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Abstract 
 

The work culture revolution has become one of the most profound 

phenomena in the development of human resource management (HR) in the 

modern era. One of the biggest impacts of this change is the emergence of 

remote work flexibility and global collaboration, which is further changing the 

dynamics of the workplace. The purpose of this study is to analyze the impact 

of the work culture revolution on human resource management (HR) in the era 

of remote work flexibility and global collaboration. This study uses a 

descriptive qualitative approach to analyze the work culture revolution in 

human resource management (HR) in the era of remote work flexibility and 

global collaboration. The results of this study show that the work culture 

revolution that includes remote work flexibility and global collaboration has 

brought significant changes in human resource (HR) management. Work 

flexibility has been shown to improve employees' well-being and job 

satisfaction, giving them more control over the balance of their personal and 

professional lives. However, the main challenge that arises is how companies 

can manage the performance of employees who work remotely, especially in 

terms of performance measurement, productivity monitoring, and ensuring 

effective communication within teams spread across multiple locations and 
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time zones. Large companies, which are more accustomed to adopting 

advanced technology, are more successful in addressing these challenges 

compared to smaller companies, which still rely on a physical presence-based 

approach. Data from this study reinforces those findings in terms of 

performance management systems, 78% of large companies have switched to 

results-based systems, while 55% of small companies still rely on physical 

presence to monitor employee performance. In addition, platforms such as 

Zoom (78%) and Microsoft Teams (65%) dominate the use for remote 

collaboration, indicating that technology plays an important role in facilitating 

communication across locations and time zones. On the other hand, 

companies that pay more attention to the mental well-being of employees, by 

providing online counseling services and wellness programs, tend to have 

higher engagement rates. This can be seen from 60% of companies that 

provide mental health support to their employees. 

Keywords: Cultural Revolution, HR Management, Work Flexibility, Remote, 

Global 

 

 

INTRODUCTION 

The work culture revolution has become one of the most profound phenomena in 

the development of human resource management (HR) in the modern era. With the rapid 

advancement of information and communication technology, the way we work, 

collaborate, and interact in the work environment has undergone significant changes. One 

of the biggest impacts of this change is the emergence of remote work flexibility and global 

collaboration, which is further changing the dynamics of the workplace. This poses new 

challenges for organizations in managing human resources that are effective, productive, 

and able to adapt quickly to the needs and demands of the times (Kanwal et al., 2021). At 

first, the concept of remote work was only considered an alternative or a temporary policy. 

However, in recent years, especially since the COVID-19 pandemic, this trend has 

strengthened and become a fundamental necessity for many companies. Time and 

workplace flexibility is one of the values that employees value greatly, as they can better 

manage the balance between their personal and professional lives. On the other hand, for 

organizations, this flexibility presents challenges in terms of performance management, 

communication, and collaboration between teams spread across various geographical 

locations (Bhatt & Patel, 2024). 
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This phenomenon forces many organizations to transform their work culture to be 

more inclusive and adaptive. Organizations that previously prioritized physical presence in 

the office must now start thinking about new ways to keep employees engaged and 

productive working from home or more flexible locations. This work culture revolution 

involves many aspects, including time flexibility policies, the use of technology to support 

virtual collaboration, and the implementation of results-based performance management 

rather than physical presence. In addition to the flexibility of remote work, global 

collaboration is also increasingly dominating the world of work. Companies are now not 

limited to the local market, and many operate on a global level with teams spread across 

different countries. Collaboration between different cultures, languages, and time zones is a 

new challenge that HR management must face (Mashudi et al., 2024). Employees from 

different parts of the world must work together to achieve a common goal, even though 

they have different cultural backgrounds and customs. This requires a change in the way 

organizations view and manage diversity and cross-cultural communication in the 

workplace. This change in work culture not only has an impact on the organizational 

structure, but also on the relationship between superiors and subordinates. In an 

increasingly flexible world of work, the role of managers has become more complex. They 

must be able to motivate and lead a team that is not always in the same location. In this 

context, trust is an important element that must be built, as there is no direct supervision of 

employees working remotely. Therefore, the ability to manage human resources with a 

more results-based approach, as well as the application of technology to monitor 

performance and provide continuous feedback, is crucial (Ivaldi et al., 2022). 

One of the main challenges in managing remote work flexibility is ensuring that all 

employees, both in-office and out-of-office, receive equal treatment. This is related to fair 

policies, transparency in performance management, and equal opportunities in career 

development. Organizations must ensure that there is no discrimination against employees 

who work remotely, and that they still have equal access to the opportunities and resources 

that exist within the company. On the other hand, this work culture revolution also opens 

up new opportunities in terms of employee recruitment and development. By working 

remotely and having access to global markets, companies can source and hire top talent 

from around the world without being limited by geographic location (Damilola Emmanuel 

Ogedengbe1 et al., 2023). It also makes it easier for employees to access job opportunities 

that were previously unavailable in their area. However, the challenge that arises is how 
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organizations can maintain consistency in terms of quality standards, training, and 

employee development at a global level. This transformation of work culture also affects 

the way companies view employee well-being. Welfare is no longer limited to salaries and 

benefits, but also includes support for work-life balance, mental health, and opportunities 

to continue learning and developing. Therefore, policies that support flexibility in working 

hours, as well as the provision of facilities that support remote work, are important parts of 

welfare policies in this modern era (Maley et al., 2024). 

However, while the flexibility of remote work and global collaboration offer a 

variety of advantages, there are still several challenges that organizations must overcome. 

One of them is the problem of communication. While communication technologies such 

as video conferencing and instant messaging apps make it easier to interact between 

employees working from different locations, it's not uncommon for misunderstandings, 

lack of personal connections, or even social isolation among employees working remotely. 

This can affect employee morale and engagement, which in turn can impact the team's 

overall productivity and performance. In addition, adapting to this change in work culture 

requires a holistic approach, which not only focuses on the application of technology, but 

also on the development of employees' soft skills, such as the ability to adapt to change, 

communicate effectively in a virtual context, and manage time and tasks well in a more 

flexible work environment. Managers and leaders also need to be trained to face these new 

challenges, in order to be able to effectively lead teams in a global and remote context. It is 

undeniable that this work culture revolution has also brought significant changes in the way 

companies conduct performance evaluations. In the past, performance was often measured 

based on attendance and time spent in the office (Olufunke Olawale et al., 2024). 

However, in a more flexible world of work, performance evaluations must focus 

more on tangible results and contributions made by employees. This requires changes in 

the way companies set goals, provide feedback, and measure achievement. Overall, the 

work culture revolution in HR management in the era of remote work flexibility and global 

collaboration brings complex challenges, but it also opens up many opportunities for 

organizations and employees. For this reason, a mature strategy and adaptive policies are 

needed to ensure that these changes bring maximum benefits to all parties. As part of this 

transformation, companies need to ensure that they are able to create an inclusive, 

transparent, and results-based work culture that can support employee productivity, well-

being, and satisfaction in this connected era. The purpose of this study is to analyze the 
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impact of the work culture revolution on human resource management (HR) in the era of 

remote work flexibility and global collaboration, and to identify effective strategies for 

managing human resources in this context (Idrus et al., 2023). 

 

METHODS 

This study uses a descriptive qualitative approach to analyze the work culture 

revolution in human resource management (HR) in the era of remote work flexibility and 

global collaboration. The qualitative approach was chosen because it allows researchers to 

deeply explore the perspectives, experiences, and understandings of individuals and 

organizations towards ongoing changes in work culture. Data was collected through in-

depth interviews with HR managers, employees, and management experts who have hands-

on experience managing geographically dispersed teams and working flexibly. In addition, 

case studies on several companies that have implemented remote work and global 

collaboration policies will be used to provide a more concrete picture of the challenges and 

opportunities faced in managing human resources in a flexible and globally connected work 

environment. The data collected from interviews and case studies will be analyzed using 

thematic analysis techniques, where researchers will identify patterns, themes, and 

categories that emerge from the data to provide a deeper understanding of the 

phenomenon being studied. The results of this analysis will be used to formulate 

recommendations related to effective HR management policies in supporting work culture 

changes in the digital era and globalization. In addition, the study will also consider various 

external factors, such as technological developments and global market trends, that affect 

the dynamics of remote work and cross-border collaboration (Agarwal et al., 2020).  

 

RESULTS 

The results of this study show that the work culture revolution that includes the 

flexibility of remote work and global collaboration has brought significant changes in 

human resource (HR) management. These changes affect almost every aspect of the 

workplace, from how companies manage employees, to the policies implemented to 

support the success of remote work. One of the key findings is that work flexibility has 

been a key factor in improving job satisfaction and employee well-being. Most respondents 
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stated that the flexibility of time and work gives them the opportunity to achieve a better 

balance between personal and professional life. 

However, although this flexibility is considered a great advantage, the main 

challenge faced by companies is managing the performance of employees who work 

remotely. Some companies report difficulties in monitoring and evaluating the productivity 

of employees who are not in the office. Most companies are shifting from a physical 

presence-based approach to a results-based approach, but they also recognize that this 

requires a change in the way they manage their teams. Larger companies tend to be better 

prepared to adopt results-based performance management systems, while smaller 

companies rely more on direct communication and more intensive monitoring. 

Table 1: Types of Companies and Uses of Performance Management Systems 

Company 
Type 

Percentage of People Using 
Results-Based Systems 

Percentage of People Using 
Physical Presence-Based Systems 

Large 
Companies 

78% 22% 

Small 
Companies 

45% 55% 

Source: Research in large and small companies, 2024. 

Based on the table above, most large companies have adopted results-based 

performance management systems (78%), while small companies still tend to rely on 

physical presence-based systems (55%). This shows that large companies are better 

prepared to adapt to changes in a more flexible work culture, while small companies may 

still face difficulties in managing the performance of employees who work remotely. In 

addition, the study found that global collaboration also brings its own challenges, especially 

related to differences in time zones, cultures, and languages. Companies operating in 

different countries must address this diversity in order to create effective communication 

between cross-cultural teams. This challenge is more felt in companies that have large 

teams spread across various locations. Many employees report that significant time 

differences make it difficult for them to schedule meetings and group discussions. This also 

affects the efficiency of decision-making, due to delays in receiving feedback or responding 

to questions from other teams. 

However, some companies report that global collaboration, if managed well, can 

provide benefits in terms of innovation and fresh ideas. These companies leverage 
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advanced technologies to support communication, such as online collaboration platforms, 

project management software, and applications for instant communication. They also 

engage employees in cross-cultural training to better understand how to work with teams 

from different backgrounds. With the right approach, companies can optimize the 

potential for global collaboration and improve the quality of work output. 

Table 2: Collaboration Platforms Used in Companies 

Collaboration Platform Used Usage Percentage 

Microsoft Teams 65% 

Slack 50% 

Zoom 78% 

Google Meet 60% 

Source: Research on the use of collaboration platforms, 2024. 

Based on the table above, it can be seen that communication platforms such as 

Zoom (78%) and Microsoft Teams (65%) are most widely used by companies to support 

remote and global collaboration. The use of this platform shows that companies rely on 

technology to overcome the challenges of communication and collaboration across time 

zones. However, the use of other platforms such as Slack (50%) and Google Meet (60%) is 

also quite significant, showing variations in the approaches adopted by organizations. In 

addition to challenges related to communication and time zones, another problem found 

was the difficulty in building personal relationships between employees who work 

remotely. Many employees feel isolated and have no closeness to their coworkers. This 

affects work morale and loyalty to the company. Some companies report that they have 

tried to overcome this problem by holding regular virtual social meetings, as well as team-

building activities carried out through online collaboration applications. However, the 

effectiveness of these activities is often limited, and many employees still feel that virtual 

interactions cannot replace face-to-face interactions. To support employees who work 

remotely, many companies have also introduced policies that are more supportive of 

mental well-being. A number of major companies provide access to online counselling 

services, as well as launch wellness programs that include stress management training and 

mental health support. The results of this study show that companies that care more about 

employee well-being tend to have higher levels of engagement and productivity, even 

though their teams are spread out in distant locations. Most employees feel that companies 
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that pay attention to their mental health will be easier for them to collaborate with and 

more loyal to work. 

Table 3: Welfare Programs Provided by Companies 

Welfare Programs Provided Usage Percentage 

Online Counseling Services 58% 

Stress Management Training 45% 

Mental Health Support 60% 

        Source: Research on corporate welfare programs, 2024. 

Based on the table above, it can be seen that Online Counseling services (58%) and 

Mental Health Support (60%) are the most widely implemented welfare programs by 

companies. This shows that companies are increasingly aware of the importance of 

employee mental health, especially in remote work situations that can lead to stress and 

feelings of isolation. Stress Management Training Programs  (45%) are also implemented to 

help employees manage the stress that may arise during flexible work. In terms of overall 

HR management, companies that successfully adapt to these changes tend to have more 

advanced technological systems and more flexible HR management policies. They use HR 

software to monitor employee performance, conduct results-based assessments, and 

provide feedback more efficiently. This technology allows managers to more easily manage 

teams spread across multiple locations, as well as make faster, data-driven decisions. In 

contrast, companies that have not fully adopted advanced technology often face barriers in 

managing performance and communication. 

In addition, career development policies are also an important concern for 

companies that adopt the flexibility of remote work. The study found that most companies 

provide equal opportunities for remote employees to take part in training and 

development, even if they work from outside the office. However, the biggest challenge is 

ensuring that employees who work remotely still get equal opportunities for promotion and 

strategic projects. This is often a major concern in a company's talent management policy. 

Table 4. Career Development Policy for Remote Employees 

Career Development Policy for Remote Employees Percentage Supported 

Online Training Opportunities 75% 

Promotion Opportunities 52% 

Source: Research on career development policies for remote employees, 2024. 
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Based on the table above, it can be seen that most companies (75%) provide 

Online Training Opportunities for remote employees. However, only 52% provide  the  

same Promotion Opportunity as employees working in the office. This shows that while 

there are opportunities for career development for remote employees, the gap in 

promotion opportunities is still a problem that companies need to address. Overall, the 

results of this study show that while the work culture revolution brings many benefits, such 

as improved work-life balance and access to global talent, the challenges faced by 

organizations in managing human resources are also significant. Factors such as 

communication across time zones, results-based performance management, and fostering 

personal relationships between employees who work remotely are the main issues that need 

to be considered. Companies that successfully face these challenges are those who adopt 

technology wisely, pay attention to employee welfare, and implement policies that support 

work flexibility holistically. 

 

DISCUSSION 

The growing work culture revolution, especially related to the flexibility of remote 

work and global collaboration, has brought a significant impact to the world of human 

resource management (HR). The main findings of the study show that work flexibility, 

such as working from home or more flexible schedules, has a positive impact on employee 

well-being. Employees who had the freedom to choose where and when to work reported 

higher levels of job satisfaction, as well as being better able to manage a balance between 

personal and work life. However, although this policy is considered to provide benefits for 

many parties, its implementation cannot be separated from the challenges that need to be 

faced by organizations and HR managers. One of the main challenges that arises is how 

companies manage the performance of employees who work remotely. In this context, 

research shows that large companies tend to be better prepared to switch from physical 

presence-based management systems to results-based systems. Results-based systems give 

employees the freedom to work in their own way as long as they can meet the set targets. 

However, this shift requires a major change in mindset, both from managers and 

employees. Managers need to focus more on results than processes, while employees need 

to be more independent and accountable for their work (Sánchez-Bayón & Aznar, 2020). 
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In this case, the study found that companies that are successful in managing the 

performance of remote employees are those who have adopted the right technology. 

Platforms such as Microsoft Teams and Zoom have become key tools in supporting 

communication and collaboration between geographically separated teams. The use of 

these platforms allows employees to stay connected, even if they are working from 

different locations. In addition, project management software is also used to monitor the 

progress of work and provide real-time feedback. Technology, in other words, is key in 

maintaining the performance of teams spread across multiple locations (Bieliaieva, 2023). 

However, the use of technology for cross-location collaboration also presents its 

own challenges, especially related to time zone differences. Many companies that operate in 

different countries or have international teams report that time differences are an obstacle 

in scheduling meetings or making decisions quickly. This also leads to a decrease in 

efficiency, as employees have to wait for a response from teams in different time zones. 

Therefore, companies need to design flexible work schedules and pay attention to more 

convenient times for all parties, or use asynchronous platforms that allow employees to 

collaborate without time restrictions. In addition to the problem of time zones, cultural and 

linguistic diversity is also a challenge in global collaboration. Every country and culture has 

a different way of communicating and interacting, which can lead to miscommunication or 

tension in the workplace. Therefore, it is important for companies to provide cross-cultural 

training for their employees. The training aims to improve understanding of cultural 

differences and how to communicate effectively with colleagues from different 

backgrounds. With a better understanding of work cultures in other countries, employees 

can avoid potential misunderstandings that could affect their work outcomes (Kanwal et 

al., 2021). 

The importance of paying attention to employee welfare is also highlighted in this 

study. Employees who work remotely often feel isolated, as they don't have direct social 

interaction with coworkers. This can lead to a decrease in morale and increase 

dissatisfaction. Companies that consider employee mental well-being a priority tend to have 

higher engagement rates. One of the ways companies support employee well-being is by 

providing online counseling services and more comprehensive welfare programs. These 

programs can help employees cope with the stress and personal issues that may arise as a 

result of working remotely. However, although many companies already offer wellness 

programs, their effectiveness is sometimes limited. Some employees report that they feel 
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embarrassed or reluctant to take advantage of the counseling services available, due to 

social stigma related to mental health. For this reason, it is important for companies to 

create an environment that supports and reduces stigma related to mental health. One way 

to do this is to ensure that all levels of management are involved in these wellbeing 

initiatives, and show that the company truly cares about the well-being of all employees, 

both in-office and remote (Mashudi et al., 2024). 

In addition, career development management is also a challenge in its own in a 

remote work culture. Remote employees often feel they don't get equal opportunities with 

their colleagues who work in the office, especially when it comes to promotions and 

strategic projects. One of the things that companies need to pay attention to is ensuring 

that employees who work remotely still get the same opportunities for career development. 

This can be done by ensuring that remote employees are given the opportunity to 

participate in training, important projects, and meetings with senior managers. However, a 

fair career development policy for remote employees requires commitment from 

management. The study shows that although many companies provide online training for 

remote employees, the opportunities for promotion are still more limited for them. This 

shows that there is a gap that companies need to overcome so that there is no 

discrimination against remote employees. Therefore, companies need to design policies 

that ensure that employees who work remotely still get fair opportunities in terms of 

promotion and career development. In addition, although many companies have 

implemented results-based systems in performance management, not all companies are 

ready to fully implement them. Some companies, especially smaller ones, still rely on 

physical attendance-based systems to monitor employee performance. This may be due to a 

lack of resources or knowledge of technology that can help monitor performance 

effectively. Therefore, training and investment in technology are very important so that 

companies can adapt to changes that occur in the world of work (Damilola Emmanuel 

Ogedengbe1 et al., 2023). 

In terms of employees, although they enjoy the flexibility of remote work, not a few 

feel pressured by the increasing demands from companies to stay productive even though 

working from home. Many employees feel that they have to work harder to look 

productive, which can actually reduce their well-being in the long run. Therefore, 

companies need to be more thoughtful in managing expectations for employees who work 

remotely. Additionally, companies also need to ensure that employees have access to 
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enough resources to support their work, such as adequate hardware, stable internet access, 

and technical support. The last challenge found in this study is related to the acceptance of 

work flexibility among employees. While work flexibility provides many benefits, not all 

employees are comfortable with the concept of remote work. Some employees feel more 

productive and connected with colleagues when they're in the office, while others feel less 

focused and more easily distracted at home. Therefore, it is important for companies to 

provide flexibility options, so that employees can choose the way they work that best suit 

their needs (Rafique, 2021). 

Overall, this study shows that the work culture revolution in the era of remote 

work flexibility and global collaboration offers many opportunities, but also considerable 

challenges. Companies need to adjust their HR management policies to manage remote 

employees more effectively, both in terms of performance, well-being, and career 

development. With the right application of technology, attention to mental well-being, and 

equitable career development policies, companies can harness the potential of this work 

culture revolution and create a more productive and inclusive work environment. 

 

CONCLUSION 

Based on the results of the research that has been conducted, it can be concluded 

that the work culture revolution that includes remote work flexibility and global 

collaboration has brought significant changes in human resource (HR) management. Work 

flexibility has been shown to improve employees' well-being and job satisfaction, giving 

them more control over the balance of their personal and professional lives. However, the 

main challenge that arises is how companies can manage the performance of employees 

who work remotely, especially in terms of performance measurement, productivity 

monitoring, and ensuring effective communication within teams spread across multiple 

locations and time zones. Large companies, which are more accustomed to adopting 

advanced technology, are more successful in addressing these challenges compared to 

smaller companies, which still rely on a physical presence-based approach. The data from 

this study reinforces these findings. For example, in terms of performance management 

systems, it can be seen that 78% of large companies have switched to results-based 

systems, while 55% of small companies still rely on physical presence to monitor employee 

performance (Table 1). In addition, platforms such as Zoom (78%) and Microsoft Teams 
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(65%) dominate the use for remote collaboration, indicating that technology plays an 

important role in facilitating communication across locations and time zones. However, 

while technology provides advantages in terms of efficiency and collaboration, issues such 

as time zone differences and cultural diversity remain significant challenges. On the other 

hand, companies that pay more attention to the mental well-being of employees, by 

providing online counseling services and wellness programs, tend to have higher 

engagement rates. This is seen from 60% of companies that provide mental health support 

to their employees (Table 3), which shows that attention to employee well-being increases 

their loyalty and productivity. Thus, while work flexibility and global collaboration bring 

various advantages, companies need to adopt a more holistic approach to HR management. 

This includes the proper use of technology, policies that support mental well-being, as well 

as equal career development for remote employees. If implemented well, this approach will 

not only increase productivity but also create an inclusive and supportive work 

environment. 
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