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Abstract 

EXAMINING THE CHALLENGES IN ORGANIZATIONS TRANSITIONING 

TO A HYBRID WORK MODEL IN POST-COVID 

Gmawulue, Ahmed 

Supervisor, Prof. Dr. Serife Eyupoglu 

MBA, Department of Business Administration 

January, 2023, 92 pages 

The effect of COVID on the world cannot be underemphasized as it has also 

disrupted organizational cultures as well as operations, and productions. After a 

systematic research into organizations, especially the ones within the Production Working 

Arena (PWA), to figure out the extent to which COVID has affected organizational 

cultures and operations which have caused organizations to transition from their normal 

way of work which is the traditional work model to a hybrid work model, those challenges 

associated with their transitional endeavours, and whether there are viable means of return 

to the traditional work model in post-COVID, this paper provides findings that will not 

only strengthen the change management processes of organizations within the PWA to 

adequately mitigate COVID-related challenges as they face the “new normal” of work, 

maintaining their organizational cultures in post-COVID but will also help inform some 

strategic long-term decisions these organizations would take regarding the future of work 

for their companies. 

A qualitative research approach was used in this study. The population was 

employees of ArcelorMittal – Liberia, which was gathered that the overall number of 

employees and contractors at the company is approximately 3,000 as of 2022, of which 

65% work in the mines department while 35% work in administrative and other 

departments. Participants were selected using a purposive sampling methodology. The 

survey was conducted only among workers within the administrative and other 

departments which constitute 35% (1,050) of the overall number of workers, excluding 

those in the mines department because remote work cannot be done in the mines 

department. Therefore, the population of the study was 1,050. Based on the qualitative 
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research approach, interview questions were distributed to 200 workers within those 

departments. 165 of the 200 workers participated, giving the study an 82.5% response 

rate, and 100 of the 165 participants attempted all the interview questions, giving the study 

a full response rate of 61%. Therefore, only responses from those 100 participants were 

considered for analysis, making the ideal sample size of the study 100. The survey was 

remotely conducted via Google Forms, using semi-structured qualitative interview 

questions that were open and close-ended. The collected data were presented in two ways: 

Data from Section 1 of the questions which are demographic information of the 

participants were analyzed in Excel 2013 and presented in pie charts while data from 

Sections 2, 3, and 4 which are responses to the open-ended questions were presented in 

tables using the Structural Coding methodology to account for every response provided. 

Finally, the findings of the study were analyzed using “Narrative Analysis”. 

Keywords: production working arena, transitional endeavours, traditional work models, 

hybrid work model, post-COVID 
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ÖZ 

EXAMINING THE CHALLENGES IN ORGANIZATIONS TRANSITIONING 

TO A HYBRID WORK MODEL IN POST-COVID 

Gmawulue, Ahmed 

Supervisor, Prof. Dr. Serife Eyupoglu 

MBA, Department of Business Administration 

January, 2023, 92 pages 

COVID'in dünya üzerindeki etkisi, operasyonları ve üretimi ve ayrıca 

organizasyon kültürlerini sekteye uğrattığı için hafife alınamaz. Üretim Çalışma Alanı 

içindeki kuruluşlar için sistematik bir aramanın ardından, COVID'in, kuruluşların 

geleneksel çalışma modeli olan normal çalışma biçimlerinden hibrit bir çalışma modeline 

geçişine neden olan kurumsal kültürleri ve operasyonları ne ölçüde etkilediğini anlamak, 

geçiş çabalarıyla ilgili zorluklar ve COVID sonrası geleneksel çalışma modeline geri 

dönmenin geçerli yollarının olup olmadığı, Bu makale, COVID sonrası kurumsal 

kültürlerini korurken işin "yeni normali" ile karşı karşıya kalırken, yalnızca bu 

kuruluşların COVID ile ilgili zorlukları yeterince hafifletmek için değişiklik yönetimi 

süreçlerini güçlendirmeyecek bulgular sunmaktadır ama aynı zamanda şirketleri için işin 

geleceğine ilişkin alacakları bazı stratejik uzun vadeli kararları bilgilendirmeye de 

yardımcı olacaktır. 

Bu çalışmada nitel araştırma yaklaşımı kullanılmıştır. Nüfus, ArcelorMittal - 

Liberya çalışanlarıydı ve şirketteki toplam çalışan ve yüklenici sayısının 2022 itibariyle 

yaklaşık 3.000 olduğu ve bunun %65'inin maden departmanında, %35'inin idari ve diğer 

departmanlarda çalıştığı toplandı. Katılımcılar, amaçlı örnekleme yöntemi kullanılarak 

seçilmiştir. Anket, maden dairesinde uzaktan çalışma yapılamadığından maden 

dairesindekiler hariç, toplam işçi sayısının %35'ini (1.050) oluşturan idari ve diğer 

bölümlerdeki işçiler arasında yapılmıştır. Bu nedenle, çalışmanın popülasyonu 1.050 idi. 

Nitel araştırma yaklaşımına dayalı olarak, bu departmanlarda çalışan 200 kişiye görüşme 

soruları dağıtılmıştır. 200 çalışandan 165'i çalışmaya katılarak araştırmaya %82,5 yanıt 

oranı verdi ve 165 katılımcıdan 100'ü tüm görüşme sorularını denedi ve araştırmaya 
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%61'lik tam yanıt oranı sağladı. Bu nedenle, analiz için yalnızca bu 100 katılımcıdan 

alınan yanıtlar dikkate alındı ve bu da çalışmanın ideal örneklem büyüklüğünü 100 yaptı. 

Anket, açık ve kapalı uçlu yarı yapılandırılmış nitel görüşme soruları kullanılarak Google 

Formlar aracılığıyla uzaktan gerçekleştirildi. Toplanan veriler iki şekilde sunulmuştur: 

Katılımcıların demografik bilgileri olan soruların 1. Bölümünden elde edilen veriler Excel 

2013'te analiz edilmiş ve pasta grafiklerde sunulmuştur. Açık uçlu soruların yanıtları olan 

Bölüm 2, 3 ve 4'ten elde edilen veriler, verilen her yanıtı açıklamak için Yapısal Kodlama 

metodolojisi kullanılarak tablolarda sunuldu. Son olarak çalışmanın bulguları “Anlatı 

Analizi” kullanılarak analiz edilmiştir. 

Anahtar kelimeler: üretim çalışma alanı, geçiş çabaları, geleneksel çalışma modelleri, 

hibrit çalışma modeli, COVID sonrası. 
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 CHAPTER I 

Introduction 

This chapter includes the background of the study, the statement of the problem, 

the significance of the study, and the research questions, as well as definitions of key 

terms used in this paper. 

 

Background 

We can trace the origin of work as far back as the late 18th and 19th Centuries 

before the Industrial Revolution when most people worked as farmers (Hopkins, 1982) to 

get their basic human needs: food, child care, clothing, and shelter (Sparks, 2009). The 

Industrial Revolution accelerated work and influenced workers’ (labourers) work models, 

workplaces, and living environments. People did not prefer working as farmers of their 

own any longer but sought employment in mining and manufacturing industries; some 

began to work in cash economies for the first time and some in fast-growing urban centers 

(Seccombe, 1995). Although the earliest human groupings did not provide any record of 

separation of labour (Durkheim, 2019), Washburn (1959) argued that the "Organization 

of Work" may have started prior to the evolution of Homo sapiens, and Meyer and Rowan 

(1977) noted that it was used during the Industrial Revolution to structure work activities 

and assign to them the necessary labour. And, because many individuals performed well 

and showed proficiency in certain tasks (Lamm & Trommsdorff, 1973), division of labour 

was introduced. 

The world of work (Dubin, 2017) comprises all relationships between employees 

and organizations, as well as those within the workplace (Mandhanya, 2015) and is 

characterized by ongoing adjustment to environmental changes in technological, cultural, 

political, and economic spheres (Lam, 2004). Industries developed and adapted cultures 

that would be commensurate with numerous interactions with workmates and maintaining 

work schedules (Haythornthwaite & Wellman, 1998) at workplaces that include the face-

to-face nine-to-five (9-5) work schedule which was clarified by Beers (2000) and Zhao et 
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al. (2013) amongst others. Meyer III (1981) argued that the 9-5 work schedule was 

introduced by the Ford Motor Company in the 1920s and became standardized by the Fair 

Labour Standards Act in 1938 (DeChiara, 1993) as a way of stopping factory employees 

from being exploited. The 9-5 work schedule simply means that employees should work 

eight (8) hours per day (8 o’clock AM to 5 o’clock PM), Mondays to Fridays (Breedveld, 

1998). From the 1880s, workers enjoyed regular day-offs until the 1940s when two (2) 

day-offs became so common (Holt, 1990). The increase in productivity, the adoption of 

rules that restrict hours of work, and a rise in vacation, holiday, sick, and personal leave 

all contributed to further reductions in standard working hours, which have since trended 

toward fewer than eight hours a day (Costa, 2000). And then started hourly shifts (shift 

work) – a work schedule designed to enable workers to utilize or provide services 24/7 

(Lambert, 2008). 

The Coronavirus Disease 2019 (COVID-19) pandemic is one of the most unheard-

of medical catastrophes of the twenty-first century. The disease, which began in December 

2019 in the Chinese city of Wuhan (World Health Organization – WHO), became a VUCA 

(volatility, uncertainty, complexity, and ambiguity) event that shocked and alarmed every 

aspect of human society (Murugan, et al., 2020). By July 2021, the virus had already killed 

over 4.7 million people and infected over 233 million people around the world 

(Worldometer, 2021). In order to preserve lives and maintain the continuity of vital 

services, governments around the world have instituted rigorous lockdowns, contact 

tracking procedures, and digitization (Murugan, et al., 2020). Organizations and personnel 

in all industries were strongly influenced by the scope and length of mobility limitations 

(Kniffin, et al., 2021). Before the COVID-19 outbreak in 2019, Lund et al. (2021) 

mentioned in their report on “The Future of Work after COVID-19”, citing A.C. 

Edmondson et al. (2001) that the most anticipated disruption of the traditional (face-to-

face 9-5 work schedule) work model was the modernization of technology, although other 

unforeseen factors have interplayed, like the Ebola virus which plagued West Africa and 

other parts of Europe and the United States of America (USA) in 2014 according to 

information from the Centers for Disease Control and Prevention (CDC), and shifted the 

living conditions as well as disrupted the traditional work model in those affected regions. 

Unlike Ebola, the COVID pandemic struck the entire world and, for the first time, shifted 
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not just the living conditions but also affected the traditional work model worldwide 

(Mikolai, et. al., 2020). Lee et al. (2020) reported that COVID disrupted the labour 

markets globally during 2020 and would continue till organizations transition from the 

traditional work model to digital. The first effects were frequently severe and 

unanticipated: Many individuals lost their occupations following the closure of 

workplaces, while others had difficult time adjusting to working from their homes (Lund, 

et. al., 2020). Other working institutions, organizations, or businesses mandated few 

workers they deemed essential to continue working at their various workplaces but under 

COVID-related health protocols (Lund, et. al., 2020). Despite interventions of 

international health organizations including the WHO and CDC in tackling the pandemic, 

COVID, along with its consequences, continues. As a result, based on empirical 

observations, organizations anticipate a digital shift in the traditional work model in post-

COVID (Rönkä, 2021). 

In light of the attempt to adopt the hybrid work model, this study has examined the 

challenges affecting this transitional endeavour and made requisite recommendations that 

would equip organizations, especially those within the PWA, for said endeavours and to 

transition smoothly (Krishnakumar, 2020). A survey to complete the study was conducted 

at one of the companies within the PWA considering the company’s organizational culture 

along with its inherent change control processes. 

 

The Case Study: ArcelorMittal – Liberia  

ArcelorMittal Liberia is a subsidiary of ArcelorMittal, the world's largest steel and 

mining corporation and the market leader in all major steel markets, including 

construction, household appliances, packaging, and automobiles. The corporation has a 

presence in over 22 countries across four continents and operates in all of the important 

steel markets, from emerging to mature. ArcelorMittal has a production capacity of 119 

million tons of steel per year and employs 245,000 people in 60 countries. Currently, 

ArcelorMittal has mining activities in ten nations: Algeria, Bosnia and Herzegovina, 
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Brazil, Canada, Kazakhstan, Liberia, Mexico, Russia, Ukraine, and the United States of 

America. 

The government of Liberia and ArcelorMittal signed a 25-year Mineral 

Development Agreement (MDA) in 2006, allowing the business to start mining operations 

in the concessions in Yekepa, Nimba County, and Buchanan, Grand Bassa County. This 

led to the establishment of ArcelorMittal Liberia (AML) Ltd. The 2018 iron ore output 

goal for AML, which is presently the fifth-largest mining operation among the 

ArcelorMittal mining sites, was 4.5 million tons. The AML operation, which is separated 

into two sections, is the company's first Greenfield mining project since Arcelor and Mittal 

Steel merged. Iron ore was mined and transported during phase one, which ran from 2011 

to 2015, to the company's steel mills in Europe or to the open market in Asia. Phase two, 

which started in 2015 and is anticipated to last through 2030, would boost our iron ore 

mine's capacity to 15 million tons annually. The company also plans to invest in and build 

a concentrator at the Yekepa concession in Liberia to create iron ore pellets, as well as a 

new ship loader at the Buchanan Sea Port. Since the MDA was signed in 2006, AML has 

made significant contributions to the growth of Liberia and the welfare of its people by, 

among other things, creating job opportunities, supporting land and agriculture, assisting 

vulnerable households with their livelihoods, developing skills, and advancing education. 

(ArcelorMittal Liberia). AML is one of Liberia's major employers. As of 2022, it has a 

rapid growing workforce of approximately 3,000 employees and contractors of which over 

95% are Liberians. The company takes pride in being one of the highest-paying companies 

in Liberia and continues to engage in programs that improve its employees' working 

environments. AML maintains a collaboration with Liberia that is beneficial on many 

fronts, including employment, income creation, social and economic growth, etc. The 

company considers investing in Liberia and sharing the benefit of its operations with the 

country and communities in which it works to be a key business goal. 

The ArcelorMittal group reported in their most recent update regarding the impact 

of COVID-19 that the spread of COVID-19 across the world and the actions taken by 

governments everywhere to restrict the virus are having a negative impact on commercial 

activity and industrial supply chains in many regions around the world. Specifically, the 

http://www.liberia.arcelormittal.com/
https://corporate.arcelormittal.com/media/press-releases/update-regarding-the-impact-of-covid-19
https://corporate.arcelormittal.com/media/press-releases/update-regarding-the-impact-of-covid-19
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ArcelorMittal group stated that this impact is being felt in both the United States and 

Europe. They are experiencing or anticipating a considerable decline in industrial activity 

throughout most, if not all, of the regions and markets in which they operate as a direct 

result of the pandemic, which is having a detrimental effect on their operations. 

Consequently, their operations are being negatively impacted. As a result, the business is 

cutting production and temporarily idling assets used for steelmaking and finishing. Prior 

to the coronavirus outbreak, the company upheld the traditional work model and was 

dedicated to its unique culture, but now, they are adopting new models on a country-by-

country basis so that they are in line with regional demand as well as the requirements of 

governments regarding the coronavirus pandemic. 

 

Research Problem 

As part of the global disruptions of COVID, organizational cultures have been 

greatly affected in a way that the traditional work model has been interrupted (Mikolai et 

al., 2020), causing many organizations to transition to a hybrid work model. Organizations 

anticipated new technologies as the most disruptive factor of the traditional work model 

before COVID although larger organizations or industries possessed the requisite 

technologies for operations. Today, instead of new technologies, it has been demonstrated 

that the adoption of the present hybrid work model was expedited due to the pandemic, 

especially considering the current trend in the world of work. Despite the many efforts 

and interventions from health organizations around the world like WHO, CDC, etc., the 

effects of COVID persist and do not seem to end anytime soon. Because the traditional 

work model which affects organizational cultures, productions, and operations is mostly 

affected in this transitional endeavour, this study was carried out at a large-scale 

organization within the PWA – AML, to figure out what are those specific challenges 

organizations’ change management would have to address in transitioning to hybrid work 

model in post-COVID. 
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Research Significance  

The study focused on companies that are engaged in production, like AML, for 

example, and sought to examine three cardinal aspects of the COVID-19 pandemic on 

those companies. The first cardinal aspect is the COVID-related challenges those 

companies are faced with in adapting to remote work amid the pandemic, which gave rise 

to a hybrid work model. The second cardinal aspect is the mitigating measures those 

companies have employed so far against the pandemic. The third cardinal aspect is the 

perceptions of those companies about the future of work. Following the examination of 

these cardinal aspects, the study used the findings to draw an insightful conclusion and 

provide meaningful recommendations that will help inform some strategic long-term 

decisions that AML and other companies within the PWA will take regarding the future 

of work for their companies. It will also strengthen their change management processes to 

adequately mitigate COVID-related challenges as they face the "new normal" of work and 

maintain their organizational cultures post-COVID. Additionally, the findings of this 

study will serve as an eye-opener to organizations within the PWA regarding their 

employees’ perceptions of remote or hybrid work models. Nevertheless, this study will 

contribute to future research works by providing necessary pieces of information 

regarding the world of work in post-COVID. 

 

Research Questions  

The study solicited answers to the below critical questions. They gave specificity to 

and guided the research process. 

1. To what extent has COVID affected the traditional work model of organizations? 

2. What have been some mitigating measures employed by organizations in 

addressing the effect of COVID on the traditional work model? 

3. Are there viable means for organizations to return to the traditional work model 

post-COVID? 
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Definition of Terms  

The usage-based denotative and connotative definitions of key words used in this 

study are provided below: 

Organization: An organization is defined as an organized group of people with a 

particular purpose (Needle & Burns, 2010). Within the scope of this study, it is used to 

describe any business entity, company, or industry. 

Organizational Cultures: Cooke and Rousseau (1988) defined organizational 

culture as the standards, guidelines, and procedures that direct and influence all team 

members' actions within an organization. It is used in the context of this paper as the 

bedrock of an organization’s production and operation. 

Production Working Arena: According to Stark (2017), the “Production Working 

Arena” is primarily comprised of industries that use either physical labour or machinery 

to produce items out of raw materials, which is typically done in a methodical manner 

with a division of labour. On a larger scale, they manufacture or assemble components 

into finished products. 

Traditional Work Models: A traditional work model as used in this study is the 

manner in which employees worked on a 9-5 work schedule at workplaces or offices with 

physical locations, usually in the headquarters or building owned by the company. 

Hybrid Work Model: A hybrid work model is a manner in which workers work 

not or partly at workplaces or offices with physical locations, and strictly or partly 

remotely –online or from the comfort of their homes (Grzegorczyk, 2021). 

Transitional Endeavours: “Transitional endeavours”, as enshrined in this paper, 

describes the act of organizations involuntarily leaving the traditional work model due to 

COVID and going to a hybrid work model.  

Post-COVID: Post-COVID is an era referring to the time after COVID. 
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CHAPTER II 

Literature Review 

This chapter begins by outlining theoretical and conceptual definitions, 

descriptions, and information of pre-existing pieces of reviewed literature that are related 

to the study and concludes with a theoretical framework that supports the main purpose 

of the study. 

 

Related Research  

The Related Research gives credibility and legitimacy to the problem statement 

that talks about how COVID has disrupted organizational cultures and all its components, 

that is, the traditional work model which affects operations and productions, causing 

organizations, especially those within the PWA, to transition to a hybrid work model, 

based on recent peer-reviewed pieces of literature. It aims to identify challenges affecting 

those organizations’ transitional endeavours specifically from the perspectives of 

corporate culture and change management, by leveraging both the results of recent studies 

and employees' experiences in large-scale production industries like AML. 

 

Work Model 

Guillén (1994) defined the term "Work Model" as techniques for setting up a 

workplace and deciding where, when, and how employees carry out their daily 

responsibilities in accordance with their Tern of References (TOR). He added that it 

affects how responsibility for certain tasks is delegated and that it helps identify power 

structures that might make delegating tasks easier. This makes it possible for employees 

to execute tasks independently of any one person or group of people. It also aids in 

defining roles and responsibilities so that employees can carry out their tasks more 

successfully. Organizations use a variety of work models that affect how and where 

employees carry out their everyday responsibilities (Scott & Bruce, 1994). Based on the 
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nature of this study, these work models were classified according to two eras; the 

Traditional Work Model which dominantly happened before the COVID pandemic and 

the Hybrid Work Model which was greatly influenced by the COVID pandemic. 

 

Traditional Work Model  

According to Göçer et al. (2018), the traditional Work Model describes the time 

period prior to COVID-19 when companies operated exclusively in physical workspaces.  

Physical workspaces are the private offices or facilities owned by organizations all 

employees execute their daily activities on a 9-5, "five days a week” schedule. If a 

corporation has many branches, for example, it may have various physical workspaces 

located in other locations. Everything linked to work is done in these physical workspaces, 

which house the many teams or departments that work for the organization. Physical 

workspaces are where interactions between employees, meetings, appointments, regular 

work activities, etc. take place (Göçer, et. al., 2018). The Traditional Work Model creates 

a productive environment because it typically exudes professionalism and a laser-like 

focus on work (Becker, 2005). It sets motivation for employees’ work performance 

because it allows employees get to interact with one another and supports physical 

interaction. It provides privacy and lets everyone focus on their work in the company –for 

instance, companies often give their employees cubicles to enable them to work 

comfortably. 

According to the conventional view, the traditional office serves as a place where 

employees' health, safety, and comfort are supported, as well as their ability to work 

effectively and efficiently. The needs of the real estate sector today and the tenants' 

demands indicate that in the twenty-first century, quality standards for office work 

environments have increased dramatically (Vischer, 2008). One of the factors is that, in 

the increasingly unstable economic climate and fiercely competitive market, employees' 

job happiness has become crucial to organizations' success (Rothe, et. al., 2011). Prior to 

COVID-19, the interactive work environment dominated organizations. Companies relied 

heavily on traditional work practices because human interactions at 
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workplaces facilitated the flow of information and boosted production (Haynes, 2011). 

Naim and Lenka (2017) claims that interaction is centered on communicating, building 

connections, and exchanging information. The three elements of interactive work are now 

simply no longer on the basis of geography because of the quick growth of information 

technology, which has completely changed how work is done. “NWoW”, which stands 

for non-traditional working conditions that allow for flexibility in time and place, has 

become a widely accepted idea in recent decades. Examples include activity-based 

workplaces and flex offices (Blok, et. al., 2011; Brunia, et. al., 2016). Improved 

communication and cooperation were one goal of NWoW practices development, but 

another goal was to satisfy Generation Y's expectations for the workplace, which place a 

premium on flexible schedules, diverse work cultures, and interactive surroundings 

(Brown, et. al., 2009; Brunia, et. al., 2016). The idea of a workplace that is activity-based 

is built on the idea of mobile job within an office. The numerous sorts of spaces allow 

individuals to carry out various tasks (both solo and collaborative work) while switching 

between different types of work environments during the day (Veldhoen, 2004). 

Co-working spaces offer a different alternative for where people can do their work 

and draw people and start-ups with the chance to be a part of a community, collaborate 

with other professionals, and share expertise (Orel & Alonso, 2019). However, even large 

organizations can stand to benefit from this new level of collaboration by creating their 

own co-working spaces or assigning staff to off-site co-working spaces (Rief & Stiefel, 

2016). Co-working spaces promote contact and communication while also advancing 

research and innovation (Rief & Stiefel, 2016; Bouncken, et. al., 2020). Innovative office 

layouts (inspired by Google's ground-breaking workspaces) demonstrate how visual 

elements in the workplace can help foster creativity and innovation. Employee behavior 

in socially-encouraged workplaces resembles a bunch of pals having fun together on the 

playground (Serrano-Martnez, 2016). Although it's seen as a trend in office design, this 

strategy works best in the creative sector, where fresh concepts and inventions are 

generated (Thanem, et. al., 2011; Vandeloo, 2014). To ensure that the employee-

organization fit is satisfied, each organization should be aware that the physical 

framework of the workplace needs to match its own corporate culture (Fairs, 2016). 
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New communication technologies have made it possible for teleworkers to 

collaborate as well. In the past ten years, the number of companies in the European Union 

that permit remote work or offer flexible work schedules for employees has gradually 

increased (Milasi, et. al., 2020). Due to the coronavirus pandemic, all industries (that 

could) switched to remote work, resulting in 40% of workers being forced to work from 

their home full-time (Boland, et. al., 2020). This established the question of how the 

workplace will function in the post-COVID future. Organizations are advised to re-

evaluate their work models, taking into account their organizational culture, the talent 

required, the key jobs, the level of collaboration required for excellence, and the current 

location of offices (Boland, et. al., 2020). 

Organizations were cautious to employ remote work prior to COVID-19 because 

they were unsure of its advantages or disadvantages (Smit, 2020). Prior to now, 

technological limitations and lack of readiness were the main obstacles to acceptance of 

the hybrid work model (Green, et. al., 2020). The employment relationship and 

psychological agreement between employers and workers have also been changed by 

remote work (Jackson & Kallaste, 2010). They were therefore warned that it might affect 

staff effectiveness (Eckhardt, et. al., 2019). It was not entirely in favour of telework, 

though, as several research also emphasized its potential advantages (Martin & 

MacDonnell, 2012) and found that it can lead to advantageous organizational outcomes 

like increased productivity, retention, turnover intent, commitment, and performance. 

 

Hybrid Work Model. A hybrid model incorporates a variety of distinct work 

models (Chamseddine & Rejniak, 2020). This is a working model in which employees 

work partly at workplaces or offices with physical locations, and partly remotely –online 

or from the comfort of their homes (Grzegorczyk, 2021). Employees working within the 

Hybrid Work Model do not work on-site or in office environments every day, instead, 

they perform their jobs remotely using mobile phones, computers, and perhaps other 

electronic gadgets. They do not often require daily tasks; instead, they execute certain 

tasks within specified deadlines. 
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In the years after the coronavirus, it is anticipated that there would be a considerable 

move toward digital work, with hybrid work eventually being the "new normal" in 

workplaces (Ro, 2020). For individuals who are well skilled and compensated in every 

industry, this is most certainly the case. The likelihood of businesses implementing a 

hybrid work model is mostly influenced by whether a job may be completed by employees 

remotely or off-site (Lund, et. al., 2020). Companies that are involved in manufacturing, 

whose jobs require in-person involvement, as well as those that operate restaurants, and 

hotel services, are likely to face many challenges in adopting the hybrid work model 

(Dingel & Neiman, 2020). In other words, although not all occupations can be performed 

virtually, the acceptance of "new normal" working conditions such as working remotely 

will depend on the type of work; hence, a reevaluation of which occupations would be 

suitable for remote work would be necessary. Long-term hybrid work would demand 

considerable study and precise planning (Vyas, 2022). 

After COVID, there will unavoidably be changes in the workplace, with 

technological adoption being the most obvious one. It has been demonstrated that 

enterprises adopted digital technology before the coronavirus outbreak, but the adoption 

of the present hybrid work model was expedited during the epidemic (Forman & 

Zeebroeck, 2019; Murdoch & Fichter, 2017; Vargo, et. al., 2021). A shift toward a more 

digital civilization has been initiated by COVID, or, to be more precise, the fast-paced 

digital world is increasingly displacing the previous genuine physical one.  A sufficient 

digital infrastructure is necessary for functioning in the future, and digital transformation 

has become vital for organizations of all sizes worldwide (Gadhi, 2020; Melhem, et. al., 

2020). Therefore, in line with the changes in the traditional work model, the world of work 

is moving in a new direction, that is, a hybrid work model. Thus, it might be claimed that 

various sorts of work have been impacted by digital and technical advancements. This 

improvement, for instance, would be more advantageous for non-manual work than for 

manual labour, which necessitates on-site work (Raghavan, et. al., 2021). Certain 

professions, particularly those within the PWA, might suffer as a result of the increased 

use of technology, robotics, and artificial intelligence (AI), coupled with the "new normal" 

working model in the post-COVID future (Lund, et. al., 2021). 
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Emergencies are typically seen as change's accelerators. This includes the latest 

coronavirus pandemic. In order to address the difficulties that came along with the crisis, 

numerous policy reforms have been implemented. While a significant number of people 

welcomed the labour market changes, some considered them emergency-driven 

developments that require attention. In many nations, working in a designated workspace 

has been a common pattern of work for decades prior to the COVID pandemic. In contrast, 

prior to the pandemic, working from home (WFH) was viewed as a privilege for some 

employees. Unintentionally, the current epidemic has stimulated remote work and 

prompted a global, unprecedented re-examination of working standards and specified 

workplace settings (de Lucas Ancillo, et. al., 2020; Kniffin, et. al., 2021; Ratten, 2020; 

Savi'c, 2020). It is important to note that many workers around the world have not worked 

from their homes before. Despite a modest but continuous rise in the number of remote 

workers prior to the coronavirus disease pandemic, the world of work has been radically 

transformed: WFH in pajamas has become the standard, and virtual meetings are 

becoming increasingly common (Raghavan, et. al., 2021). 

Remote work was not an option for the majority of workers around the world during 

the 2003 severe acute respiratory syndrome (SARS) pandemic since they lacked access to 

the requisite tools and technology to work from their homes. Working in the current period 

of the coronavirus pandemic is considerably different from the aforementioned because 

technology now offers more possibilities for work practices. WFH, for instance, was not 

an alternative for workers during the SARS in Hong Kong (Labour Department, 2003). 

However, in light of the severity of the local pandemic situation during the ongoing 

coronavirus pandemic, such work arrangements were modified (Vyas & Butakhieo, 

2021). Companies around the world are still debating the workplace policy that best 

matches their needs more than a year after the pandemic began, and there is little doubt 

that the vibrant discussion on remote working will continue. However, this experience 

with remote work has shed light on several issues of the future of workplace, including 

the economic viability of telework and public attitudes toward it. All of these factors can 

be attributed to the pandemic's function as the catalyst for a profound and unprecedented 

change. The pandemic has brought about the future of work sooner than global 

governments originally predicted (Raghavan, et. al., 2021). 
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Different sectors of the labour market and organizations have been impacted 

differently by the COVID-19 epidemic (ILO, 2020b). The pandemic has had a huge 

impact on organizations, particularly those in the PWA, which have seen considerable 

adjustments in their work models. Widespread WFH arrangements affect production, 

location, work schedule, and the traditional separation of work and home settings in a 

number of different ways (Caringal-Go, et. al., 2021; Wong, et. al., 2021). According to 

Raghavan et al. (2021), these techniques have created the "new normal," which most likely 

includes how labour will be structured in the post-COVID era. These new arrangements, 

particularly remote work arrangements, have challenged corporate cultures, the traditional 

work model, the idea of work-life balance (WLB), and other ideas. 

Hybrid work was used as one of the measures for organizations to swiftly protect 

their workers from being infected with the coronavirus during the pandemic. Since it was 

a novel work model, many organizations encountered difficulties (Nasri, et. al., 2020). 

While some organizations were proactive, others were imitating them and contacting their 

leaders in their industries to help them with their transitional endeavours (Dzigbede, et. 

al., 2020). Even in underdeveloped nations, many people were able to put systems in place 

to increase the adoption of this novel work model within a short period of time (Metwally, 

et. al., 2021). 

In contrast to other firms that were not ready, those that already used remote work 

were better off adjusting to the new working model, according to Metwally et al. (2021). 

They added that despite being universally acknowledged across all nations and industries 

due to the pandemic, organizational preparedness and resources are vital in transitioning 

to hybrid work. 

All these indicate that remote work should be considered an essential component of 

a company's long-term strategy rather than a crisis reaction tool in times of crisis such as 

the COVID-19 pandemic. Presently, many organizations have the urge to formulate 

policies that would incorporate hybrid work within their operational framework 

(Williamson, et. al., 2020). Such policies would provide information on how to train for, 

implement, and manage remote work, making it easier for organizations to transition 

smoothly and employees to adopt rapidly (De Vries, et. al., 2019). 
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Due to wider cross-sectorial adoption of the new work model, pundits observe that 

remote work will generate long-term changes in organizations (Novianti & Roz, 2020), 

thus the new normal may see companies adopting hybrid work models that combine office 

and telework, largely dependent on the objectives to be met, the resources at hand, and the 

dangers associated. 

 

Organizational Culture 

According to several theories, organizational cultures include common values 

which collaborate with the structure of an organization to create moral standards of 

behavior. These moral standards are a portion of a bigger collection of artifacts, shared 

beliefs, and fundamental presumptions that all members of the organization have 

regarding appropriate behavior (Marampa, et. al., 2021). Numerous peer-reviewed studies 

have investigated the connections between organizational culture and its components, 

including teamwork or collaboration, employee effectiveness, output, and organizational 

effectiveness, together with operations and production, despite the fact that these studies 

are often self-reliant on functions and specialized roles within the domains and also the 

type of method used (Kosfeld & Von, 2011; Marcoulides & Heck, 1993; Petty, et al., 

1995). Although there is room for future research into the connections between various 

cultural aspects and related output measures, this study was conducted independently for 

each functional area and its related set of variables and working situations (Krishnakumar, 

2020). Previous research have shown that organizational culture, including its aspects of 

continuous improvement, contingency, meticulousness, outcome, people, and team 

orientations, aggression, and stability, directly affect how effectively and efficiently an 

organization operates and produces its products (Marampa, et. al., 2021). 

How COVID has disrupted organizational cultures, by itself, is a novel but vast topic 

that provides lots of opportunities for future research and analysis, which is why this study 

was carried out. Organizations must create competencies that will enable them to 

smoothly transition or respond quickly to the hybrid work model during post-COVID as 

they stay on the path with market developments (Krishnakumar, 2020). One of the most 
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popular theories used in research on organizational culture is the competing values theory, 

which has two dimensions: one that emphasizes flexibility, transitioning (adaptation), and 

dynamism; the other emphasizes integration, cooperation, and cohesion (Felipe, et. al., 

2017). In light of this, organizations must recognize that transitioning from the traditional 

work model to a hybrid work model, particularly in the PWA, is a reality in today's 

COVID-affected global economy, which, in fact, led to 11.1 percent unemployment in 

2020 (US Bureau of Labour Statistics, 2020) as a result of many employees being 

furloughed or dismissed by organizations to comply with COVID-related health protocols. 

Because of the possibility for a challenging adaptation process for organizations 

within the PWA, transitional endeavours from the traditional work model to a hybrid work 

model cannot be accomplished overnight (Barbosa & Saisse, 2019).  It also is critical to 

appreciate the difficulties involved with these transitional endeavours from that of 

organizational culture and management viewpoint due to the aforementioned challenging 

adaptation process because the PWA uses fundamentally ordered and dependable 

methods (Kunzendorff, et. al., 2019). A comprehensive and integrated summary, which 

is seen in the related research of this paper, could be characterized as more of an 

informative outlook that relies on predetermined considerations which helped the 

researcher to decipher and comprehend the full meaning as intended and to reach the 

pertinent, scientific proof findings which have been outlined in this study. 

 

Production Working Arena 

To begin with, the following information from Red (2020) can be considered to 

describe the PWA: jobs within the PWA require workers on site as compared to jobs in 

other working arenas. The PWA is primarily comprised of industries that employ manual 

labour or machines to create goods from raw materials, and that are usually carried out in 

a systematic way with a division of labour. On a larger scale, they manufacture or 

assemble components into finished products (Stark, 2017). Potentially, the components 

could include raw materials, hardware, software, and networking components. (Red, 

2020). 
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The description “Production Working Arena” was recently used in the report on 

“The Future of Work after COVID-19” as one of the 10 working arenas affected by 

COVID. This innovative system was created to classify more than 800 industries by 

dividing them into 10 working domains based on their proximity to coworkers and clients, 

the volume of interpersonal contacts they entail, and their on-site and indoor nature (Lund, 

et. al., 2021). The report also stated that occupations in working arenas with high physical 

proximity like the PWA are more likely to be disrupted by COVID, which will cause them 

to transition to and consider a hybrid work model because the future of work in post-

COVID is hybrid (Kaushik & Guleria, 2020). 

 

COVID and its Disruptions 

Per the WHO, the coronavirus disease (COVID-19) is a contagious disease that is 

caused by the SARS–CoV-2 virus. It gives moderate respiratory illness which can be 

cured without any particular attention being paid to the infected person. At any age, 

anyone can contract COVID-19 and become gravely ill or die. When infected with the 

coronavirus disease, elderly people and those with underlying health issues including 

cancer, cardiovascular disease, diabetes, chronic respiratory disease, or any other chronic 

diseases need immediate medical intervention because they are more likely to develop 

serious illnesses. The virus spreads as tiny liquid droplets that vary in size from large 

airborne droplets to small aerosol particles, through the nostrils or mouth of an infected 

individual. This occurs whenever the host speaks, sings, sneezes, or breathes. One strategy 

to prevent oneself and others from being infected by the disease is to maintain a minimum 

distance of one meter between individuals, put on a mask that fits well, and wash your 

hands often with soap and water or an alcohol-based solution; another way is to get 

vaccinated with appropriate COVID vaccines and follow proper guidance. 

The COVID outbreak, according to Raghavan et al. (2021), has 

negatively impacted the labour market and caused an immediate and extensive series of 

trials with telecommuting work models and new linkages to consolidated work 

environments, leading to the "new normal" which undoubtedly involves how work would 
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be organized in post-COVID.  This new work model, that is, the hybrid work model in 

particular, have tested the conventional ties between workers and their employers, 

working schedules and hours, workers' work-life balance (WLB), and their attitudes about 

work. 

Similar to how the Industrial Revolution fundamentally altered work, work 

practices, relationships between employees and their co-workers, employers, and 

communities, as well WLB as far back as the 18th and 19th centuries, the COVID-19 

pandemic has caused similar fundamental changes in work, work relationships, and WLB. 

In order to minimize employee presence in the workplace environment while retaining 

organizational activities in a continuous attempt to stop this disease from spreading and 

to safeguard occupational health and safety, both private and public entities had already 

typically implemented teleworking adjustments, social isolating practices, shuffled work 

schedules, and some other techniques (ILO, 2020a; WHO, 2020). 

Even though these methodologies are already widely used, however, they have 

been inconsistent, varying among nations on the basis of their acceptance, their level of 

practice, and their application to different labour markets. By instance, the health benefits 

of remote work alternatives have benefited white-collar office employees or those 

conducting cerebral labour, whilst those performing physical labour (such as those in 

production: manufacturing, assembly, and other related activities) have been required to 

remain physically present at work, frequently putting their health at greater risk (ILO, 

2020b). 

The post-COVID recovery process must take into account the global labour market 

upheavals that have given rise to countless remote work experiments, flexible work 

arrangements, and new linkages to centralized workspaces. Concerning the long-term 

prognosis, however, there is disagreement as to whether the coronavirus disease is a single 

catastrophic disaster which will return the workplace culture to its "old normal" which 

was before the COVID outbreak, or if the global society is experiencing a profound 

interruption which might usher in a "new normal," with research studies and government 

agencies hypothesizing about a wide range of "new normal" future status of the world. 



34 
 

These adjustments bring up issues about what the latest trend (new normal) would be and 

what could be envisioned in the labour market post-COVID (Raghavan, et. al, 2021). 

According to Kahn et al. (2021), the COVID-19 pandemic wreaked havoc on 

global economies and organizations worldwide. It mostly disturbed work arenas with 

higher physical proximity. As workplaces were shuttered due to the epidemic, millions of 

individuals were suspended with pay or became unemployed. Others rapidly adapted to 

working from their homes. On the other hand, other workers who were deemed essential 

by their organizations were allowed to continue working on-site but in accordance with 

COVID-related health protocols to limit the spread of the coronavirus (Krishnakumar, 

2020). According to ILO, working hours around the world decreased by 17.3 percent 

during 2020's second quarter. As a result, 495 million full-time jobs were lost. By 

the completion of that year, the overall losses in working hours were roughly four times 

more than they were in 2009 during the Great Recession (Cotofan, 2021). 

In addition to the significant loss of human life, many economies around the world 

have seen unprecedented levels of economic ruin (Yu et. al., 2022). COVID caused an 

extraordinary disruption in global supply chain and has had serious operational and 

financial ramifications, with planners having to face concerns such as segment demand 

decreases and surges, supplier shortages, inventory placement challenges, and lower 

productivity (Notteboom, et. al, 2021). Liu et al, (2020) reported that following the global 

financial crisis, the international economy encountered new COVID-related challenges, 

which led to an economic catastrophe in response to state-imposed business closures. The 

pandemic disrupted social and economic activity around the world and had a significant 

effect on global trade and supply chain.  

Before the COVID-19 pandemic, technology existed to allow remote work in 

many industries amid the traditional work model (Narayanamurthy, 2021). However, the 

pandemic disrupted this work model and prompted many companies to quickly adapt to 

remote work, and as such, organizational cultures were compelled to embrace the shift to 

remote work and transition to a hybrid work model because pundits believe that the future 

of work in post-COVID is hybrid (Kaushik & Guleria, 2020). 
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Theoretical Framework 

The Theoretical Framework narrows down the related research and supports the 

purpose of the study by outlining three factors of job performance that have been disrupted 

by the coronavirus pandemic, making it clear that due to the disruption organizations are 

having some challenges in their traditional work model which need to be examined for 

adequate solutions as they transition to the new normal – the hybrid work model. 

 
 

Job Performance Theory 

Boyatizis (2008), the proponent of the "Action and Job Performance" theory, 

argued that there are three main factors that influence performance in every organization. 

Those factors are individual, organizational environment, and job demand. The individual 

factor consists of the vision, values, philosophy, knowledge, nature, competencies, career 

path, style, and interests of the employees. The organizational environment factor consists 

of the culture and climate, structure and systems, industrial maturity, organizational 

strategic position, core competencies, and the greater context. The job demand factor 

consists of the duties, functions, and roles of each member in the organization. This theory 

indicates that through the components of individual and organizational environment 

factors the best performance can be realized. Boyatizis further emphasized that when the 

individual and job demand factors are supported by the organizational environment factor, 

they push employees to complete their tasks and functions, and make them aim toward 

achieving their best organizational performances. 

 

Concept. The above theory fits the context of this study. Physical interaction with 

co-workers and customers which explains the traditional work model was considered the 

individual factor, organizational culture and work environment which influence 

operations and productions were considered the organizational environment factor, and, 

TOR (duties, functions, and roles) of employees was considered the job demand factor of 

job performance. The upheaval set off by the COVID-19 pandemic disrupted the three 
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factors of job performance with the new remote work norm. As a result of the COVID 

disruption of the traditional work model, employees, especially those with higher task 

interdependence of organizations within the PWA, now face difficulties in the three 

factors of job performance, and because there has been no change to employees’ job after 

the disruption was imposed, this study was done purposefully to figure out how these 

organizations are coping. 
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CHAPTER III 

Research Methodology 

This chapter describes the research design and explains the various procedures that 

were used to gather and analyze data relating to the study. 

 

Research Design  

According to Creswell and Creswell (2003), a research design is a comprehensive 

strategy to conducting studies that develops a concise strategy that takes into account the 

chosen research issue through data collection, interpretation, analysis, and presentation. 

Before choosing a research design, Ochieng (2009) suggested that a researcher must first 

decide whether to use a quantitative or qualitative approach in answering the research 

questions. This study was modelled based on a deductive reasoning pattern which sought 

to acquire a more complete understanding of the problem statement as well as strengthen 

the credibility of the conclusions. Therefore, as recommended by Patton (1999), the 

research approach used in this study was qualitative. 

 

Population and Sampling  

Rai and Thapa (2015) explained that the population in research is considered the 

entire group that a researcher wants to make a case of. They added that it is from within 

the population that a sample is drawn. Considering this, the targeted population for this 

research was employees at AML, which was gathered from the Front Page Africa that the 

overall number of employees and contractors at the company is approximately 3,000 as 

of 2022, out of which about 65% (1,950) work in the mines department while about 35% 

(1,050) work in administrative and other departments. The 1,950 workers within the mines 

department were not included in the population because remote work cannot be done in 

such department. The researcher considered only the 1,050 workers within the 

administrative and other departments as the population of the study because they work in 
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departments that have been affected by the pandemic and are required for the study. 

Therefore, the population of the study was 1,050. 

Gill (2020) argued that selecting an appropriate sample size in research with a 

qualitative research approach is ultimately a matter of subjective judgment. Hennink and 

Kaiser (2020) added that in qualitative research, the researcher may continue the survey 

till insightful results can be obtained from the data collected. Considering the 

aforementioned information, the participants were selected through a purposive sampling 

methodology as recommended by Etikan et al (2016) across all levels within the 

administrative and other departments because the participants were specifically selected 

by the researcher considering that they work in departments that the study requires for the 

research. Interview questions were distributed to 200 workers within those departments. 

165 of the 200 workers participated, giving the study an 82.5% response rate, and 100 of 

the 165 participants attempted all the interview questions, giving the study a full response 

rate of 61%, which is excellent for the study as suggested by Baruch and Holtom, (2008). 

Therefore, only responses from those 100 participants were considered for analysis, 

making the ideal sample size of the study 100 as recommended by Hennink and Kaiser 

(2020). 

 

Data Collection Materials  

According to Carter and Henderson (2005), data collection tools or materials are 

instruments or equipment used to collect data in a given study. They added that the 

materials could be case studies, checklists, interviews, observations, survey 

questionnaires, etc. As recommended by Glewwe (2005), the primary means through 

which data was collected for this study was a survey, using interview questions which are 

considered one of the most effective and reliable data-collecting methods in surveys 

(Carter & Henderson, 2005). They were semi-structured qualitative questions that were 

best-fit to answer the Research Questions (see Appendix A). The questions were divided 

into four sections; the first section contained closed-ended questions while the second, 

third, and fourth sections contained open-ended questions. There were seventeen 
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questions in total. The first section contained six questions that solicited the Demographic 

or personal information of the participants. The second section contained five questions 

that solicited responses regarding “The Impact of the Pandemic on Firms” which answers 

the first Research Question: “To what extent has COVID affected the traditional work 

model of organizations?” The third section contained three questions that solicited 

responses regarding “Firms’ Actions” against the pandemic which answers the second 

Research Question: “What have been some mitigating measures employed by 

organizations in addressing the effect of COVID on the traditional work model?” The 

fourth section contained three questions that solicited responses regarding “Firms’ 

Perceptions” about the future of work which answers the third Research Question: “Are 

there viable means for organizations to return to the traditional work model post-

COVID?” 

The reliability and validity of the interview questions used in the survey can be 

based on the fact that the questions were adapted from an article entitled “The Impact of 

the COVID-19 Pandemic on Firms: a survey in Guangdong Province, China” authored by 

Zou et al, (2020). The phrase “your firm” in the questions was replaced with “AML” by 

the researcher since the survey for this study was conducted at AML. The article has an 

"Open Access" that is covered by a Creative Commons Attribution 4.0 International 

License which permits use, sharing, adaptation, distribution, and replication in any form, 

considering that the researcher cites the original author(s) and source, provides a link to 

the License Agreement and acknowledges any modifications (copy of the license can be 

viewed via this link: http://creativecommons.org/licenses/by/4.0/). Additionally, before 

consideration for usage, the interview questions were presented to experts in the field – 

including the Supervisor of this study, Prof. Dr. Serife Eyupoglu: Dean, Faculty of 

Economics and Administrative Sciences and Chairperson, Department of Business 

Administration at Near East University – for review and they were approved. 

 

Data Collection Procedures  

As required by the Institute for Graduate Studies, Near East University, all data 

collection tools for primary research must be sent to the Research and Ethics Committee 

http://creativecommons.org/licenses/by/4.0/
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(baek@neu.edu.tr) for evaluation and approval before proceeding with the research. As 

such, before the survey was conducted, the interview questions were sent to the above-

mentioned committee, evaluated by same in a period of 30 days and approved with an 

application number NEU/SS/2022/1447. Furthermore, before the interview questions 

were distributed to the targeted population for the survey, the researcher did an official 

communication via email to one of the authorities at AML requesting permission to 

conduct a survey at the company. The researcher could not get physical access to AML; 

therefore, the interview questions were created in Google Forms and the link was 

distributed remotely to the participants. The researcher restricted the Google Form 

(interview questions) to allow a one-time submission in order to avoid more than one 

submission from a participant, which would have rendered the findings biased. Every 

Google Form had a piece of information from the researcher, informing participants that 

their participation was voluntary and that there would be no consequence if they declined 

at any point in the survey. They were also informed that their responses would be captured 

with anonymity and that all pieces of information they provide will be treated with 

complete confidentiality and used for the study only. This means that information was 

gathered from those that willingly agreed to participate in the survey. At the end of the 

survey, the researcher stopped receiving responses from the Google Forms by deactivating 

the link that was distributed for the survey. 

 

Data Analysis Procedures 

Out of the 200 Google Forms (interview questions) that were distributed to 

workers within the administrative and other departments at AML for the survey, the 

researcher received 165 (82.5%) that were attempted, and 100 (61%) of the 165 attempted 

Google Forms were attempted in full. Therefore, as recommended by Hennink and Kaiser 

(2020), only those 100 fully attempted Google Forms were considered for analysis. This 

decision was informed by Hennink and Kaiser (2020)’s argument that the researcher may 

continue the survey till insightful results can be obtained. Adequate data were obtained 

from the 100 fully attempted Google Forms to provide insightful and unbiased results for 

the study. 

mailto:baek@neu.edu.tr
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The collected data were presented in two ways: Data from Section one of the 

questions which are demographic information of the participants were analyzed in Excel 

2013 and presented in pie charts while data from Sections two, three, and four, which are 

responses to the open-ended questions were presented in tables using the Structural 

Coding methodology, as recommended by Berg (1989), showing the frequency of 

participants to each category of response (Response Codes). The researcher used 

“Narrative Analysis”, as recommended by Morse (1995) as well as Creswell and Poth 

(2016) to analyze and discuss the findings of the study. The researcher was 

methodological and mindful of the task's intricacy as advised by Burnard (1991), and as 

such, the analysis in this paper is unbiased. 

 

Study Plan   

The entire study was done within the course of 139 days (4 months, 2 weeks, 3 

days) from September 2022 to January 2023. Within 7 days, prior readings were done on 

the concept of the study to establish the study’s title. 14 days were used to establish the 

background of the study and formulate the problem statement as well as outline the 

significance of the study. Another 14 days were used to gather related research as well as 

the theoretical framework of the study. Within 30 days, the interview questions were 

prepared and sent to the NEU’s Research and Ethics Committee for evaluation and 

approval, and the methodologies were formulated. Upon approval from the Ethics 

Committee (November 22, 2022), the survey was conducted and it lasted for 15 days 

(November 23, 2022 to December 7, 2022). The data were analyzed in 14 days (December 

8, 2022 to December 22, 2022), and this was because the researcher needed ample time to 

avoid data complications and be unbiased in interpretation and analysis. In another 15 

days, the study was concluded, recommendations were provided, the abstract was 

completed, and the limitation of the study was given. The remaining 30 days were used to 

complete other components of the paper and submit to the supervisor for final perusal. 

Additionally, the study was defended by the researcher to a jury of 3 (see Approval Page) 

on January 9, 2023 via Google Meet, after which final corrections per the jury’s 

recommendations were made, and the study was finally approved. 
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CHAPTER IV 

Research Results 

This chapter presents data that were collected in response to the interview 

questions in the survey. As stated in the “Data Analysis Procedures” in Chapter V, The 

study got an 82.5% (165) response rate from the 200 workers that were selected and got a 

61% (100) full response rate from the 165 participants that attempted. Therefore, only 

those 100 fully attempted Google Forms were considered for analysis as recommended 

by Baruch and Holtom, (2008). After the survey was completed, collected data were 

presented in two ways before the analysis. Data from Section one of the questions which 

are demographic information of the participants were analyzed in Excel 2013 and 

presented in pie charts, and are seen in Figures 1 to 6 in this chapter. Data from Sections 

two, three, and four, which are responses to the open-ended questions were presented in 

tables using the Structural Coding methodology, as recommended by Berg (1989), to 

account for all responses from participants showing the frequency of participants to each 

category of response (Response Codes), and are seen in Tables 1 to 11 in this chapter. 

 

SECTION 1: Demographic Information 

Section one has five close-ended (multiple-choice) and one open-ended 

demographic question. The questions asked in this section sought to solicit the 

demographic profile of the participants. The following figures show the pie charts which 

explain how the participants responded. 

 

Gender 

The Sample Distribution by Gender presented in Figure 1 shows that out of 100 

respondents, 54% were males, and 46% were females. 
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Figure 1 

Sample Distribution by Gender 

 

Age Range. The Sample Distribution by Age Range presented in Figure 2 shows 

that out of 100 respondents, 30% fall in the age range of 35 to 39 years, 26% fall in the 

age range of 30 to 34 years, and 16% fall in the age range of 25 to 29 years. Participants 

that fall in the age range of 45 to 49 years, and are less than 25 years made up 8% each, 

whereas participants that fall in the age range of 40 to 44 years, and are either 50 years or 

above made up 6% each. 

 

Figure 2 

Sample Distribution by Age Range 
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Educational Level. The Sample Distribution by Education Level presented in 

Figure 3 shows that out of 100 respondents, 52% hold an undergraduate degree, 28% 

either hold a postgraduate degree or above, and 20% either hold a diploma or below (other 

certificates). 

 

Figure 3 

Sample Distribution by Education Level 

 

 

 

 

 

 

 

 

 

Years Spent at AML. The Sample Distribution by Years Spent at AML presented 

in Figure 4 shows that out of 100 respondents, 44% have spent 3 to 5 years at AML, 28% 

have spent 6 to 10 years at AML, 10% have spent 11 to 15 years at AML, 8% have spent 

more than 15 years at AML, 6% have spent less than 1 year at AML, and 4% have spent 

1 to 2 years at AML. 
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Figure 4 

Sample Distribution by Years Spent at AML 

 

Department at AML. The Sample Distribution by Department at AML presented 

in Figure 5 shows that out of 100 respondents, 35% work in Productions and Operations, 

25% work in Administration, and 16% work in the Health and Safety departments. 6% 

each work in the Transportation and Supply Chain departments, 4% work in the I.T. 

department, and 2% each work in the Food and Nutrition, Education, Technical, and 

Maintenance departments at AML. 

 

Figure 5 

Sample Distribution by Department at AML 
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Position at AML. The question presented in this profile is an open-ended question 

that sought to solicit the positions of the participants at the company. The researcher 

categorized the responses (positions) into levels and assigned the frequency of participants 

to each level. The levels include Manager, Director, Superintendent, Supervisor, 

Coordinator, Assistant, Line Employees, and Intern. 

The Sample Distribution by Position at AML presented in Figure 6 shows that out 

of 100 respondents, 5% hold Managerial positions, 8% hold Director positions, 6% hold 

Superintendent positions, 11% hold Supervisory positions, 7% are coordinators, 19% hold 

Assistant positions, 27% are line employees, and 17% are interns at AML. 

 

Figure 6 

Sample Distribution by Position at AML 

 

 

 

 

 

 

 

SECTION 2: The Impact of the Pandemic on Firms  

Section two has five open-ended questions (Q). All the questions asked in this 

section point to “The Impact of the Pandemic on Firms”, which answers the first Research 

Question: “To what extent has COVID affected the traditional work model of 
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account for every response provided by the participants. The following tables show the 

frequency of participants that responded to each category of response (Response Code). 

 

Effect of the Pandemic on Production and Operations 

Data regarding the effect of the pandemic on production and operations were 

gathered from Q1 in the survey. Five Response Codes were generated from the 100 

responses to this question. The Distribution of Responses to Q1 presented in Table 1 

shows how the participants responded. 

 

Table 1 

Distribution of Responses to Q1 

Q1. To what extent have the production and operations of AML been affected by the 

pandemic? 

Response Code: F % 

1. The pandemic affected production and operations to a larger 

extent 
54 54 

2. The pandemic caused a decline in production and operations 22 22 

3. The pandemic has changed the work culture 22 22 

4. Workers were redundant due to the pandemic 1 1 

5. The pandemic caused difficulties in production and operations 1 1 

Example of individual responses in Response Codes with high percentages to Q1 

Response Code 1: 

• Participant 10: “The productions and operations of AML was hit hugely in the 

disruption.” 

• Participant 22: “Very serious impact.” 

• Participant 48: “To a larger extent.” 
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Response Code 2: 

• Participant 13: “COVID slowed operations down.” 

• Participant 21: “Production and operations are cut down due to the pandemic.” 

• Participant 88: “Caused decline in operations.” 

Response Code 3: 

• Participant 15: “Changed the normal way of work at the company.” 

• Participant 19: “That the company had to create another work model.” 

• Participant 31: “Disrupted the work culture and caused serious problem for 

operations.” 

 

Operating Pressure. Data regarding operating pressures organizations face due 

to the pandemic were gathered from Q2 in the survey. Seven Response Codes were 

generated from the 100 responses to this question. The Distribution of Responses to Q2 

presented in Table 2 shows how the participants responded. 

 

Table 2 

Distribution of Responses to Q2 

Q2. What are the main operating pressures that AML is currently facing? 

Response Code: F % 

1. Difficulty in workers adapting to remote work 38 38 

2. There are high workloads as a result of the reduced workforce 26 26 

3. The health and safety measures that were instituted to combat 

the pandemic 
25 25 

4. Meeting up with production targets in time 3 3 

5. Bad railway condition 3 3 

6. Network connectivity 3 3 
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Table 2 (continued)   

7. Global inflation due to the pandemic and the Russia-Ukraine 

crisis 

2 2 

Example of individual responses in Response Codes with high percentages to Q2 

Response Code 1: 

• Participant 16: “Not many workers understand how to work online.” 

• Participant 20: “Adjusting to the new way of working.” 

• Participant 40: “Adaptation.” 

Response Code 2: 

• Participant 29: “Some of our workers were redundant and some are now working 

from home because of the pandemic. This is causing workload pressure on 

operations.” 

• Participant 41: “Many workers were laid off because of the pandemic.” 

• Participant 43: “The pressure is reduced human resource.” 

Response Code 3: 

• Participant 12: “Playing along with COVID related protocols.” 

• Participant 26: “Too much health protocols.” 

Participant 51: “Impact of measures taken to respond to COVID.” 

 

Situations Regarding Supply. Data on situations regarding supply at organizations 

were gathered from Q3 in the survey. Five Response Codes were generated from the 100 

responses to this question. The Distribution of Responses to Q3 presented in Table 3 

shows how the participants responded. 
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Table 3 

Distribution of Responses to Q3 

Q3. What is the current situation regarding the supply of raw materials, spare parts, 

and other production and operation materials at AML? 

Response Code: F % 

1. The pandemic had made it difficult to get supplies in time 

from overseas 
48 48 

2. Prolonged bureaucracies 32 32 

3. The global inflation due to the pandemic and the Russia-

Ukraine crisis affects supplies 
9 9 

4. Supply is on course 7 7 

5. Not sure 4 4 

Example of individual responses in Response Codes with high percentages to Q3 

Response Code 1: 

• Participant 19: “Regarding the current Raw materials, spare parts and other, 

AML purchased them both locally and internationally.” 

• Participant 20: “Well, it take several weeks to months to get materials in and out 

of the company due to taxes, and importation procedures and requirements.” 

• Participant 21: “It takes time to get the supplies.” 

Response Code 2: 

• Participant 2: “Lots of procedures.” 

• Participant 11: “Bureaucracy.” 

• Participant 14: “Too many procedures that can cause delays.” 

Response Code 3: 

• Participant 17: “The global supply chain/logistics has highly been hit ranging 

from the pandemic to the current war between Russia and Ukraine, the disruption 

of the global logistics has with no doubt increase the cost related.” 
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Response Code 4: 

• Participant 62: “On course so far.” 

Response Code 5: 

• Participant 71: “Can’t tell.” 

 

Impact of the Pandemic on Technology. Data regarding the impact of the 

pandemic on technology were gathered from Q4 in the survey. Three Response Codes 

were generated from the 100 responses to this question. The Distribution of Responses to 

Q4 presented in Table 4 shows how the participants responded. 

 

Table 4 

Distribution of Responses to Q4 

Q4. What is the clearest impact of the pandemic on AML's technological innovation? 

Response Code: F % 

1. The pandemic gave rise to the hybrid work model 60 60 

2. The pandemic has had a very positive impact on technological 

innovation 
34 34 

3. The pandemic gave workers exposure to remote work 6 6 

Example of individual responses in Response Codes with high percentages to Q4 

Response Code 1: 

• Participant 29: “Initiated hybrid work.” 

• Participant 77: “Encouraged online platforms for work.” 

• Participant 83: “Some workers now have to work online.” 

Response Code 2: 

• Participant 12: “Technology has improved.” 
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• Participant 24: “Advancements in n technology.” 

• Participant 14: “Very positive impact.” 

Response Code 3: 

• Participant 42: “Exposure to remote work.” 

 

Positive Impact of the Pandemic. Data regarding the positive impact of the 

pandemic on organizations were gathered from Q5 in the survey.  Eleven Response Codes 

were generated from the 100 responses to this question. The Distribution of Responses to 

Q5 presented in Table 5 shows how the participants responded. 

 

Table 5 

Distribution of Responses to Q5 

Q5. What are the potential positive impacts of the pandemic in your view? 

Response Code: F % 

1. Workers are more cautious about their health 29 29 

2. The pandemic has enhanced digital work (technology) 14 14 

3. The pandemic brought work flexibility, that is, working from 

home 
14 14 

4. Strengthened health and safety departments to ensure 

COVID-related health protocols 
13 13 

5. High employability in the health and safety departments 6 6 

6. The pandemic brought new opportunities 6 6 

7. The pandemic gave exposure to technology 5 5 

8. The pandemic has caused more harm than good 5 5 

9. Workers are allowed to work from home 4 4 

10. Multitasking 2 2 

11. Staying connected with loved ones 2 2 
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Example of individual responses in Response Codes with high percentages to Q5 

Response Code 1: 

• Participant 2: “Health cautiousness.” 

• Participant 6: “Employees and expatriates are very kin on good health practices, 

with a bi-weekly to monthly health campaigns within the workforce.” 

• Participant 9: “Workers are being very mindful with their health.” 

Response Code 2: 

• Participant 17: “Employees are learning how to work remotely.” 

• Participant 25: “Promote the establishment of remote work.” 

• Participant 90: “Working from home.” 

Response Code 3: 

• Participant 79: “So far, the pandemic caused remote work, and remote work 

brings flexibility on work.” 

• Participant 87: “Work is flexible.” 

• Participant 89: “Positive impact could be work flexibility.” 

Response Code 4: 

• Participant 10: “The pandemic has made the company to strengthen its health 

sector.” 

• Participant 27: “Improved health protocols.” 

• Participant 38: “Regular checkups for workers.” 

Response Code 5: 

• Participant 50: “High employment in the health sector.” 

Response Code 6: 

• Participant 21: “The pandemic brought other opportunities.” 
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SECTION 3: Firms’ Actions 

Section three has three open-ended questions (Q). All the questions asked in this 

section point to “Firms Actions” against the pandemic, which answers the second 

Research Question: “What have been some mitigating measures employed by 

organizations in addressing the effect of COVID on the traditional work model?” All 

responses in this section were categorized into “Response Codes” to account for every 

response provided by the participants. The following tables show the frequency of 

participants that responded to each category of response. 

 

Measures against the Pandemic 

Data regarding the measures organizations have taken against the pandemic were 

gathered from Q6 in the survey which. Five Response Codes were generated from the 100 

responses to this question. The Distribution of Responses to Q6 presented in Table 6 

shows how the participants responded. 

 

Table 6 

Distribution of Responses to Q6 

Q6. What self-help measures has AML taken so far against the pandemic? 

Response Code: F % 

1. Remote work 42 42 

2. Redundancy 35 35 

3. COVID-related health measures were instituted 16 16 

4. COVID tests and vaccines were administered 6 6 

5. Workers were trained to work remotely 1 1 
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Example of individual responses in Response Codes with high percentages to Q6 

Response Code 1: 

• Participant 11: “Initiate remote work.” 

• Participant 28: “Introducing remote work system.” 

• Participant 32: “To ensure remote work.” 

Response Code 2: 

• Participant 4: “AML reduced workers.” 

• Participant 6: “Considering the year under review, many employees were 

redundant.” 

• Participant 9: “The Company laid off many workers.” 

Response Code 3: 

• Participant 47: “Always wearing nose mask, washing hands, social distancing, 

practicing of safe acts.” 

• Participant 53: “Health regulations.” 

• Participant 62: “Strong health measures.” 

Response Code 4: 

• Participant 15: “Encouraging staffs to take vaccination and other tests, and 

protecting the health and safety of employees.” 

 

Challenges on the Measures. Data regarding the challenges on the measures, as 

reported in Table 6, were gathered from Q7 in the survey. Four Response Codes were 

generated from the 100 responses to this question. The Distribution of Responses to Q7 

presented in Table 7 shows how the participants responded. 
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Table 7 

Distribution of Responses to Q7 

Q7. What are the challenges on those measures? 

Response Code: F % 

1. It is difficult for workers to adapt to remote work 60 60 

2. As a result of the reduced workforce, workloads are high 19 19 

3. Adhering to the COVID-related health measures 11 11 

4. Not all professions allow remote work 10 10 

Example of individual responses in Response Codes with high percentages to Q7 

Response Code 1: 

• Participant 6: “For the online work, most people are finding it difficult to learn 

it.” 

• Participant 18: “It's taking time for workers to adapt the remote work system.” 

• Participant 22: “Difficult to adjust.” 

Response Code 2: 

• Participant 4: “The redundancy caused high workloads.” 

• Participant 11: “Not many workers to get the job done.” 

• Participant 38: “Plenty work for us.” 

Response Code 3: 

• Participant 83: “Adherence to health regulations.” 

• Participant 89: “Hard to obey all the rules.” 
• Participant 97: “Am not use to wearing nose mask I feel like am not breathing 

each time I have it on.” 

Response Code 4: 

• Participant 37: “My department doesn't require remote work therefore it's a 
challenge for operations.” 
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Willingness to Transition to Remote Work. Data regarding workers willingness 

to transition to remote work were gathered from Q8 in the survey. Four Response Codes 

were generated from the 100 responses to this question. The Distribution of Responses to 

Q8 presented in Table 8 shows how the participants responded. 

 

Table 8 

Distribution of Responses to Q8 

Q8. Are you willing to transition to remote work? 

Response Code: F % 

1. Not willing 39 39 

2. Not willing in my profession 29 29 

3. Willing 21 21 

4. Willing only in my profession 11 11 

Example of individual responses in Response Codes with high percentages to Q8 

Response Code 1: 

• Participant 9: “No, I'm not.” 

• Participant 17: “No, I prefer face-to-face.” 

• Participant 19: “I am not willing.” 

Response Code 2: 

• Participant 8: “In my department, no I'm not willing.” 

• Participant 11: “I'm not willing to transition to remote work because of the 

department I work in.” 

• Participant 21: “Not for my department.” 

Response Code 3: 

• Participant 6: “Yes. We are already practicing it since the pandemic started.” 

• Participant 15: “Of course yes in many key areas that are technical.” 
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• Participant 25: “I am already working remotely at times, so yes.” 

Response Code 4: 

• Participant 7: “In my area, yes.” 

• Participant 10: “Yes, in fact, I'm already doing so.” 

 

SECTION 4: Firms’ Perception 

Section four has three open-ended questions (Q). All the questions asked in this 

section point to “Firms’ Perceptions” about the future of work, which answers the third 

Research Question: “Are there viable means for organizations to return to the traditional 

work model post-COVID?” All responses in this section were categorized into “Response 

Codes” to account for every response provided by the participants. The following tables 

show the frequency of participants that responded to each category of response. 

 

Organizations Returning to the Traditional Work Model 

Data regarding whether organizations can return to the traditional work model 

were gathered from Q9 in the survey. Four Response Codes were generated from the 100 

responses to this question. The Distribution of Responses to Q9 presented in Table 9 

shows how the participants responded. 

 

Table 9 

Distribution of Responses to Q9 

Q9. Are there viable means for AML to return to its traditional work-model in post-

COVID? 

Response Code: F % 

1. Uncertain 46 46 
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Table 9 (continued)   

2. No viable means 32 32 

3. There are 15 15 

4. This is out of the company’s control 7 7 

Example of individual responses in Response Codes with high percentages to Q9 

Response Code 1: 

• Participant 3: “I don't know.” 

• Participant 4: “I don't think so.” 

• Participant 19: “Not certain about that.” 

Response Code 2: 

• Participant 11: “No, there's not.” 

• Participant 16: “I do not see that because of the new trend the world is taking.” 

• Participant 23: “No, there's no viable means. Remote work will gradually take 

over.” 

Response Code 3: 

• Participant 31: “Yes sure we planning on expanding or production, that’s why the 

concentrator is about to be built for Phase 2 to start. COVID has subsided and we 

are gradually improving in our production.” 

• Participant 35: “Yes. AML is currently rolling out the concentration plant. Where, 

AML will be doing its processes by washing and sorting out the ore from the earth 

before exportation.” 
• Participant 41: “Of course, there are viable means.” 

Response Code 4: 

• Participant 75: “I can’t decide that for the company.” 
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Organizations’ Expectations from Government. Data regarding organizations’ 

expectations from government were gathered from Q10 in the survey. Six Response Codes 

were generated from the 100 responses to this question. The Distribution of Responses to 

Q10 presented in Table 10 shows how the participants responded. 

 

Table 10 

Distribution of Responses to Q10 

Q10. What policies do you expect the government to put in to place to help AML 

overcome the difficulties caused by the pandemic? 

Response Code: F % 

1. Government should ensure COVID is eradicated 49 49 

2. Government should provide learning opportunities for remote 

work 
15 15 

3. Government should ensure COVID-related health regulations 

are adhered to 
13 13 

4. Government should prevent the recurrence of COVID and other 

related diseases 
13 13 

5. Government should provide reliable internet services 8 8 

6. Government may do whatever it can to help organizations in 

post-COVID 
2 2 

Example of individual responses in Response Codes with high percentages to Q10 

Response Code 1: 

• Participant 7: “Stop COVID.” 

• Participant 17: “Make sure there's no more COVID.” 

• Participant 39: “The government should make sure to eradicate COVID.” 
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Response Code 2: 

• Participant 31: “The government should enforce the teaching of remote work in 

schools across the country so as to prepare citizens for the future of work.” 

• Participant 58: “Create programs that will train people in online work.” 

Response Code 3: 

• Participant 3: “Ensure the health protocols are adhered to.” 

• Participant 9: “To have all mining companies not only AML to have a bi-yearly 

medical checkup, with specific medical requirements.” 

Response Code 4: 

• Participant 19: “Initiate measures to prevent reoccurrence of the pandemic.” 

• Participant 23: “Help prevent other diseases from coming.” 

Response Code 5: 

• Participant 64: “Bring better internet service in Liberia to strengthen remote 

work.” 

 

Any Comment on the Topic. In the survey, participants were asked in Q11 to give 

random thoughts or opinions regarding the study which can be seen in Table 11. Six 

Response Codes were generated from the 100 responses to this question. The Distribution 

of Responses to Q11 presented in Table 11 shows how the participants responded. 

 

Table 11 

Distribution of Responses to Q11 

Q11. You may give any comments you have regarding the subject matter. 

Response Code: F % 

1. Remote work will dominate, we should therefore prepare for it 28 28 
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Table 11 (continued)   

2. Not every profession requires remote work 19 19 

3. Education on remote work is needed 17 17 

4. It will take more time to adjust to remote work 13 13 

5. It is preferable to work onsite 10 10 

6. COVID measures disrupted traditional work culture 6 6 

7. Many will be jobless in the future because of remote work 2 2 

8. The chances that company go back to their traditional work 

model are slim 
2 2 

9. Stable electricity and reliable internet are needed for remote 

work 

2 2 

10. Remote work makes work flexible 1 1 

Example of individual responses in Response Codes with high percentages to Q11 

Response Code 1: 

• Participant 2: “we should prepare for the future of work, considering the current 

trend.” 

• Participant 9: “Pretty soon we will have majority of the work done online so we 

need to get used to it.” 

• Participant 10: “We should brace ourselves for the future of work.” 

Response Code 2: 

• Participant 7: “In my department, remote work is a serious challenge. We are 

needed on-site to work effectively.” 

• Participant 17: “Not all departments should allow working from home. Some 

needs workers to work onsite all the time for productivity.” 

Response Code 3: 

• Participant 15: “The government should enforce the teaching of remote work in 

schools across the country so as to prepare citizens for the future of work.” 

• Participant 27: “More education about remote work is needed.” 
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Response Code 4: 

• Participant 48: “It will take time for people to overcome the challenges of 

adopting the remote work system.” 

• Participant 60: “In my opinion, it will take a lot of time for people to adjust to 

online work.” 

Response Code 5: 

• Participant 19: “I prefer working on-site.” 

• Participant 23: “It is preferable to work on site. It makes you efficient.” 

Response Code 6: 

• Participant 84: “The pandemic changed a lot of things, including our normal 

transactions with one another.” 
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CHAPTER V 

Discussion and Conclusion  

This chapter discusses the findings of the study in relation to the related literature. 

It begins by interpreting the demographic profile of the participants from the survey which 

gives reasons why the findings are credible as well as an analysis linking the findings of 

the study to the theoretical framework and ends with the conclusion and recommendation 

for future research. This study was conducted at a time when the COVID-19 pandemic 

was to some extent minimized but employees in organizations were still experiencing 

major disruptions in their work and personal lives. While it is true each of the participants 

in this study responded differently to the interview questions, the researcher found distinct 

patterns in the responses that are delineated by their TORs. Within this context, the 

findings are significant to the study in several areas and have drawn some theoretical and 

practical implications. 

 

Demographic Profile 

A survey for this study was carried out at a large-scale organization within the 

PWA – AML. The survey got an 82.5% response rate (165/200) and a 61% full response 

rate (100/165) which implies that the findings are significant and can be trusted, as 

suggested by Baruch and Holtom (2008) that researchers should consider a response rate 

of 50% or more in a study, especially one that is modeled on a qualitative approach, as 

satisfactory. Demographic profile was gathered from participants which showed that the 

survey was gender sensitive considering that 54% of male and 46% of female workers 

participated in full (see Figure 1). Overall, 92% of the participants have lived long enough 

before the COVID-19 pandemic (see Figure 2), which implies that they have had hands-

on experience and are therefore witnesses to the traditional working model at AML which 

has been disrupted by the pandemic. Over 80% of the participants have had formal 

secondary education or above (see Figure 3) which makes them literate and well-informed 

about contemporary happenings especially the COVID-19 pandemic and its disruptions. 

This implies that all the participants have the cognitive ability to make the right judgments. 
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90% of the participants started working with the company long before the coronavirus 

outbreak in 2019 with just 10% joining the company during or after the outbreak (see 

Figure 4). This implies that their responses were practical. The demographic profile also 

shows that the participants work in key departments within the PWA that were affected 

by COVID-19 (see Figure 5), which gives significance to the study, and they are actual 

workers that hold key positions in the company ranging from managers to interns (see 

Figure 6). 

 

The Impact of the Pandemic on Firms   

The first research question of this study is: “To what extent has COVID affected 

the traditional work model of organizations?” The study sought to answer this question 

from five perspectives in the survey: impact on production and operations, operational 

pressures, supplies, technology, and potential positive impact. 

Impact on production and operation: The findings highlight the impacts the 

COVID-19 pandemic has had on organizations, especially those within the PWA, in 

relation to their productions and operations. On overall, there have been disruptions in 

organizations’ operations as well as cultures, and a decline in their productions as a result 

of the pandemic. Like Caringal-Go et al. (2021)’s study which talks about the considerable 

adjustments in organizations due to COVID impacts, this study has revealed that COVID 

has disrupted organizations' cultures and their traditional work models. More than half of 

the respondents to Q1 (To what extent have the production and operations of AML been 

affected by the pandemic?) said that the pandemic has changed the work culture. For 

instance, Participant 6 responded by saying “it disrupted our entire working culture”. 

Moreover, Wong et al. (2021) reported that amid the pandemic, continuing work has also 

had a serious impact on production capacity, which also supports our finding which 

revealed that the pandemic has affected production and operations to a larger extent and 

caused a decline in production. 

Operational pressures: Most of the perceived COVID-19 disruptions in 

organizations resulted from measures taken by these organizations in adhering to COVID-
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related health protocols, like redundancy and remote work. Kahn et al. (2021) reported 

that the COVID-19 pandemic wreaked havoc on organizations worldwide, and millions 

of individuals were suspended or became unemployed. Organizations letting go of 

employees can best be described as redundancy. Although this action was taken as one of 

the three measures revealed in this study to adhere to COVID-related health protocols, it 

was not favorable for operations and production. The findings revealed that the pandemic 

has caused higher workloads which are causing difficulties in meeting up with production 

targets because many workers were redundant. For instance, Participant 73 responded to 

Q2 (What are the main operating pressures that AML is currently facing?) and said “High 

workload due to reduced workers”. 

Supplies: Organizations have also suffered disruptions in the supply chain due to 

the pandemic. Like Notteboom et al. (2021)’s study which talks about COVID’s 

extraordinary disruption in the global supply chain, the findings have revealed that the 

pandemic had made it difficult to get supplies on time since the majority of the supplies 

are purchased from overseas, in responses to Q3 (What is the current situation regarding 

the supply of raw materials, spare parts, and other production and operation materials at 

AML?). For instance, Participant 11 responded (Q3) by saying “since the pandemic, it 

takes time for supplies to get here”. 

Technology: In line with the changes in the traditional work model, the world of 

work is moving in a new direction, that is, a hybrid work model. Thus, various sorts of 

work have been impacted by digital and technical advancements (Raghavan et. al., 2021). 

This improvement, for instance, would be more advantageous for non-manual work than 

for manual work. In alignment with the aforementioned, the findings, in responses to Q4 

(What is the clearest impact of the pandemic on AML's technological innovation?), 

revealed that the pandemic has improved the company’s technological innovation – giving 

workers exposure to remote work and therefore giving rise to a hybrid work model. For 

instance, Participant 66 responded by saying “the pandemic boosted the company's 

technology department, to create online platforms for staff”. 

Potential positive impact: Although the pandemic caused social and economic 

disruptions, it has also had some potential positive impacts on employees and 
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organizations. Responses to Q5 (What are the potential positive impacts of the pandemic 

in your view?) revealed that the pandemic has made workers more cautious about their 

health, and made companies strengthen their health and safety departments by increasing 

employability in those departments, and ensuring that COVID-related health protocols are 

adhered to. The findings also revealed that the pandemic brought about work flexibility 

for some workers by allowing them to work from home and multitask while staying 

connected to love-ones. This finding is supported by Krishnakumar (2020) who reported 

that some workers rapidly adopted the working from homes arrangements. It can therefore 

be noted from the findings that the pandemic boosted health awareness across the world 

and created job opportunities for health workers. 

 

Firms’ Actions 

The second research question of this study is: “What have been some mitigating 

measures employed by organizations in addressing the effect of COVID on the traditional 

work model?” The study sought to answer this question in three phases. The first phase 

was to know the self-help measures taken by the firm. The second phase was to know the 

challenges of those measures. And, the third phase was to know whether the respondents 

are willing to transition to the hybrid work model. 

Self-help measures: Nasri et al, (2020) reported that hybrid work was used as one 

of the measures for organizations to swiftly protect their workers from being infected with 

the coronavirus during the pandemic. Since it was a novel work model, many 

organizations encountered difficulties. Additionally, the US Bureau of Labour Statistics, 

2020 also reported that the pandemic outbreak led to 11.1% unemployment in 2020 as a 

result of many employees being furloughed or dismissed by organizations to comply with 

COVID-related health protocols. These pieces of related literature support the findings of 

this study which revealed that the company employed three measures to mitigate the 

pandemic (see Q6: What self-help measures has AML taken so far against the pandemic?). 

The findings revealed that the company initiated remote work, carried out redundancies 

as a measure to reduce the human population within offices and the concession, and 

instituted COVID-related health measures as well as administered COVID tests and 
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vaccines to mitigate the pandemic. For instance, Participant 92 responded by saying “the 

company redundant some workers and introduced online jobs”. 

Challenges on measures: Dingel and Neiman, (2020) reported that companies that 

are involved in manufacturing, whose jobs require in-person involvement are likely to 

face many challenges in adopting the hybrid work model. This supports the findings of 

this study in response to Q7 (What are the challenges on those measures?) which revealed 

that it is difficult for workers to adapt to remote work, that not all professions allow remote 

work, which is a serious challenge for production and operations. For instance, Participant 

100 responded by saying “adaptation”. This is also supported by Ratten, (2020) who also 

stated that it is important to note that many workers around the world have not worked 

from their homes before. 

Willingness to transition: Vyas (2022) reported that although not all occupations 

can be performed virtually, the acceptance of the "new normal" working model such as 

working remotely will depend on the type of work. This related research supports the 

findings of the study in response to Q8 (Are you willing to transition to remote work?) 

which revealed that more than half of the respondents are not willing to transition to the 

hybrid work model because of their current fields or departments. For instance, Participant 

42 responded by saying “I'm not willing to transition to remote work because of the 

department I work in”.  

 

Firms’ Perceptions. The third research question of this study is: “Are there viable 

means for organizations to return to the traditional work model post-COVID?” The study 

sought to answer this question in three ways in the survey. The first way was to know 

whether there are viable means for the company to return to its traditional work model in 

post-COVID. The second way was to know what policy the company expects the 

government to put in place that would help regarding COVID. The third way was to ask 

for random views on the study matter. 

Viable means of returning: Gadhi (2020) reported that the fast-paced digital world is 

increasingly displacing the previous genuine physical one. This supports the findings of 

this study in response to Q9 (Are there viable means for AML to return to its traditional 
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work model in post-COVID?) which revealed that more than half of the respondents are 

uncertain. For instance, Participant 59 responded by saying “I don't think so, considering 

the trend of technology in our work system”. 

Policies expected from governments: De Lucas Ancillo, et al, (2020) recommended 

that in order to address the difficulties that came along with the crisis, numerous policy 

reforms have to be implemented. Q10 of the study asked, “What policies do you expect 

the government to put in place to help AML overcome the difficulties caused by the 

pandemic?” Responses to this question revealed that government should provide learning 

opportunities for remote work and ensure the availability of reliable internet services 

throughout the country. For instance, Participants 33 and 43 responded by saying “the 

government should enforce the teaching of remote work in schools across the country so 

as to prepare citizens for the future of work” and “government should continue the fight 

against COVID by ensuring all health measures are adhered to in order to prevent the 

reoccurrence of COVID and other related diseases” respectively.  

Random comments: The last question in the survey was Q11, which asked the 

participants to give random comments regarding the subject matter. The following 

statements are categories of comments that were given along with what they can allude 

to: 

• Remote work will dominate, we should therefore prepare for it (This can allude to 

the findings regarding the expected government policies, and is also a 

recommendation.) 

• Not every profession requires remote work (This can allude to the findings 

regarding challenges on the mitigating measures.) 

Education on remote work is needed (This serves as a recommendation to 

organizations as well as governments regarding the future of work.) 

• It will take more time to adjust to remote work (This can allude to the findings 

regarding organizations’ perceptions about the future of work.) 

• It is preferable to work onsite (This can allude to individual workers’ perceptions 

about the hybrid work model.) 
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• COVID measures disrupted traditional work culture (This can allude to the 

findings regarding challenges on the mitigating measures.) 

• Many will be jobless in the future because of remote work (This can allude to the 

findings regarding organizations’ perceptions about the future of work.) 

• The chance that the company go back to its traditional work model is slim (This 

can allude to the findings regarding organizations’ perceptions about the future of 

work.) 

• Stable electricity and reliable internet are needed for remote work (This serves as 

a recommendation to organizations as well as governments regarding the future of 

work.) 

• Remote work makes work flexible (This can allude to individual workers’ 

perceptions about the hybrid work model.) 

 

Theoretical Implications 

The implication for organizations is that their traditional working model needs to 

be re-evaluated, taking into account organizational cultures, the talent required, the key 

jobs, the level of collaboration required for excellence, and the current location of offices 

to enhance productivity (Boland et. al., 2020) because the likelihood of organizations 

implementing a hybrid work model in post-COVID solely depends on whether a job may 

be completed by employees remotely or not (Lund et. al., 2020). The hybrid work model 

is a serious challenge to many organizations especially those that were not fully prepared 

for such an unprecedented change, as referred to by Vyas and Butakhieo, (2021). 

Sufficient digital infrastructure is necessary for digital transformation for organizations of 

all sizes worldwide (Gadhi, 2020; Melhem, et. al., 2020), therefore, organizations could 

expedite their transitional endeavours considering there is an availability of stable 

electricity and reliable internet, as well as a safe environment within the regions they 

operate. Organizations should utilize their technological innovations which have been 

positively influenced by the pandemic, because although the pandemic caused social and 

economic disruptions, it has expedited work flexibility for some workers by creating a 
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working-from-home arrangement, boosted health awareness across the world and created 

job opportunities for health workers. 

 

Practical Implications 

Considering organizations’ perceptions (responses to Q10 and Q11), the study 

revealed three policies that will aid in the smooth transition to the hybrid work model at 

AML and all other organizations within the PWA: 

1. Remote Work Education. The findings revealed that the government needs to 

provide the requisite education on remote work across the country so as to prepare 

citizens for the future of work. 

2. Safe Environment. Given the havoc wrecked by the pandemic throughout the 

world, the study revealed that the government should continue the fight against 

COVID by ensuring all health measures are adhered to in order to prevent the 

reoccurrence of COVID and an outbreak of other related diseases. 

3. Development. Finally, there is a need for the availability of stable electricity and 

reliable internet throughout6 the country. This will expedite the smooth 

transitional endeavours of organizations to the hybrid work model in the post-

COVID era. 

 

Findings based on the Theoretical Framework 

The above findings are also validated by the Job Performance Theory mentioned 

in the theoretical framework of the study in CHAPTER II which indicates that there are 

three components of job performance that push workers to complete their tasks and 

functions and make them aim toward achieving their best organizational performances: 

the individual, organizational environment, and job demand factors. The individual factor 

consists of the vision, values, philosophy, knowledge, nature, competencies, career path, 

style, and interests of workers. The organizational environment factor consists of the 

culture and climate, structure and systems, industrial maturity, organizational strategic 



72 
 

position, core competencies, and the greater context. The job demand factor consists of 

the duties, functions, and roles of each member in the company. 

Physical interaction with co-workers and customers which explains the traditional 

work model is considered the individual factor. The findings have revealed that physical 

interaction at workplaces have actually been disrupted by the COVID-19 pandemic, 

imposing a negative impact on workers’ performance. Organizational culture and work 

environment which influence operations and production are considered the organizational 

environment factor. The findings have revealed that the COVID-19 pandemic has 

negatively disrupted organizational cultures, which also imposed a negative impact on 

workers’ performances hence causing decline in organizations production and operations. 

TORs (duties, functions, and roles) of employees are considered the job demand factor of 

job performance. The findings have revealed that adapting to the new normal has been a 

serious challenge for workers, which have also affected their performances negatively. 

Therefore, the upheaval set off by the COVID-19 pandemic disrupted the three factors of 

job performance. As a result of the disruption, workers, especially those with higher task 

interdependence of organizations within the PWA, now face difficulties in the three 

factors of job performance because there has been no change to their TORs after the 

disruption was imposed. 

 

Conclusion  

The main purpose of this study was to examine the challenges affecting 

organizations’ transitional endeavours from the traditional work model to a hybrid work 

model in post-COVID from an organizational culture and change management perspective 

based on three research questions which sought to know the extent to which the 

coronavirus pandemic has affected these organizations, those mitigating measures they 

employed against the pandemic, and their perceptions about the future of work in post-

COVID through a survey. From the survey, it was established that the pandemic greatly 

disrupted the traditional work culture and model of organizations they had to use remote 

work as well as redundancy as measures to continue operations amid the pandemic. The 

study leveraged peer-reviewed literature which supports the findings by demonstrating 
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how organizations fully utilized the traditional work model prior to the COVID-19 

pandemic because human interactions at workplaces facilitated the flow of information 

and boosted production and operations, thus transitioning to the hybrid work model would 

require a robust change management process of organizations. On the measures, the study 

revealed that not all professions, fields, or departments require or allow remote work, even 

though remote work creates working flexibility for others as well as make them multitask. 

It also revealed that the redundancies carried out by organizations as a mitigating measure 

causes high workloads, which makes it difficult to reach production targets. From the 

survey, it was also established that the future of work is hybrid. 

 

Limitation and Future Research  

This study has some limitations which leave a gap for potential future research. 

Firstly, the case study of this paper is AML, therefore the survey was carried out only at 

the company. This makes the data that were collected limited to responses from only 

employees of the company. Other employees of different companies within the PWA may 

have different perspectives to the questions asked in the survey, therefore, it might render 

the findings in this study inconsistent with other organizations within the PWA. 

Additionally, the survey was conducted remotely via Google Forms because the 

researcher could not get physical access to AML. This is one factor that limits the study 

because the researcher did not hand-deliver the questionnaires and was not present during 

the survey therefore it can only be assumed that the pieces of information that were 

collected from the survey are genuine. The authenticity of the findings in this study is 

based on the authenticity of the information gathered. There is a need for future research 

to be conducted to specifically understand how professions that do not require or allow 

remote work can adjust to the hybrid work model, considering that the future of work is 

hybrid. 
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APPENDICES 

Appendix A 

 

Data Collection Material 

 
 
 
 
 

Near East University 

Faculty of Economics and Administrative Science 

Department of Business Administration 

Dear Participant, 

These interview questions aim to complete a study conducted by the researcher 

under the title, "Examining the Challenges in Organizations Transitioning to a Hybrid 

Work-Model in Post-COVID". Kindly respond; they were designed to conduct an 

interview for this study. The researcher will not have physical access to you during the 

course of the interview; hence, you are kindly asked to complete the Google Form 

containing the questions. You may submit the form after you have completed it. 

Kindly note that your participation in this interview is voluntary, and whether you 

agree to participate or not, it will have no impact on you. The data collected from this 

interview will be used for academic research purposes only and may be presented at 

national or international academic meetings and/or publications. Your identity will not be 

revealed to third parties in any case, and all responses will be captured anonymously. All 

personal information you provide will be treated with strict confidentiality! You may quit 

participating at any time. If you opt out, the Google Form will not be submitted, and it 

will not be included in the researcher’s database for further steps of the study. 

Thank you for your cooperation! 

 

Researcher  
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In case you have any questions or concerns, you may contact the researcher using the 

following contacts: 

 

Ahmed Gmawulue   Prof. Dr. Serife Eyupoglu (Supervisor) 
Candidate, MBA   Dean, Faculty of Econ. & Admin. Sciences 
Graduate School of Social Sciences Chair, Department of Business Administration 
Near East University   Near East University 
Tel: +905488315873   Tel: +90 675 1000 Ext: 3102/03 
E-mail: 20205711@std.neu.edu.tr E-mail: serife.eyupoglu@neu.edu.tr 
 

SECTION 1: Demographic Information 

 (For each question, please tick one option that suits you) 

 

1. Gender 

Male  

Female 

 

2. Age Range 

Less than 25 

25 – 29 

30 – 34 

35 – 39 

40 – 44 

45 – 49 

50 or above 

 

3. Educational Level 

Diploma and below 

Undergraduate  

Postgraduate or above 

 

4. Years spent at AML 

 Less than 1  

mailto:20205711@std.neu.edu.tr
mailto:serife.eyupoglu@neu.edu.tr
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 1 – 2  

 3 – 5  

 6 – 10   

 11 – 15 

 More than 15 years 

 

5. Department at AML 

 Production and Operations 

 Administration 

 I.T.  

 Transportation  

 Medical 

 Technical 

 Education 

 Food and Nutrition 

 Supply Chain 

 Maintenance 

 Other (Please specify) 

 

6. Position at AML 

 

SECTION 2: The Impact of the Pandemic on Firms (P. Zou, et. al., 2020) 

1. To what extent has the production and operations of AML been affected by 
the pandemic? (P. Zou, et. al., 2020) 

 
 

2.  What are the main operating pressures that AML is currently facing? (P. 
Zou, et. al., 2020) 
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3.  What is the current situation regarding the supply of raw materials, spare 
parts, and other production and operation materials at AML? (P. Zou, et. al., 
2020) 

 
 

4.  What is the clearest impact of the pandemic on AML's technological 
innovation? (P. Zou, et. al., 2020) 

 
 

5.  What are the potential positive impacts of the pandemic in your view? (P. 
Zou, et. al., 2020) 

 

SECTION 3: Firms’ Actions (P. Zou, et. al., 2020) 

1. What self-help measures has AML taken so far against the pandemic? (P. 
Zou, et. al., 2020) 

 
 

2. What are the challenges on those measures? 
 
 

3.  Are you willing to transition to remote work? (P. Zou, et. al., 2020) 
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SECTION 4: Firms’ Perceptions (P. Zou, et. al., 2020) 

1. Are there viable means for AML to return to its traditional work-model in 
post-COVID? 

 
 
 

2.  What policies do you expect the government will put in to place to help 
AML overcome the difficulties? (P. Zou, et. al., 2020) 

 
  

3. You may give any other comments you have in regards to the subject matter. 
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Appendix B 

Ethical Committee Approval 

 

 

 
  

 
SCIENTIFIC RESEARCH ETHICS COMMITTEE 

 
22.11.2022 

 

 

 

Dear Ahmed Gmawulue 

Your application titled “Examining the Challenges in Organizations Transitioning to 

a Hybrid Work-Model in Post-COVID” with the application number 

NEU/SS/2022/1447 has been evaluated by the Scientific Research Ethics Committee and 

granted approval. You can start your research on the condition that you will abide by the 

information provided in your application form. 
 

 
Prof. Dr. Aşkın KİRAZ  

The Coordinator of the Scientific Research Ethics Committee 
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2 academic.oup.com 
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