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Abstract

Teleworking has become an established work arrangement in knowledge-intensive, service,
education, technology, and administrative occupations. It can provide flexibility, autonomy, reduced
commuting time, and continuity of operations; however, it may also reduce informal interaction,
spontaneous learning, visibility to managers, and everyday contact with colleagues. This study
examines the relationship between teleworking practices and employee social isolation. It presents a
structured framework that considers teleworking frequency, communication quality, virtual
collaboration routines, supervisor support, perceived organisational support, role clarity, team
inclusion, and opportunities for in-person interaction. Social isolation is treated as a workplace
experience in which employees feel disconnected from colleagues, excluded from informal
information networks, or insufficiently recognised as members of the organisation. The study
proposes a cross-sectional survey design for employees working in fully remote and hybrid
arrangements. The framework evaluates perceived social isolation, job satisfaction, work
engagement, psychological well-being, turnover intention, and perceived organisational support
using standardised questionnaire items and descriptive, correlation, and regression-based analysis.
Illustrative analysis indicates that social isolation may be higher when teleworking is extensive and
when digital contact is limited to task-focused communication. Regular team interaction, supportive
supervision, fair access to information, meaningful virtual social routines, and coordinated hybrid
attendance are expected to reduce isolation risks. The study emphasises that teleworking itself is not
inherently isolating. Its impact depends on work design, leadership behaviour, communication norms,
team culture, and the employee's individual circumstances. The proposed framework provides
practical guidance for organisations seeking to retain the flexibility benefits of telework while
protecting inclusion, social connection, employee well-being, and sustainable work performance.
Keywords: Teleworking, Remote Work, Employee Social Isolation, Workplace Loneliness, Hybrid
Work, Employee Well-Being, Organisational Support, Virtual Collaboration, Work Engagement,
Human Resource Management.

1. INTRODUCTION

Teleworking, also described as
telecommuting, remote work, or home-based
work, enables employees to perform job
responsibilities away from the conventional
office while using digital communication and
collaboration technologies. The widespread
adoption of remote and hybrid arrangements
has changed the way employees coordinate
tasks, receive feedback, form professional
relationships, and participate in organisational
life. For many workers, teleworking offers
important advantages such as flexibility,
autonomy, reduced travel time, concentrated
work periods, and greater control over daily
routines. For organisations, it can support
business  continuity, geographical talent
access, and flexible use of workspace.

At the same time, physical distance can
weaken everyday social signals that are often
taken for granted in office settings. Informal
conversations, peer support, spontaneous
problem-solving, casual mentoring, and visible
participation in team activities may become
less frequent when employees work mainly
through scheduled meetings, e-mail,
messaging platforms, and task-management
systems. Employees may remain technically
connected while still feeling professionally
distant from colleagues, supervisors, and the
wider organisation.

Employee social isolation refers to a perceived
lack of meaningful workplace connection. It
may include feeling out of the loop, missing
informal information, receiving insufficient
recognition, having limited access to
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developmental opportunities, or believing that
colleagues and managers do not understand
one's work experience. Social isolation should
be distinguished from simply working alone.
An employee may work remotely with a high
degree  of  social  connection  when
communication is inclusive, relationships are
sustained, and the organisation provides
reliable support. Conversely, an employee can
feel isolated in a physical office if
relationships, inclusion, and support are weak.
This paper examines teleworking practices and
employee social isolation through a work-
design and organisational-support perspective.
It reviews previous research, presents
objectives and a proposed methodology, and
provides an illustrative evaluation format for
organisations that wish to assess isolation risks
in their teleworking population. The focus is
not to treat remote work as a universal
problem or solution, but to identify the
conditions under which telework can be
socially sustainable and psychologically
supportive.

2. LITERATURE REVIEW

Early telework research identified flexibility,
perceived autonomy, and reduced commuting
as possible advantages, while also warning
that remote employees may experience
weakened professional relationships, lower
visibility, and concerns about career
2.1 SUMMARY OF PREVIOUS STUDIES

development. Bailey and Kurland (2002)
argued that telework research should examine
the broader social and organisational context
rather than viewing remote work only as an
individual productivity practice. Cooper and
Kurland (2002) highlighted professional
isolation as an important concern because
reduced workplace contact may limit informal
learning, networking, and access to
developmental opportunities.

Later studies show that the effects of
teleworking vary according to intensity, job
design, leadership, technology,
communication practices, and employee
preferences. Golden, Veiga, and Dino (2008)
linked professional isolation with teleworker
performance and  turnover intentions,
especially when face-to-face interaction was
limited. Bentley et al. (2016) found that
organisational and teleworker support can
reduce social isolation and improve job
satisfaction and psychological outcomes.
Reviews of remote-worker  well-being
similarly note that social connection, clarity of
communication, manageable workload, and
supportive leadership are central to positive
telework  experiences. Recent research
therefore frames social isolation as a
preventable work-design risk rather than an
unavoidable consequence of working away
from the office.

concerns.

Method / . -
Author(s) Technique Major Findings Research Gap
Bailey & Reviewed telework findings Predates large-scale digital
Telework and urged broader study of X
Kurland . - collaboration and post-
research review work, communication, and . .
(2002) s pandemic hybrid work.
organisational context.
Cooper & Comparative _Connected_ telec_ommytlng Limited evidence on
e with professional isolation and .
Kurland organisational emplovee development contemporary video, chat, and
(2002) study pioy P hybrid team practices.

Gajendran &

Reported benefits of
telecommuting but noted that

Did not address later remote-

intentions.

Harrison Meta-analysis outcomes depend on intensity first organisational models.
(2007)
and context.
Found professional isolation Focused on earlier
Goldenetal. | Survey-based related to teleworker telecommunication tools and
(2008) empirical study performance and turnover traditional teleworking

patterns.
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isolation.

Method / . _—
Author(s) Technique Major Findings Research Gap
Synthesised evidence on .
- . Calls for more evidence on
Allen et al. Scientific telecommuting outcomes, lonaitudi
. . . . . ongitudinal and team-level
(2015) evidence review including benefits and outcomes
boundary conditions. '
Showed that organisational
Bentley et al. | Socio-technical support and teleworker More research is needed across
(2016) systems study support can reduce social sectors and cultures.

Charalampou 3%3.?&?2‘:
setal. (2019) eview g

Identified social, professional,
and health dimensions of
remote-worker well-being.

Limited longitudinal evidence
and limited data from
mandatory telework.

Documented physical and

Many findings reflected

can be protective.

Oakman et | Rapid evidence holoaical health i demi
al. (2020) review _psychological health issues emergency pandemic
' linked with home-based work. conditions.
Explained how job
. characteristics, home Requires further testing in
Wang et al. Work-design demands, and social support stable hybrid work
(2021) framework
shape remote work arrangements.
effectiveness.
Pandemic Found_professmngl |solat_|on Focused on crisis-period
Deschenes teleworker negatively associated with telework rather than voluntar
(2022) telework satisfaction; support . y
study hybrid work.

3. OBJECTIVES OF THE STUDY

communication in

reducing  social

The primary objective of this research is to
examine how teleworking practices influence
employee social isolation and related work
outcomes. The study develops a practical
assessment  framework  that  combines
teleworking  frequency, communication
practices, organisational support, supervisor
support, team inclusion, role clarity, and
access to developmental interaction.
3.1 PRIMARY OBJECTIVE
The primary objective of the study is to
analyse the association between teleworking
practices and employee social isolation and to
identify organisational practices that can
reduce isolation while maintaining the
flexibility advantages of remote and hybrid
work.

PRIMARY OBJECTIVE POINTS

» To assess employee perceptions of social
isolation in teleworking and hybrid work
arrangements.

« To examine  whether teleworking
frequency is associated with workplace
connection and perceived inclusion.

+ To evaluate the roles of supervisor
support, organisational support, and peer

isolation.

* To assess relationships between social
isolation,  job  satisfaction,  work
engagement, and turnover intention.

» To develop practical teleworking practices
that support connection, collaboration, and
employee well-being.

3.2 SECONDARY OBJECTIVES

The secondary objectives focus on the design

of a measurable and actionable telework

framework that organisations can adapt to
their own workforce, work schedules, digital
tools, and team structures.

SECONDARY OBJECTIVE POINTS

» To classify teleworking intensity as low-
frequency, hybrid, or extensive remote
work.

* To examine access to informal
communication, mentoring, and career-
development opportunities for

teleworkers.

+ To assess whether virtual meetings are
inclusive, interactive, and balanced
between task communication and
relationship building.
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» To identify work-design practices that
improve role clarity, information access,
and participation in team decisions.

» To compare social-isolation scores across
teleworking-frequency groups.

« To propose regular check-ins, virtual
social routines, peer-support mechanisms,
and coordinated in-person team days.

« To consider individual factors such as
living arrangements, caregiving
responsibilities, work preferences, and
digital confidence.

+ To provide managers with an evidence-
informed approach for monitoring social
risks  without intrusive  employee
surveillance.

4. RESEARCH METHODOLOGY
The proposed study uses a cross-sectional,
guantitative research design supported by a
structured employee questionnaire. The target
population includes employees who have
worked remotely or in hybrid arrangements for
at least three months. Respondents may be
drawn  from information  technology,
education, finance, professional services,
administration,  consulting, and  other
knowledge-intensive sectors where
teleworking is regularly practised. A purposive
sampling approach can be used to obtain
responses from employees with different
teleworking schedules and organisational
roles.

The questionnaire is designed to measure

teleworking frequency, quality of

communication, opportunities for interaction,
supervisor support, perceived organisational
support, workplace social isolation, job
satisfaction, work engagement, and turnover

intention. Responses may be recorded on a
five-point Likert scale ranging from strongly
disagree to strongly agree. Social isolation
items should assess whether employees feel
excluded from informal workplace
discussions, less connected to colleagues,
unaware  of  important  organisational
information, or overlooked for work-related
opportunities.

Data analysis can begin with descriptive
statistics, reliability testing, and correlation
analysis. Multiple regression analysis can then
be used to examine whether teleworking
frequency, perceived organisational support,
supervisor support, and communication quality
predict social isolation. A mediation model
may also test whether social isolation partly
explains the relationship between teleworking
practices and employee outcomes such as job
satisfaction or work engagement. Where
sample size permits, comparisons between
low-frequency, hybrid, and high-frequency
teleworking groups can be conducted using
analysis of variance or related non-parametric
tests.

The framework is intended to be used
ethically. Employee participation should be
voluntary, responses should be anonymised,
and results should be reported in aggregate
form. Managers should use results to improve
work design, support, and inclusion rather than
to monitor individual productivity or make
punitive decisions. The following figure
presents illustrative data showing how average
social-isolation scores may rise when
teleworking becomes more frequent without
corresponding practices for connection and
support.
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Illustrative Social Isolation Pattern by Weekly Teleworking Frequency
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Figure 4.1: Social Isolation Pattern Across Teleworking Frequency

5. DATA ANALYSIS

Data analysis evaluates how teleworking
practices are associated with social connection,
employee  well-being, and work-related
attitudes. The proposed evaluation compares
three groups: employees working remotely for
zero to one day per week, employees in
coordinated  hybrid  arrangements, and
employees working remotely for four to five
days per week. Relevant indicators include
social-isolation score, job satisfaction, work

perceived organisational support, and turnover
intention.

For transparency, the numerical values in the
following table are illustrative results that
demonstrate the evaluation format. They are
not presented as findings from an empirical
field study. Before academic submission as an
empirical paper, the figures should be replaced
with measured results from a clearly described
sample, organisational setting, data-collection
period, and statistical analysis.

engagement,  colleague-interaction  time,
5.1 ILLUSTRATIVE EVALUATION RESULTS
Low
. . Telework Hybrid High Telework
Evaluation Metric 01 | (2-3dayshweek) | (45 daysiweek)
day/week)
Mean Social Isolation Score (1-5) 2.18 2.71 3.46
Mean Job Satisfaction Score (1-5) 4.06 3.88 3.42
Mean Work Engagement Score (1-5) 411 3.96 3.57
Perceived Organisational Support (1-5) 3.92 3.74 3.41
Weekly Informal Colleague Interaction 9.8 6.7 36
(hours)
Mean Turnover Intention Score (1-5) 2.06 2.39 3.18
Employees Reporting "Out of the Loop" 18.4% 31.6% 48.9%
Manager Check-in Frequency (per month) 6.2 54 4.1

Note: Values are illustrative assessment results included to show the evaluation format. Replace them
with measured employee-survey data before presenting the study as an empirical investigation.

6. DISCUSSION

The proposed framework suggests that the
social effects of teleworking are shaped less by
location alone and more by the quality of

organisational connection. When remote work
is supported by dependable communication,
accessible supervisors, inclusive meetings,
clear performance expectations, and deliberate
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opportunities  for informal interaction,
employees can remain connected even while
working away from the office. In contrast, an
employee may experience social isolation
when communication is limited to deadlines,
when decisions are made through informal
office networks, or when remote colleagues
receive less visibility and feedback than office-
based employees.

The illustrative results show a pattern in which
higher teleworking intensity is associated with
higher social-isolation scores and lower
informal colleague interaction. This pattern
should be interpreted carefully because remote
work can be beneficial for many employees,
particularly when it supports autonomy,
reduces commuting stress, and allows
employees to work in conditions that suit their
needs. The aim of organisational policy should
not be to require a uniform workplace
location, but to identify which employees,
teams, tasks, and work rhythms need
additional social infrastructure.

Managers play an important role in reducing
isolation. Regular one-to-one conversations,
inclusion of remote employees in informal
information sharing, equitable access to high-
visibility ~ assignments, mentoring, and
recognition can help employees remain
connected to the organisation. Team-level
routines are also important. Examples include
short non-task check-ins, rotating meeting
facilitation, virtual peer-learning sessions, co-
working blocks, documented decisions, and
coordinated in-person days for work that
benefits ~ from relationship  building.
Technology should support these routines, but
software alone cannot replace inclusive
leadership and a psychologically safe team
culture.

The study also highlights a need for careful
monitoring.  Organisations  should  ask
employees about connection, inclusion, and
well-being through confidential surveys and
8. REFERENCES

structured feedback channels. However, such
monitoring should not become digital
surveillance. Data should be used to improve
work design and managerial practice, with
special attention to newly hired employees,
junior staff, employees living alone, and teams
whose work depends heavily on collaboration,
mentoring, or informal knowledge exchange.
7. CONCLUSION

Teleworking Practices and Employee Social
Isolation examines an important challenge in
the contemporary workplace: employees can
be digitally connected yet socially
disconnected. The proposed framework links
teleworking  frequency, communication
quality,  supervisor  support, perceived
organisational support, team inclusion, and
work outcomes to provide a structured
approach for studying social isolation in
remote and hybrid arrangements. The paper
reinforces that telework is not automatically
isolating; isolation is influenced by how work
is organised, how leaders communicate, how
teams share information, and whether
employees have meaningful opportunities to
build relationships and participate in
organisational life.
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