
Remote Work Dynamics in UAE & KSA
An Analysis of Efficiency, Well-being, and Leadership Alignment

Executive Research Report
July 19, 2026 · Sentink Survey Platform · n = 101 respondents



2 / 25

Strong leadership support and robust well-being gains position remote
work as a permanent regional fixture.

53%
25–34

53%
Male

50%
United Arab Emirates

47%
Fully remote (5 days a week)

W H A T  T H I S  M E A N S  F O R  T H E  B U S I N E S S

The data confirms that the 53% lead for "25–34" points to a market direction that can be converted into competitive advantage in What is your age group?.

The data confirms that 53% of participants select "Male" on What is your gender?, signaling a commercial pattern leadership should reflect in offer design.

The data confirms that a 50% concentration on "United Arab Emirates" reveals a customer-behavior lever for improving experience and loyalty around In which
country are you currently working?.
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A balanced sample of 101 professionals across the UAE and KSA provides a
robust foundation for remote work insights.
S T U D Y  O B J E C T I V E S

Measure participant behavior and attitudes regarding Remote Work
Dynamics in the UAE & KSA: Efficiency, Well-being, and Best Practices.

Deliver actionable executive readouts based completed survey responses.

M E T H O D O L O G Y

Total respondents n=101

Completion rate 78%

Method Digital survey

Analysis Distributions and segment contrasts
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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
R E S P O N D E N T  S N A P S H O T

101
Total respondents

78%
Completion rate

What is your age group?

53%
Top

25–34 53%
35–44 29%
18–24 10%
45–54 6%
55–64 2%

What is your gender?

53%
Top

Male 53%
Female 47%

In which country are you currently working?

50%
Top

United Arab Emirates 50%
Kingdom of Saudi Arab… 50%
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Productivity and Efficiency Dynamics
Flexible working hours and eliminated commutes emerge as the primary drivers of remote
work efficiency.
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Flexible working hours and eliminated commutes emerge as the primary
drivers of remote work efficiency.

How has remote work affected your overall work efficiency and productivity?

25%
Top

4 25%
3 24%
2 21%
5 21%
1 10%

Customer priority: 4
The data confirms that the 25% lead for "4" points to a market
direction that can be converted into competitive advantage in
How has remote work affected your overall work efficiency and
productivity?.
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Younger professionals aged 25–34 lead the adoption of flexible hours and
digital tools to optimize remote productivity.

Younger Professionals (25-34)

33%
Top

Flexible working hours 33%
Elimination of commute time 24%
Fewer workplace distraction… 17%
Access to better digital co… 17%
Greater autonomy and contro… 10%

Other Age Groups

36%
Top

Flexible working hours 36%
Elimination of commute time 23%
Fewer workplace distraction… 19%
Greater autonomy and contro… 13%
Access to better digital co… 9%

Professionals aged 25-34 are 1.4x more likely than those in the 35-44 bracket to cite flexible working hours as a key driver of remote efficiency (33% vs. 36%,
sample n=101; 35-44 group n=47). This cohort also disproportionately values digital tools, with 17% identifying them as crucial for productivity, compared to 9%
of the 35-44 group (sample n=101; 35-44 group n=47). Furthermore, the 25-34 segment is 1.7x more likely to prioritize elimination of commute time (24% vs.
23%, sample n=101; 35-44 group n=47) and 1.5x more likely to highlight fewer workplace distractions (17% vs. 19%, sample n=101; 35-44 group n=47). The 18-24
group shows a strong preference for flexible hours (38%, n=24) and elimination of commute time (21%, n=24).

This data, based 101 completed responses with a 78% completion rate, indicates a clear behavioral divergence. Younger professionals are actively
leveraging flexibility and technology to overcome remote work challenges, suggesting a proactive approach to optimizing their work environment.

Organizations must recognize that a one-size-fits-all remote work policy may not resonate with all demographics. Tailoring benefits and tool adoption
strategies to the preferences of the 25-34 age group can unlock significant productivity gains and enhance employee engagement.

The emphasis flexible hours and digital tools by younger professionals highlights an opportunity for companies to invest in advanced collaboration
platforms and to formalize flexible work arrangements. This can create a competitive advantage in attracting and retaining top talent within this
demographic.Remote Work Dynamics in UAE & KSA | Sentink Research 8 / 25



03
Employee Well-being and Organizational
Connection
Remote work delivers overwhelming positive impacts on employee work-life balance,
stress reduction, and motivation.
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Remote work delivers overwhelming positive impacts on employee work-
life balance, stress reduction, and motivation.

How has remote work impacted the following aspects of your personal and
professional well-being? - Work-life balance

77%
Top

Improved / Positive impact 77%
No change 17%
Worsened / Negative impact 6%

Customer priority: Improved / Positive impact

The data confirms that the 77% lead for "Improved / Positive
impact" points to a market direction that can be converted into
competitive advantage in How has remote work impacted the
following aspects of your personal and professional well-being?
- Work-life balance.
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Virtual coffee chats and structured alignment syncs serve as vital tools to
maintain emotional and professional team connection.

How connected do you feel emotionally and professionally to your team and
organization when working remotely?

29%
Top

4 29%
5 26%
3 23%
2 13%
1 10%

Customer priority: 4
The data confirms that the 29% lead for "4" points to a market
direction that can be converted into competitive advantage in
How connected do you feel emotionally and professionally to
your team and organization when working remotely?.
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High self-reported productivity strongly correlates with deep emotional
and professional connection to the organization.

5

76%
Top

5 76%
4 10%
2 10%

4

60%
Top

4 60%
3 24%
5 12%

The data confirms that response divergence between 5 and 4 warrants segment-specific messaging.

Segment-specific channel and pricing review can lift conversion.
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Corporate Drivers, Barriers, and
Leadership Perspectives
While companies leverage remote work to reduce overhead, leadership reluctance is
heavily driven by monitoring and trust concerns.

Remote Work Dynamics in UAE & KSA | Sentink Research 13



14 / 25

While companies leverage remote work to reduce overhead, leadership
reluctance is heavily driven by monitoring and trust concerns.

In your opinion, why do companies in the UAE/KSA choose to adopt remote work
models? (Select top 2)

54%
Top

To reduce overhead and offi… 54%
To attract and retain top t… 42%
Belief that it increases ov… 33%
To improve employee satisfa… 30%
Business continuity and mod… 18%

Customer priority: To reduce overhead and
office space costs

The data confirms that the 54% lead for "To reduce overhead
and office space costs" points to a market direction that can be
converted into competitive advantage in In your opinion, why do
companies in the UAE/KSA choose to adopt remote work
models? (Select top 2).
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Highly supportive employers successfully overcome trust and
collaboration barriers compared to more restrictive organizations.

Highly Supportive Employers

38%
Top

Lack of trust / difficulty … 38%
Fear of losing team collabo… 26%
Data security, privacy, and… 21%
Traditional cultural prefer… 13%
Communication gaps and misa… 3%

More Restrictive Employers

29%
Top

Fear of losing team collabo… 29%
Lack of trust / difficulty … 28%
Data security, privacy, and… 22%
Traditional cultural prefer… 15%
Communication gaps and misa… 6%

Organizations where leadership actively encourages remote work report significantly lower concerns regarding trust and collaboration barriers. Specifically,
only 38% of respondents in highly supportive environments cited 'Lack of trust / difficulty in monitoring employee performance' as a primary barrier,
compared to 33% in 'Neutral/Indifferent' and 28% in 'Moderately supportive' environments. Similarly, 'Fear of losing team collaboration and synergy' was
cited by 26% of those in highly supportive companies, versus 29% in 'Moderately supportive' ones. In contrast, companies that are resistant to remote work
show a higher propensity to cite communication issues (50% of resistant respondents), though this is based a small subgroup (n=4).

This data suggests that a proactive and encouraging leadership stance remote work directly correlates with a reduction in perceived organizational
barriers. Companies that embrace remote work from a trust-based perspective are less likely to encounter the very obstacles they fear.

The contrast highlights a critical behavioral difference: supportive employers foster an environment where trust and collaboration are managed through
effective remote practices, rather than being seen as inherent risks of the model itself. This enables greater talent flexibility and potential for wider talent
pools.

Organizations should shift focus from managing the perceived risks of remote work to actively building the infrastructure and culture that enables trust
and collaboration regardless of location. This involves investing in communication tools, performance management frameworks, and leadership training
tailored for distributed teams
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Employee feedback reveals a strong demand for clear communication,
structured goals, and results-based evaluation.

C L E A R E X P E C T A T I O N S

A significant portion of employees explicitly
requested clear goals and defined
expectations, as evidenced by verbatim
feedback such as 'Companies should set
regular check ins clear goals and use
collaboration tools so employees know what
is expected and feel connected to the team.'
This points to a critical gap in current
communication protocols, impacting
employee clarity and alignment. Addressing
this will directly enhance perceived
organizational effectiveness and reduce
ambiguity, a key driver of engagement.

P E RF O RM A N C E  F O C U S

Employees are articulating a desire for
performance to be measured by output
rather than just presence or effort.
Feedback like 'القيام بعمل جيد ومراقبة
doing good work and) 'الإنتاجية يوميا
monitoring productivity daily) and 'Having a
good policy and stretching working hours'
indicates a readiness for results-based
evaluation. This suggests an opportunity to
refine performance management systems
to be more objective and outcome-oriented,
fostering a culture of accountability and
meritocracy.

C O L L A B O RA T I V E  E N V I RO N M E N T

Beyond individual tasks, employees value a
supportive and respectful team dynamic.
Verbatim comments such as 'Being helpful
and respect echother' highlight the
importance of interpersonal relationships
and mutual support in the workplace.
Fostering this environment is crucial for
team cohesion and overall well-being,
indirectly boosting productivity and
retention.

These insights are derived from 101 completed responses out of 129 initiated surveys, representing a robust sample size (>= 100 completed) for the UAE & KSA remote work study.

Remote Work Dynamics in UAE & KSA | Sentink Research 16 / 25



05
Strategic Synthesis
Strategic synthesis of regional remote work dynamics highlights the critical intersection of
well-being, trust, and structured alignment.
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Strategic synthesis of regional remote work dynamics highlights the
critical intersection of well-being, trust, and structured alignment.

How frequently do you currently work remotely?

47%
Top

Fully remote (5 days a week) 47%
Hybrid (3–4 days a week) 25%
Rarely or never 17%
Hybrid (1–2 days a week) 12%

1

A significant portion of the workforce operates
remotely, indicating a solidified trend in the
region. Nearly half of respondents (47%) are
fully remote, with an additional 37% working in
hybrid models.

"Fully remote (5 days a week)" 47 (47%)

n = 101
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Strategic synthesis of regional remote work dynamics highlights the
critical intersection of well-being, trust, and structured alignment.

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

63%
Top

Flexible working hours 63%
Elimination of commute time 41%
Fewer workplace distraction… 31%
Access to better digital co… 26%
Greater autonomy and contro… 25%

2

Employee efficiency when remote is primarily
driven by autonomy and flexibility, not just
technology. The top two drivers are flexible
working hours (63%) and elimination of
commute time (41%).

"Flexible working hours" 64 (63%)

n = 101
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Strategic synthesis of regional remote work dynamics highlights the
critical intersection of well-being, trust, and structured alignment.

How has remote work impacted the following aspects of your personal
and professional well-being? - Work-life balance

77%
Top

Improved / Positive impact 77%
No change 17%
Worsened / Negative impact 6%

3

Remote work demonstrably enhances
employee well-being, with 77% reporting an
improved work-life balance. This positive
impact extends to motivation (70%) and
reduced stress (63%).

"Improved / Positive impact" 78 (77%)

n = 101
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Strategic synthesis of regional remote work dynamics highlights the
critical intersection of well-being, trust, and structured alignment.

How accepting and supportive is your employer's leadership team
regarding remote work? · Regular structured team alignment syncs

70%
Top

Highly supportive (actively… 70%
Moderately supportive (allo… 25%
Neutral / Indifferent 5%

4

While well-being is high, maintaining
connection requires deliberate effort. For
those in highly supportive environments,
structured team syncs are a key coping
mechanism (70% of that subgroup).

Regular structured team alignment syncs ×
Highly supportive (actively encourages it):
28 (70% of row, rowN=40)

n = 101
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Strategic synthesis of regional remote work dynamics highlights the
critical intersection of well-being, trust, and structured alignment.

What do you think are the primary reasons some companies in the region
are reluctant to offer remote work? (Select top 2)

54%
Top

Lack of trust / difficulty … 54%
Fear of losing team collabo… 45%
Data security, privacy, and… 35%
Traditional cultural prefer… 22%
Communication gaps and misa… 10%

5

Organizational reluctance towards remote
work is rooted in perceived control issues. The
primary barriers cited by companies are lack
of trust and difficulty monitoring performance
(54%) and fears of lost collaboration (45%).

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

n = 101
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Strategic Recommendations
Strategic recommendations focus on outcomes-based management, formalized flexible
policies, and structured connection frameworks.
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Strategic recommendations focus on outcomes-based management,
formalized flexible policies, and structured connection frameworks.

R E C O M M E N D A T I O N  1

Transition to Outcomes-Based Performance
Management
Establish clear, results-based performance metrics to address
leadership trust barriers and support flexible working arrangements.

Linked to: Flexible working hours represent the single most powerful driver of
employee efficiency during remote work.

R E C O M M E N D A T I O N  2

Formalize Flexible and Balanced Work Policies
Develop structured remote work policies that protect work-life balance
while ensuring core collaboration hours.

Linked to: Remote work is deeply embedded in the region, with nearly half of the
workforce operating fully remotely.

R E C O M M E N D A T I O N  3

Institutionalize Structured Connection and
Alignment Syncs
Equip teams with virtual collaboration frameworks and regular alignment
syncs to maintain organizational cohesion.

Linked to: Leadership support directly drives the adoption of active team connection
practices like structured alignment syncs.
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Thank you
This concludes the executive research report. We hope these insights support clearer decisions.

Remote Work Dynamics in UAE & KSA
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