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Abstract

As flexible and remote work measures grow, scholars and experts are increasingly
concerned with various features of virtual work settings. Yet diverse conceptual
considerations and methodological approaches, along with partly divergent empirical
findings, limit simple recommendations. This review brings a systematic overview of 50
empirical studies on psychological issues in virtual work settings. Results indicate that the
move to remote work has brought about noteworthy psychological challenges for workers,
composed with increased stress, anxiety, and feelings of isolation. Further, it reveals that
an exclusive set of operative direction tactics to confirm team unity and efficiency,
including creating structured and clear communication channels, which is the utmost
significant feature for effective distant work, and executing consistent virtual lineup
assemblies; exploiting collaboration tools and providing opportune response are main
tactics to adoptive a sense of linking and position among distant lineup associates. Effective
remote managers prioritize building robust associations with their followers. Executing
cybernetic team-building events and distinguishing specific attainments can support
enhance employees’ self-confidence and drive, finally driving yield. Through leveraging
knowhow to support and empower far-flung workers, managers can generate a optimistic
work setting that encourages alliance, trust, and total accomplishment in remote work
situations. Based on the review, scholars develop a research framework that includes a new
integrative conceptualization of psychological issues in virtual work settings, along with
suggestions for regularization and study designs that might further consolidate this growing
field.
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Introduction

Remote work has greatly influenced organizational psychology, determining in what way
workers interrelate with each other and their work situation. Remote work has significant
psychological influences on employees, including increased pressure, anxiety, and feelings
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of isolation, necessitating targeted interventions to support psychological health. Before
the development of the engagement economy, some industries involved distant working
and extended commuting, such as mining and construction, and mobile work driven by
telephony, long-distance commuting, and internet access. Such provisions paid to fatigue,
aloneness, and private interruption [10]. Circumstances supporting remote and online
working encompass the growing access to the internet, smartphones and their connected
know-hows, software and cloud computing advances, the increase of global online service
providers, and the ease of conducting business and shopping online [47]. The momentous
technological transformation linked with fourth industrial revolution know-hows [38] has
reinforced working from home, distant working, and mobile work from sites with internet
contact.

Attention in investigating the mental properties of distant employed was obsessed by the
COVID-19 pandemic that enforced millions into work-from-home activities [20]. It
signified a substantial lifestyle modification in working and living ways. This enormous
move was unintended and executed without knowledge of the possible encounters linked
through extended eras of working from home [24]. This embodied one of the most
substantial changes in working preparations universally and provided occasions for
investigators, organizations, and governments to measure the consequences of extended
working from home provisions. Scholars have studied the critical matters that contain the
influence on member strain and comfort [40]; the administration of the labor force and the
effect on administrators [13; 19]; family and domestic challenges including work-family
conflict [35]; and employee inspiration and engagement [16].

Subsequent to COVID, isolated and homeworking preparations continued to be implanted
in organizational employ exercise, and it is vital to measure the emotional things of
prolonged distant work for workforces, bosses, establishments, and households/families.
Possible individual encounters contain separation, the distortion of work-life restrictions,
enquiry, and existence on demand [47]. In turn, plans and policies that decrease the mental
hazards are indispensable for administrations and policymakers as remote and home
working is extended across all industries. This study affords an opportune, varied, and
exhaustive investigation of the inner influences of inaccessible labor and the strategic roles
of managers. In this study, several articles inspect the above matters and understandings
across nations through reviews of workforces and administrators. Each article offers
thoughtful ideas for policies to provision isolated employed and lessen its mental
jeopardies.

Objectives of the Study

This study focuses on the necessity of identifying and understanding psychological issues
in the remote working atmosphere and the active strategic role of managers that is related

2



Journal of Information Systems & Information Technology (JISIT) Vol. 11 No.1 2026
ISSN: 2478-0677 01-14

to performance in a virtual work setup. Following research objectives were established:

1: To identify the psychological issues typically encountered in relation to performance in
remote work arrangements.

2. 7o assess the mechanisms that intercede in the connection amongst managers' strategic
roles and performance in remote work.

Literature Review

COVID-19 has obligated foremost effects on inhabitants and individual well-being [41]
and a transformational impression on the prevalent adoption of remote working by both
managers and workers [29]. Remote employment encompasses what is identified as
telework and working from home (WFH). The European Framework Agreement on
Telework describes telework as a “form of organizing and/or performing work, using
information technology, in the milieu of an employment contract/relationship, where work,
which could also be performed at the employer’s premises, is carried out away from those
premises regularly” [17]. WFH is predicted to accelerate over the coming years as workers
become more intensive on the interface of quality of life with that of work—life [33] and
managers see the cost-efficiency benefits of positioning workers at home [34].

Such a notable shift in the point of employment may change the nature of health and well-
being matters for many workers [30]; the requirements of companies to support worker
well-being within the home [33]. Distant labor may affect both physical and mental health,
ranging from musculoskeletal disorders, fatigue, and stress [30]. Instead, there is evidence
that it can have constructive social and psychological benefits by improving personal
temperament [4]. Literature specifies gendered differences in stated undesirable health
effects on females compared with males when enforced to work from home [3]. Such
discoveries suggest a need for attention to gendered disparities in the nature of health
interferences where the home is the employee’s working atmosphere. In addition to that,
rapid changes to the workspace advise that both present and upcoming adoption of remote
working, united with the personal goals of workers for better quality of life [43], will
necessitate companies to establish commitment to worker well-being. There is an important
rapport between an employee’s mental health and administrative accomplishment [28; 49].

According to [6], in existing hybrid and virtual firms, there is a rising need for training and
developing leaders in capabilities that are effective in telework. This kind of work plan has
gone from being rather exceptional to a new way of working in labor markets global [7].
According to [48], 20.5% of global firms designated that offering more chances for
telework is one of their short-range tactics, and remote job offers have enlarged compared
to preceding years [1]. These changes necessitate HR authorities to re-skill and familiarize
to diverse characters in the “new” working condition, particularly in headship [11]. In fact,
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fruitful telework implementation has been recommended to depend more on how
leadership is established than on the right use of knowhow [9;11].

The extensive acceptance of telework has introduced exclusive encounters that can impact
worker performance. These contain indistinct work-life borders, communal and proficient
loneliness, probable loss of implicit knowledge, and ergonomic problems [9; 46]. Also,
[39] stated that teleworkers may face technological barricades and communication
restrictions. These features can disturb teleworkers' performance and success, particularly
for those unfamiliar with distant work provisions [31]. This could be challenging for
performance indicators external task performance that could be particularly pertinent for
administrations, such as innovative or contextual behaviors. In this background, thoughtful
measurement of performance at manifold levels converts decisive. Subsequent studies [22;
23], they hypothesize work performance as behaviors or actions contributing to executive
goals. At the individual level, this comprises four scopes: task performance (completing
main work obligations), contextual performance (behaviors supporting the structural,
social, and emotional atmosphere), adaptive performance (familiarizing to changes in work
roles or situation), and counterproductive work behavior (behaviors destructive to
administrative well-being). At the team level, performance incorporates shared task
accomplishment, team participant behaviors that uphold the group's social setting, and the
team's capability to adjust to changes [25].

Contemporary research highlights that administration in telework necessitates more than
simply extending traditional leadership practices to virtual settings. As a substitute, it
demands developing specific competencies to manage remote work effectively [2]. In this
sense, [32] proposed that leaders must adapt their behaviors and develop new ones that
respond sufficiently to a digitalized and geographically dispersed work setting. There have
been diverse efforts to establish specific leadership competency models for the digital age
[26]. In this context, the study has defined e-leadership as “a social influence process
mediated by AIT (advanced information technologies) to produce a change in attitudes,
feelings, thinking, behavior, and performance with individuals, groups, and/or
organizations” [6]. When the focus is put on the spatial and temporal dimensions in which
digital leadership occurs, digital leadership is considered as “social influence that occurs
when leaders and followers are geographically detached, temporally asynchronous, and
entirely interceded by technology” [8]. Thus, the leadership focus is set on its influence to
the decrease of virtual distance.

As a response to this encounter, the virtual distance framework [27] suggests that leaders
can improve performance in remote work or telework by implementing strategies that bring
workers closer together. According to [27], organizations need to overcome operational and
affinity distance for effective performance in telework settings. Operational
distance involves challenges in technology-mediated work coordination and information
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sharing, while affinity distance refers to the psychological and social separation that
emerges from physical dispersion. Leaders might greatly contribute to both aspects by
digitalizing the social process of influence. Beyond the development of specific leadership
competency models for this context, research also needs to ascertain which is the empirical
evidence about how traditional, digital, or digitalized competencies facilitate performance
in telework contexts [32]. Lack of clarity about which specific aspects of leadership need
to be trained and developed in remote and hybrid workplaces could lead firms to implement
ineffective or less efficient interventions [5]. Despite several studies indicating that
telework leadership, as in face-to-face work, is fundamental for individual and team
performance [12], there is still no consensus about the empirical relationship between
specific leadership competencies and performance in telework.

According to [36], Remote work integrates methods of work performed outside traditional
office settings, including telecommuting, home-based, virtual, and dispersed work. It is
molded by psychological, temporal, technological, and structural distances that influence
communication, collaboration, and connection within organizations. Remote arrangements
expand access to talent, eliminate geographical limitations, and support more wide-ranging
recruitment practices. Employees must develop competencies such as self-management,
digital knowledge and collective communication skills, to work effectively in remote
settings [18]. Structural accomplishment in remote atmospheres depends on job design that
nurtures autonomy, flexibility, and active use of technology [42]. As remote work reshapes
organizational structures and individual experiences, it introduces dynamics that can both
support and challenge mental strength and well-being, influencing stress, flexibility, and
exhaustion in digital and flexible work settings.

Recent study conclusions for specific groups are designated as follows: according to [21],
burnout and compassion satisfaction influenced professional quality of life of Greek mental
health professionals. In addition, studies of Japanese housewives and part-time mothers
have shown that parenting attitudes affect maternal well-being and self-efficacy [15].
Among teachers, professional boundaries were linked to reduced burnout in the Philippines
[44], while studies in Latin America and Spain documented predictors of depression and
anxiety during COVID-19. Overall, these findings highlight the standing of work-related,
social, and cultural aspects in mental health and underline the prerequisite for environments
that reinforce flexibility and well-being across occupations.

Virtual managerial support is vital in remote settings, as it can buffer psychological
demands and promote positive outcomes. Managers who provide clarity, empathy, and the
right tools empower their teams to thrive despite physical distance. Without such support,
even highly skilled employees may struggle with motivation and well-being, finally
impacting performance.

This study conducts a structured literature review (SLR) of the relationships between

5



Journal of Information Systems & Information Technology (JISIT) Vol. 11 No.1 2026
ISSN: 2478-0677 01-14

psychological issues of different individuals in remote work settings. SLR is a inclusive
method for collecting literature that meets specific criteria to discover themes, patterns,
trends, or gaps, especially in human resource development [37]. So, this study will
contribute to the field by thematically investigating the managers’ roles in handling virtual
employees and components contributing to performance in telework frameworks at both
levels by discovering and analyzing the competencies presented in the works. As a result,
for HR managers and practitioners, it could serve as a starting point for defining
implications for future remote work leadership training interventions, helping to build
flourishing and solid businesses and administrations [14].

Research Methodology

This study uses a systematic literature review approach to evaluate the effect of
psychological encounters on distant working that will influence organizational activities.
The review process trailed PRISMA procedures to confirm that the selection of connected
literature was clear and reproducible. The data sources included Scopus and Google
Scholar, resultant in the identification of 100 initial articles. The following stages were
executed.

Duplicate removal: 30 articles were excluded.

Screening stage: 70 sole articles were studied based on title and abstract.

Suitability assessment: 50 full -text articles were examined.

Ending selection: 50 peer-reviewed articles were chosen for their significance to remote
working, psychological challenges, and the strategic role of managers.

The investigation process was guided by keywords such as remote working, psychological
challenges, and the strategic role of managers. The presence criteria attentive on empirical
evidence, well- defined methodologies, and pertinence to strategic decision making of the
firm. Articles not peer-reviewed, unrelated to remote working or lacking methodological
clarity were excluded. All covered studies were in the English language.

Data Analysis:

The chosen articles were assessed using bibliometric tools like VOS viewer and
Biblioshiny for keyword trends within the literature. Key insights comprise:

Publication tendencies: with an instant increase in attention. 60% of the studies were
published after the COVID-19 pandemic era.

Keyword occurrence: remote working was the most usually occurring term, followed by
psychological issues.

Conceptual categories: the studies bunched into three primary themes: remote working,
psychological challenges, and the strategic role of managers. The findings were produced
to address two main research questions regarding the importance of remote working, the
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challenges it faces, the decision-making of managers, and strategies to ensure fairness.
Findings of the Research

The study exposed several distinguished conclusions about the incorporation of remote
working concepts into the strategic decision-making of the firm.

Effective Leadership Strategies in a Remote Work Setting

Some conclusions revealed that remote workers struggle with loneliness, highlighting the
need for leaders to actively engage and communicate with their team members.
Establishing structured, clear communication channels is vital. Executing regular virtual
team meetings, utilizing collaboration tools, and providing timely feedback are key
strategies suggested to foster a sense of connection and belonging among remote team
members. Effective remote leaders prioritize building strong relationships with their team
members. Implementing virtual team-building activities and recognizing individual
attainments can help boost team morale and motivation, ultimately driving productivity.
By leveraging technology to support and empower remote employees, leaders can create a
positive work environment that promotes collaboration, trust, and overall success in remote
work settings.

Future Outlook: The Evolution of Organizational Psychology in the Era of Remote
Work

In the face of the rapid growth of remote work, the field of organizational psychology is
experiencing a substantial growth to address the unique challenges and opportunities
presented via this novel era. According to a recent survey conducted by the American
Psychological Association, 72% of firms have shifted to remote work arrangements due to
the COVID-19 pandemic. This shift has sparked increased interest in considering how to
effectively manage remote teams, promote employee well-being, and maintain structural
culture in a virtual atmosphere.

Further, scholars have suggested that organizations that invest in training programs focused
on remote work skills see a substantial development in employee satisfaction and
productivity. These emerging trends specify a promising future for the evolution of
organizational psychology in the era of remote work, where data-driven strategies and
behavioral understandings will play a critical role in shaping the workplace of tomorrow.

Further, the shift towards remote work has significantly impacted organizational
psychology in various ways. The virtual work setting has brought to light the importance
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of employee well-being, motivation, and communication within establishments. It has also
challenged traditional understandings of teamwork, leadership, and organizational culture,
encouraging investigators and practitioners to discover new approaches to foster
productivity and engagement among remote employees.

Also, the long-term effects of remote work on organizational psychology remain to be seen
as organizations continue to adapt to this new way of working. As we navigate this era of
remote work, it becomes crucial for administrations to prioritize maintaining a positive and
supportive virtual work situation to ensure the psychological well-being and overall
success of their employees. By integrating insights from organizational psychology into
remote work practices, organizations can effectively address the challenges and
opportunities that come with this growing work landscape.

Recommendations for Administrations

Firms or companies can implement numerous strategies to alleviate the psychological
jeopardies allied with remote work,

e Offering access to mental health support and counseling can help employees cope
with stress and anxiety.

e Enabling virtual team-building events and informal check-ins can help lessen
feelings of isolation.

e Inspiring employees to set exact work hours and create dedicated workspaces can
help maintain a healthy work-life balance.

e Permitting employees to have flexible schedules can help them manage personal
responsibilities together with work obligations.

Some key strategies for managers to consider while managing a virtual workplace.

e Establish clear communication protocols to set potentials for how and when team
members should communicate. Use precise tools for different communication
purposes to lessen confusion and keep everyone on the same page.

e Set clear metrics for performance evaluation to ensure everyone is united and
working towards the same objectives, even when physically detached.

e Implement appropriate remote work policies to ensure distant work operates
smoothly and efficiently.

e Leaders' digital communication emerges as the primary competency, along with
goal management, support, and empowerment.

Limitations of the Study

Several limitations were faced during the review process. Those were described under
scope of literature, focus on remote working, lack of empirical validation, cultural and
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regional diversity, rapid technological changes and ethical and legal context
variability .

The conclusions result from a systematic review of academic sources, which may not
capture all emerging viewpoints or unpublished industry practices. Future study could
expand the scope to include older literature and practical case studies.

The study mainly focuses on remote work setups in establishments as a representative of
modern work settings. However, other dilemmas of the current period could possess unique
functionalities and limitations that also merit examination.

In addition, this study is primarily conceptual and based on literature, absent direct
empirical validation through surveys, interviews, or case studies. Additional empirical
studies are necessary to settle the proposed hybrid framework in actual administrative
atmospheres.

Further, while the paper briefly mentions global implications, it doesn’t thoroughly
examine region- specific factors that could influence remote working setups in
organizations across various cultural or regulatory frameworks.

Due to the swift advancement in technologies, the working environment may change
speedily, which could render some observations or recommendations outmoded.

At last, legal frameworks and ethical standards are vary widely across different
jurisdictions, making it difficult to put forth universally applicable guidelines without local
modifications. These restrictions generate avenues for future research to empirically
evaluate the effects of remote working on psychological issues, explore cross- cultural
implementation approaches, and formulate adaptable ethical guidelines for its power.

Conclusion

The move to remote work has brought about substantial mental challenges for employees,
together with increased stress, anxiety, and feelings of isolation. The strategic role of
managers in managing a virtual workplace comprises adapting to the unique challenges
and opportunities presented by remote work. With proper administrative support and
strategies, it is possible to enhance employee well-being and create a sustainable remote
work atmosphere. Addressing these psychological issues is crucial for sustained
productivity and job fulfillment in the growing business landscape.
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