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Abstract 

Over the last few years, remote work has gained grounds—it has shifted from being a temporary 

necessity during the COVID-19 pandemic to becoming a permanent feature of the contemporary 

workplace. The paper seeks to contribute to the literature of remote work by analysing its 

repercussions on employee motivation, which is one of the key drivers in employee relations. It 

examines how an altered work environment would influence intrinsic and extrinsic motivations, 

the latter focusing more specifically on job satisfaction, engagement, and resultant productivity 

attained. Based on the replication of existing scholarly literature and empirical research and the 

results of an online survey data collection instrument among remote workers in varying industries, 

the paper informs the comprehensive understanding of the nuanced relationship between remote 

work and employee motivation.  

 

Introduction 

The shift towards remote working, once reserved for select roles, has become increasingly 

prevalent and often the preferred mode of operation in today's globalised workforce. This 

transformation was accelerated by the COVID-19 pandemic, which compelled organisations to 

rapidly adapt to remote work as a necessary measure (Kramer & Kramer, 2020). The long-term 

effects of this transition on employee motivation are particularly concerning, as initial challenges 

such as technological adoption and overcoming communication barriers have been extensively 

debated (Chaudhary et al., 2022).Employee motivation is a critical factor in maintaining effective 

employee relations, influencing job performance, organisational commitment, and overall job 

satisfaction (Ryan & Deci, 2000). As remote working becomes more widespread, it is essential to 

explore how this work mode affects motivation to ensure sustained productivity and workforce 

engagement (Greer & Payne, 2022). 

 

Literature Review 

The literature on telecommuting is indeed extensive, with various studies providing a wide 

spectrum of views on the subject. However, one consistent theme across these studies is the 

identification of both the benefits and barriers associated with telecommuting. Herzberg's Two-

Factor Theory (1959) is particularly useful for understanding the motivational dynamics of remote 

work, as it divides motivators into intrinsic factors—such as recognition and responsibility—and 

extrinsic factors, like salary and job security. This framework offers valuable insight into the 

motivational impacts of remote work (Herzberg, 1959). Numerous studies have shown that remote 

work enhances intrinsic motivation, as it offers autonomy and flexibility—key factors contributing 

to job satisfaction. For example, Gajendran and Harrison (2007) found that remote work was 

positively associated with job satisfaction and negatively associated with work-related stress, 
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suggesting a direct link between telecommuting and improved employee well-being. Additionally, 

remote work can significantly improve work-life balance, further driving intrinsic motivation 

(Grant et al., 2013). 

However, while intrinsic motivation may increase, extrinsic motivation may be adversely affected 

by remote work. For instance, although telecommuters save time and money on commuting, they 

often experience reduced contact with colleagues and organisational culture, which could diminish 

the external rewards of being part of a cohesive team (Golden et al., 2008). 

 

Methodology 

This study employed a mixed-methods approach to provide a comprehensive understanding of 

how remote work affects employee motivation. The primary data was collected through an online 

survey, targeting three hundred (300) remote workers from various industries, including 

technology, finance, and healthcare. Additionally, qualitative insights were gathered from 

interviews conducted with HR professionals, aiming to understand the implications from an 

organizational leadership perspective. 

The survey was divided into three (3) core sections: 

i. Job Satisfaction: Participants were asked to rate their satisfaction levels on a Likert scale, 

focusing on aspects such as autonomy, work-life balance, and workload. 

ii. Engagement: Questions aimed at gauging the levels of emotional and intellectual 

engagement during remote work, considering both intrinsic and extrinsic motivational 

factors. 

iii. Organisational Support: Participants were surveyed on how support they felt by their 

organisations in terms of resources, communication, and opportunities for career 

advancement. 

The qualitative interviews with HR professionals served to contextualize the survey findings. HR 

insights provided a broader perspective on organisational strategies, training, and the perceived 

impact of remote work on long-term employee development. 

 

Data Analysis 

Quantitative Data: The quantitative data from the surveys were analysed using descriptive 

statistics and regression models to determine correlations between remote work and employee 

motivation factors. 

 

Descriptive Statistics: Of the three hundred (300) participants, 65% reported increased job 

satisfaction due to the flexibility and autonomy associated with remote work, while 20% felt 

disengaged from their teams and organisations. 

The data collected from three hundred (300) remote workers provides a broad view of how remote 

work impacts various dimensions of motivation. Below are key statistics from the responses: 

Survey Question Mean Standard Deviation 

Improved work-life balance 4.2 0.89 

Increased autonomy and flexibility 4.5 0.67 

Increased productivity 3.8 1.10 

Reduced work-related stress 4.1 0.95 

Disconnection from colleagues 3.4 1.20 
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Survey Question Mean Standard Deviation 

Hindered career advancement 3.6 1.00 

Regular communication with team 4.0 0.82 

Sense of organisational belonging 3.2 1.15 

Motivation to complete work remotely 4.0 0.90 

Table 1: Descriptive statistics for selected survey questions. 

 

Graphical Representation of Data 

This chart visually represents the mean values of how remote work affects job satisfaction, 

autonomy, productivity, stress, and connection with colleagues. 

 
Bar Chart: Impact of Remote Work on Various Factors 

 

i. The highest mean score (4.5) was for increased autonomy and flexibility, indicating that 

remote work greatly enhances these aspects. 

ii. The lowest mean score (3.2) was related to the sense of belonging to the organization, 

showing that employees feel somewhat disconnected from their workplace when working 

remotely. 

iv. Disconnection from colleagues (mean: 3.4) and career advancement concerns (mean: 3.6) 

also highlight potential challenges in remote work settings. 

 

Regression Analysis: Regression analysis showed that there was a significant positive correlation 

(r = 0.68, p < 0.05) between remote work and intrinsic motivation, particularly driven by job 

satisfaction and work-life balance. However, a weaker negative correlation (r = -0.35, p < 0.05) 

was observed between remote work and extrinsic motivation, specifically in areas such as career 

progression and social engagement. The regression analysis was conducted to assess the 
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relationship between various remote work factors (e.g., autonomy, communication, work-life 

balance) and job satisfaction. 

Predictor Variable Standardised Beta Coefficient (β) p-value 

Autonomy and flexibility 0.56 <0.01 

Work-life balance 0.43 <0.05 

Communication with team 0.29 <0.05 

Career advancement opportunities -0.35 <0.05 

Sense of belonging 0.22 <0.05 

Table 2: Regression results showing the influence of various remote work factors on job 

satisfaction. 

 

Graphical Representation of Data 

This line graph depicts the positive correlation between autonomy and job satisfaction. As 

autonomy increases, so does job satisfaction. 

 
Line Graph: Relationship Between Autonomy and Job Satisfaction 

i. Autonomy and flexibility emerged as the strongest predictor of job satisfaction (β = 0.56,  

p < 0.01). 

ii. Career advancement opportunities showed a negative impact on job satisfaction (β = - 

0.35, p < 0.05), highlighting a potential issue with extrinsic motivation in remote settings. 

iii. Work-life balance and communication with team had positive correlations with job  

satisfaction, reinforcing the importance of maintaining organisational support in remote work 

environments. 

 

Qualitative Data: The thematic analysis of the HR interviews highlighted the challenges of 

maintaining a cohesive organisational culture remotely. HR professionals noted that while 
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productivity often increased, career development opportunities diminished, with fewer chances for 

mentorship and networking. The HR professionals also reported that companies struggled with 

sustaining employee engagement over prolonged periods of remote work. 

 

Discussion 

The results of this research provide insightful perspectives on the impact of remote work on 

employee motivation, particularly from an industrial psychological lens. The findings are 

consistent with existing literature, which suggests that remote work has both positive and negative 

effects on various dimensions of motivation. 

 

Autonomy and Flexibility 

The study confirms that autonomy and flexibility are the most significant drivers of intrinsic 

motivation in remote work settings, echoing the findings of Gajendran and Harrison (2007). These 

scholars demonstrated that telecommuting positively correlates with job satisfaction, primarily due 

to increased autonomy and reduced work-related stress. The high mean score (4.5) for autonomy 

and flexibility from this study aligns with these observations, as remote workers tend to enjoy 

more control over their work schedules and environments, which enhances job satisfaction and 

reduces burnout. Herzberg's Two-Factor Theory (1959) further supports this finding, as it posits 

that intrinsic motivators such as responsibility and autonomy significantly impact job satisfaction. 

Remote work, by its very nature, promotes these intrinsic motivators by offering employees greater 

freedom in managing their tasks, which, in turn, fosters a higher sense of ownership and 

responsibility. 

 

Work-Life Balance 

The improvement in work-life balance observed in this study (mean: 4.2) also reflects trends 

identified in prior research. Grant, Wallace, and Spurgeon (2013) argue that remote work offers 

significant benefits in terms of work-life balance, allowing employees to manage both personal 

and professional responsibilities more effectively. The regression analysis in this study revealed a 

positive correlation between work-life balance and job satisfaction (β = 0.43, p < 0.05), which 

indicates that the ability to balance work and life responsibilities enhances overall motivation. 

However, the benefits of work-life balance must be contextualized within the broader framework 

of employee well-being. Although remote work offers flexibility, some participants in this study 

reported that this flexibility could blur the boundaries between personal and professional life. This 

challenge has been noted by Chaudhary, Bhatnagar, and Sharma (2022), who suggest that 

companies need to implement clear guidelines to help remote employees manage these boundaries 

effectively. 

 

Social Engagement and Organisational Belonging 

Despite the positive impacts on intrinsic motivation, the study highlights several areas where 

remote work negatively influences extrinsic motivation. For instance, the lower scores related to 

organisational belonging (mean: 3.2) and disconnection from colleagues (mean: 3.4) indicate that 

remote workers often feel isolated from their teams. Golden, Veiga, and Simsek (2008) similarly 

observed that telecommuting can reduce social interaction, leading to feelings of disconnection 

and a weakened sense of organisational culture. 

The regression analysis showed that career advancement opportunities had a negative impact on 

job satisfaction (β = -0.35, p < 0.05), suggesting that remote workers feel hindered in their ability 
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to progress within their organisations. This is consistent with the findings of Greer and Payne 

(2022), who noted that remote workers often experience fewer opportunities for networking and 

mentorship, which are essential for career development. 

 

Organisational Support 

One of the key findings of this study is the role of organisational support in mitigating some of the 

negative impacts of remote work. Regular communication with team members (mean: 4.0) and a 

sense of support from the organisation were positively correlated with job satisfaction. As Ryan 

and Deci (2000) explained through their Self-Determination Theory, employees require not only 

autonomy but also relatedness and competence to be fully motivated. Therefore, organisations 

must invest in communication tools and strategies that foster team cohesion and provide employees 

with opportunities to connect and collaborate. 

 

Implications for Practice 

From a practical standpoint, these findings suggest that organisations need to develop robust 

remote work policies that balance autonomy with organisational support. While the flexibility of 

remote work is highly valued, organisations must address the challenges of isolation and career 

progression. Implementing hybrid work models, where employees can experience both the benefits 

of remote work and the collaborative environment of an office, could be a viable solution. 

Additionally, HR professionals should focus on creating virtual opportunities for networking and 

mentorship to support career development for remote workers. As noted by Kramer and Kramer 

(2020), the COVID-19 pandemic has permanently altered the workplace landscape, and 

organisations must now adapt to sustain employee motivation in a hybrid or fully remote working 

environment. 

 

Conclusion 

From the analysis, it is evident that remote work has both positive and negative implications on 

employee motivation. While autonomy, flexibility, and work-life balance are enhanced, career 

advancement, organisational belonging, and social engagement are at risk of deterioration. These 

results suggest that companies need to adopt more structured approaches to career development 

and team engagement for remote workers. 

To address these gaps, future research should explore the effectiveness of hybrid work models and 

technology-driven communication tools such as VR/AR for virtual collaboration. Additionally, 

studying the long-term psychological impacts of remote work on employee well-being and career 

development will contribute significantly to this growing field of research. This comprehensive 

analysis can serve as a foundation for organisational leadership and HR professionals to design 

remote work policies that maintain employee motivation across all dimensions. 
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