
Reimagining Work 

Bridging Innovation and Human 
Dignity in Remote and Hybrid 

Workspaces  

Edited by  

Leigh Maxwell 

College of Business, Communications, and Technology, 
Edgewood University 

 
 
 
 
 

 

 

 

 Critical Perspectives on Social Science 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Copyright © 2026 by the Authors. 
 

All rights reserved. No part of this publication may be reproduced, stored in a retrieval 
system, or transmitted in any form or by any means, electronic, mechanical, 
photocopying, recording, or otherwise, without the prior permission of Vernon Art and 
Science Inc. 

 
www.vernonpress.com 

 
In the Americas:  
Vernon Press 
1000 N West Street, Suite 1200  
Wilmington, Delaware, 19801  
United States  

 

In the rest of the world: 
Vernon Press 
C/Sancti Espiritu 17 
Malaga, 29006 
Spain 

 
Critical Perspectives on Social Science 

ISBN: 979-8-2616-0031-2 

Library of Congress Control Number 2026953457 

 
Product and company names mentioned in this work are the trademarks of their 
respective owners. While every care has been taken in preparing this work, neither the 
authors nor Vernon Art and Science Inc. may be held responsible for any loss or 
damage caused or alleged to be caused directly or indirectly by the information 
contained in it.  
 
Cover design by Vernon Press with elements from Magnific. 
 
Every effort has been made to trace all copyright holders, but if any have been 
inadvertently overlooked the publisher will be pleased to include any necessary credits 
in any subsequent reprint or edition. 
 

 



Table of Contents 

List of Tables v 

Introduction: Reimagining Work vii 

Chapter 1 From Smoke Signals to Slack: Historical 
Perspectives on the Evolution of Workplace 
Communication 1 

Dr.  Tommy Kibera Kiilu 

Kenyatta University 

Chapter 2 Looking Back to Look Forward: Industrial  
Era Utopian Workplaces and Implications  
for Work/Life Approaches Today 27 

Katherine Hampsten 

Communication Studies, St. Mary’s University 

Chapter 3 Generational Perspectives: Understanding 
and Leveraging Diverse Attitudes Towards 
Work in the Post-Pandemic Era 49 

Donna Roberts 

Embry-Riddle Aeronautical University 

Chapter 4 Bridging the Gap: A Generational Lens on 
Workplace Talk 103 

Dr. Jyoti Kukreja 

New Delhi Institute of Management, Delhi 

Chapter 5 From Suits to Sneakers: Generational 
Attitudes about Return-to-Work Mandates 119 

Alyssa Obradovich and Samantha Szczur 
Eastern Illinois University 

Chapter 6 Revisiting Netiquette in Post-COVID 
Intergenerational Workspaces 143 

Taylor Dumsky 

Division of Graduate Studies, SUNY Oswego 

Samantha F. Quinn 

Department of Communication Studies, SUNY  
Oswego 

 



Chapter 7  Media Choices and Communication 
Performance in a Remote and Hybrid  
Work Environment 163 

Leigh Maxwell 
College of Business, Communications and  
Technology, Edgewood University 

Chapter 8  Does Working from Home Increase 
Productivity? Evidence from Executives in  
an Emerging Country 187 

Quan Vu Le 

Vietnam National University, Ho Chi Minh City,  
Vietnam 

Truc Thanh Tran 

Ho Chi Minh City University of Economics and Finance  

Chapter 9  Changing Nature of Leadership in the 
Transformative Era 207 

Pitshou Moleka 

Managing African Research Network / Kinshasa (DR  
Congo) - Earth System Governance Research Fellow 

Conclusion: Charting a Resilient and Inclusive 
Future 229 

Leigh Maxwell 
College of Business, Communications, and  
Technology, Edgewood University 

About the Contributors 233 

Index 237 



 

List of Tables 

Table 3.1:  Summary of Key Generational Characteristics 
Relevant to Work Attitudes 59 

Table 3.2:  Summary of Key Comparisons Pre- and Post-
Pandemic Work Trends 65 

Table 4.1:  Descriptive Statistics 110 

Table 4.2:  EFA Findings 110 

Table 4.3:  Generational comparison summary 112 

Table 7.1:  Participant Information 170 

Table 7.2:  Remote Workplace Communication Categories 172 

Table 8.1:  Demographic Information of the Participants 194 

Table 8.2:  WFH and Productivity 196 

Table 8.3:  Technology Readiness and Workers’ Performance 197 

Table 8.4:  Mental Health and Wellness and Productivity 198 

Table 8.5a:  Companies Prepare to Transition from Office-Based 
Work to Remote Work 199 

Table 8.5b:  Recommendations for Transition from Office-Based 
Work to Remote Work 201 

Table 8.6:  Factors Affect WFH Productivity 202 

 

 





 

Introduction: Reimagining Work 

What if the pandemic were not merely a temporary disruption, but a 
transformation in how we conceptualize and conduct work? The onset of the 
COVID-19 pandemic in 2020 triggered unprecedented shifts in workplace 
practices, rapidly upending traditional models of work and communication. As 
organizations adapted almost overnight, we were presented not just with a crisis, 
but with a rare opportunity to redesign the way we work with greater intentionality 
and purpose. This book is not solely about the pandemic. Rather, it is about the 
evolving nature of work. As of this writing, five years have passed since a massive 
shift moved knowledge workers out of office buildings and into virtual 
environments. This transition demanded more than technological adaptation. It 
necessitated a cultural reimagining of collaboration, communication, and 
organizational life. Despite extensive experimentation and adaptation, the 
nature of work remains unsettled. Many organizations are still negotiating what 
work should look like moving forward (Cisco Systems, 2025; Elliot, 2024). 

The pandemic ignited changes that continue to evolve and challenge existing 
paradigms. While flexible work models offer notable benefits, they also 
introduce tensions, disrupting team cohesion, exacerbating issues of accessibility, 
and complicating accountability structures. Technology has increased efficiency, 
yet it has also contributed to burnout, blurred boundaries between work and 
life, and redefined what it means to be “available.” These tensions unfold 
against a broader backdrop of rising societal expectations around autonomy, 
equity, and well-being, expectations that increasingly shape how organizations 
engage with their people and practices. This interdisciplinary collection brings 
together scholars and practitioners from communication studies, critical 
theory, organizational leadership, psychology, economics, and more. It is 
designed for upper-level undergraduate and graduate students in fields such as 
communication, management, human resources, and organizational studies. 
The chapters offer a nuanced exploration of contemporary workplace dynamics, 
from the historical evolution of communication media and intergenerational 
work values to emerging paradigms of leadership and productivity. Central to 
this volume is a shared goal: to provide insight toward an intentional 
transformation of work that embraces technological innovation while honoring 
the dignity, complexity, and needs of individual workers. 

Context for this Volume 

In March 2020, workplaces across the globe shifted abruptly as public health 
directives mandated remote work. Millions of employees transitioned from in-
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person collaboration to fully digital engagement, relying on laptops, smartphones, 
cloud platforms, and high-speed internet to maintain continuity. Work became 
wholly dependent on digital infrastructures. 

Before this shift, most workplace communication was in-person, with 
informal exchanges and nonverbal cues serving critical social and professional 
functions. Remote work, while feasible for some, was not the standard. Digital 
tools such as Zoom, Microsoft Teams, and Slack, previously reserved for 
dispersed teams, rapidly became central to daily operations, transforming our 
understanding of collaboration, productivity, and organizational presence. In 
response, companies began to reconsider office space, redesign work routines, 
and explore hybrid models. 

Generational diversity further complicated these transitions. Each generational 
cohort, from Baby Boomers to Generation Alpha, brings distinct communication 
styles, values, and expectations to the workplace. Older workers often favor 
structured and hierarchical modes of communication, while younger cohorts 
prioritize flexibility, equity, and digital fluency. Navigating these differences has 
become essential to building effective, inclusive teams. 

At the same time, the acceleration of technological innovation has raised 
pressing questions about mental health, burnout, and the sustainability of 
emerging work models. Remote and hybrid arrangements continue to blur the 
lines between professional and personal life, with significant implications for 
well-being. As such, contemporary leadership requires new competencies, 
such as empathy, adaptability, emotional intelligence, and digital literacy. 
Leaders must now guide with clarity, support inclusion, and navigate volatility 
with vision and resilience. 

This volume is structured around four central questions: 

1. How can theory and history inform future remote and hybrid workplace 
strategies? 

2. How can organizations leverage generational strengths to create 
inclusive and innovative workspaces? 

3. How do communication technologies influence performance and 
productivity in distributed work environments? 

4. What do leaders need to navigate today’s challenges and prepare for the 
future of work? 

Book Structure 

This book examines how we can intentionally transform the way we work, 
leveraging technological innovations while respecting the dignity and individuality 
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of workers. Organized into three sections, it highlights historical, generational, 
and leadership perspectives on workplace transformation. 

Section I: Historical Perspectives 

This section provides a foundational context by exploring the evolution of 
workplace communication and theories of labor. It emphasizes the balance 
between innovation, productivity, and valuing workers as individuals. 

Chapter 1 delves into the progression of workplace communication, from 
oral traditions to digital tools. Dr. Kiilu identifies three key themes that guide 
this transformation: the clarity and accessibility of communication tools, the 
interplay between communication and organizational hierarchies, and the 
challenges posed by adopting new technologies. He emphasizes adaptability, 
leadership, and balancing productivity with employee well-being as critical 
components of intentional workplace transformation. 

Chapter 2 contrasts traditional labor models with utopian ideals, which view 
work as an avenue for self-expression. Dr. Hampsten advocates for technology 
as a tool to reduce monotony while prioritizing autonomy and worker well-
being. Utopian perspectives underscore the importance of authenticity and 
respect in creating meaningful work. 

Section II: Generational Perspectives 

This section explores how generational differences influence workplace dynamics 
and the adoption of technology. 

Chapter 3 examines the defining traits and work values of each generation. 
Dr. Roberts highlights strategies for leveraging generational diversity, such as 
mentoring and inclusive policies. Her approach balances the technological 
skills of each cohort with a focus on individual well-being. 

Chapter 4 analyzes each generation’s preferred communication channels, 
styles, and conflict-resolution strategies to examine how these differences affect 
collaboration and productivity. Dr. Kukreja provides an empirical perspective 
on cross-generational workplace communication, offering actionable insights 
for managers developing inclusive communication policies. Her findings 
underscore a generational shift from formal, synchronous communication to 
informal, asynchronous, tech-enabled communication. 

Chapter 5 explores digital etiquette and social norms shaped by organizational 
culture. Dr. Quinn and Ms. Dumsky stress the need for adaptable guidelines 
that foster inclusivity and respect generational diversity in digital interactions. 

Chapter 6 investigates generational attitudes toward workplace authority, 
flexibility, professionalism, and emotional investment. Drs. Obradovich and 
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Szczur advocate for accommodating generational differences in hybrid work 
policies to respect individual perspectives and experiences. 

Section III: Leadership and Communication in a Remote Era 

This final section focuses on leadership strategies and communication 
performance in the context of remote work. 

Chapter 7 uses Media Synchronicity Theory to explore how communication 
media impact task performance. Dr. Maxwell emphasizes aligning media 
capabilities with task demands to enhance communication efficiency and 
employee engagement. 

Chapter 8 investigates remote work productivity. Professor Le and Dr. Tran 
highlight the importance of organizational readiness, flexible policies, and 
manager support to optimize remote work environments while promoting 
worker well-being. 

Chapter 9 reviews leadership strategies in the transformative era. Dr. Moleka 
emphasizes fostering innovation, inclusivity, and agility in leadership practices 
to navigate the complexities of modern workplaces. 

This book attempts to highlight what is working well in shaping the quality of 
modern work and to provide frameworks for intentional transformation. 
Through the analysis of current challenges and promising practices, this 
collection seeks to inform scholarly inquiry and organizational strategy. It offers 
practical insights for leaders managing diverse, distributed teams, theoretical 
grounding for researchers studying workplace evolution, and guidance for 
decision-makers seeking to balance productivity with human-centered values. 

References 

Cisco Systems, Inc. (2025). Cisco Global Hybrid Work Study 2025: Navigating 
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Sloan Management Review. https://sloanreview.mit.edu/article/five-hybrid-
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