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Abstract 

Remote working plays a major role in organizations since it brings both advantages and 

disadvantages for both employees and employers. It is broadly described as a situation in 

which employees work mainly from home or other remote location while they communicate 

with their employers through technology tools (Azimov, 2020). During the pandemic crisis, 

remote working was quickly established across most organizations. Remote working is 

directly related with the employees’ job satisfaction and so, it is worthy identifying its 

consequences and acting accordingly. Job satisfaction is simply defined as an individual’s 

feeling towards his or her job that can be either positive or negative (Ankenman & Nelson, 

2012; Schermerhorn et al., 2012; Smith, 1969). This study examines the relationship between 

the experience of remote working and the levels of job satisfaction across employees within 

the Cypriot context during the new environment that Covid-19 created. Sixty participants 

took part in an online survey and their responses were further analyzed. In the survey, the 

levels of job satisfaction were measured in relation with the employees’ remote location. 

Consistent with some of the existing studies, a positive relationship between remote working 

and job satisfaction was found.  
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Remote Working and Job Satisfaction during Covid-19 

Literature review 

Definition of remote working 

 Remote working has been introduced in the early 2000s (Xiao et al., 2020) but during 

the new environment caused by Covid-19 pandemic, it has been necessarily adopted in most 

of peoples’ lives. Organizations during the pandemic, had to adopt working from home 

arrangements immediately to adjust to the new situation. However, remote working was 

being used even before the pandemic and has been increasing throughout the years. 

According to Eurofound (2010), in 2010 only 20% of European workers were working 

remotely, but in 2015 the percentage reached approximately 30% (Eurofound & ILO, 2017). 

In addition, according to the Global Workplace Analytics, since 2009, the number of people 

working remotely (working from home) has increased by 159% (Steward, 2021). So, even 

before the pandemic, remote working was well introduced to peoples’ lives. This progression 

was becoming more common due to the technology development in the workplace 

(Caramela, 2017). However, after the first lockdown during Covid-19 which was enforced 

across the world, from about 12% of the staff working from home, increased to almost 100% 

(Clews, 2021). Not all employees can adjust easily to the new unexcepted way of working 

and for some jobs, remote working is not suitable (CIPD, 2021). Nevertheless, it has also 

been suggested that by 2028, 73% of the departments across different industries will be 

working remotely (Steward, 2021). It is clear that the new environment caused by the 

pandemic has brought to the surface many issues and new ways of working for both 

employers and employees (Diab-Bahman & Al-Enzi, 2020; Modgil, 2020). Thus, it is 

important to consider all the issues caused by the pandemic and take the necessary actions. 
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 At this point, it is necessary to define what remote working is and what are its 

consequences. Remote working, also called telecommuting or telework, is described as the 

working style that allows employees to work from home or other places outside of their 

business’ premises (Cambridge Dictionary, 2021). Long ago, remote working was defined as 

a work arrangement in which employees can perform their work duties and responsibilities 

outside their company’s premises while being supported by the necessary equipment (Fitzer, 

1997). Although the definitions of remote working have been discussed for many years 

(Madsen, 2011; Sullivan, 2003), the most accurate point is that regardless of the location, the 

work can be completed anywhere at any time (Wiesenfeld et al., 2001). This was further 

analyzed by Kurland and Bailey (1999a) who have been among the first researchers who 

defined teleworking as “working from anywhere at any time” and they divided in into four 

types (home-based, satellite office, neighborhood work center, mobile). Telecommuters or 

remote workers are allocating their work time between their home location and their business 

premises (Golden et al., 2006; Madsen, 2003; Nuwer, 2016).  

 Additionally, the term “telework” is being mostly used as “telecommuting” or “virtual 

work” (Gajendran & Harrison, 2007; Siha & Monroe, 2006). Remote workers can work from 

whatever location they want but still, they need to meet their personal and business needs 

(Kolb et al., 2008). Similarly, according to CIPD (2016), remote working is a flexible 

working practice which gives the opportunity to employees to choose when, where, what 

time and for how long they can work. The work duties and responsibilities are carried out like 

they were at the traditional office space, but the difference is that employees work from 

whenever location they want and in their own pace. Mostly, the location is the employees’ 

home, but the choice is up to employees. Ross (2016) has recently reported that remote 

workers are working in a remote location, and they do not have a centralized work location 

owned and operated by their companies and so, the connections to their employers vary 
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significantly. This flexibility provided to employees holds many consequences that can be 

either positive or negative. Both employees and employers should be critical and skeptical 

when using and providing, respectively, these flexible practices. However, in the next section 

the general consequences of remote working will be further explained.  

Consequences of remote working 

 Remote working has dramatically changed the nature of work and its consequences 

are obvious on both employees and employers. In general, there are both positive and 

negative points of remote working across the workplace, ranging from flexible working hours 

and increased job satisfaction to feelings of loneliness and poor communication (CIPD, 2021; 

Eddleston, & Mulki, 2017; Grant et al., 2013; Staples, 2001; Wheatley, 2017). These findings 

will be briefly explained in the current section.  

 To start with, remote working has many advantages for organizations. It is mostly 

perceived as a way in which organizations can offer flexible working practices to their 

employees and consider their well-being and work-life balance while also, reducing 

organizational costs (Lewis & Cooper, 2005). For example, companies do not need huge 

premises for their employees which result to a lower cost of construction and maintenance. 

This flexible work arrangement provides employees with the opportunity to work from 

remote locations, like their home, which is equipped with the necessary technological tools 

(Caillier, 2012). This opportunity helps employees to cope with the daily demands of their 

work and family domains and so, manage to reduce the conflict between these two 

environments (Rau & Hyland, 2002; Stephens & Szajna, 1998). Individuals through remote 

working are able to set their time schedule and work in their own pace while they can control 

any interruptions that might occur (Stadtlander et al., 2017). Indeed, it was found that there 

are lower distractions for people who are working from home than those who work at the 
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office (Kelliher & Anderson, 2009). Through that specific study, it was found that remote 

workers were found to be more satisfied and committed to their jobs and organizations, while 

being able to achieve a greater work-life balance than those who were traditionally working 

from the office (Kelliher & Anderson, 2009). These findings were also confirmed through 

other studies that found higher levels of overall job satisfaction for remote workers (Bloom et 

al., 2015; Hill et al., 1998; Hyman & Summers, 2004; Igbaria & Guimaraes, 1999) and higher 

organizational commitment (Grover & Crooker, 1995; Roehling et al., 2001). However, the 

international studies and results were conducted under different circumstances than the 

Covid-19 crisis. Remote working was provided as a flexible practice by their company for the 

purposes of the above studies while during Covid-19, employees were forced to work 

remotely. So, further research is needed. 

 Despite the positives, several negative points of remote working are reported. The 

new remote working environment as mentioned above, was suddenly adopted because of the 

pandemic which led to a big crisis since organizations were not well prepared for this work 

arrangement. Due to the limited information that the organizations had before the emerged 

adaptation of remote working, employees had mixed feelings. The stress levels were 

increased, training and development programs became necessary, while new practices were 

required to help employees and employers easily adjust and succeed in the new working 

conditions (Mello, 2007; Stadtlander et al., 2017; Taskin & Bridoux, 2010). Also, due to the 

many family demands caused by the greater accessibility and proximity, conflict has been 

increased (Igbaria & Guimaraes, 1999; Kurland & Bailey, 1999b) while other findings 

support no effect on work–life balance (Hill et al., 1998; Nuwer, 2016). In addition, 

individuals who work from home were found to be working for longer hours and harder and 

this can be explained through the fewer workplace distractions that are limited when working 

from home (Kelliher & Anderson, 2009). Also, remote workers reported negative feelings 
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and social isolation due to the disconnection from their co-workers (Fonner & Roloff, 2012; 

Pinsonneault & Boisvert, 2001).  

 A recent study by Kłopotek (2017) also found some main advantages and 

disadvantages of remote working. The main advantages of the study were consisted of the 

flexible working hours, the ability to save time and design the best possible workplace (i.e., 

furniture, temperature, music and background effects), being independent while being able to 

take care of children or people with disabilities in relation to when working from the office. 

In contrast, the main disadvantages were the difficulty of separating the home and the 

professional matters, and the feeling of loneliness and social isolation. Furthermore, a recent 

study by Aczel et al. (2021) found some mixed findings of the consequences of remote 

working. Firstly, it was found that the pandemic decreased the work efficiency for 47% of the 

employees while 23% were reported to be more efficient during remote working.  

 Therefore, it is clear through the international literature findings that remote working 

raises two major issues (Bloom et al., 2015). Firstly, it is being questioned if it is a useful 

practice to raise the employees’ productivity and motivation while also helping organizations 

to increase their profits. This question is not answered yet, thus, further research is needed. 

Because of the inconsistency through the existing studies, the remote working practices vary 

across and within industries. For example, some airlines allow their employees to work 

remotely while others do not see its benefits. The second major issue is regarding the work-

life balance. It is still questionable if employees manage to achieve a balance between their 

work and personal life environment. However, the advantages and disadvantages of remote 

working will be described in greater detail in the next section. 
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The advantages of remote working  

 Models explaining the advantages of remote working. Remote working when 

provided as a flexible working practice is defined as a ‘win-win’ situation where both 

employees and employers benefit (Felstead & Henseke, 2017). For employers, remote 

working is more cost effective since employees work from home and they do not use the 

company’s tools. For employees, the levels of job satisfaction and commitment tend to be 

higher due to remote working. This can be explained by social exchange theory (Blau, 1964; 

Gouldner, 1960) since remote workers feel more enthusiastic and committed to their 

organization, their job satisfaction levels are higher and so, they are able to consume more 

effort in their work tasks (Felstead & Henseke, 2017). Moving on, drawing from Hackman 

and Oldham’s job characteristics model (1980), remote working is believed to provide 

benefits to employees. Working away from the traditional office space will offer higher 

autonomy, motivation and more control over when and how the work is performed (Feldman 

& Gainey, 1997). In line with this model, Sparrow (2000) stated that the work location can 

impact employees’ psychological contract. For example, employees who are allowed to work 

remotely, perceive that their organization trusts them, and this flexible practice of remote 

working is viewed as a gesture of kindness and appreciation. Employees who are able to 

work from home represent the privileged employees who are being provided with high trust 

relationships and higher autonomy (Sparrow, 2000).  

 The advantages of remote working on employees and organizations will be explained 

further below.  

 Employees’ advantages. To start with, findings support higher levels of job 

satisfaction for remote workers in comparison with employees who work in their office space 

(Kelliher & Anderson, 2010; Madsen, 2011). Remote working is found to be associated with 
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happier employees and indeed, it was agreed through a study that 77% of the respondents 

would be happier if they keep working remotely after the pandemic (Celano, 2021). The fact 

that employees tend to be happier when working from home, can be explained by the 

flexibility that employees have in allocating their own time and determining their work and 

leisure activities (Reuschke, 2019). Thus, due to the greater autonomy and flexibility that 

employees have to complete their duties, greater job satisfaction is reported (Baltes et al., 

1999; Golden & Veiga, 2005). Also, using the BHPS survey, it was found that remote 

workers are more satisfied with their jobs in comparison with the ones who work from the 

traditional workplace (Wheatley, 2012). This can also be explained due to the flexibility of 

working at home while being able to complete other tasks related with the family domain 

(Wheatley, 2012).  

 Furthermore, individuals who work remotely, have a positive impact on their job 

satisfaction levels (Belanger, 1999; Dubrin, 1991; Norman et al., 1995) and they are more 

able to satisfy their personal needs by adjusting their working schedule (Baltes et al., 1999; 

Pierce & Newstrom, 1980, 1983). Therefore, it was found that the stress levels are lower 

since employees are not working under pressure as they did from their traditional office space 

(Clarke & Holdsworth, 2017; Guimaraes & Dallow, 1999; Sardeshmukh et al., 2012). Last 

but not least, according to Dery and Hafermalz (2016), it was found that the sense of 

belongingness can be enhanced through teleworking. More specifically, their findings suggest 

that through new technologies and new practices, remote workers can establish this sense of 

belonging by participating remotely in various organizational activities.  

 Remote working has also helped both employees and employers to achieve a balance 

between their work and personal life domains (Duxbury et al., 1992; Golden & Veiga, 2005; 

Riley & McClosky, 1997; Toscano & Zappala, 2020). Many studies have found that remote 
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working enhances the work-life balance of employees (Hilbrecht et al., 2008; Hill et al., 

1998; Sullivan & Lewis, 2001). Indeed, it was suggested that the more the employees work 

remotely, the more they will be able to satisfy their personal and organizational needs and so, 

reducing the chances of work-family conflict (Allen et al., 2015; Ergeneli et al., 2010; 

Gajendran & Harrison, 2007; Golden & Veiga, 2005). By working remotely, employees are 

more able to take a break from their duties and focus a bit on their family responsibilities 

such as cooking, cleaning and taking care of their children. In this way, they are able to 

achieve a healthier lifestyle in which both the work and family domains are considered (Xiao 

et al., 2020). It was also found that remote workers tend to be better able to achieve higher 

levels of work-life balance in comparison, with the traditional office workers (Hill et al., 

2003).  

 Organizational advantages. Not only employees benefited from these flexible 

working arrangement, but also organizations reported higher financial performance, lower 

costs and better job quality (Caillier, 2011; Cooper & Kurland, 2002; Dex et al., 2001; 

Fonner & Roloff, 2010). Literature findings report that employees who work from home, 

have higher productivity levels and motivation (Belanger, 1999; Binder & Coad, 2016; 

Eaton, 2003; Felstead & Henseke, 2017; Hill et al., 2003; Konrad & Mangel, 2000; 

Wheatley, 2017) and so, they can complete their work tasks in the best possible manner. 

Working from home is a motivator for employees and so, they are more willing to work extra 

hours and complete their tasks. Indeed, according to Clarke and Holdsworth (2017), by being 

provided such a flexible working practice, employees are more committed and willing to 

“give back” to the organization. The fact that employees are more productive, can be 

explained due to the absence of the workplace distractions when working remotely. There is 

no time wasted on communicating with co-workers but still employees can chat with their 
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colleagues (text, email, call) while they are not interrupting their tasks (Erikson & Petrosian, 

2020).  

 Indeed, it was found that the employees’ performance went dramatically up, and it 

was explained by the fewer breaks and time off and the increase in working hours due to the 

greater convenience of working remotely (Bloom et al., 2015; Clarke & Holdsworth, 2017). 

Additionally, the higher performance can be explained through the fewer absences and the 

less sick days among remote workers (Bloom et al., 2015, Choudhury et al., 2019). 

Employees are more flexible to choose when to work according to the hours that are more 

productive (Xiao et al., 2020) while being able to avoid distractions from co-workers (Kim & 

De Dear, 2013). Employees have the control of environmental factors that might improve 

their productivity such as the temperature, air quality, noise and lightning. They can also set 

up their working from their workspace in a way that makes them more productive and 

engaged. These factors can improve the employees’ physical and mental health of remote 

workers (Xiao et al., 2020). 

 To sum up, remote working can have both direct and indirect benefits for 

organizations (CIPD, 2021). The direct savings include the lower costs due to the savings on 

office space and services of the company as a result of employees’ lower physical presence in 

the business premises. The indirect benefits include higher levels of employee job satisfaction 

and well-being, which lead to greater productivity and employee morale (Kelliher & 

Anderson, 2010). Indeed, employees do not perceive working overtime as something bad 

since they are more satisfied, motivated and engaged and they are willing to work longer 

hours to achieve their tasks (CIPD, 2021; Kelliher & Anderson, 2010). Thus, by offering 

remote working, organizations can attract and retain the best employees who are also loyal 

and committed to them (Branine, 2003; Rau & Hyland, 2002; Grover & Crooker, 1995; 
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Roehling et al., 2001) while they have reduced scores of absenteeism (Dalton & Mesch, 

1990).   

The disadvantages of remote working 

 In addition to the above, there are also many negative points of remote working which 

will be explained in detail in the current section. There are companies like Hewlett-Packard 

Development Company (HP) who strongly believe that remote working is not so beneficial. 

Specifically, it was stated that a culture of collaboration and engagement is needed, that can 

only be achieved by having the employees working from the offices (Hesseldahl, 2013).  

 Employees’ disadvantages. Some findings report a negative relationship between 

remote working and job satisfaction and specifically, due to the work intensity and the longer 

hours that were found during remote working, lower levels of job satisfaction were reported 

(Chapman et al., 1995; Cooper & Kurland, 2002; Huws et al.,1990). Firstly, this can be 

explained due to the poor communication and the decrease of the face-to-face interactions 

(Kelliher & Anderson, 2009; Pool, 1990; Yap & Tng, 1990), which led to many negative 

thoughts and feelings (Orhan et al., 2016). Similarly, according to Bentley et al.’s research 

(2016), due to the greater stress levels and the social isolation, employees were feeling less 

satisfied with their job. Also, employees through remote working, tend to miss the social 

context of their traditional work (Chevron & Primeau, 1996; Cooper & Kurland, 2002; 

Gajendran & Harrison, 2007; Golden et al., 2008; Kurland & Cooper, 2002; Siha & Monroe, 

2006). Thus, through the above studies (Bentley et al., 2015; Orhan et al., 2016) a negative 

association between social isolation and job satisfaction was found.   

 Furthermore, many consequences on employees’ mental health were reported. 

Specifically, according to Campione (2008), depression and remote working were positively 

correlated, which was found to be a result of the limited social interactions with co-workers 
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that was explained above. These findings can be also explained by Baumeister and Leary 

(1995) who suggested that social interaction is a basic human need, and it is an important 

motivator. When it comes to the workplace, employees want to be included in their 

organization by feeling a sense of belonginess and by being invited to participate (Hayes et 

al., 2002). This is called workplace inclusion and when it does not exist, it has many negative 

outcomes like high turnover rate, lower job satisfaction and lack of engagement (Baumeister 

& Leary, 1995; Golden, 2006; Greenhaus et al., 1990).  

 Many negative feelings were also reported in relation to remote working like higher 

anxiety and stress, loneliness and negative symptoms on the employees’ physiological health 

(Baumeister & Tice, 1990; DeWall & Baumeister, 2006; Jones, 1990; Kim & De Dear, 2013; 

Mann & Holdsworth, 2003; Stephenson & Bauer, 2010; Weinert et al., 2015). Especially for 

the employees who were living alone, higher rates of social isolation and depression were 

found (Mann & Holdsworth, 2003; Tavares, 2017). Furthermore, during the pandemic, 

remote workers experienced a decline in their overall physical and mental health by reporting 

many new health issues (Xiao et al., 2020). In the specific study, 66% of the employees 

reported one or more new issues related to their physical health while 75% of the employees 

reported at least one mental health issue (Xiao et al., 2020). This can be explained by another 

study that showed that the online social interaction was not sufficient enough in reducing the 

feelings of loneliness (Ozcelik & Barsade, 2018; Wright & Silard, 2020). 

 Last but not least, greater difficulty in achieving a balance in their everyday lives was 

found because of the increased work pressure that remote employees have (Russell et al., 

2009). Specifically, it was found that employees were experiencing higher work intensity 

since they were working for longer hours (Hill et al., 1998). As a result, they were feeling 

more stressed, exhausted and overloaded with work (Hill et al., 1998; Konradt et al., 2003; 
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Russell et al., 2009; Towers et al., 2006). Similarly, due to the longer exposure to their 

computer screen, remote workers also reported higher fatigue, headaches and tiredness 

(Majumdar et al., 2020). Even in high stress jobs, employees might experience difficulty in 

escaping work, mentally or physically (Russell et al., 2009) which can lead to greater work 

intensity. Further to the above, Evanoff et al. (2020), reported that remote workers have 

found it difficult to set clear boundaries between their work and life boundaries, which made 

them feel stressed and anxious.  

 Additionally, Roster and Ferrari (2020) noted that because employees spend much 

time working at home, their performance is influenced by both the work and the home 

environment. If there is conflict at home, such as many distractions, then employees will be 

less motivated, productive and healthy (Dao & Ferrari, 2020). Specifically, parents who were 

working remotely, found it really difficult to work while having to take care of their children 

(Cramer & Zaveri, 2020). In addition, there were cases of parents who could not complete 

their tasks during the day and so, the fewer had to sleep fewer hours and work at nights when 

their kids were sleeping since there were no interruptions then (Thompson, 2020). It can be 

concluded that due to the greater work intensity and exhaustion that was mentioned above, 

employees were experiencing difficulties in achieving work-life balance (Morganson et al., 

2020) and higher rate of conflict between their work and life environment (Allen et al., 2015; 

Gajendran & Harrison, 2007; Hartig et al., 2007; Marsh & Musson, 2008; Toscano & 

Zappala, 2020). Thus, considering the above findings, it can be easily hypothesized that the 

general well-being of remote employees can be influenced. 

  Organizational disadvantages. Remote workers, across many studies, were found to 

be less productive, motivated and engaged. Generally, it was stated by Khan (2015) that the 

different working environments influence employees’ productivity. So, remote working as a 
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new working environment has led to decreased engagement and productivity across the 

organization (Adkins, 2015; Allen et al., 2015; Greer & Payne, 2014; Van Yperen et al., 

2014). Specifically, more than half of the US employees were working remotely but their 

levels of engagement were too low (Dvorak & Sasaki, 2017). This was explained due to the 

limited visibility within the company that the remote workers had (Gajendran et al., 2015) 

and the feelings of isolation explained above (Van Yperen et al., 2014). Similarly, it was 

agreed by 80% of the managers across 24 different countries that employees working from 

home usually perform worse that the office-based employees (Parker et al., 2020).  

 Additionally, it was found that procrastination (decisional and behavioral) was higher 

during remote working and monitoring was important to keep carrying on (Ferrari et al., 

2021; Wang et al., 2020). As a result, employees were more emotionally exhausted and less 

satisfied with their duties while there were higher employee-related job tensions (Ferrari et 

al., 2021). In addition, stress was an important factor that influences the levels of 

productivity, motivation and engagement (Imtiaz & Ahmad, 2009). Companies do not want 

employees who are not engaged and motivated for their jobs since their productivity levels 

will be decreased (Azimov, 2020). It was identified that due to the unexpected change of 

environment caused by the pandemic, employees’ productivity was affected and so, their 

performance (Azimov, 2020). Good communication and preparation is related with 

productive and motivated employees and under such crisis, employees were unprepared and 

isolated by working from home. Thus, employees when working from home, had decreased 

productivity, motivation and engagement, which led to poor organizational performance 

(Azimov, 2020). 

 As mentioned above, poor communication among employees was reported. 

Specifically, since employees had to adjust to the new online environment (chat, calls, 
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emails), the face-to-face interactions were limited across the organization (Kelliher 

& Anderson, 2009). The poor communication and social interaction among employees, can 

lead to negative career implications (Wheatley, 2012). During the pandemic, it was also 

evaluated whether there is a decrease in the communication for remote employees. Similarly 

with the above findings, it was found that the main difference between the remote workers 

and the traditional office-based employees, was the decrease of employees’ communication 

(Toscano & Zappalà, 2020). Consequently, employees are at a disadvantaged position where 

they are less connected to their co-workers, and they are feeling “out of the loop” across the 

company’s decisions, meaning that they do not feel an important part of the company 

(Cooper & Kurland, 2002; Gainey et al., 1999; Weisenfeld et al., 2001). 

 Definition of Job Satisfaction 

 Moving on to the second main topic of the current study, job satisfaction is important 

to consider when studying remote working since its consequences on employees are many. 

Along these lines, employees nowadays spend most of their time at work and so, it is 

important to analyze their job satisfaction levels (Ebrahimian Jolodar, 2012). In point of fact, 

job satisfaction refers to the content of an individual’s job and when studying remote 

working, it is one of the most common outcomes (Fonner & Roloff, 2010; West & Berman, 

2009). However, it is a big debate whether the levels of job satisfaction are being influenced 

positively or negatively during remote working.  

 To start with, a simple definition of job satisfaction states that it is the feeling that 

someone has about his or her job and it can be either positive or negative (Ankenman & 

Nelson, 2012; Schermerhorn et al., 2012; Smith, 1969). Regarding Schermerhorn et al.’s 

findings (2012), job satisfaction was described as an attitude mirroring a person’s feeling 

towards his or her work at a specific time while Ankenman and Nelson (2012) added that it 
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can be influenced by the employees’ work experiences. It can be also described as an 

affective relationship to an individual’s job, which is operated by many situational factors 

like the nature of the work and the environment of the organization (Boswell et al., 2009). 

Job satisfaction has been defined in many ways like employee engagement (Lee, 2018) while 

it was indeed linked to employee engagement (Sattar & Hassan, 2015). More specifically, job 

satisfaction is found to influence the levels of employee engagement and motivation 

(Abraham, 2012; Biswas & Bhatnagar, 2013; Rich et al., 2010; Nimon et al., 2016; Saks, 

2006; Warr & Inceoglu, 2012). Therefore, the more satisfied the employees are with their 

work, the more productive, motivated and engaged they will be at their duties and 

responsibilities (Böckerman & Ilmakunnas, 2012; Judge et al., 2001; Rayton & Yalabik, 

2014; Watson et al., 1999) and so, will provide higher quality outcomes (Shooshtarian et al., 

2013). 

 However, the most common definition of job satisfaction is similar with the one stated 

firstly above. Job satisfaction is characterized as an individual’s feeling towards his or her 

job, which can be either positive or negative (Ankenman & Nelson, 2012; Schermerhorn et 

al., 2012; Smith, 1969). Thus, it can be briefly characterized as an employee’s preference of 

his or her job (if he or she likes or dislikes the job) (Hofmans et al., 2013; Locke, 1966). Last 

but not least, it was found that job satisfaction can be influenced by the flexibility within their 

organization. Specifically, when flexible practices are offered to employees, then their levels 

of job satisfaction can be increased (Aziz-Ur-Rehman & Siddiqui, 2019). Similarly, many 

studies have found a positive relationship between organizational commitment, job 

satisfaction and flexible working practices within the organization (Almer & Kaplan, 2002; 

Cotti et al., 2014; Hooker et al., 2007; Maxwell et al., 2007). These findings were further 

explained by the high autonomy that employees have within their organization, which is the 

main contributor to higher job satisfaction (Hackman & Oldman, 1975). Concluding, it can 
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be hypothesized that Covid-19 had negatively influenced employees’ job satisfaction levels 

since there are many restrictions for employees, like the fewer communication and social 

interaction among employees (Begum & Mobeen, 2020).  

The relationship of Remote Working and Job Satisfaction 

 Given what was previously mentioned through the literature, it can be stated that the 

relationship between remote working and job satisfaction is still debatable and further 

research is needed, since the findings reported are mixed (Bailey & Kurland, 2002; Cooper & 

Kurland, 2002). In the current section, I will report findings with a positive relationship 

between these two variables (Allen et al., 2015; Dubrin, 1991; Fonner & Roloff, 2010; 

Gajendran & Harrison, 2007; Guimaraes & Dallow, 1999; Kossek & Ozeki, 1998; 

Manochehri & Pinkerton, 2003; Schall, 2019) as well as a negative relationship between 

these variables (Pinsonneault & Boisvert, 2001; Toscano & Zappala, 2020; Virick et al., 

2010; Xiao et al., 2020).  

Positive relationship between remote working and job satisfaction 

 To start with, a positive relationship was reported between remote working and job 

satisfaction. Specifically, it was found that as employees work remotely, their levels of job 

satisfaction are increased due to several factors described above (Dubrin, 1991; Fonner & 

Roloff, 2010; Guimaraes & Dallow, 1999; Schall, 2019). Similarly, Allen et al., (2015) have 

found that remote working and job satisfaction are being correlated positively. So, along with 

the above findings (Dubrin, 1991; Guimaraes & Dallow, 1999), the more employees work 

remotely, the more satisfied with their jobs they will be. Additionally, a meta-analysis by 

Gajendran and Harrison (2007) has found that telework is positively associated with job 

satisfaction. More specifically, they did not find any negative consequences of remote 

working on employees while they reported that the advantages of remote working on job 
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satisfaction outweigh the disadvantages. These findings confirmed previous findings that 

reported a positive relationship between teleworking and the employees’ level of job 

satisfaction (Dallow, 1999; Dubrin, 1991; Fonner & Roloff, 2010; Guimaraes & Schall, 2019; 

Kossek & Ozeki, 1998; Manochehri & Pinkerton, 2003).  

Negative relationship between remote working and job satisfaction 

 In contrast to the above findings, a negative relationship was also found between 

remote working and job satisfaction. Firstly, it is reported that as employees work remotely 

extensively, their levels of job satisfaction are being decreased (Pinsonneault & Boisvert, 

2001; Virick et al., 2010). Along these lines, Xiao et al.’s study (2020) has found that if 

employees are working entirely from home, then their physical and mental health wellbeing 

are being decreased due to important factors such as lack of physical exercise and poor 

communication. Therefore, their levels of job satisfaction are also decreased. In addition, due 

to the new design of their workplace, employees’ level of job satisfaction are influenced 

negatively (Fassoulis & Alexopoulos, 2015). Furthermore, Toscano and Zappala (2020) 

reported that due to the greater social isolation and the additional stress, employees’ job 

satisfaction is influenced negatively. Therefore, according to these findings, it can be 

hypothesized that a negative linear relationship exists between remote working and job 

satisfaction. The more the employees work from home, the more their levels of job 

satisfaction are decreased (Fassoulis & Alexopoulos, 2015; Pinsonneault & Boisvert, 2001; 

Toscano & Zappala, 2020; Virick et al., 2010). 

Present study 

 The current study aims to examine the relationship between two important variables, 

remote working experience and the levels of job satisfaction during the new pandemic 

environment. Through previous literature, findings are not consistent regarding the link 
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between remote working and job satisfaction and so, further research is needed. For the 

current study, an online questionnaire was shared in which remote working and job 

satisfaction were measured. Specifically, the extent of remote working was measured along 

with the participants’ thoughts and feelings during this new environment while their levels of 

job satisfaction were also examined. Specifically, based on previous literature, two 

hypotheses can be made: 

1. A positive relationship exists between remote working and the employees’ level of 

job satisfaction. For example, higher levels of job satisfaction will be associated with 

higher levels of remote working. 

2. A negative relationship exists between remote working and the employees’ level of 

job satisfaction. For example, lower levels of job satisfaction will be associated with 

lower levels of remote working. 

The current study will explore the above hypotheses through the online survey which will be 

carried out.  

Methodology 

Sample 

 Data were collected from a sample (N= 60, 40 females and 20 males) of adults from 

18 to 65 years old. Specifically, 41 of the candidates were between 18-33 years old, 13 of the 

candidates were between 34-49 years old and 6 of the candidates were between 50-65 years 

old (see Results section). 25 of the participants were working only from home while 35 of the 

participants were working from both the home and office. Participants were informed about 

the survey via posts across social media platforms (LinkedIn and Facebook). A short 

description with the study along with a link for the questionnaire were shared. The exclusion 

criteria for the current study was the condition where participants were working only from 

their offices during Covid-19, during the last two years. Specifically, if a participant 
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answered that his/her primary work location was his/her office during the pandemic, then the 

survey was terminated. Because of this criterion, 6 participants were excluded prior the data 

analysis.  

Materials 

 In this study, the levels of job satisfaction and the remote working experience were 

measured. To measure the below, two questionnaires were used which will be described 

below.  

1) Job Satisfaction Survey (JSS): The Job Satisfaction Survey was created by Spector 

(1994), and it consisted of 36 items, nine facet scale (nine dimensions of job 

satisfaction) to assess employee attitudes about the job and aspects of the job. The 

Cronbach’s Alpha for the survey was α =.91. Each facet is assessed with four items, 

and a total score is computed from all items. A 5-point Likert rating scale was used, 

with five choices per item ranging from "strongly disagree" to "strongly agree" to 

show the participants’ degree of preference. Items are written in both directions, so 

about half must be reverse scored. The nine facets are Pay, Promotion, Supervision, 

Fringe Benefits, Contingent Rewards (performance based rewards), Operating 

Procedures (required rules and procedures), Coworkers, Nature of Work, and 

Communication (see Appendix A). The JSS was originally developed for use in 

human service organizations, but it was found applicable to all type of organizations 

in both private and public sectors.  

2) Remote Working Questionnaire: The Remote Working Questionnaire was created for 

the purposes of this study after analyzing the international literature and findings on 

the specific topic. The questionnaire consisted of 21 items and the value for 

Cronbach’s Alpha for the survey was α =.84. Each item was assessed using a 5-point 
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Likert scale with five choices per item ranging from "strongly disagree" to "strongly 

agree" to show their degree of preference (see Appendix B). The questionnaire as a 

whole was not tested enough before the current study so, it should be further used in 

different populations and circumstances to assess its replicability and reliability. 

However, the questions were created through previous research that explored remote 

working (i.e., Felstead & Henseke, 2017; Toscano & Zappalà, 2020). 

Procedure 

 Firstly, the online questionnaire was shared across social media platforms (LinkedIn, 

Facebook) with a short description attached in the post, during the first week of October 2021 

and it was available until the first week of November 2021. Before sharing the questionnaire, 

a small research by examining published reports and statistics, was conducted in order to 

select in which social platforms the questionnaire should be shared. It was found that 

nowadays Facebook and LinkedIn are two social media platforms that are used on a daily 

basis (Auxier & Anderson, 2021). Also, it was reported that they are useful social media 

sources to collect academic and research findings (Academic Designer, 2019) and so, it was 

decided to use these two platforms for the current study. Moving on, participants were 

informed about the topic of the study and that it was conducted for my master’s thesis. The 

average time needed to complete the questionnaire was mentioned in the short description (10 

minutes). Participants were informed that their responses will be used only for the research 

purposes and their participation will stay anonymous.  

 The online questionnaire consisted of three sections. The first was about the 

demographic characteristics of the participants. Participants were asked to complete their 

gender, age, the working industry along with their level of current position, their total years 

of experience and their parental status (parent/non-parent). Also, participants were asked 

about the primary work location and if a participant answered that their office was their 
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primary work location, the survey was terminated. The second section included the questions 

regarding remote working. Participants were asked about their thoughts, feelings and 

behaviors while working remotely the last two years. The third section included the job 

satisfaction questionnaire where participants’ level of job satisfaction was measured. When 

completing the survey, participants received a thank you message.  

Data analysis 

 Firstly, some preliminary checks by using one-way repeated measures ANOVA were 

carried out to see whether significant differences exist between any demographic variable 

(gender, age, work industry, level of positions, years of experience, parental status) and 

remote working. Next, correlations were carried out to see whether remote working was 

correlated, either positively or negatively, with any of the nine dimensions of job satisfaction 

(pay, promotion, supervision, fridge benefits, contingent rewards, operating conditions, 

coworkers, nature of work, communication). Along with the nine dimensions of job 

satisfaction, the total of job satisfaction for each candidate was calculated. Also, the total of 

remote working for each candidate was calculated through questions including the 

employees’ feelings and thoughts (see Appendix B). Then, multiple regression analyses were 

carried out to test the main hypotheses. Remote working was used as the dependent variable 

and job satisfaction along with the nine dimensions of it were entered as a predictor. 

Results 

Table 1 presents the descriptive statistics of the demographic variables in the sample 

including gender, age, working industry, years of experience and parental status.  

Preliminary checks for demographic variables and remote working 

 According to the RMANOVA findings, Mauchly’s test indicated that the assumption 

of sphericity was violated, χ2 = 91.28, p<0.001, therefore degrees of freedom were corrected 
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using Greenhouse-Geisser estimates of sphericity (ε = 0.59). The results showed that the 

effect of remote working was significantly influenced by the sample’s demographic variables 

(F (3.54, 208.71) = 49.80, p < 0.001, partial η2 = 0.46). Post hoc analyses were conducted 

using Bonferroni post-hoc test, which revealed that gender, age, work industry, level of 

position and parental status were found to be significantly different towards remote working 

(p< 0.001) than the years of experience and remote working, which revealed no significant 

differences (p > 0.05).  

 The preliminary checks showed significant differences in most measures, except the 

years of experience. Therefore, the demographic characteristics in the current study, were 

successful in showing differences in remote working.  

Correlations  

 Pearson correlations were carried out to assess the relationships between the nine 

dimensions of job satisfaction (pay, promotion, supervision, fridge benefits, contingent 

rewards, operating conditions, coworkers, nature of work, communication), the total score of 

job satisfaction and remote working. Remote working was found to be correlated positively 

with most of the dimensions and the total score of job satisfaction; however, some non-

significant correlations were found. Remote working and the total score of job satisfaction 

were found to be positively correlated with a moderate significant relation (r = .52, p<.01). 

So, as employees work remotely, their levels of job satisfaction increase along. A significant 

moderate positive correlation was found also between remote working and pay (r = .54, 

p<.01). A significant positive correlation was found between remote working and promotion 

(r = .40, p<.01), fridge benefits (r =.21, p<.01) and coworkers (r = .30, p<.01). A non-

significant positive correlation was found between remote working and contingent rewards (r 

= .34, p>.05), nature of work (r = .20, p>.05) and communication (r = .21, p>.05), 
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supervision (r = .08) and operating conditions (r = .07). So, as the nine dimensions and the 

total score of job satisfaction increase or decrease, remote working increases or decreases 

respectively (see Table 2).   

Regression  

 Multiple regression analysis was used to test whether the higher levels of remote 

working predicted higher levels of job satisfaction. The higher and lower levels of remote 

working were calculated by the total score for each candidate (1 was the lowest degree of 

preference while 5 was the highest degree of preference). The dependent variable was the 

remote working experience, and the predictor was the total score of job satisfaction. In 

separate analysis, the predictors were each of the nine dimensions of job satisfaction.  

1) Remote working and Job Satisfaction 

 For remote working and job satisfaction, the results of the regression analysis 

indicated that it was explained 20% (adjusted 𝑅2= 0.20) of the variance (F (1,58) = 1.17, 

p<0.01). It was found that remote working is significantly associated with higher job 

satisfaction (β=0.23; t (60) =1.08, p<0.01: 95% CI 0.20-0.66). So, significant associations 

were found between remote working and job satisfaction.  

2) Remote Working and nine dimensions of Job Satisfaction 

 For remote working and the nine dimensions of job satisfaction, the results of the 

regression analysis indicated that remote working did not significantly predict any of the nine 

dimensions of job satisfaction (F (9, 50) = 1.68, p>0.05). No significant associations were 

found between remote working and each of the nine dimensions of job satisfaction (pay, 

promotion, supervision, fridge benefits, contingent rewards, operating conditions, coworkers, 

nature of work, communication) (see Table 3).  
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Discussion 

 In the current study, the role of remote working during Covid-19 and the relationship 

with the employees’ level of job satisfaction were measured. An online questionnaire 

measuring both the employees’ experience of remote working and their levels of job 

satisfaction during the pandemic period, was carried out. Participants, to be eligible for the 

current study, were either working only from home or from both the home and office. Based 

on previous literature, the findings between remote working and job satisfaction were not 

consistent, so the below hypotheses were created for the current study: 

1)  A positive relationship exists between remote working and the employees’ level of 

job satisfaction 

2) A negative relationship exists between remote working and the employees’ level of 

job satisfaction 

  Correlation and regression analyses were carried out to test the study’s hypotheses. 

Firstly, correlations were carried out between remote working, the nine dimensions of job 

satisfaction and the total score of job satisfaction. The main important finding of this study is 

the positive relationship found between remote working and overall job satisfaction. So, it 

can be stated that as remote working increases within organizations, then job satisfaction 

increases along and as remote working decreases, then job satisfaction decreases too. This 

can be justified through previous studies reporting that when employees are working 

remotely, their levels of job satisfaction tend to be higher in comparison to those who work 

from their traditional office spaces (Bloom et al., 2015; Hill et al., 1998; Hyman & Summers, 

2004; Igbaria & Guimaraes, 1999; Kelliher & Anderson, 2009). This can be also explained 

by the higher autonomy and flexibility that remote workers have since they can adjust their 

own tasks and time according to their preferences. Indeed, as mentioned above, it was found 
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by Celano (2021) that more than half of the respondents of the study, agreed that they want to 

keep working remotely.  

 These established findings are being validated by the current study since a significant 

positive relationship was found between remote working and job satisfaction. Employees by 

working remotely, their level of job satisfaction increases. Another reason for this finding 

might be the perception of employees that their organization appreciates them by providing 

them the practice of remote working. Employees perceive remote working as a flexible 

working arrangement which can help them enhance their well-being and work-life balance 

(Lewis & Cooper, 2005). Indeed, it was found that remote workers can achieve greater work-

life balance by being able to cope with the daily demands of their work and family domains 

in their own time (Rau & Hyland, 2002; Reuschke, 2019; Stephens & Szajna, 1998) and so, 

increase their job satisfaction (Almer & Kaplan, 2002; Aziz-Ur-Rehman & Siddiqui, 2019; 

Cotti et al., 2014; Hooker et al., 2007; Maxwell et al., 2007).    

 Moving on, multiple regression analyses were carried out to examine further the 

study’s hypotheses, which were whether a positive or negative relationship exists between 

remote working and job satisfaction. It was also found that significant associations exist 

between remote working and job satisfaction. Greater experience of remote working is 

significantly associated with higher levels of job satisfaction among employees, meaning that 

as the practice of remote working increases for employees and organizations, then job 

satisfaction levels will be higher. Established studies have also concluded that as employees 

keep working remotely, then their employees’ level of job satisfaction will tend to be higher 

along with greater work-life balance and well-being (Allen et al., 2015; Ergeneli et al., 2010; 

Gajendran & Harrison, 2007; Golden & Veiga, 2005). 

 Given what was analyzed above, it can be concluded that the first hypothesis of the 

current study is confirmed. Specifically, the current study reports a positive relationship 
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between remote working and job satisfaction and so, there is not a negative relationship 

between these two variables. Thus, as employees work remotely, their levels of job 

satisfaction are increasing along. The current study validates some of the previous 

international findings that reported greater job satisfaction across remote employees (Allen et 

al., 2015; Dubrin, 1991; Fonner & Roloff, 2010; Gajendran & Harrison, 2007; Guimaraes & 

Dallow, 1999; Kossek & Ozeki, 1998; Manochehri & Pinkerton, 2003; Schall, 2019).  

 However, it should be stated that the above international findings were reported 

before the new working pandemic environment occurred. Indeed, in a study that was 

mentioned above (Begum & Mobeen, 2020), Covid-19 can be easily hypothesized on 

negatively influencing employees’ level of job satisfaction since there were many restrictions 

for employees during the pandemic. In contrast, the current study can confirm that employees 

during the pandemic and the new remote working environment, were found to be more 

satisfied with their jobs. An important reason that can possibly explain this is the greater 

autonomy and flexibility that employees had by working remotely (Baltes et al., 1999; 

Golden & Veiga, 2005; Reuschke, 2019; Wheatley, 2012).  

 To conclude, the established findings through literature are not consistent since the 

majority of current studies report a negative relationship while others report a positive 

relationship between remote working and job satisfaction. However, it is important to point 

out that the current study had been conducted during the pandemic period and indeed, a 

positive relationship between remote working and job satisfaction was found. Thus, the 

current study’s findings are more reliable and representative when the condition of remote 

working is given during such crisis.  
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Implications of the study 

 The purpose of the current study was to examine the relationship between remote 

working and employees’ job satisfaction during the pandemic. The established research on 

remote working and job satisfaction, was not consistent enough since. They were reported 

mixed findings regarding the effect of remote working on job satisfaction. Some argued about 

a positive relationship between remote working and job satisfaction (Allen et al., 2015; 

Dubrin, 1991; Fonner & Roloff, 2010; Gajendran & Harrison, 2007; Guimaraes & Dallow, 

1999; Kossek & Ozeki, 1998; Manochehri & Pinkerton, 2003; Schall, 2019) while others 

argued for a negative relationship between the two variables (Pinsonneault & Boisvert, 2001; 

Toscano & Zappala, 2020; Virick et al., 2010; Xiao et al., 2020).  

 However, most of the established findings can be considered as not reliable enough 

and replicable during such difficult environments, like the Covid-19 pandemic since they 

were not tested under the current circumstances of the pandemic period. The existing 

literature was studying remote working and job satisfaction when employees had a choice to 

work either from home or from the office. The pandemic crisis came unexpectedly, and many 

employees had to immediately transit to remote working without having another option. The 

sudden change of the working environment turned out to affect the productivity and 

performance of employees, as it takes time to get used to the new routine (Azimov, 2020).  

 However, the findings of the current study are important to consider since it was 

found that remote working affects job satisfaction and specifically, a positive relationship 

was found. Therefore, our findings can help organizations and managers to understand how 

remote working can easily affect employee well-being along with their levels of job 

satisfaction, motivation and productivity. Although further research is needed, our study 

suggests that if the organization successfully manages remote workers’ productivity and well-

being via designing high-quality remote work environments (salary and benefits, recognition, 
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communication, etc.), remote working can be considered as a positive and flexible working 

practice to employees. Thus, organizations should try and adjust flexible working practices 

and arrangements for their workforce. Employees can be provided with a hybrid working 

model where they can design their weekly or monthly schedule. For example, they can work 

3 days per week from the office and 2 from home. Or they can discuss with their teams to 

work on a rotation basis, such as 1 week working remotely and the other working from the 

office.  

 Also, the current study points out that is important to understand that there are many 

challenges when working remotely, of which employees and managers should be aware. 

Nowadays, remote working is attractive to organizations and individuals while many 

researchers are insisting that remote working will become even more attractive after COVID-

19 as a flexible working practice (Hern, 2020). So, it is important for all organizations to try 

and find the best possible way to adopt remote working to their employees and help them find 

ways to be as productive and motivated as when working from the office. As mentioned, a 

hybrid working model along with attractive salaries, bonus packages and benefits can retain 

and attract the best talent in organizations.  

Limitations of the study  

 As every research, the current study has its own limitations, that leave opportunities 

for future research. Firstly, the sample size could be bigger to increase the reliability of the 

findings. Indeed, another major limitation within the sample, are the gender differences since 

the females were many more than the males in our study (N=60, 40 females and 20 males). 

Based on past research (Schraedley et al., 1999; Costa, Terracciano, & McCrae, 2001), 

females tend to experience more negative emotions and feelings. Differently, it was found 

that male employees tend to be more satisfied with their job than female employees (Rahman 

et al., 2017). However, some researchers found no significant difference among male and 
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female employees on their job satisfaction levels (Ali & Akhter, 2009; Azad et al., 2011; 

Budría & Baleix, 2020). In the current study, females were many more than males, which 

makes it difficult to agree or disagree with the below studies, further research is needed to 

examine the gender differences between males and females.   

 Another limitation can be the age difference in the sample (N=60, 41 were 18-33 

years old, 13 were 34-49 years old, 6 were 50-65 years old). According to some literature on 

nature of job satisfaction, it was found that the older employees had different levels of job 

satisfaction compared to younger ones (Molla, 2015; Rahman et al., 2017). In addition, it was 

found that age has an effect on job satisfaction (Vickovic & Morrow, 2020) and specifically, 

as mentioned, younger employees tend to have higher levels of job satisfaction compared 

with older employees (Molla, 2015; Rahman et al., 2017). In the current study, 41 out of the 

60 participants were 18 to 33 years old, which can be assumed that the age of the study’s 

participants might influence the results. Specifically, the degree of job satisfaction might be 

higher in the current study since the participants were young adults.  

 Last but not least, personality plays a major role in how to cope with remote working. 

Specifically, it was found that different personality traits reflect differences in how to face the 

new remote working environment and the effect on job satisfaction (Smith et al., 2018). 

Recently, individuals who are extrovert and sociable are more likely to feel a sense of 

isolation and to experience lower job satisfaction when working remotely. Differently, 

individuals who are introverted and prefer spending more time alone are more likely to be 

more or equally productive and satisfied when working online as when working from the 

office (Grelle & Popp, 2021). Similarly, remote workers depending on their personality 

characteristics, might value differently the flexibility, autonomy and lower social interaction 
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that remote working provides (Morganson et al., 2010).   

Directions for future research 

 Future research should consider the above limitations. Firstly, a larger sample should 

be created with equal male and female participants, and with a wider range of age. For 

example, studies should be carried out in different populations (not many post-graduate 

students) so that the findings could be generalized. The online survey could be shared in more 

social media platforms that not only students and academics use (i.e., could be shared on 

Twitter). Also, in future studies, measuring personality traits towards remote working and job 

satisfaction, can be important to find more reliable findings. In this way, it will be very 

helpful to have an idea how different personality traits react to remote working and how their 

levels of job satisfaction are being influenced. Last but not least, to have a holistic and more 

representative idea of how remote working affects job satisfaction, interviews can be 

conducted along with the quantitative data method (questionnaire) used. Specifically, 

according to Jamshed (2014), interviews allow interviewees to answer open-ended questions 

and express their opinions so, they include the flexibility to move to new topics as needed, to 

measure the abilities of candidates and easily compare the results when there are the same set 

of questions. Concluding, further research should investigate the effect of remote working on 

job satisfaction by considering the above limitations and providing more replicable and 

reliable findings for different populations.   

Conclusion  

 To conclude, the current study provides important insights and information about the 

new reality of remote working. Our results can give us a better understanding of how remote 

working can influence the levels of job satisfaction during the pandemic crisis. Specifically, a 

positive relationship between remote working and job satisfaction was found. It is now time 
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for organizations to adopt flexible working practices like providing remote working on a 

weekly basis for employees. The advantages on employees are obvious so it is worth 

establishing this practice in order to be competitive across the market (Bloom, 2014; Cheng, 

2019; CIPD, 2021; Kersley et al., 2006). Also, findings suggest that it is worth examining 

remote working since it has both positive and negative points across the workplace on both 

employees and employers (CIPD, 2021; Eddleston, & Mulki, 2017; Grant et al., 2013; 

Staples, 2001; Wheatley, 2017). So, through the findings of the present study, we can confirm 

that remote working must be further analyzed since its effect is very important on employees’ 

job satisfaction.  
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 Table 1 

Descriptive Statistics of Participants, N=60 

      n % 

Gender  

   Female 

   Male 

Age 

   18-33 

   34 - 49 

   50 – 65 

 

Work Industry 

   Public Sector 

   Private Sector 

   Semi-public Sector 
 

  

  

  

  

 

40 

20 

  

41 

13 

 6 

 

10 

40 

10 
 

 

66.67 

33.33 

  

68.33 

21.67 

 10 

 

16.67 

66.67 

16.67 
 

Years of Experience 

   Less than 1 year    

   1-3 years of experience 

   4-6 years of experience 

   7+ years of experience 

   

9 

28 

16 

7 

 

15 

46.67 

26.67 

11.67 

Level of position 

   Entry-level 

   Middle-level 

   Top-level  

   

28 

24 

8 

 

46.67 

40 

13.33 

Parental Status 

   Parent 

   Non-parent 

   

20 

40 

 

33.33 

66.67 
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Table 2     

Descriptive   Statistics   and   Correlations   for   Remote   Working ,   Job   Satisfaction   (JS)   and   the   Dimensions   of   JS   

Variable   n   M   SD   1.   2.   3.   4.   5.   6.   7.   8.   9.   10.   11.   

1.   Pay   60   3.10   . 63   -                       

2. Promotion   60   3.01   . 63   .54***   -                     

3.   Supervision   60   2.68   . 55   .05   - .04   -                   

4.   Fridge Benefits   60   2.98   . 56   .22   .04   - . 21   -                 

5. Contingent Rewards   60   3.15   . 66   .48 ** *   .61* **   . 04   .01   -               

6.   Operating  Conditions   60   3.18   . 68   .01   .03   - .04   .02   .34**   -             

7. Coworkers   60   2.44   . 61   .09   .10   . 10   .17   .33**   .34**   -           

8.   Nature of work   60   2.85   .49   .41* *   .18   . - .15   .18   .23   - .11   .09   -         

9. Communication   60   2.83   . 41   .07   .0 7   . 18   - .13   .07   .14   .22   .09   -       

10 . Job Satisfaction _Total   60   2.91   . 29   .65***   .58***   .21   .37**   .73***   .47***   .55***   .42***   .34**   -     

11.  Remote Working   60   2.82   .48   .54 **   .40* *   .08   .21**   .34    .07   .30*   .20   .21   .52**   -   
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Table 3  

Multiple Regressions for Remote Working: remote working is the dependent variable, 

and the predictors are the nine dimensions of job satisfaction and the total score of job 

satisfaction.  

                                                                                        DV: Remote Working 

 B SE β 

Pay -.08 .13 -.11 

Promotion .35 .13 .47 

Supervision -.04 .12 -.05 

Fridge Benefits 

Contingent Rewards 

Operating Conditions 

Coworkers 

Nature of Work 

Communication 

Job Satisfaction_Total 

-.16 

-.04 

.01 

.03 

.20 

-.15 

.23 

.12 

.14 

.11 

.11 

.14 

.15 

.21 

-.19 

-.06 

.01 

.04 

.21 

-.13 

.14** 

*p<0.05, **p<0.01, ***p<0.001 
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APPENDIX A 

JOB SATISFACTION SURVEY 

Copyright Paul E. Spector 1994, All rights reserved. 

 Thinking of the last two years, where remote working was 

suddenly introduced to our working routine, complete the 

below statements by selecting your personal level of 

agreement, in relation to working from home, using a 5-

point Likert scale.  S
tr

o
n
g
ly

 A
g
re

e 

A
g
re

e 

N
eu

tr
al

 

D
is

ag
re

e 

S
tr

o
n
g
ly

 D
is

ag
re

e 

 1   I feel I am being paid a fair amount for the work I do. 1 2 3 4 5 

 2 There is really too little chance for promotion on my job. 1 2 3 4 5 

 3 My supervisor is quite competent in doing his/her job. 1 2 3 4 5 

 4   I am not satisfied with the benefits I receive. 1 2 3 4 5 

 5 When I do a good job, I receive the recognition for it that I 

should receive. 

1 2 3 4 5 

 6 Many of our rules and procedures make doing a good job 

difficult. 

1 2 3 4 5 

 7 I like the people I work with. 1 2 3 4 5 

 8 I sometimes feel my job is meaningless. 1 2 3 4 5 

 9 Communications seem good within this organization. 1 2 3 4 5 

10 Raises are too few and far between. 1 2 3 4 5 

11 Those who do well on the job stand a fair chance of being 

promoted. 

1 2 3 4 5 

12 My supervisor is unfair to me. 1 2 3 4 5 

13 The benefits we receive are as good as most other 

organizations offer. 

1 2 3 4 5 

14 I do not feel that the work I do is appreciated. 1 2 3 4 5 

15 My efforts to do a good job are seldom blocked by red tape. 1 2 3 4 5 

16 I find I have to work harder at my job because of the 

incompetence of people I work with. 

1 2 3 4 5 

17 I like doing the things I do at work. 1 2 3 4 5 

18 The goals of this organization are not clear to me. 1 2 3 4 5 
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19  I feel unappreciated by the organization when I think about 

what they pay me. 

1 

 

2 3 4 5 

20 People get ahead as fast here as they do in other places.  1 2 3 4 5 

21 My supervisor shows too little interest in the feelings of 

subordinates. 

1 2 3 4 5 

22 The benefit package we have is equitable. 1 2 3 4 5 

23 There are few rewards for those who work here. 1 2 3 4 5 

24 I have too much to do at work. 11 2 3 4 5 

25 I enjoy my coworkers. 1 2 3 4 5 

26 I often feel that I do not know what is going on with the 

organization. 

1 2 3 4 5 

27 I feel a sense of pride in doing my job. 1 2 3 4 5 

28 I feel satisfied with my chances for salary increases. 1 2 3 4 5 

29 There are benefits we do not have which we should have. 1 2 3 4 5 

30 I like my supervisor. 1 2 3 4 5 

31 I have too much paperwork. 1 2 3 4 5 

32 I don't feel my efforts are rewarded the way they should 

be. 

1 2 3 4 5 

33 I am satisfied with my chances for promotion.  1 2 3 4 5 

34 There is too much bickering and fighting at work. 1 2 3 4 5 

35 My job is enjoyable. 1 2 3 4 5 

36 Work assignments are not fully explained. 1 2 3 4 5 
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APPENDIX B 

REMOTE WORKING QUESTIONNAIRE  

 Thinking of the last two years, where remote working was 

suddenly introduced to our working routine, complete the 

below statements by selecting your personal level of 

agreement, in relation to working from home, using a 5-

point Likert scale.  S
tr

o
n
g
ly

 A
g
re

e 

A
g
re

e 

N
eu

tr
al

 

D
is

ag
re

e 

S
tr

o
n
g
ly

 D
is

ag
re

e 

 1   Compared to when I was working from the office, my job 

now by working remotely makes me feel: 

     

 Depressed 1 2 3 4 5 

 Moody 1 2 3 4 5 

 Exhausted 1 2 3 4 5 

 Stressed 1 2 3 4 5 

 Enthusiastic 1 2 3 4 5 

 Cheerful 1 2 3 4 5 

 2 I feel connected to my colleagues and team leaders in my 

organization 

1 2 3 4 5 

 3   I miss the face-to-face interactions with my colleagues and 

team leaders in my organization 

1 2 3 4 5 

 4 I feel that I can easily reach my colleagues and team 

leaders in my organization any time 

1 2 3 4 5 

 5 I feel that there is adequate communication from my 

colleagues and team leaders in my organization 

1 2 3 4 5 

 6 I am satisfied with the quality of communication from my 

organization’s leadership 

1 2 3 4 5 

 7 I feel supported and trusted by my colleagues and team 

leaders in my organization 

1 2 3 4 5 

 8 I feel informed about my organizations goals when 

working from home 

1 2 3 4 5 

9 I know what is expected from me each day 1 2 3 4 5 

10 I feel that I receive valuable and constructive feedback 

from my colleagues and team leaders in my organization 

1 2 3 4 5 

11 I believe that I can set and follow my personal goals as 

efficient in when working from home 

1 2 3 4 5 
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12 I feel motivated and energized to complete my daily tasks 1 2 3 4 5 

13 I have been able to learn and grow during this period 1 2 3 4 5 

14 I feel that my organization has set clear working from 

home policies 

1 2 3 4 5 

15 I have all the appropriate equipment and remote tools to 

complete my tasks at home 

1 2 3 4 5 

16 I feel that I am as productive at home as I was at the office 1 2 3 4 5 

17 I am able to stick to a normal working schedule as at the 

office 

1 2 3 4 5 

18 I feel that I am getting easily distracted when working 

remotely 

1 2 3 4 5 

19 I believe that I can set clear boundaries between work and 

family 

1 2 3 4 5 

20 I feel that I can achieve a good work and life balance 1 2 3 4 5 

21 Overall, I believe that I am satisfied with my current work 

from home arrangement 

1 2 3 4 5 
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