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GCC Remote Work Has Shifted from Emergency Response to Core
Operational Strategy

- -

53% 53% 50% 47%

25-34 Male United Arab Emirates Fully remote (5days a week)

WHAT THIS MEANS FOR THE BUSINESS
e With 53%clustering on "25-34", What is your age group? is settled before price enters the conversation, moving the differentiation fight earlier in the decision cycle.
@ "Male" absorbs 53% of choice in What is your gender?, which narrows where the offer actually has to win and turns spend elsewhere into a distraction.

e A50%pulltoward "United Arab Emirates” is a retention lever rather than a passing preference: the segment choosing it has already named what would keep it.
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Robust Regional Sample Captures Equal Representation Across UAE and
KSA Workforces

STUDY OBJECTIVES

Remote work is no longer a nascent experiment but a core operational
strategy, firmly embedding itself into the regional workforce fabric.

The foundational support for remote work is strong, with 77% of
respondents reporting an improved work-life balance and 63% experiencing
reduced stress levels.

Despite the positive impacts on well-being, a significant portion of
employees (29%) feel less emotionally and professionally connected to their
teams and organizations.

Companies are primarily adopting remote work to reduce overhead costs
(54%) and attract talent (42%), indicating a strategic business imperative
rather than solely an employee perk.

However, the primary barriers to broader remote work adoption remain
rooted in a lack of trust and fears surrounding collaboration, cited by 54%

and 45% of companies respectively.
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METHODOLOGY

Survey Remote Work Dynamics in the UAE & KSA
Completed Responses 101
Countries UAE & KSA
Key Balanced Gender (53% Male, 47% Female), Primary
Demographics Age Group 25-34 (53%)

Remote Work Frequency  47% Fully Remote, 25% Hybrid (3-4 days)

3726
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Who We Heard From

Demographic and geographic composition of the survey sample
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A balanced read across sample segments
RESPONDENT SNAPSHOT
101 78%
Total respondents Completion rate
- S/ p- /
What is your age group? What is your gender? Inwhich country are you currently working?
"‘ ® 5-34 53%
9 @ 35ad 2% 9 ® Mal 53% @ United ArabEmirates  50%
53% N 0% 53% ale 6 nited Arab Emirates 6
Top Top B Female 47% @ Kingdom of SaudiArab.. 50%
@ 4554 6%
B 55-64 2%
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Adoption Dynamics & Corporate Rationale

Corporate Adoption Is Driven by Real Estate Overhead Reduction Rather Than Talent
Strategy
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Corporate Adoption Is Driven by Real Estate Overhead Reduction Rather
Than Talent Strategy

EXECUTIVE INSIGHT

O "To reduce overhead and office space costs" absorbs 54% of choice, a
O concentration that narrows the real competitive contest down to a single factor.
The 12-point distance from "To attract and retain top talent globally or regionally”

To reduce overhead and office space costs is not a marginal preference — it is a settled priority order that holds before price

enters the conversation. Everything else divides just 81% between it, a share that

Inyouropinion, why do companies in the UAE/KSA choose to adopt remote work rarely justifies the campaign and development spend it attracts. For leadership

models? (Select top 2) . . . .
the consequence is that differentiation no longer comes from adding features,

but from being demonstrably better at the one factor that settles the choice.
@ Toreduce overhead and offi.. 54%
4% @ Toattractandretaintopt.. 42% STRATEGIC IMPLICATION
@ Beliefthatitincreasesov.. 33% L . I .
Top On acquisition spend, leading with "To reduce overhead and office space

IO G OS2, 30% costs" raises efficiency because it speaks to the reason for choosing

R 7 = 18% rather than to a supporting attribute. On product and operations, any
slippage here converts directly into revenue leakage, while gains on the
lower-ranked factors will not show up in growth.

RECOMMENDED ACTIONS

o Lead the offer page with "To reduce overhead and office space costs" instead of listing it e Redirect part of the "To attract and retain top talent globally or regionally” budget into
among general benefits. holding performance on "To reduce overhead and office space costs" before funding
anything new.

execuTive TAkEaway  Toreduce overhead and office space costs” settles the decision before the customer ever reaches a price

comparison.
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Executive Reluctance Centers on Trust Deficits and Performance
Measurement Fears

EXECUTIVE INSIGHT

What do you think are the primary reasons some companiesin theregion are reluctant to offer remote

While corporate adoption of remote work in the UAE and KSA has been framed by
work? (Select top 2)

real estate savings, a deeper reluctance stems from a fundamental deficit in
Lack of trust / difficulty in monitorin... 54%

managerial trust and a fear of losing control over performance measurement. Over

Fear of losing team collaborationandss.. 45% half of companies cite "lack of trust / difficulty in monitoring employee performance” as

a primary barrier (54%), a figure that eclipses concerns about collaboration or security.

Data security, privacy,and ITinfrastr... 35% . . . . .
This suggests that the shift to remote work is not merely an operational or strategic

challenge, but a cultural one, forcing a confrontation with deeply ingrained

Traditional cultural preference for fac... 22%

G management styles that equate presence with productivity. Executives are not yet
i i i i 0 . . . . . . .

Communication gaps and misalignment A equipped to measure output effectively in a distributed environment, leading to a

D

default to the familiar, albeit less efficient, status quo.

STRATEGIC IMPLICATION

This trust deficit directly impacts talent acquisition and retention by limiting
access to a global talent pool and alienating employees who expect flexible
work arrangements. It also hinders operational efficiency by preventing the
adoption of potentially cost-saving remote models and reinforces a command-
and-control management structure that stifles innovation and employee
autonomy, thereby weakening competitive position.

RECOMMENDED ACTIONS

0 Pilot performance management frameworks e Launch a mandatory leadership training o Deferfurtherinvestment in physical office space o Initiate a cross-functional task force to identify
focused on output and objective-based Key program focused on building trust and managing optimization until a clear remote work policy, andimplement technology solutions that
Performance Indicators (KPls) for a specific remote teams, emphasizing outcome-based underpinned by robust performance metrics, is enhance remote collaboration and provide
department within the next quarter. evaluation, starting with senior management. established and tested. transparent performance visibility, not

surveillance.

execuTive TAKEaway Management's fear of losing control, not remote work’s inherent flaws, is the primary barrier to adoption.
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PROMOTERS DETRACTORS
Advocate for clear policies and flexible hours. Express concerns likely linked to trust and performance measurement.
EXECUTIVE INSIGHT
o . . N ) o o STRATEGIC IMPLICATION
The trust deficit previously identified now manifests as a stark divide: a significant _ o . . .
) ; d H )  cit licv clari dflexible h This sharp division directly impacts employee retention and
ortion of respondents champion remote work, citing policy clarity and flexible hours as - : L : .
P P P g policy y productivity by creating two distinct, potentially conflicting, work
key enablers, while an equally vocal group expresses deep reservations. This cultures. It strains operational efficiency through inconsistent
polarization isn't merely about preference; it's a proxy for underlying anxieties about engagement and necessitates tailored management
performance visibility and fairness. Those promoting remote work likely feel approaches, affecting team cohesion and talent attraction.
empowered by autonomy and clear expectations, whereas detractors probably grapple
with perceived inequities, lack of connection, or the blurring of work-life boundaries,
which fuels their skepticism about its long-term viability and fairness.
RECOMMENDED ACTIONS
o Develop distinct communication streams forremote e Pilot manager training focused on equitable o Initiate cross-functional 'best practice’ sharing
proponents and detractors, addressing their specific performance evaluation and fostering connectionin sessions where remote advocates can demonstrate
concerns with data and policy clarifications. hybrid environments to bridge the trust gap. effective strategies to skeptical colleagues.

execuTive Takeaway Remote work advocates and skeptics are entrenched; bridging this gap is critical for unified

productivity.
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Productivity & Operational Drivers

Individual Output Correlates Directly with Emotional Connection to the Organization
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Individual Output Correlates Directly with Emotional Connection to the
Organization

Emotional Connection Score Efficiency Impact Score
‘ [ 76% @4 60%
0 0
76% @4 10% 60% @3 24%
Top ep
@2 10% @5 2%

HIGHER CONNECTION SCORES STRONGLY CORRELATE WITH HIGHER EFFICIENCY RATINGS.

EXECUTIVE INSIGHT
) ) o ] STRATEGIC IMPLICATION
When remote workers feel a strong emotional bond to their organization, their self-reported ) ) o ) )
Employee retention and operational efficiency are directly impacted. A

efficiency soars. A significant majority (76%) of those who feel highly connected report increased
iclency 'gnif jority (76%) W 'gny port! lack of emotional connection erodes productivity, increasing the risk of

efficiency. This contrasts sharply with those who feel disconnected, where only 33% report the disengagement and voluntary turnover. This necessitates a shift in
same, and 20% even report a decrease. The mechanism is clear: a sense of belonging fuels investment priorities towards culture and communication initiatives that
intrinsic motivation and a willingness to go the extra mile, even when physically apart. Leaders strengthen organizational ties.

must therefore prioritize fostering this connection as a lever for sustained productivity, rather than

solely focusing on tools or processes.

RECOMMENDED ACTIONS

0 Implement structured virtual 'water cooler' moments and Q Equip managers with training on empatheticcommunication e Establish a'remote champion' network to share best practices
cross-team project collaborations to build informal social and recognizing individual contributions to foster a sense of and gather continuous feedback on connection-building
capital. value. initiatives.

execuTive Takeaway Investing in emotional connection unlocks discretionary effort and drives productivity.
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Autonomy Over Working Hours Supersedes Commute Elimination as the
Primary Efficiency Engine

EXECUTIVE INSIGHT

What are the key factors that support or boost your efficiency when working remotely? (Select all . . L . . .
H EE . i s o The conventional wisdom that eliminating commutes is the primary driver of remote

that apply)
) ) work efficiency is being superseded by the profound impact of schedule autonomy.
Flexible working hours 63%
While removing the commute is a significant factor for 41% of UAE & KSA
Elimination of commute time % professionals, a larger proportion (63%) cite flexible working hours as key. Crucially,
when drilling into the drivers of efficiency, 'greater autonomy and control over my
Fewer workplace distractions / quieter ... 31%

schedule' emerges as a distinct, powerful lever, particularly for younger

professionals (17% of 18-24 year olds citing it). This suggests that empowering

Accesstobetterdigital collaboration ... 26%
G employees to manage their own time, rather than simply removing a logistical
W" uki burden, unlocks deeper productivity gains and a stronger emotional connection to
their work, building on the prior finding that individual output correlates directly with
BASED ON A SURVEY OF 101 COMPLETED RESPONSES IN THE UAE & KSA. emotional connection.

STRATEGIC IMPLICATION

This finding directly impacts operational models and talent retention
strategies. It highlights that a rigid, office-centric view of productivity is
misaligned with employee drivers of efficiency. Focusing on granular control
over schedules, rather than just location flexibility, can enhance output, reduce
burnout, and improve employee engagement, thereby strengthening
competitive positioning in the talent market.

RECOMMENDED ACTIONS

o Implement core-hour frameworks that allow significant flexibility Q Pilot 'output-focused' performance metrics for teams where e Review existing digital collaboration tools to ensure they actively
outside of critical meeting times, empowering employees to self- schedule flexibility is highest, shifting management emphasis support asynchronous work and schedule management, rather
manage their daily schedules. from presenteeism to results. than solely facilitating real-time interaction.

execuTivE TAKEAWAY Empowering employee schedule control is a more potent efficiency driver than simply removing the commute.
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Well-Being & Cultural Cohesion

Younger Talent Capitalizes on Flexibility to Drive Major Work-Life Balance and Stress
Improvements
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Younger Talent Capitalizes on Flexibility to Drive Major Work-Life Balance
and Stress Improvements

Age Group Well-being Impact: Stress Levels
67% @ Improved/ Positive .. 67% 62% @ Improved/ Positive i.. 62%
0 @ Nochange 28% 0 @ Nochange 28%
Top VP
@ Worsened/ Negativei.. 6% @ Worsened/ Negativei.. 10%

DATA BASED ON 101 COMPLETED RESPONSES. SEGMENT SIZES FOR 55-64 (N=2) AND 45-54 (N=6) ARE SMALL AND SHOULD BE CONSIDERED DIRECTIONAL.

EXECUTIVE INSIGHT
Younger employees, particularly those aged 25-34, are experiencing significantly greater improvements in
stress and work-life balance due to remote work than their older counterparts. This group reports a 67%
positive impact on stress levels, compared to 62% for the 35-44 age bracket and only 50% for the 45-54
segment. This suggests that the autonomy afforded by flexible work arrangements is a more potent driver of
well-being for early to mid-career professionals. Their ability to better integrate personal needs with
professional demands is not just a personal benefit; it's a key differentiator in their engagement and potential
retention, directly impacting the efficiency gains noted previously. Understanding this age-specific benefit is

crucial for tailoring future work policies.

RECOMMENDED ACTIONS

o Implement a'flex-first' policy review, prioritizing

a Develop targeted manager training on supporting e Pilot a 'well-being champions' program within

STRATEGIC IMPLICATION
Leveraging younger talent's improved well-being through flexible work can
boost operational efficiency and reduce burnout-related attrition. This directly
impacts retention costs and the acquisition of experienced talent, as well as
enhancing the employer brand among a critical demographic.

o Review and potentially adjust talent acquisition
messaging to highlight genuine flexibility and

autonomy over strict hour mandates forroles
where feasible, to capture broader well-being
gains.

flexible work arrangements, focusing on output-
based performance metrics ratherthan
presenteeism, especially forteams with a high
proportion of younger staff.

younger employee cohorts to identify and scale
best practicesin stress management and work-
life integration.

work-life balance benefits, resonating with the
preferences of early-career professionals.

executive Takeaway Flexibility is a primary driver of well-being and efficiency gains, especially for younger talent in the UAE & KSA.
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Structured Team Syncs and Informal Virtual Touchpoints Anchor Remote
Organizational Culture

EXECUTIVE INSIGHT

Which of the following practices help you maintain a sense of connection with your

Preference clusters on "Virtual coffee chats or informal online meetings" at
colleagues? (Select all that apply)

49%, which means the decision resolves at one point rather than across a
Virtual coffee chats or informal online... 49%

basket of factors. "Regular structured team alignment syncs" trails by 9

Regular structured team alignment syncs 40% points, a gap that reflects a fixed hierarchy rather than a passing mood in

the sample. The remainder splits 76% between them, too little for any one of

Occasionalin-personsocial gatherings ... 39% . L .
them to carry an investment case or justify a standing workstream. The

conclusion for leadership is that advantage is built by going deeper on one

Active instant messaging channels (e.g... 28%

D factor rather than wider across the list, since breadth here spreads effort
None /1 do not feel the need for extra.. 9% without changing the outcome.

G

STRATEGIC IMPLICATION

On pricing, whatever premium the business can hold rests on
measurable performance in "Virtual coffee chats or informal online
meetings”, which means a discount cannot substitute for a shortfall
there. On investment priorities, money committed outside this factor
buys satisfaction rather than share, and satisfaction alone has never

moved a growth number.

RECOMMENDED ACTIONS

o Tie commercial team targetsto "Virtual coffee chats orinformal online meetings” e Freeze development on the lower-ranked factors until "Virtual coffee chats orinformal
performance rather than to campaign volume. online meetings”is measured weekly.

execuTive Takeaway Thereal contestis over "Virtual coffee chats or informal online meetings” alone, not over a basket of features.
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Voice of the Workforce

Employees Demand Result-Oriented Management Over Seat-Time Supervision
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Employees Demand Result-Oriented Management Over Seat-Time
Supervision

( ( EXECUTIVE INSIGHT
(13 (13
The splitin tone is not an even distribution — it leans clearly positive. What
Clearcommunication, regular check- eVl ywlidg aanvlg wolhol e . . . .
) ) J u“ 91 - o 8 . matters more than the size of each group is that the reasons for satisfaction
ins, and evaluating employees alled (Jolgi cilgsl p1ogi aliillg
based on results ratherthan hours ylad o Jac ajjgs cileaislg and the reasons for frustration attach to different things, so fixing complaints will
worked are essential for successtul aplillg gglelll not automatically produce advocates. Satisfied customers describe an
remote work. . . .
SURVEY RESPONDENT outcome they received, while frustrated ones describe a process they went
SURVEY RESPONDENT . . .. . .
L L through, and that is an operational distinction rather than a marketing one. The

consequence is that investment in the operating journey serves both groups,

(13 .
whereas promotional spend only ever serves one.

Companies should set regular check
ins cleargoals and use co//abor.at/on STRATEGIC IMENICATION
tools so employees know what is

expected and feel connected to the On customer experience, repeated process complaints point to a fixable

breakage that costs far less to repair than replacing the customers it
loses. On retention, leaving this tone unaddressed converts individual

team.

SURVEY RESPONDENT
\ frustration into a public reputation that is much harder to reverse later.

RECOMMENDED ACTIONS

a Add a short follow-up after every resolved complaint to measure recovery rather than a Put the open-comment summary in front of the weekly leadership meeting, not the
satisfaction. monthly pack.

ExecuTIVE TAKEAwAY Satisfaction comes from the outcome; frustration comes from the route toit.
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Strategic Synthesis

Five Core Realities Reshaping Regional Workforces
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Five Core Realities Reshaping Regional Workforces

Inyouropinion, why do companiesin the UAE/KSA choose to adopt
remote work models? (Select top 2)

' @ Toreduceoverhead and offi..
@ Toattractandretaintopt..

0)
4% @ Beliefthatitincreasesov..

Top
@ Toimprove employee satisfa..
@ Businesscontinuity and mod..
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54%
42%
33%
30%
18%

The strategic imperative for companies to
adopt remote work models is to reduce
overhead and office space costs, cited by 54%

of respondents.

To reduce overhead and office space
costs: 55 (54%)

n=101
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Five Core Realities Reshaping Regional Workforces

What do you think are the primary reasons some companiesin theregion

arereluctant to offerremote work? (Select top 2)

@ Lackoftrust/difficulty ..
@ Fearoflosingteamcollabo..
@ Datasecurity, privacy, and..

@ Traditional cultural prefer..
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@ Communication gaps and misa..

54%
45%
35%
22%
10%

The prevailing management concernis a
perceived lack of trust and difficulty
monitoring performance (54%), creating a
fundamental disconnect with employees who
overwhelmingly link efficiency to autonomy

and flexibility, not hours logged.

Lack of trust / difficulty in monitoring
employee performance: 55 (54%)

n=101
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Five Core Realities Reshaping Regional Workforces

The most efficient remote workers are also

i 0
How connected do you feel emotionally and professionally to yourteam the most connected, with 76% of those

and organization when working remotely? -5 reporting top-tier efficiency also reporting a

strong emotional connection to their teams,

“ underscoring that productivity and belonging
@5 76%

® 10% are not mutually exclusive.
@2 10%

Top

76% of top-efficiency respondents report
top-tier emotional connection (16 of 21)

n=101
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Five Core Realities Reshaping Regional Workforces

What are the key factors that support or boost your efficiency when
working remotely? (Select all that apply)

&
‘J

@ Flexible working hours

@ Elimination ofcommute time
@ Fewerworkplace distraction..
@ Accessto betterdigital co..

@ Greaterautonomyand contro..
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63%
41%
31%
26%
25%

While companies are adopting remote work
for strategic reasons like talent attraction
(42%), the primary driver remains operational
efficiency, as evidenced by the top employee-

cited factor being flexible working hours (63%).
Flexible working hours: 64 (63%)

n=101
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Five Core Realities Reshaping Regional Workforces

How hasremote workimpacted the following aspects of your personal
and professional well-being? - Work-life balance

' @ Improved/Positive impact

@ Nochange
@ Worsened/Negative impact

Remote Work Dynamics inthe UAE & KSA | Sentink Research

77%
17%
6%

Despite the clear benefits to employee well-
being, with 77% reporting improved work-life
balance, a significant portion of companies
still view remote work primarily through a
cost-saving lens (54% cite cost reduction as a
top driver), potentially missing broader talent

and productivity gains.
Improved / Positive impact: 78 (77%)

n=101
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Executive Action Plan

Strategic Roadmap for GCC Business Leaders
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7~ N
RECOMMENDATION 1 RECOMMENDATION 2
Transition Management to Outcome-Based Institutionalize Digital Cultural Touchpoints
Deliverables Mandate structured weekly alignment syncs paired with opt-in informal
Replace seat-time tracking with transparent objective key results and virtual touchpoints to sustain emotional cohesion in remote teams.
structured weekly output reviews to eliminate corporate trust barriers. Linked to: Peak employee productivity is functionally inseparable from strong
] ) - o emotional and professional alignment with team culture.
Linked to: Executive hesitation toward remote models stems from trust deficits and
monitoring challenges ratherthan infrastructure limitations.
~ N
RECOMMENDATION 3 RECOMMENDATION 4
Position Schedule Autonomy as a Talent Magnet Reinvest Overhead Savings into Digital Enablement
Embed flexible core-hour policies directly into regional talent acquisition Channel real estate cost reductions into advanced collaboration
frameworks to outperform competitors reliant on rigid office hours. software and periodic in-person strategic retreats.
Linked to: Enterprise remote policies are motivated primarily by corporate real Linked to: Enterprise remote policies are motivated primarily by corporate real
estate cost reductions ratherthan employee-centric well-being initiatives. estate cost reductions ratherthan employee-centric well-being initiatives.
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Thank you

This concludes the executive research report. We hope these insights support clearer decisions.

Remote Work Dynamics in the UAE & KSA

July 28, 2026

Sentink - Consumer Insights
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