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Purpose: The research objective of the article is to explore the determinants of the relationship
of exchange of knowledge, experience and support, among employees within and outside
teams, as well as with superiors, taking into account the area of feelings and emotions accompa-
nying remote and hybrid work.

Methodology: The research question posed were: Do positive emotions and feelings in inter-
actions correlate with the willingness to share knowledge resources and experience and readi-
ness to help colleagues (and their frequency)? A nationwide survey was conducted using the
method CATI The hypotheses were tested with Spearman's rank correlation coefficient.
Findings: The hypothesis was confirmed that employees who more frequently experience posi-
tive emotions and feelings that accompany interactions more willingly share the experience
with co-workers. In the case of knowledge sharing, the hypothesis was only partially confirmed.
The assumption that the employees who more frequently experience positive emotions and fee-
lings more willingly provide assistance to co-workers was found to be untrue. What was confir-
med was that the employees who more frequently experience positive emotions and feelings
that accompany interactions more frequently share knowledge and experience, and more fre-
quently to provide assistance to co-workers.

Research limitations: Measurement of the scale of feelings and emotions based on declarations
is fraught with subjectivity. It would be valuable to deepen the research using the interview
technique. Further research would be required to explain the positive correlations for variables
that represent negative feelings and emotions. The results of the survey are subject to the socio-
cultural conditions. The research results obtained should not be extrapolated to the companies
operating in other countries.

Value: Introduction of variable feelings and emotions helps to understand their relationship
to the sharing of the knowledge and experience resources among employees. Diagnosing how
the psychosocial sphere is reflected in exchange attitudes can provide hints as to which elements
of the relationship area are worth undergoing targeted changes, what methods and tools for
improving psychosocial working conditions will foster positive relationships among employees
within and outside of their teams, as well as with superiors.
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1. Introduction

Due to the social nature of human beings, our efficiency in daily functioning is greatly in-
fluenced by the quality of the social networks we create as individuals and collectives. Net-
works in this view are synonymous with relationships with others. The strength of the relation-
ship's impact on individuals depends on the strength of the ties of its participants (Granovetter,
1973). Labor relations reflect the dynamics of interaction among co-workers and employees
and their employers. They include aspects such as communication (Jamsen et al., 2022), coope-
ration, exchange of knowledge and experience, trust, but also conflict resolution. Good emplo-
yee relations influence employee engagement, satisfaction and effectiveness (Fay, Kline, 2011,
Alegre et al., 2016) and the desire to stay with the organization for the long term (Regts, Molle-
man, 2013). Conversely, rudeness from co-workers causes emotional exhaustion and reduces
job satisfaction (Hur et al., 2015). The quality of the relationship among subordinates and super-
iors is positively correlated to the quantity and quality of information provided by superiors.
Such a relationship is also true with regard to the quality of information exchanged among co-
workers when their relationships are amicable (Sias, 2005). Employee relations are an organi-
zation's capital (most often referred to as social capital), which in its dynamics transforms into
other forms of capital, such as knowledge capital (Kukowska, Skolik, 2013). It is mainly this
fact that makes the topic of relationships constantly relevant and attractive to management
sciences and economics. Diagnosing the state and quality of relationships is a fundamental ele-
ment of the human resources management system.

When the global pandemic rapidly accelerated changes in the organization of work, compa-
nies and other organizations could not foresee all the consequences that the modification of the
mode of work to remote would bring. For many employees, the remote form of execution
of obligations was a new, often forced, experience (Kniffin et al., 2021, Kowal et al., 2020).
Currently, from the perspective of the well-established experiences of both employees and ma-
nagers, it is possible to recognize and diagnose on a much broader scale how remote working
conditions affect individual employees, relationships in teams, relationships with other emplo-
yees and managers.

The research objective of the article is to explore the determinants of labor relations taking
into account the area of feelings and emotions accompanying the processes of interacting with
the co-workers with remote and hybrid work experience. The emotions felt in the process
of communication with others shape relationships, consequently building various qualities
of the social networks which are carriers of knowledge capital. The research question posed
were: Do positive emotions and feelings in interactions correlate with the willingness to share

knowledge resources and experience and readiness to help colleagues and their frequency?



Conditions of employees relations in ... 241

2. Literature review

Intensification of the transformation of working conditions during the global pandemic
resulted in intensification of the research work on the determinants of remote work. The content
of many studies has been the impact of digitization of work on employees' social and mental
processes, their physical condition and efficiency. Costin et al. (2023) conducted a meta-analy-
sis of studies on remote work during the global pandemic, thus summarizing a number of remote
work-related phenomena on people's subtle sense of well-being:

e an increase in technological exhaustion,

e deterioration of well-being, contributing to occupational burnout,

e anxiety and fatigue lowering employees' effectiveness and productivity,

e exhaustion resulting in mental health problems and thus lower productivity,

e the impact of chronic stress on work quality and personal relationships,

e reduced ties with the organization and co-workers, leading to a sense of isolation,

e the impact of loneliness in the workplace on health, job satisfaction and productivity,

e difficulties in reconciling private life with work,

e increased tension leading to emotional exhaustion due to poor support from the organi-

zation.

The difficulties reported by employees doing online work also included: the need for contact
and integration with people; the inability to deal with urgent matters quickly; self-discipline,
organization of work time and motivation, but also the inability to perform duties remotely,
delays in information exchange processes and difficulties with sharing knowledge (Albrychie-
wicz-Stocinska, 2021). By depleting opportunities to meet the social needs which are naturally
fulfilled in the traditional work process, employees run the risk of feeling lonely, can impede
satisfying interactions with co-workers, limit smooth communication and reduce productivity
(Waizenegger et al., 2020). Feeling lonely in the workplace indicates the need to form satisfying
relationships (Wright, Silard, 2020). Subjective feelings of loneliness have been shown to have
a negative impact on employee engagement and job performance (Anand and Mishra, 2021;
Ozcelik et al., 2020). Remote work often limits employees' engagement in social relationships,
due to the need to split work duties performed at home and family life responsibilities. Emplo-
yees exhaust their energy, thereby impoverishing social relations and limiting engagement
in social exchanges (Walz et al., 2024). The results of research on blurring the boundaries
of family life and work responsibilities in the process of remote work revealed that the negative
consequences of the work-life imbalance are experienced more by those without children.
Greater isolation and lack of emotional support particularly affect those living alone (Kangas
et al., 2023). Among others, the weakening of the social ties of employees doing remote work
has been demonstrated (Chen, Eyoun, 2021; Shipman et al., 2021; Shockley et al., 2021).
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The difficulty of obtaining benefits from a working relationship even when only a portion
of employees work remotely, was pointed out more than 20 years ago (Cooper, Kurland, 2002).
By measuring the level of team integration by the frequency of employee interactions, it has
been shown that the higher the level of team integration, the higher the productivity (Pinker,
2015). Unlike spontaneous interactions triggered in a jointly occupied workspace, remote task
completion imposes certain limitations on people's access to free contact. In coordination
of tasks and effective implementation of the work process, an important role is played by
the exchange of information, knowledge, experience and mutual assistance among participants
in the organization. When communication is based primarily on technology, interaction is more
fraught with difficulties in coordinating tasks and with the risk of conflict (Mortensen, Hinds,
2001). Sharing knowledge, reflecting on and interpreting its content for implementation
in tasks, are determinants of team learning (Argote et al., 2001). Cooper and Kurland (2002)
discovered, among others, that people working remotely lose the opportunity for organizational
learning. Also, the study by Jimsen et al. (2022) indicated limitations in using the knowledge
and support of others. Team learning is necessary to maintain the quality of results and develop
the organization. A link among team learning and emotions has been demonstrated (Mulder,
2022). As co-workers interact, they engage in a variety of activities while succumbing to the
influence of their emotional states, which over time can promote or hinder team learning (De-
cuyper et al., 2010). Watzek et al. (2022) studied the dynamics and complexity of emotions and
team learning activities among teams of teachers and showed that the more they experienced
positive emotions, the more often they shared knowledge. In contrast, for example, when
annoyance, disappointment or possessiveness was shown, it made it difficult to share informa-
tion. Remote working can negatively affect well-being and cause negative emotions (Charalam-
pous et al., 2018). The distance characteristic of remote work can exacerbate introversion ten-
dencies, which results in decreased positive emotions (Margolis, Lyubomirsky, 2020).

The practice of employee participation in decision-making increases job satisfaction and
social-emotional well-being, reducing job burnout. Ongoing virtual social interactions, emotio-
nal team support, and time management, can improve health, creativity, job satisfaction, enga-
gement, and productivity (Costin et al., 2023). Supporting employees to experience e-work, can
improve employee resources and effectiveness in dealing with work stress (Taser et al., 2022).
Caring for the well-being of employees prompts the use of methods that would be based on the
involvement, interaction and co-responsibility of employees for the implementation of assigned
tasks (Albrychiewicz-Stocinska, 2021). Organizations should enable the perpetuation of em-
otional ties among co-workers, creating conditions for interactions beyond the performance
of job duties (Kniffin et al., 2021). Even occasional face-to-face meetings with co-workers
affect job satisfaction (Nurmi, Hinds, 2020).
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3. Methodology

The results of the research work presented in this article are part of the project: “Social
Capital and Knowledge Sharing in the Modern Organization”. The nationwide survey was
conducted in December 2022. The survey included companies with more than 50 employees,
selected by simple random sampling (confidence interval: 95; error rate a 4%) from the
REGON database of Polish enterprises. An attempt was made to conduct 1,532 surveys using
the computer-assisted CATI technique. In the end, 575 correctly completed questionnaires were

received.

Table 1.
Hypotheses and Variable Designations

H1: The employees who more frequently experience positive emotions and feelings that accompany
interactions more willingly share their knowledge with co-workers.

H2: The employees who more frequently experience positive emotions and feelings that accompany
interactions more willingly share the experience with co-workers.

H3: The employees who more frequently experience positive emotions and feelings that accompany
interactions more willingly assist their co-workers.

Category of variables: willingness to share one’s knowledge and experience, willingness to help

V1 — Willingness to share knowledge with teammates

V2 — Willingness to share experience with teammates

V3 — Willingness to help new teammates

V4 — Willingness to share knowledge with employees outside the team

V5 — Willingness to share work experience with employees outside the team

V6 — Willingness to help new, less experienced employees from outside the team

H4: The employees who more frequently experience positive emotions and feelings that accompany
interactions more frequently share their knowledge with co-workers.

H5: The employees who more frequently experience positive emotions and feelings that accompany
interactions more frequently share their experience with co-workers.

H6: The employees who more frequently experience positive emotions and feelings that accompany
interactions more frequently assist their co-workers.

Category of variables: frequency of sharing one’s knowledge and experience, and of helping newcomers

V7 — Frequency of sharing knowledge with teammates

V8 — Frequency of sharing experience with teammates

V9 — Frequency of providing assistance to new members of the team

V10 — Frequency of sharing knowledge with employees outside the team

V11 — Frequency of sharing experience with employees outside the team

V12 — Frequency of providing assistance to new employees outside the team
Source: Own study.

The research objective presented in this article was to identify how social relationships are
formed among employees with remote work experience in their current workplace.

The selection criterion set reduced the number of surveys analyzed to 148. Table 1 shows
the hypotheses assumed and some of the variables analyzed, the presentation of which

in the following section required symbolic representation. The emotion and feeling variables
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are summarized in Table 2, which presents the results of the measured relationships. Spearman's
rank correlation coefficient was used for verifying the hypotheses. The use of this measure for
analysis was supported by the ordinal indices of the variables, the non-linear relationship among
them, the robustness to outliers, and the lack of a requirement for a normal distribution (Szajt,
2014, pp. 82-83). The general direction of the relationship among the variables was examined

(symbolically represented by arrows: positive T and negative ).

Table 2.
Correlation of categories of variables

3) Emotions and 1) Willingness to share one’s 2) Frequency of sharing one’s
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4. Study results

The study differentiates between knowledge and experience resources that can be exchan-

ged among employees.
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In the context of management and the work environment, knowledge can be a resource for
both the employee and the organization. By design, it is acquired by the entity mainly from
external sources. In organizations, knowledge is subject to management, which involves
its collection, storage, sharing and practical use (Huysman, de Wit, 2013). Experience is a per-
sonal, individualized resource, grounded in a certain amount of hardship that the individual has
had to endure. Experience leads to development of skills, meaning they are acquired through
subjective and objective human experiences (Massimini, Delle Fave, 2000).

Table 2 shows the correlations among the emotions and feelings that typically accompany
respondents' interactions with both the closer and more distant co-workers within their compa-
ny. Two social contexts of the communication process are presented here: 1) remote and hybrid

work and 2) on-site work.

4.1. Emotions and feelings that accompany contacts with employees vs. willingness
to share knowledge and experience (verifying H1-H3)

A statistically significant positive correlation was confirmed between interest during remote
work interactions and willingness to share knowledge with close co-workers (V1). In the case
of stationary work, an increase in V1 correlates with the increase in the frequency of the follow-
ing feelings and emotions: contentment, satisfaction, kindness and sense of community.
The positive correlation for the willingness to share one's experience with teammates (V2) is
found only for a sense of community and support during stationary work. The increase in wil-
lingness to help new teammates (V3) correlates with the increase in frustration, discouragement,
anger and shyness. However, this relationship only appears in remote work. In contrast, when
the willingness to help involves people outside the team (V6), neither remote nor stationary
work showed any correlation with the variables of emotions and feelings. The greater the wi-
llingness to share knowledge with employees outside the team (V4) when working remotely,
the more often people feel angry. The willingness to share work experience with employees
outside the team (V5) correlates positively with a sense of community, confidence and support
in remote work. In contrast, it negatively correlates with sadness (despondency). Thus, the less
often this negative emotion occurs, the willingness to share the experience with more distant
company employees increases. When contentment is experienced more often during stationary
work, the willingness to share work experience with employees outside the team also increases
(V3).

From the pool of variables related to feelings and emotions examined, positive correlations
were shown with five positive feelings and emotions and one negative emotion in the context
of the willingness to share knowledge. The interdependence of the variables was mostly related

to stationary work with close co-workers. H1 has been verified in part.
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The willingness to share experiences was positively correlated with four positive emotions
and one negative emotion, where the correlation was negative. The relationships among the va-
riables mostly related to the situation of doing remote work in contact with employees from
outside the team. H2 has been verified positively.

No relationship was shown among any positive emotion and the willingness to help less
experienced employees. In contrast, there was a negative correlation with four negative emo-
tions when work was done remotely and involved new members in the employee's team. H3 has

not been confirmed.

4.2. Emotions and feelings that accompany contacts with employees vs. frequency
of sharing knowledge and experience (verifying H4-H6)

Statistical analysis of the frequency of sharing one’s knowledge and experience with em-
ployees on and off the team and the frequency of experiencing positive and negative feelings
and emotions, confirmed a number of statistically significant correlations among the variables.
For the frequency of sharing knowledge with teammates (V7) in remote work, positive relation-
ships were found among: contentment, satisfaction, kindness, feeling of being supported and
interest, and negative relationships among: sadness (despondency), isolation (loneliness) and
jealousy (envy). The variable of: the frequency of sharing experience with teammates (V8),
demonstrated significant relationships with only two variables of feelings and emotions. A posi-
tive correlation was confirmed for the feeling of relaxation and remote work. In stationary work,
there was also a positive correlation, but with the negative feeling of being overwhelmed. So,
as the frequency of feeling overwhelmed increases, so does V8. The implication here is that
sharing the experience more often with close employees in face-to-face interactions is
motivated by a negative feeling of being overwhelmed, which is associated with being
overloaded from an excess of responsibilities or with difficulty in fulfilling them. The variable
of frequency of helping new teammates (Zm9) shows a statistically significant correlation with
only one variable, and only when working remotely. The relationship shown is negative and
relates to the feeling of disappointment. So, there is a correlation between an increase in the fre-
quency of helping new teammates and a decrease in the frequency of feeling disappointed.
The frequency of sharing knowledge and experience with employees outside the team showed
significantly more statistically significant correlations than with closest co-workers.

For sharing knowledge (V10) in remote work, a positive relationship was confirmed with
the following variables: satisfaction, sense of community and support, interest. In contrast,
a negative relationship was shown among sadness (despondency), isolation (loneliness) and
jealousy. V10 in stationary mode shows a statistically significant positive correlation with
the variables of contentment, satisfaction, relaxation and trust. A negative relationship in the
stationary mode was confirmed for the variables of isolation (loneliness), anxiety, disappoint-
ment, jealousy (envy) and feeling of being overwhelmed. A statistically significant positive

correlation was confirmed with the variable of frequency of sharing experience with employees
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outside the team (V11) and the variables of satisfaction, kindness, sense of community and
support and interest, and the negative correlations of sadness (despondency) and isolation
(loneliness). The above results of the statistical analysis were for remote work. In contrast, in
on-site work, V11 correlated with the variables of contentment, satisfaction, relaxation,
confidence, isolation (loneliness), frustration and the feeling of being overwhelmed. For the
positive feelings and emotions, the relationship shown was positive, and for the negative
feelings and emotions, it was negative. The frequency of helping new employees outside the
team (V12) proved to be a variable for which many correlations exist with feelings and emo-
tions evoked in interactions with employees. For the remote work mode, a positive correlation
was shown for: contentment, satisfaction, kindness, sense of community and support, and inte-
rest. In turn, a negative correlation was also confirmed — the higher the V12 concordance, the
lower the frequency of feeling sadness (despondency), disappointment and jealousy (envy). For
stationary work, a statistically significant correlation was confirmed among V12 and the
following variables: contentment, satisfaction relaxation, confidence, isolation (loneliness), an-
xiety and the feeling of being overwhelmed. The relationship of V12 with positive emotions
and feelings was positive, while it was negative with the negative ones.

A positive correlation was found between eight positive emotions and feelings accompa-
nying interactions and the frequency of sharing knowledge. Negative correlations occurred for
six negative feelings and emotions. Stationary work in contacts with both co-workers on and
off the team demonstrated the same positive feelings and emotions related to the frequency
of exchange of knowledge. In the case of remote work, the examination of relationships demon-
strated the same negative feelings and emotions in contacts with the team and outside the team.
H4 has been verified positively.

The variable of frequency of sharing experience with co-workers outside the team in rela-
tion to the variables of feelings and emotions, confirmed HS5. Positive correlations were found
with eight positive feelings and emotions, and negative correlations with four negative ones.
What is more, it was the work with people outside the team, regardless of its mode, that showed
numerous interdependencies among the variables. The variable of frequency of sharing expe-
rience with teammates showed a positive relationship with only two feelings.

For the variable of frequency of helping new teammates, only one relationship was shown,
which was negative and concerned the feeling of disappointment. Less disappointment is ac-
companied by an increase in the frequency of helping newcomers. In contrast, as many as four-
teen correlations have been shown with the variable of frequency of helping new co-workers
outside the team. For the variables of emotions and positive feelings, the correlations were po-
sitive, and for negative emotions, the correlations were negative. H6 has been verified positi-

vely.
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5. Discussion and research limitations

The exchange of knowledge and experience resources and the provision of help among
closest co-workers and further employees while working in remote, hybrid or stationary mode,
was found to be correlated with 12 variables of feelings and emotions (7 positive and 5 negative
ones). As for the frequency of exchange of these resources, an interrelation was shown for 15
variables of feelings and emotions (8 positive and 7 negative ones). Therefore, it can be con-
cluded that the sentiment and emotion variables adopted for the study were properly selected.
No interdependence with any of the variables was shown only for enthusiasm. However, further
research would be required to explain the positive correlations for variables that represent
negative feelings and emotions. An increase in the frequency of feeling frustration, discourage-
ment, anger and shyness when working remotely or in hybrid mode showed a correlation with
an increase in the willingness to help new teammates. A possible explanation is motivation
based on negative emotions. Employees can make an effort to provide assistance to newcomers
for the purposes of their faster adaptation, thus improving the work of the entire team and ulti-
mately increasing the efficiency of the group. However, to avoid overly speculative conclusions
it would be necessary to conduct more extensive research.

Mutual support, exchange of knowledge and camaraderie are rated much higher in relation-
ships with team members than with employees outside the team. Thus, it seems that the form
of communication in remote work does not affect the transfer of these relationships to relation-
ships with further employees in the organization. Ties to employees on the team and to the com-
pany's non-direct managers show much greater similarity in the relationship of variable
emotions and feelings and sense of closeness than with the direct manager. Closeness with close
co-workers and further managers is accompanied by the same emotions and feelings: satisfac-
tion, kindness, a sense of community and support, and interest, but also a greater sense of close-
ness, greater disappointment. Closeness has also been shown to increase with increasing trust,
but this relationship is only found in stationary work.

A number of correlations have been shown among the emotions and feelings and the sense
of closeness in the working relationships of remote and hybrid employees and the willingness
and frequency of sharing knowledge and experience resources, and the willingness to help
colleagues:

¢ in the case of interactions with close co-workers, a positive correlation was confirmed

between the feeling of interest and the willingness and frequency of knowledge sharing
(also in a study by Watzek et al. (2022)), the more positive emotions were experienced,
the more often knowledge was shared); the frequency of knowledge sharing increases
when contentment, satisfaction, kindness and a sense of support increase, and sadness,
loneliness and jealousy decrease; the willingness to share knowledge with employees

outside the team positively correlates with anger; but an increase in satisfaction, a sense
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of community and support and interest, and a decrease in sadness, isolation and jealousy,
showed a correlation with an increase in the frequency of sharing that resource;

e the frequency of experience sharing among closest co-workers showed only one corre-
lation — to the feeling of relaxation; in the case of employees outside the team, as trust
increases, willingness to share experience also does, while an increase in both willing-
ness and frequency of experience sharing is accompanied by an increase in feelings of
community and support, and a decrease in sadness; satisfaction, kindness and interest
also correlate positively, and isolation negatively, with the frequency of experience
sharing itself;

e for new team members, an increase in willingness to help is accompanied by an increase
in frustration, discouragement, anger and shyness; but the frequency of helping showed
a negative correlation with disappointment; the frequency of helping new employees
outside the team was shown to be positively related to contentment, satisfaction,
kindness, sense of community and support, and interest; the higher the frequency,
the lower the sadness, disappointment and envy.

A limitation of the present study is the measurement of the scale of feelings and emotions
based only on declarations, since they are loaded with subjectivity. Respondents may succumb
to the freshness effect and therefore refer to recent experiences in dealing with colleagues. They
can thus ignore the evaluation in the category of “usual feelings and emotions”. It is also diffi-
cult to have a complete understanding of the concept of closeness, which included some of the
variables studied. These problems could be reduced by expanding the research through inter-
views. In addition, the selection of research material limited the data to 26% of the cases analy-
zed. In order to extend the results of statistical analysis to a wider scale, it would therefore be
necessary to continue research for more data.

The research focused on employees of Polish medium and large enterprises. Thus, the re-
search results obtained regarding the exchange of knowledge and experience resources, help
to newcomers and a sense of closeness in business relations, will be subject to socio-cultural
conditions specific to a given country. Referring to Hofstede's typology of cultural dimensions
(Hofstede et al, 2010), the variables studied can produce significant differences in results for
other countries. It appears that the Power Distance Index (PDI) and Individualism versus Col-
lectivism (IDV) may have the greatest impact on these differences. PDI expresses attitudes
toward inequality among people in a culture, the level of acceptance of the hierarchical order.
PDI thus reflects the position of subordinates towards superiors, which can affect the closeness
of ties to the management. IDV reflects attitudes towards cooperation and collaboration,
as it expresses the level of collective and individualistic attitudes and behaviors in an organi-
zation. Therefore, IDV can explain the cultural attitude to the willingness and frequency
of sharing knowledge, experience, helping others, and feeling of closeness to employees. The-
refore, the conclusions of the study may inspire this research to be repeated in other countries.

At the same time, the results obtained should not be treated universally.
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6. Practical value of the study

Optimizing remote work practices depends on the ways of managing and experiencing
the spread of technology (Anderson, Kelliher, 2020). Effectively managing employee relations
in a remote environment requires recognizing the accompanying conditions. Diagnosing how
the psychosocial sphere is reflected in the attitudes of exchange of knowledge and experience
resources can provide hints to managers as to which elements of the relationship area are worth
undergoing targeted changes. Diagnosing the state of employee relations is a fundamental ele-
ment of the human resources management system, when the goal of the organization is to create
smoothly functioning teams of employees, based on loyalty and a culture of trust, both among
colleagues and to the organization itself.

The addressees of the research results are management theorists and practitioners who deal
with the issues of social capital, relational capital, cultural capital, trust, knowledge capital
flows and the transformation of these capitals. Managers who recognize the correlation among
the emotions and feelings that accompany employees when sharing knowledge, experiences
and providing support, can more accurately choose methods and tools to improve working con-
ditions that foster positive relationships among employees within and outside of their teams,
as well as with superiors.

The foundation of relationship building is communication. Thus, a basic requirement for
organizations whose employees work remotely, is investment in tools and platforms, and in tra-
ining in using them, to facilitate and support communication. Promoting transparency in pro-
cedures and processes, camaraderie, mutual support and knowledge sharing, honesty in super-
visor-subordinate relations, provide a clear benchmark for supervisors' expectations of subor-
dinates' behavior. At the same time, the effectiveness of promoting certain behaviors and buil-
ding attitudes requires supervisors to be open to learning about employees' opinions on and
experiences with remote work. A systemic approach, such as through surveying, improves iden-
tification of relationship problems. Detailed identification of psychosocial conditions accom-
panying remote and hybrid work enables the creation of dedicated, individual programs
to support employee well-being, mental and physical health, and professional and personal
development.

References

1. Albrychiewicz-Stocinska, A. (2021). Zarzadzanie personelem wobec hybrydowego modelu
pracy. In: Karczewska, A., Kukowska, K., Skolik, S. (Eds.) Wspoldziatanie w podmiotach



Conditions of employees relations in ... 251

10.

11.

12.

prywatnych i publicznych a wykorzystanie nowych technologii komunikacyjnych w czasie
zmiany (38-45). Czestochowa: WPCz.

Alegre, 1., Mas-Machuca, M., Berbegal-Mirabent, J. (2016). Antecedents of employee job
satisfaction: Do they matter? Journal of Business Research, 69(4), 1390-1395. Retrieved
from: https://doi.org/10.1016/j.jbusres.2015.10.113.

. Anand, P., Mishra, S.K. (2021). Linking core self-evaluation and emotional exhaustion with

workplace loneliness: does high LMX make the consequence worse? The International
Journal of Human Resource Management, 32(10), 2124-2149. Retrieved from: https://doi.-
org/10.1080/09585192.2019.1570308.

Anderson, D., Kelliher, C. (2020). Enforced remote working and the work-life interface
during lockdown. Gender in Management: An International Journal, 25(8), 677-683.
Retrieved from: https://doi.org/10.1108/GM-07-2020-0224.

. Argote, L., Gruenfeld, D., Naquin, C. (2001). Group learning in organisations. In: Turner,

M.E. (Ed.) Groups at work: Theory and research, 369-411. Lawrence Erlbaum Associates
Publishers.

Charalampous, M., Grant, C.A., Tramontano, C., Michailidis, E. (2018). Systematically
reviewing remote e-workers’ well-being at work: A multidimensional approach. European
Journal of Work & Organizational Psychology, 28(1), 51-73. Retrieved from: https://doi.-
org/10.1080/1359432X.2018.1541886.

Chen, H., Eyoun, K. (2021). Do mindfulness and perceived organizational support work?
Fear of Covid-19 on restaurant frontline employees’ job insecurity and emotional
exhaustion. International Journal of Hospitality Management, 94(102850), 1-10. Retrieved
from: https://doi.org/10.1016/j.ijhm.2020.102850.

Cooper, C.D., Kurland, N.B. (2002). Telecommuting, professional isolation, and employee
development in public and private organizations. Journal of Organizational Behavior,
23(4), 511-532. Retrieved from: https://doi.org/10.1002/job.145.

Costin, A., Roman, A.F., Balica R.S. (2023). Remote work burnout, professional job stress,
and employee emotional exhaustion during the Covid-19 pandemic. Frontiers in Psy-
chology, 14(1193854), 1-8. Retrieved from: https://doi.org/10.3389/fpsyg.2023.1193854.
Decuyper, S., Dochy, F., Van den Bossche, P. (2010). Grasping the dynamic complexity
of team learning: An integrative model for effective team learning in organisations.
Educational Research Review, 5(2), 111-133. Retrieved from: https://doi.org/10.1016/-
j-edurev.2010.02.002.

Fay, M.J., Kline, S.L. (2011). Coworker relationships and informal communication in high-
intensity telecommuting. Journal of Applied Communication Research, 39(2), 144-163. Re-
trieved from: https://doi.org/10.1080/00909882.2011.556136.

Gajendran, R.S., Harrison, D. (2007). The good, the bad, and the unknown about telecom-

muting: Meta-analysis of psychological mediators and individual consequences. Journal



252

K. Kukowska

13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

of Applied Psychology, 92(6), 1524-1541. Retrieved from: https://doi.org/10.1037/0021-
9010.92.6.1524.

Granovetter, M.S. (1973). The Strength of Weak Ties. American Journal Sociology, 78 (6),
1360-1380. Retrieved from: https://doi.org/10.1086/225469.

Hofstede, G., Hofstede, G.J., Minkov, M. (2010). Cultures and Organizations. Software
of the Mind. Intercultural Cooperation and Its Importance for Survival, McGraw-Hill
Professional.

Hur, W., Kim, B., Park, S. (2015). The relationship between coworker incivility, emotional
exhaustion, and organizational outcomes: The mediating role of emotional exhaustion.
Human Factors and Ergonomics in Manufacturing & Service Industries, 25(6), 701-712.
Retrieved from: https://doi.org/10.1002/hfm.20587.

Huysman, M.H., de Wit, D.H. (2013). Knowledge Sharing in Practice. Springer Science
& Business Media.

Jamsen, R., Sivunen, A., Blomgqvist, K. (2022). Employees’ perceptions of relational com-
munication in full-time remote work in the public sector. Computers in Human Behavior,
132(107240), 1-11. Retrieved from: https://doi.org/10.1016/j.chb.2022.107240.

Kangas, H., Pensar, H., Rousi, R. (2023). I wouldn't be working this way if I had a family -
Differences in remote workers' needs for supervisor's family-supportiveness depending
on the parental status. Journal of Vocational Behavior, 147(103939), 1-20. Retrieved from:
https://doi.org/10.1016/j.jvb.2023.103939.

Kniffin, K.M., Narayanan, J., van Vugt, M. et al. (2021). Covid-19 and the workplace:
implications, issues, and insights for future research and action. American Psychological
Association, 76(1), 63-77. Retrieved from: https://doi.org/10.1037/amp0000716.

Kowal, M., Coll-Martin, T., Ikize, G., Rasmussen, J., Eichel, K. et al. (2020). Who is the
most stressed during the Covid-19 pandemic? Data from 26 countries and areas. Applied
Psychology Health WellBeing, 12(4), 946-966. Retrieved from: https://doi.org/10.1111/ap-
hw.12234.

Kukowska, K., Skolik, S. (2013). A Critical Analysis of the Term "Social Capital" in the
Context of the Functioning of Organization. In: Illes, C.B., Bylok, F., Dunay, A., Cicho-
btazinski, L. (Eds.) People, Knowledge and Modern Technologies in the Management
of Contemporary Organizations. Theoretical and Practical Approaches, 20-34. G6dol16:
Szent Istvan Egyetemi Kiado Nonprofit Kft.

Margolis, S., Lyubomirsky, S. (2020). Experimental manipulation of extraverted and intro-
verted behavior and its effects on well-being. Journal of Experimental Psychology:
General, 149, 719-731. Retrieved from: http://dx.doi.org/10.1037/xge0000668.
Massimini, F., Delle Fave, A. (2000). Individual development in a bio-cultural perspective.
American Psychologist, 55(1), 24-33. Retrieved from: https://doi.org/10.1037/0003-066X .-
55.1.24.



Conditions of employees relations in ... 253

24.

25.

26.

27.

28.

29.

30.

31.

32.

33.

34.
35.

Mortensen M., Hinds P.J. (2001). Conflict and Shared Identity in Geographically Distri-
buted Teams. International Journal of Conflict Management, 12(3), 212-238. Retrieved
from: https://doi.org/10.1108/eb022856.

Mulder, R.H. (2022). Advancing research on team learning by taking into account com-
plexity, dynamics and context. In: Harteis, C., Gijbels, D., Kyndt, E. (Eds.) Research
approaches on workplace learning: Insights from a growing field (281-301). Berlin:
Springer International Publishing.

Nurmi, N., Hinds, P.J. (2020). Work Design for Global Professionals: Connectivity de-
mands, connectivity behaviors, and their effects on psychological and behavioral outcomes.
Organization Studies, 41(12), 1697-1724. Retrieved from: https://doi.org/10.1177/01708-
40620937885.

Ozcelik, H., Barsade, S. (2018). No Employee an Island: Workplace Loneliness and Emplo-
yee Performance. Academy of Management Journal, 61(6), 2343-2366. Retrieved from:
https://doi.org/10.5465/amj.2015.1066.

Ozcelik, H., Beetz, A., Barsade, S. (2020). Understanding an epidemic during a pandemic:
A relook at work loneliness in time of Covid-19. In: Academy of management conference
(1-6).

Pinker, S. (2015), Efekt wioski. Jak kontakty twarzg w twarz mogq uczynié¢ nas zdrowszymi,
szczeSliwszymi i mqgdrzejszymi, Kielce: Wydawnictwo Charaktery.

Regts, G., Molleman, E. (2013). To leave or not to leave: When receiving interpersonal
citizenship behavior influences an employee’s turnover intention. Human Relations, 66(2),
193-218. Retrieved from: https://doi.org/10.1177/0018726712454311.

Shipman, K., Burrell, D.N., Huff Mac Pherson, A. (2023). An organizational analysis
of how managers must understand the mental health impact of teleworking during Covid-
19 on employees. International Journal of Organizational Analysis, 31(4), 1081-1104.
Retrieved from: https://doi.org/10.1108/1JOA-03-2021-2685.

Shockley, K.M., Allen, T.D., Dodd, H., Waiwood, A.M. (2021). Remote worker communi-
cation during Covid-19: the role of quantity, quality, and supervisor expectation-setting.
Journal of Applied Psychology, 106(10), 1466-1482. Retrieved from: https://doi.org/10.-
1037/apl0000970.

Sias, P. M. (2005). Workplace Relationship Quality and Employee Information Experien-
ces. Communication Studies, 56(4), 375-395. Retrieved from: https://doi.org/10.1080/-
10510970500319450.

Szajt, M. (2014). Przestrzen w badaniach ekonomicznych, Czgstochowa: SWWZPCz.
Taser, D., Aydin, E., Torgaloz, A.O., Rofcanin, Y. (2022). An examination of remote e-
working and flow experience: The role of technostress and loneliness. Computers in Human
Behavior, 127(107020), 1-10. Retrieved from: https://doi.org/10.1016/j.chb.2021.107020.



254 K. Kukowska

36.

37.

38.

39.

Waizenegger, L., Mckenna, B., Cai, W., Bendz, T. (2020). An affordance perspective
of team collaboration and enforced working from home during Covid-19. European Jour-
nal of Information Systems, 29(4), 429-442. Retrieved from: https://doi.org/10.1080/09600-
85X.2020.1800417.

Walz, T., Kensbock, J.M., de Jong, S.B., Kunze, F. (2024). Lonely@Work@Home?
The impact of work/home demands and support on workplace loneliness during remote
work. European Management Journal, 42(5), 767-778. Retrieved from: https://doi.org/-
10.1016/j.em;.2023.05.001.

Watzek, V., Widmann, A., Mulder, R.H. (2022). Dynamics and complexity of emotions and
team learning at work. Teaching and Teacher Education: Leadership and Professional De-
velopment, 1(100008), 1-10. Retrieved from: https://doi.org/10.1016/].tatelp.2022.100008.
Wright, S., Silard, A. (2020). Unravelling the antecedents of loneliness in the workplace.
Human Relations, 74(7), 1060-1081. Retrieved from: https://doi.org/10.1177/0018726720-
906013.



	Conditions of employees relations  in a remote working mode  in enterprises in Poland
	1. Introduction
	2. Literature review
	3. Methodology
	4. Study results
	4.1. Emotions and feelings that accompany contacts with employees vs. willingness to share knowledge and experience (verifying H1-H3)
	4.2. Emotions and feelings that accompany contacts with employees vs. frequency of sharing knowledge and experience (verifying H4-H6)

	5. Discussion and research limitations
	6. Practical value of the study
	References


