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Abstract 

In today's complicated global economic climate, managing businesses is becoming more and 

harder. One of the most difficult areas, in particular, is how to manage remote workers who do 

their jobs outside of an organization's physical borders while adhering to management principles 

and organizational goals. Several scientific researchers have ignored remote workers despite their 

steadily rising numbers. The majority of those infrequent research, though, have focused on the 

teleworkers in the IT sector. In any case, it is notable that transporters who have been utilized by 

a firm for quite a long time have only occasionally at any point visited the corporate central 

command. Risk factors, workplace stress, and driver health are frequently the focus of studies on 

long-distance drivers, however. It is therefore a significant shortcoming that these employees, who 

represent an integral link in the transportation function of logistics, have not undergone scientific 

studies on management and organizational behavior. The current work therefore aims to fill this 

knowledge gap. This qualitative study seeks to fill the above research gaps from an anti-positivist 

perspective. In contrast to most previous studies, this study chose not staff (drivers) as the unit of 

analysis, but rather fleets and his managers of the industry's largest ground transportation 

company. The Nvivo tool was used to evaluate the open-ended interview data. Our study's results 

were assessed and analyzed from an external and interpretative standpoint. 
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1. Introduction 

What are the essential ingredients for successful remote work (work-from-home) arrangements? 

The issue surfaced when the outbreak forced the majority of company activities online, but it was 

a crucial one before to then and will continue to be given the prevalence of remote labor. 

It is significant for a number of reasons. The first is to inform management of the most effective 

remote work practices. Determining which jobs or employees are more successful online or 

whether to stay online is another. The research presented here is just a small fraction of the growing 

research in these areas. I tried to make it useful by including two aspects that are rarely combined 

elsewhere. 

A brief literature review and the results of our own research conducted in August 2020. The survey 

asked managers and subject matter experts from various industries and regions about their 

experiences working remotely during the pandemic. Although it is not recommended to make any 

firm conclusions from any section of this article, they together highlight a number of significant 

issues that need managerial attention. 

A survey of the relevant literature on keywords reveals that virtually all recent research focuses on 

employees working outside the boundaries of their physical organization, often in IT departments 

or at home, using the potential of the Internet. It becomes clear that you are guessing. The subject 

of this study, a "remote worker" who spends more than 50% of his work time outside the physical 

boundaries of his organization, but does not perform administrative duties, is underutilized for 

scientific work. For instance, the study by Gabel and Mansfield examines the legal relationship 

between an employer and an employee and mentions the emergence of "cyber employees" via the 

internet. 

The problem with information security that would arise from IT staff working outside of the 

company was the goal. 

However, since the industry became commercialized, vehicle drivers in the transportation sector, 

particularly long-distance drivers, have been known to work on behalf of their companies for many 
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years without ever seeing the company's headquarters. So, the working challenges, in this group's 

opinion, are not caused by globalization or the advancement of pertinent technology, but rather by 

an area that management scientists have disregarded. The majority of scientific research on long-

distance truckers focuses on risk factors, workplace stress, and health difficulties for the drivers. 

The fact that the workers of logistics organizations, who play a crucial role in this, have not been 

the focus of scientific study conducted using ideas of management and organizational behavior is 

a serious flaw. The current study uses heuristic analysis to try to close the gap. 

 

2. Review Of the Literature 

Let's start with the obvious: The biggest drawback of remote employment is physical isolation. 

Apart from colleagues, each individual is in their own home or other preferred location.  

Thus, it stands to reason that taking use of isolation's potential benefits would be one method to 

optimize remote work. 

Many examinations have shown that reassuring "independence" or "self-viability" in any working 

environment is connected to better execution and prosperity. 

The American Psychological Association provides the following definition and explanation for 

self-efficacy: 

According to Bandura (1977, 1986, and 1997), self-efficacy is an individual's confidence in their 

ability to carry out the actions necessary to achieve specific performance goals. Confidence in 

one's own inspiration, behavior, and ability to control one's social environment is called self-

sufficiency. These mental self-assessments influence each part of human experience, including the 

targets that people seek after, how much exertion put out to achieve those objectives, and the 

possibility accomplishing specific social execution levels  

In pioneering research on remote work, Staples et al. (1999) discovered that "management efforts 

to boost workers' remote work self-efficacy may be able to enhance employees' job performance." 
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Researchers found that in studies of "fly-in, fly-out" employees, or those who were temporarily 

flown to remote work sites, "day-level autonomy increases day-level engagement with work. 

Further: Workplace autonomy is frequently viewed as a professional advantage that boosts 

motivation and well-being among employees. Workers' independence is dependent on their 

managers' willingness to provide it, contrary to popular belief (Gatti et al., 2019). 

Thus, the issue of how managers may actively promote and encourage autonomy in addition to 

being prepared to give it arises. The researchers focused on developing "empowered workplaces 

that maximize job production by ensuring that workers have access to critical information, tools, 

and support... and give chances for growth and development" in a study of nursing assistants 

conducted (Travers et al., 2020). Others have emphasized the importance of "transformational 

leadership" styles. According to one study team, these leaders "act as inspiring role models, regard 

their workers personally, and assist their employees' growth." Moreover, they inspire their staff 

members via clear communication of a promising future  

In working remotely, it's important to maintain contact with one's employer in addition to having 

autonomy. Representatives referred to "continuous" and "excellent correspondence" from the 

board as the principal component that helped them in the progress to telecommuting in an overall 

survey led in April 2020, not long after the pandemic made numerous organizations move their 

tasks on the web (Sull et al., 2020). "Complete openness" was praised by respondents regarding 

topics like the justifications for management decisions and the effects of actual shutdowns on 

businesses. Also, they valued multimodal, interactive communication methods that included live 

video conferences along with email updates and provided them with feedback and questioning 

capabilities  

Some companies even try to recreate casual interactions where useful information and ideas can 

be accidentally shared online. One venture capital company set up fortnightly "watercooler 

meetings" via Zoom after the outbreak started. These meetings had the primary objective of 

exchanging information and ideas on the investment portfolio, and according to the business, they 

were "very beneficial" for "keeping on top of changing demands" (Manes, 2020). 
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In certain circumstances, it seems as if online communication is more effective than in-person 

communication. For instance, during the pandemic, some healthcare professionals who would 

typically travel to professional conferences discovered that social media platforms were more than 

adequate replacements: "Whether to exchange information, boost productivity, or improve 

interpersonal communications with colleagues, these platforms provide a vehicle for the rapid 

dissemination of knowledge" (Mulrennan, and Colt, 2020). 

3. Methodology 

3.1. Research Design  

Our research draws on epistemology, an important area of the philosophy of science that questions 

how to acquire accurate knowledge, and the content analysis pattern, a qualitative research method 

based on the perspective of the anti-positivist paradigm based on that philosophy. In this study, 

interviews with managers conducted on research subjects are collected as a dataset and used as 

secondary data. An interpretative and external perspective is used to examine the information 

gleaned from the Nvivo program's studies. 

3.2. Research Framework 

Information from the 2017 Family Workforce Review show that 1,235 million of the 28,189 

million individuals in business work in the vehicle and capacity industry there have been 1.240.543 

vehicles enlisted with endorsed firms of which 838,718 are utilized for homegrown and global 

vehicle, vehicle, and different sorts of transportation Our review incorporates armada chiefs from 

enormous organizations participated in transportation and coordinated factors tasks with huge 

financial importance. At our company's request, captains from 11 logistics companies with top-

class handling volume and fleet size participated in the event. 

4. Result And Discussion 

The notions of Chauffeur/Driver and Organization/Company, which define our study subject, are 

given importance based on frequency distributions. Apart from these ideas, the notion of "Time," 

which is the first discovery in the third rank and has a frequency distribution, may provide a 
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solution to our troublesome situation. "Commitment" is a concept that ranks sixth in terms of 

frequency. The sixth concept in the frequency distribution is "education." Happiness is the seventh-

ranked concept. 

Table 1: Frequency Distributions 

Basic concepts frequency 

Driver 346 

Organization/Company 158 

Time 145 

Employee 86 

Commitment 48 

 Education 44 

Happiness 36 

Logistics 38 

Satisfaction 16 

Communication 28 
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Figure 1: Distributions of Frequency 

Within our research framework, the interviewees made consistent statements, so the analyses of 

these points of view are trustworthy. This is evidenced by the frequent use of business concepts in 

the logistics industry, especially in relation to the concept of drivers/chauffeurs, 

companies/institutions, and time. 

Moreover, the terms driver, organization/company, employee, and logistics were not included in 

the "word tree analysis," despite their being closely connected to and underlining the key topics of 

the logistics sector. 

Time region (time span), esteem, not lose time, protected, speedy, quantifiable, cash, and time 

pressure related thoughts are the outcomes in this specific situation, as per the "time" idea's 

statement tree examination. 

A logistics system creates value by delivering the right product to the right customer in the right 

quantity, at the right cost, on the right terms, and on time. Time is therefore one of the competing 

goals of the logistics components that enable the transportation of products. Time should be 
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considered in terms of speed and timely completion of tasks for both internal and external clients. 

As the idea of time in manager interviews is reexamined, it becomes apparent that time is also 

utilized to evaluate workers who operate outside of traditional office hours. As a result, from a 

strategic to an operational level, the idea of time has become crucial to key performance indicators 

in the logistics sector. This discovery agrees with relevant field literature. But it has also come to 

light that stress is brought on by using time as a tool for measuring priorities. 

Seniority, organizational identity, organizational commitment, establishing a valued environment, 

liking the work, and pleasure are among the factors identified by examination of another widely 

used phrase, "commitment." 

The relative variables that are frequently used in theoretical models, such as those based on the 

idea of commitment and cited in the literature on organizational behavior, the logistics industry, 

and the management of employees who work from home, are supported by our findings. Ideas 

included in other commitment studies in the field literature include seniority correlated with 

ongoing commitment, organizational identity, and organizational identity correlated with group 

membership. Nevertheless, it is acknowledged that the position is technical, distinct from other 

occupations, and challenging due to the application of the work-dedication principles of enjoyment 

and dedication. It was particularly found in the field that these difficulties were seen by workers 

in the field, how low the level of training was, and how compensatory strategies were used as 

incentives to ensure the dedication of leaders. That's it. Money, as is common knowledge, is not 

even one of the concepts examined in organizational commitment studies. 

5. Conclusion 

The main purpose of this study is to use an anti-positivist approach to analyze managers' views on 

managing employees who work remotely across the physical boundaries of their organization from 

an outside perspective. A driver who works for a logistics company outside the organization has 

created a qualitative study that is being conducted with this perspective, and her fleet manager has 

created his group working. 
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Despite the recent rise in popularity in the management literature about managing employees 

outside the physical boundaries of the company, and despite being a common phenomenon, 

especially in computer science and communication technology, long haul drivers have been 

employed for almost a century since the company commercialized the transportation and logistics 

industry. Another area in which our findings overlap with the literature is the principle of fostering 

organizational engagement. That means providing internal training to employees and allowing 

employees to take external training for self-development. However, the concept of happiness 

appears more often than enjoyment and communication. This suggests that only satisfied 

employees are dependent on the company and operate within the institutional framework 

established by management. If an employee is satisfied at work, it will be easier to manage them 

by the management they report to. But, regardless of how it is supplied, communication is one of 

the concerns that the majority of workers need outside of the immediate workplace. Contrary to 

predictions, a recent study found that drivers see the electronic systems that are integrated into 

their car interiors as performance boosters rather than a threat to their privacy. 
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