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COMMUNICATIVE MANAGEMENT IN A HYBRID WORK ENVIRONMENT:
CHALLENGES, STRATEGIES, AND PSYCHOLOGICAL SAFETY

This study examines the effects of hybrid work arrangements on internal communication effectiveness
and employees' well-being in organizations. Following a quantitative strategy, data were collected through
an online survey of 156 IT and education sector employees in Ukraine, who all work in hybrid settings on
a daily basis. The study explores the effect of various communication channels, managerial feedback, and
digital fatigue on employee satisfaction with internal communication processes. The findings indicate that
effective use of asynchronous communication tools, such as messaging apps and email, is positively
correlated with communication satisfaction (r = 0.52, p < 0.01), and that regular, quality feedback from
management additionally enables greater satisfaction levels (r = 0.67, p < 0.001). In contrast, high rates of
videoconferencing are associated with increased digital fatigue (r = 0.61, p < 0.01), as reported by 60% of
respondents. There were also large differences between managers and non-managerial employees (F =
5.82, p = 0.003) and across professional sectors, highlighting the requirement for context-specific
communication interventions. Common barriers such as technical issues (45%) and lack of feedback
(41%) were also reported. Actionable recommendations emanating from these findings are simplifying the
use of asynchronous tools, feedback loop refinement, reducing digital fatigue through policies like no-
meeting days, and investing in communication infrastructure. The study offers actionable guidance for
managers seeking to build communication effectiveness and employee engagement in hybrid working
contexts, pointing to the need for balanced and adaptive communication strategies that address both
organizational goals and employee well-being.

Keywords: hybrid work, communicative management, internal communications, asynchronous
communication tools, management feedback, digital fatigue, digital well-being, employee satisfaction.

Problem statement. The shift toward hybrid work has appeared as a topmost pivotal shift in
today's corporate arena. Communication arrangements being used within such environments need
different kinds of information processing, reporting, and safety psychology. Hybrid work — the
intermix of office and distant — has gained rapid popularity over recent years; spreading it
everywhere seems to be one of the foremost organizational managerial shifts in post-COVID-19
times. This setup needs redrawing the lines of time-honored communication strategies between
staff, departments, and administrators. With these new conditions, the role of communicative
management becomes increasingly crucial — not only to ensure effective information exchange but
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also to maintain emotional engagement, trust, and employee identification with the organization.

Analysis of the latest research and publications. Communicative management is defined as
the act of planning, controlling, organizing, and managing a company's internal and external
communications [3]. In hybrid working, researchers have found that new communication
technology such as Microsoft Teams and Zoom is replacing traditional face-to-face meetings [14].
Internal communication, according to Mazzei [11], is an organizational function that strengthens
employee integration, support of organizational culture, and conflict prevention. However, hybrid
work danger looms by way of information noise, lost context, and lost informal sharing of
knowledge [1].

Studies [10, 13] show that mutual understanding and trust in remote sites are positively
correlated with the frequency and consistency of communication. Media richness theory [4] and
media synchronicity theory [5] both emphasize the compatibility of communication media with task
requirements.

Literature further refers to the heightened focus on emotional leadership in such new
situations [8], and the need for shaping communication patterns to remote modes [15].

Methodology. The objective of this research is to determine the impact of the hybrid work
model on organizational internal communication efficiency and offer practical suggestions for
managers to improve communication processes and mitigate potential remote work challenges. The
hybrid model integrates traditional office-based work with remote work, which requires adjustments
to communication strategies.

A quantitative approach was employed through the use of online surveys. This enables data to be
collected from numerous respondents in a short time, rendering the results representative and
generalizable to large populations.

Web-based surveys also facilitate the collection of objective data on employees' perceptions of
internal communication efficacy and main obstacles encountered in hybrid working spaces. The
method is also respondent-friendly in the sense that it allows respondents to complete the
questionnaire at a convenient time while staying anonymous, thus enhancing response accuracy.

The study sample consisted of 156 employees in the IT and educational sectors. Respondents
were selected on the basis of voluntary participation and by the criterion of permanent work in a
hybrid work format. All the respondents are in Ukraine, and the survey was conducted from January
to March 2025.

This sample permits the examination of industry-specific communication practices since they
may be quite different from one industry to another. It has participants with differing levels of
experience and from different organizational structures.

Data were gathered through a structured questionnaire consisting of 28 closed-ended questions.
This provided clear categories of response and objectivity in analysis. The questionnaire was
developed from previous research in communicative management and hybrid work specifics and in
consultation with field experts.

The following broad categories were covered in the questionnaire:

* Questions investigated the use and perceived utility of various communication tools (e.g.,
email, video conferencing, chats) in the hybrid model — to evaluate the communication channels.

* Questions gauged employee satisfaction with current communication practices and their
efficacy in facilitating collaboration and organizational goal attainment - to evaluate the satisfaction
with internal communication

* Questions investigated whether the respondents experience being overwhelmed by excessive
online communication and video conferencing — to evaluate the presence of digital fatigue.

* Questions indicated communication barriers like technical issues, lack of feedback, or
confusion among teams - to evaluate the communication barriers frequency.

SPSS software was used in the processing of data. The statistical analysis included:
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* Pearson correlation analysis to establish relationships between internal communication factors
and employee satisfaction, particularly between communication channel effectiveness and levels of
satisfaction.

+ ANOVA (Analysis of Variance) to teste hypotheses about differences in communication
perceptions between various groups of respondents (e.g., employees vs. managers, employees in
different industries). ANOVA was used to find out if management level or type of organization had
a significant impact on communication effectiveness.

Through the use of these analytical methods, the study aims not only to garner descriptive data
but also to uncover relationships between variables, justifying the development of actionable
recommendations for optimizing communication in hybrid environments.

Research result. A primary research objective was to evaluate the effectiveness of various
communication tools used in hybrid work environments. Respondents reported using video
conferencing platforms (Zoom, MS Teams), email, chat platforms (Telegram), and in-person
meetings as necessary.

Table 1. Evaluation of Communication Channels

Communication Channel | Effectiveness Score (Mean) | Usage Frequency (%6)
Video Conferencing 4.3 80%
Email 3.9 95%
Chats (Slack, Telegram) 4.1 85%
In-Person Meetings 4.5 30%

Source: author’s own calculations

As shown in Table 1, video conferencing has high perceived effectiveness ratings (4.3/5).
However, face-to-face meetings, though less frequent (30%), were highest rated (4.5/5), which
captures the importance of how they enhance task clarity and social interaction. By contrast, lower-
rated email (3.9/5) suggests its failure in real-time interaction.

Analysis revealed that communication satisfaction was positively linked with the quality and
frequency of managerial feedback. Long-term hybrid workers were more satisfied.

Table 2. Satisfaction with Internal Communication

Respondent Group Satisfaction Score (Mean)
Managers 4.2
Office-based Employees 3.8
Hybrid Workers 4.0

Source: author’s own calculations

Hybrid workers were on average as satisfied as 4.0/5, between managers at 4.2/5 and office
workers at 3.8/5. This suggests that hybrid workers were exposed to some imbalance in
communication with less face-to-face interaction.

Digital fatigue was a significant issue. A number of participants mentioned that they felt fatigued
due to continuous online communication and continuous video conferencing.
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Figure 1. Level of Digital Fatigue

Source: author’s own polls

Most participants (60%) reported high levels of digital fatigue, largely due to the overwhelming
workload of video conferencing and other online platforms. This finding highlights the importance
of effectively managing digital tools and striking a balance between online and offline
communication to prevent stress, maintain psychological well-being, and improve overall
productivity at work. Ensuring psychological safety in the team — that is, an atmosphere in which
employees can openly express their opinions without fear of judgment or sanctions — is becoming
a critical factor in resilience to digital overload and supporting employees’ emotional well-being.

The research established that the majority of the participants face information obstacles due to
technical problems, ambiguous directions, and lack of feedback. The obstacles have a considerable
impact on the overall communication and work process satisfaction.

Table 3. Frequency of Information Barriers

Type of Barrier Frequency (% of respondents affected)
Technical issues 45%
Lack of clarity in information 37%
Insufficient feedback 41%

Source: author’s own calculations

The data indicate that technical issues are the most frequently reported barrier (45%), posing a
substantial challenge to effective operations in hybrid work settings. Additionally, insufficient
feedback (41%) and lack of clarity in communication (37%) are also critical factors that hinder
communication effectiveness.

Correlation Analysis. Pearson correlation analysis was conducted to examine the relationships
between communication channel effectiveness and communication satisfaction (tabl.4).

The results demonstrate moderate to strong positive correlations, emphasizing the importance of
a high-quality communication environment.
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Table 4. Pearson correlation analysis results

Variable Pair r p-value
Use of asynchronous channels (e-mail, messaging apps) and satisfaction | 0.52 | <0.01
Frequency of videoconferencing and digital fatigue 0.61 | <0.01
Regular feedback and communication satisfaction 0.67 | <0.001

Source: author’s own calculations

To test hypotheses regarding group differences in communication perceptions, a one-way
ANOVA was conducted (tabl.5).

Table 5. ANOVA results

Compared Groups F-value | p-value | Conclusion
Managers vs. non-managerial staff | 5.82 0.003 Statistically significant
IT vs. Marketing vs. Design 4.17 0.009 | Statistically significant

Source: author’s own calculations

Managers rated internal communication as being more effective than non-managerial employees.
Differences also existed between departments: IT employees experienced higher levels of digital
overload compared to others.

These results indicate that the type of communication channel, feedback frequency, and balance
of digital tools are important in enabling effective communication in hybrid work arrangements.

Practical Implications. The findings confirm that the quality of internal communication and the
emotional well-being of employees are greatly influenced by the hybrid working model. Based on
the quantitative analysis, the following practical recommendations are offered (tabl.6).

Table 6. Practical recommendations

Recommendation Key Finding Supportin | Practical Action

g

Evidence

1 2 3 4

Optimization of | r=0.52,p<0.01 Gajendran | Increase use of asynchronous
Communication etal. [7] tools (email, messaging apps)
Channels
Enhancement of | r=0.67,p<0.001 | Baker et|Provide regular, high-quality
Regular Feedback al. [2] feedback
Consideration of | F=5.82,p=0.003 | Furst & | Adjust communication strategies
Industry and Cable [6] | for managers vs. subordinates
Managerial
Differences
Addressing Digital | 60% reported fatigue | Wang et | Implement no-meeting  days,
Fatigue al. [16] limit videoconference time
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Table 6 continued

1 2 3 4
Investment in | 45% reported | Maznevs | Improve technical infrastructure
Communication technical barriers Ki & | and support
Infrastructure Chudoba

[12]
Fostering Qualitative finding Kahn [9] | Create a secure, supportive
Psychological Safety environment  to  encourage
communication

Source: author’s own calculations

Conclusions and suggestions. This study explored internal communication in hybrid work
environments, focusing on interaction channel effectiveness, digital fatigue, and employee
satisfaction with communication processes. The findings indicate that hybrid formats demand
fundamentally new approaches to communication management, as traditional practices are often
inadequate in digital contexts.

Pearson correlation analysis revealed significant relationships between feedback regularity,
asynchronous communication channels, and overall employee satisfaction. ANOVA results
highlighted statistically significant differences in communication perceptions between managers
and employees, as well as across professional domains, indicating a need for context-specific
communication strategies.

From a practical perspective, the study offers recommendations for optimizing communication
strategies in hybrid organizations, including the use of asynchronous channels, reducing online
meetings, developing management feedback skills, and supporting employees’ digital well-being,
which can ensure psychological safety in the workplace, which in turn will promote openness, trust,
and reduced communication anxiety. Considering aspects of psychology, such as emotional
exhaustion, motivation, and the need for recognition, will allow for a more sustainable and
supportive work environment in hybrid work.

From a practical perspective, the study offers guidelines for optimizing communication strategies
in hybrid organizations, including the use of asynchronous channels, reduction of online meetings,
development of managerial feedback skills, and support for employees’ digital well-being.

Future research could focus on the long-term impact of hybrid communication on team
effectiveness, employee emotional states, and overall organizational culture.
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JIwomuna bayenko, k.e.H, 0ouenm

(0oouenm rxagpeopu meneodyncmenmy im. npogpecopa Muxaiinosoi JI.1., Cymcokuii nayionanvnuil
azpapnuii ynieepcumem, Jlexmop 3 meneorycmenmy ma mapkemunzy Royal Agricultural
University)

Poman I'anenin, k.e.n.
(Oouenm xagheopu meneodrcmenmy ma ekonomiku, Mixcnapoonuii ceponeiicbKuil ynigepcumem)

KOMYHIKATABHUI MEHEJKMEHT ¥ I'ITbPUTHOMY POBOYOMY
CEPEJOBHUIII: ITPOBJIEMHU, CTPATEI'Il TA IICUXOJIOTTYHA BE3IIEKA

Y emammi oocnioscyemuvca mpancpopmayina KoMyHiKamueHo20 MeHedIHCMEHmy 6 yMoeax 2iopuonoi
npaui, w0 nOEOHye oucmanyiiinuil ma ognaiin popmamu pooomu. Memoro 00CiOHCEHHA € BUABIEHHA
OCHOGHUX NPODOIEM Y chepi 6HYMPIuIHbOT KOMYHIKAYIT, a MAKOJXC 6U3HAYEHHA cmpameziil, AKi Cnpusams
ROKPAUWEHHIO KOMYHIKauiilHoi egexkmugnocmi 6 2iOpuoOHUX opzaunizauitnux mooensax. Memooonozis
00CNi0NHCEHHA GKNIOUAE AHATI3 HAYKOBUX Odcepel, ONUMYGAHHA NPAUieHUKie Komnawiu. [lani o0ynu
3iopani 3a 00nomozo10 ounaiin-onumyeannsa 156 npauienuxie IT- ma océimnvozo cexmopie ¢ YKpaii,
AKI WOOHA NPAuIoIOms y 2iOPUOHUX YMO06AX. Y 00CHiOHCceHHI 00CTIONCYEMBCA GNAUE DI3HUX KAHAIG
KOMYHIKayii, ynpaeiiHcbKo20 360pOMHO20 36'A3Ky ma Uuppoeoi émomu Ha 3a00601€HICHb RPAUIGHUKIE
npouecamu SHympiiHbol KomyHikauii. Pesynomamu 0ocnioxyceHHA NOKa3ywms, w0 epexmusHe
GUKOPUCMAHHA ACUHXPOHHUX THCMPYMEHMi6 KOMYHIKAUil, MaKux AK MeCeHOMcepu ma eieKmpoHHA
nOWIMa, NO3UMUBHO KOpeaioe i3 3a006oaenicmio Komyrikayiero (r = 0,52, p < 0,01), i wo pezyrapuuii,
AKICHUI 360pOMHULL 368'A30K 6i0 KepieHuUmea 000amKo60 CRPUAE RIOGUUEHHIO PIGHA 3a0060aenocmi (T
= 0,67, p < 0,001). Haénaxu, eucoxuii pisens gioeokondepenyii nos'sazanui 3i 30i1umennam yugpposor
emomu (r = 0,61, p < 0,01), npo wo nogidomuau 60% pecnonoenmis. Takoic cnocmepizanucs 6eauKi
GIOMIHHOCII MidIC MeHeOycepamu ma npauieHuUKamu, AKi He € menedxcepamu (F = 582, p = 0,003), a
makodic mixc npogpeciinumu cekmopamu, w0 NIOKPecarO€ HeoOXiOHiCmb KOHMEKCMHO-CReyuiunux
KomyHikayiinux empyuans. Takoic nogioomnanoca npo maxi HOWUPEHI nepeutKkoou, AK MeXHIiuHi
npoonemu (45%) ma eiocymuicme 360pommnozo 38'a3ky (41%).

Ilpakmuuni pexomeHnoOauii, w0 GUNAUGAIOMb 3 UUX GUCHOGKIE, NOAAAIOMb Y CHPOULCHHI
GUKOPDUCMAHHA ACUHXPOHHUX THCHMPYMEHMI8, YOOCKOHANEHHI WUKTY 3860POMHO20 36'A3KY, 3MEHUIEHHI
uupposoi emomu 3a O00NOMO2010 MAKUX RONIMUK, AK OHI 0e3 3ycmpiuell, ma IiHBeCMYBAHHI 6
KomyHikauiiny ingppacmpykmypy. /locnioscenna npononye npakmuuni pekomenoauii 01a meneosicepis,
AKI npazHymuv niosuuwiumu epeKkmueHicmy KOMyHIKayii ma 3aayuenicmo chiepoOimnukie y 2iopudnux
pobouux ymoeax, 6Kazylouu HA HeEOOXIOHICMb 304/1AHCOBAHUX MA AOANMUGHUX KOMYHIKAUIHUX
cmpame?ciil, w0 8pPaxoeyomy AK yiai opzanizayii, max i 000podym cniepoodimnuKxis.

Knrouoei cnosa: 2idpuona npayst, KOMyHIKAMUSHUI MEHEONCMEHM, GHYMPIUWHI KOMYHIKAYIL, ACUHXPOHHI

iHCmpyMenmuy — KOMYHIKayii,  YnpasuiHCbKulli  360pOMHULl  36'930K, yugposa emoma, 006podym
CniBpOOIMHUKIE.
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