed workforce, even in remote work settings.

3.3. Communication and Collaboration in Organizational Culture

Effective communication is a fundamental element of organizational culture,
particularly in remote work settings where face-to-face interactions are limited. Openness,
clarity, and a sense of community are crucial aspects of communication that promote
employee engagement and a strong organizational culture (Sumarno & lgbal, 2022). By
establishing an environment where employees can freely exchange ideas and concerns,
comprehend the company's vision clearly, and feel connected through regular and transparent
communication, organizations can address the challenges presented by physical distance
(Sumarno & Igbal, 2022).

In the digital era, communication tools are essential for supporting organizational
culture in remote work environments. Platforms such as Slack and Microsoft Teams facilitate
rapid and efficient communication, while video conferencing tools like Zoom and Google Meet

510



Hilmawan PRODUCTIVITY, 1(3) 2024: 507-515

enable virtual face-to-face interactions, reducing feelings of isolation and enhancing employee
engagement (Shin et al., 2023). Project management tools like Trello and Asana assist teams in
staying organized and collaborating effectively, while document collaboration platforms such as
Google Workspace and Microsoft 365 enable real-time collaboration, even when team
members are geographically separated (Shin et al., 2023).

By effectively utilizing digital communication tools, organizations can not only sustain
employee engagement but also reinforce their organizational culture. These tools aid in
creating an inclusive and collaborative work environment, ensuring that employees feel
connected and supported even while working remotely (Shin et al., 2023).

3.4. Leadership and Organizational Culture

Effective leadership is crucial in shaping organizational culture and fostering employee
engagement, especially in remote work settings. Leaders who adopt a supportive, adaptive,
and inclusive style can significantly impact employee motivation and connection in distributed
work settings. Such leaders excel in open communication, coaching, and providing support,
ensuring that employees are aligned with the company's vision and goals (Thanh & Quang,
2022). By actively listening to employees and involving them in decision-making processes,
leaders create a culture of inclusivity and participation (Thanh & Quang, 2022).

Furthermore, leaders who lead by example and offer coaching to their teams play a
crucial role in maintaining employee engagement in remote work environments (Kaur et al.,
2023). Through demonstrating company values, promoting transparent communication, and
showing genuine care for employee well-being and development, leaders can inspire and
motivate their teams effectively (Kaur et al., 2023). Effective coaching involves providing
constructive feedback, assisting employees in overcoming challenges, and supporting them in
achieving their goals and potential (Kaur et al., 2023).

Leaders also significantly impact organizational culture, as they not only embody the
company's values but also influence team behavior and norms (Thanh & Quang, 2022). By
prioritizing an inclusive, collaborative, and responsive culture, leaders can create a work
environment that fosters employee motivation and support (Thanh & Quang, 2022).
Recognizing and reinforcing core values, encouraging cross-team collaboration, and promoting
active participation from all team members are key strategies that leaders can employ to
strengthen organizational culture (Thanh & Quang, 2022).

In conclusion, effective leadership is instrumental in shaping organizational culture and
enhancing employee engagement, especially in remote work settings. Leaders who embrace a
supportive, adaptive, and inclusive leadership style can help maintain a strong organizational
culture, ensuring that employees feel connected, supported, and motivated to contribute their
best work in a distributed work environment.

3.5. Organizational Culture Adaptation Strategy

Adapting organizational culture to remote work necessitates a strategic approach that
encompasses various key strategies. Firstly, supportive leadership coaching is crucial to
empower leaders to drive cultural change conducive to remote work (Wang et al., 2020). Open
and transparent communication is essential to foster a collaborative environment between
management and employees (Pham et al., 2023). Defining relevant values and norms that align
with remote work dynamics is vital for creating an engaging and collaborative culture (Tanpoco,
2023). Encouraging a flexible work culture that prioritizes work-life balance and empowers
employees through autonomy is fundamental (Fan et al., 2023).

Moreover, providing tailored training programs for remote work skills and fostering
employee empowerment are essential components of cultural adaptation (Pianese et al., 2022;
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Liu & Ren, 2022). Continuous evaluation and adjustment of the cultural adaptation strategy
based on feedback and performance metrics are necessary to ensure its effectiveness
(Adikaram & Naotunna, 2023). By implementing these strategies cohesively, organizations can
cultivate an inclusive and supportive work environment that enhances employee engagement
and drives organizational success (Wang et al., 2020; Pham et al., 2023; Tanpoco, 2023; Fan et
al., 2023; Pianese et al., 2022; Liu & Ren, 2022; Adikaram & Naotunna, 2023).

These strategies are supported by research emphasizing the importance of
psychological empowerment, leadership support, and organizational culture in remote work
settings (Wang et al., 2020; Fan et al., 2023; Liu & Ren, 2022; Singhvi et al., 2022; Gardner &
Romney, 2021). Studies have shown that empowering leadership positively influences job
attitudes and employee outcomes (Bharadwaja & Tripathi, 2020). Additionally, the role of
digital skills training in reducing work-family conflict and enhancing perceived organizational
support has been highlighted (Pham et al., 2023). The impact of organizational leadership on
performance during crises like the COVID-19 pandemic underscores the significance of flexible
work arrangements and supportive leadership (Alshurideh et al., 2022).

In conclusion, a comprehensive approach that integrates leadership development,
effective communication, values alignment, flexible work policies, training, empowerment, and
continuous evaluation is essential for successfully adapting organizational culture to remote
work environments. By prioritizing these strategies, organizations can create a resilient,
engaging, and productive remote work culture.

3.6. Development of New Policies and Practices

Developing new policies and practices to support remote work is crucial for
organizations aiming to adapt to the changing work landscape. To enhance employee
engagement and foster an inclusive work environment, several key strategies can be
implemented:

1. Work Flexibility Policy: Establishing a work flexibility policy that allows employees to
customize their work schedules and choose between working from home or the office can
significantly contribute to work-life balance and job satisfaction (Waizenegger et al., 2020).

2. Structured Remote Work Program: Implementing a structured remote work program
with clear guidelines, necessary tools for virtual collaboration, and adequate support
mechanisms can enhance productivity and efficiency in remote work settings (Waizenegger et
al., 2020).

3. Employee Wellness Policy: Introducing an employee well-being policy that addresses
work-life balance, mental health support, and wellness programs tailored for remote workers
can promote overall employee well-being and job satisfaction (Waizenegger et al., 2020).

4. Routine and Scheduled Communication: Enforcing policies that encourage regular
communication channels between management and employees, such as team meetings,
check-ins, and feedback forums, can enhance collaboration and maintain a sense of connection
among remote teams (Waizenegger et al., 2020).

5. Training and Development Program: Providing specialized training programs focusing
on virtual communication skills, time management, and stress management for remote work
can equip employees with the necessary skills to thrive in a remote work environment
(Waizenegger et al., 2020).

6. Collaboration Initiatives and Team Activities: Developing initiatives like virtual
events, collaborative projects, and interest groups can foster a sense of community and
strengthen relationships among remote employees (Waizenegger et al., 2020).

7. Periodic Evaluation and Adjustment: Conducting regular evaluations of remote work
policies and practices based on employee feedback and changing work dynamics ensures that
these initiatives remain effective and aligned with employee needs (Waizenegger et al., 2020).
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By incorporating these policies and practices, organizations can create a supportive and
inclusive environment for remote workers, leading to increased engagement, productivity, and
the establishment of a resilient organizational culture in the remote work era.

4. Conclusions

In the era of remote work, organizational culture has an important role in influencing
employee engagement. A strong culture that aligns with individual values can increase
employee engagement, motivation and performance levels. However, challenges arise when it
comes to maintaining a positive organizational culture in a remote work environment, where
informal communication and social interaction are limited. Nonetheless, research shows that
companies can overcome these challenges by adapting communication and collaboration
practices. Additionally, supportive leadership and high collaboration also play an important role
in increasing employee engagement in remote work settings.

The results of this research have several practical implications for companies. First,
companies need to pay attention to the importance of a supportive organizational culture in
supporting employee engagement, especially in the context of remote work. Second,
companies can adopt organizational culture adaptation strategies, such as open
communication, supportive leadership, and training programs to support employees working
remotely. In addition, companies can also develop new policies and practices that support
remote work, such as work flexibility policies and employee wellness programs.

While this research provides valuable insight into the role of organizational culture in
supporting employee engagement in the era of remote work, there are several limitations
worth noting. First, this research is based on a review of existing literature and does not include
primary data. Second, the context and characteristics of organizational culture and work
practices may vary between companies, so research findings may not be completely
generalizable. Lastly, this research does not consider external factors that may influence
employee engagement, such as the economic situation or government policies.

For future research, it is important to conduct further empirical research to examine
the effectiveness of organizational culture adaptation strategies in supporting employee
engagement in the era of remote work. Longitudinal research that monitors changes in
organizational culture and employee engagement over time can also provide valuable insights.
Additionally, research that compares best practices across companies and industries can help
identify the most effective strategies for supporting employees working remotely.
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