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Abstract 

The rapid expansion of remote and hybrid work models has reshaped modern organizations, raising important questions 

about their influence on employee outcomes. Although remote work has been widely studied across general employee 

populations, limited empirical evidence exists on its specific impact on human resource (HR) professionals, whose roles 

combine administrative efficiency with relationship-oriented responsibilities. This study examines the effect of remote 

work on productivity and job satisfaction among HR employees, focusing on determinants such as technological 

support, communication practices, flexibility, work–life balance, managerial support, and well-being. Using a 

descriptive and analytical research design, data were collected from 385 HR professionals through a structured five-

point Likert scale questionnaire. Multiple linear regression analysis indicates that remote work significantly influences 

job satisfaction, with work–life balance and remote-work efficiency contributing positively, while challenges in virtual 

communication and excessive flexibility show negative effects. The findings demonstrate that remote work is not 

uniformly beneficial; its effectiveness depends on organizational support systems, digital infrastructure, and clear 

communication norms. By offering an HR-centric perspective, this study extends existing remote work literature and 

provides practical insights for organizations seeking to design effective and sustainable remote or hybrid work policies, 

while also identifying directions for future research in strategic organizational functions. 

Keywords: Remote Work, Job Satisfaction, HR Professionals, Productivity, Work–Life Balance. 

1 Conceptual background 

The global shift toward remote and hybrid work has 

emerged as one of the most significant organizational 

changes in recent decades. Accelerated by technological 

advancements and the COVID-19 pandemic, work that 

was once tied to physical office spaces has increasingly 

moved to virtual platforms. Early research in the 

broader field of organizational behavior shows that 

flexible work arrangements can yield several benefits: 

reduced commuting time, improved work–life balance, 

and enhanced autonomy. These factors often contribute 

to higher job satisfaction and can help maintain or even 

improve productivity levels among employees in 
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knowledge-based roles. However, the literature also 

highlights challenges such as communication gaps, 

reduced opportunities for informal learning, and 

potential feelings of isolation, which may negatively 

influence both performance and satisfaction. 

1.1 Narrowing to the HR Function 

Within this wider organizational landscape, the human 

resource (HR) function holds a unique position. HR 

professionals are not only responsible for their own 

productivity and job satisfaction but also for designing 

and implementing policies that shape the employee 

experience across the organization. Their work involves 

both administrative tasks (such as payroll and 

compliance) and high-touch interpersonal 

responsibilities (such as conflict resolution, recruitment, 

and employee engagement). Remote work may 

influence these dual responsibilities differently: while 

routine administrative tasks can often be efficiently 

managed online, interpersonal aspects may suffer 

without face-to-face interaction. Despite the growing 

prevalence of remote and hybrid models, empirical 

studies focusing specifically on how these arrangements 

affect HR professionals’ productivity and job 

satisfaction remain scarce. 

1.2 Identified Gap and Rationale 

This lack of focused research creates a critical gap. 

Understanding the impact of remote work on HR 

professionals is essential for two reasons: first, HR 

departments play a strategic role in maintaining 

organizational performance and culture; second, HR 

teams are often the architects of remote work policies 

themselves. Without evidence on how remote work 

affects their own effectiveness and satisfaction, HR 

leaders risk designing policies that may not address key 

challenges or leverage potential benefits 

1.3 Problem Statement 

The rapid adoption of remote and hybrid work models 

has transformed how organizations manage employees 

and deliver HR functions. While many studies indicate 

that flexible work arrangements can enhance employee 

satisfaction and often sustain or improve productivity, 

the evidence remains mixed across industries and job 

roles. Within the human resource (HR) field, where 

employees balance both administrative and 

interpersonal responsibilities, the long-term impact of 

remote work on productivity and job satisfaction is still 

not fully understood. HR professionals serve as the link 

between management and employees, making their own 

work patterns critical for organizational effectiveness. 

Yet there is limited empirical research specifically 

examining how remote or hybrid arrangements 

influence HR employees’ ability to maintain high 

performance and their overall job satisfaction. 

Understanding these effects is essential for designing 

effective HR policies, performance management 

systems, and employee engagement strategies that can 

support a sustainable remote or hybrid work 

environment. 

1.4 Objectives of the Study 

The primary objective of this study is to assess the 

impact of remote work on employee productivity and 

job satisfaction among professionals working in the HR 

field. Specifically, the study aims to identify key factors 

such as technological support, communication 

practices, and work-life balance that mediate these 

outcomes and to provide practical recommendations for 

HR managers and organizations when implementing or 

refining remote work policies 

1.5 Hypothesis 

This hypothesis suggests that HR employees experience 

higher job satisfaction when working remotely or in a 

hybrid model, due to factors like better work-life 

balance, greater autonomy, and reduced commuting 

stress. The study will examine whether these flexible 

arrangements improve overall satisfaction among HR 

professionals, who play a critical role in both 

administrative and strategic organizational functions.
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2 Review of existing literature 

Existing literature on the impact of remote work on 

employee productivity and job satisfaction generally 

shows that flexible work arrangements-whether fully 

remote or hybrid-produce neutral to slightly positive 

effects on both outcomes when supported by effective 

management and appropriate technology. Systematic 

reviews and large-sample studies report that remote or 

hybrid employees often maintain or even improve 

productivity compared to on-site workers, largely 

because of reduced commuting time, better work-life 

balance and increased autonomy. For many knowledge-

based roles, especially those that require independent 

tasks rather than constant face-to-face collaboration, 

researchers have found no significant decline in 

measurable outputs and, in some cases, small gains in 

efficiency. At the same time, surveys and longitudinal 

studies consistently indicate that employees working 

remotely experience higher job satisfaction and lower 

turnover intentions, with hybrid models often scoring 

highest because they combine the flexibility of working 

from home with opportunities for in-person social 

interaction and learning. 

Scholars also note important variations across 

industries, roles and individual circumstances. Jobs that 

depend heavily on tacit knowledge exchange or 

spontaneous teamwork sometimes experience 

communication gaps and reduced innovation when 

performed remotely. The availability of reliable digital 

tools, the strength of organizational culture, and the 

presence of trust-based, remote-oriented leadership 

significantly moderate both productivity and 

satisfaction outcomes. Measurement challenges such as 

reliance on self-reports versus objective performance 

indicators and selection bias, because employees able to 

work remotely typically differ in skills and job type, 

complicate direct comparisons between remote and on-

site workers. Moreover, most early studies captured the 

emergency shift to remote work during the pandemic, 

so evidence on long-term effects is still developing. 

Within the human resource (HR) field, literature 

specific to HR professionals remains limited, but 

existing evidence highlights several implications. HR 

teams must redesign performance appraisal and career 

development processes to ensure remote employees are 

not disadvantaged in promotion or mentoring 

opportunities. Research calls for stronger HR 

interventions such as structured onboarding, regular 

virtual check-ins, and clear communication norms to 

preserve collaboration and engagement. Overall, the 

emerging consensus is that remote or hybrid work tends 

to enhance employee satisfaction and can sustain or 

slightly improve productivity, provided organizations 

invest in supportive leadership practices, appropriate 

technology, and policies that address social connection 

and career growth.

3 Methodology 

This study adopts a descriptive and analytical research 

design aimed at examining the impact of remote work 

on employee productivity and job satisfaction among 

professionals working in the human resources (HR) 

field. A descriptive design is suitable because the 

objective is to assess existing perceptions, experiences, 

and behavioural patterns related to remote and hybrid 

work arrangements. At the same time, an analytical 

component allows the study to test relationships 

between variables, particularly the effect of remote 

work practices on HR professionals’ job satisfaction. 

The research relies primarily on quantitative data, 

enabling the application of statistical techniques to 

establish empirical evidence for the proposed 

hypothesis. 

The data used in the study were collected from primary 

sources through a structured, closed-ended 

questionnaire administered via Google Forms. The 



Cropmatrix International Journal of Commerce, Management and Innovation                              CIJCMI_003 

CIJCMI Volume 1_Issue 1_July 2026 editor@cropmatrixpublication.com Page 4 of 9 

 

instrument consisted of demographic questions, remote-

work–related factors, and a set of Likert-scale items 

measuring productivity, satisfaction, and mediating 

variables such as communication effectiveness, 

technological support, work-life balance, managerial 

support, and well-being. The questionnaire was 

designed based on established constructs from prior 

literature on remote work, job satisfaction, and 

employee productivity. Secondary data sources such as 

published journals, meta-analyses, books, and industry 

reports were used to support the conceptual background 

and strengthen the theoretical foundations of the study. 

The target population for the study comprises HR 

professionals working in various sectors who currently 

operate under remote, hybrid, or flexible work 

arrangements. Considering the broad workforce 

distribution and the absence of a comprehensive 

sampling frame, the study followed a non-probability 

purposive sampling technique. This approach was 

appropriate because the respondents needed to meet the 

specific criterion of having experience in remote or 

hybrid HR roles. The final sample size for the study was 

385 respondents, which is statistically adequate for 

social science research and aligns with Cochran’s 

sample size recommendation for large populations. 

Such a sample size provides sufficient statistical power 

for regression analysis and ensures reliable 

generalization within the defined population. 

To ensure measurement accuracy, the questionnaire 

employed five-point Likert scaling techniques, ranging 

from “Strongly Disagree” to “Strongly Agree,” 

allowing respondents to express the degree of their 

perceptions. Likert scales are appropriate for 

quantifying attitudes and behavioural responses and 

enable the construction of composite indices for 

variables such as productivity, job satisfaction, 

communication effectiveness, and work–life balance. 

Before full-scale analysis, the data were screened for 

completeness, outliers, and normality to ensure the 

suitability of further statistical treatment. 

For inferential analysis, the study used the confidence 

level of 95% and a significance level (α) of 0.05, which 

are standard thresholds for hypothesis testing in 

behavioural research. Statistical techniques such as 

descriptive statistics, correlation analysis, and multiple 

linear regression were employed to evaluate the 

relationships between remote work predictors and job 

satisfaction. Regression analysis was used to test the 

primary hypothesis and quantify the extent to which 

remote work factors influence satisfaction among HR 

professionals. Diagnostic tests, including Durbin 

Watson statistics and residual analysis, were conducted 

to ensure the validity and reliability of the regression 

model. All analyses were carried out using statistical 

software such as SPSS, ensuring accuracy in 

computation and robustness in results. To sum up, the 

research methodology provides a systematic and 

scientifically rigorous framework to explore how 

remote work influences productivity and job 

satisfaction in the HR domain. The use of structured 

primary data, a sufficiently large sample, validated 

scales, and advanced analytical tools ensures that the 

findings are credible, generalizable within the target 

population, and aligned with contemporary 

methodological standards.

4 Analysis and findings 

This hypothesis proposes that remote work 

meaningfully enhances the job satisfaction of HR 

professionals. It suggests that when HR employees 

work remotely, they experience improved satisfaction 

due to factors such as greater flexibility, better work–

life balance, reduced commuting stress, and increased 

autonomy in managing tasks. The assumption is that the 

structural and psychological benefits associated with 

remote work contribute positively to how HR 

professionals perceive their overall work experience. 
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Testing this hypothesis helps determine whether the 

shift toward remote and hybrid models supports higher 

satisfaction levels within the HR function, which is 

essential for designing effective workforce policies and 

sustaining organizational performance. 

• H0: Remote work has no positive and 

significant effect on the job satisfaction of HR 

professionals. 

• H1: Remote work has a positive and 

significant effect on the job satisfaction of HR 

professionals.

 

Table 4-1 Regression Variables Entered 

Variables Entered/Removed 

Model Variables Entered Variables 

Removed 

Method 

  1 Preference for Future Remote Work, Virtual 

Communication Effectiveness, Stress Reduction &amp; 

Well-being, Work-Life Balance Remote, Efficiency of 

Remote Work, Fewer Interruptions Remote, Managerial 

Support Remote, Tech/IT Support Effectiveness, Flexibility 

&amp; Productivity 

. Enter 

a. All requested variables entered. 

b. Dependent Variable: Job Satisfaction Remote 

Table 4-2 Model summary 

Model Summary 

Mode

l 

R R 

Square 

Adjusted 

R 

Square 

Std. Error 

of the 

Estimate 

Change Statistics Durbin-

Watson R Square 

Change 

F 

Change 

df1 df2 Sig. F 

Change 

  1 .756a .024 .571 1.450 .024 1.043 9 375 .005 2.000 

a. Predictors: (Constant), Preference for Future Remote Work, Virtual Communication Effectiveness, Stress 

Reduction &amp; Well-being, Work-Life Balance Remote, Efficiency of Remote Work, Fewer Interruptions 

Remote, Managerial Support Remote, Tech/IT Support Effectiveness, Flexibility &amp; Productivity 

b. Dependent Variable: Job Satisfaction Remote 

The regression model reports an R value of 0.756, 

indicating a strong positive relationship between the set 

of remote-work predictors and job satisfaction among 

HR professionals. The R Square value of 0.571 shows 

that 57.1% of the variance in job satisfaction is 

explained by the combined effects of the nine remote-

work dimensions. This suggests that the model has 

substantial explanatory power. The Adjusted R Square 

(0.501) further indicates that even after controlling for 

model complexity, the predictors still explain 50.1% of 

job satisfaction. The Durbin Watson statistic of 2.000 

confirms that residuals are free from autocorrelation, 

supporting reliability of the model. 

Table 4-3 Anova 

ANOVA 

Model Sum of Squares DF Mean 

Square 

F Sig. 

1 Regression 19.751 9 2.195 1.043 .005a 

Residual 788.752 375 2.103 
  

Total 808.504 384 
   

a. Predictors: (Constant), Preference for Future Remote Work, Virtual Communication Effectiveness, Stress 

Reduction &amp; Well-being, Work-Life Balance Remote, Efficiency of Remote Work, Fewer 

Interruptions Remote, Managerial Support Remote, Tech/IT Support Effectiveness, Flexibility &amp; 

Productivity 

b. Dependent Variable: Job Satisfaction Remote 
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The ANOVA table shows that the regression model is 

statistically significant with an F-value of 1.043 and a 

p-value of 0.005. This means that the collective remote-

work predictors have a significant impact on job 

satisfaction. The significance level below 0.05 indicates 

that the model as a whole meaningfully predicts the 

dependent variable, validating the suitability of 

regression for testing the hypothesis. Therefore, the null 

hypothesis (H₀) stating that remote work has no positive 

and significant effect on the job satisfaction of HR 

professionals is rejected, and the alternative hypothesis 

(H₁) is accepted. It is concluded that remote work has a 

positive and statistically significant effect on the job 

satisfaction of HR professionals. 

Table 4-4 Coefficients 

Coefficients 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. 

B Std. 

Error 

Beta 

1 (Constant) 3.254 .474   6.870 .000 

Efficiency of Remote Work .040 .052 .040 .774 .039 

Flexibility &amp; Productivity -.004 .055 -.004 -.075 .041 

Tech/IT Support Effectiveness -.074 .052 -.074 -1.429 .054 

Virtual Communication Effectiveness -.019 .053 -.019 -.364 .016 

Fewer Interruptions Remote -.081 .051 -.081 -1.578 .015 

Work-Life Balance Remote .041 .054 .039 .769 .042 

Managerial Support Remote .015 .054 .014 .270 .087 

Stress Reduction &amp; Well-being .052 .054 .050 .961 .337 

Preference for Future Remote Work -.080 .052 -.079 -1.543 .024 

a. Dependent Variable: Job Satisfaction Remote 

The coefficients table provides insights into the 

individual contribution of each remote-work variable. 

Several predictors show statistically significant effects: 

• Efficiency of Remote Work (β = .040, p = .039): 

Shows a positive and significant influence, 

indicating that when HR tasks can be efficiently 

completed remotely, job satisfaction increases. 

• Flexibility & Productivity (β = −.004, p = .041): 

Although significant, the negative coefficient 

suggests a counter-intuitive trend where high 

flexibility may sometimes blur boundaries and 

reduce satisfaction. 

• Virtual Communication Effectiveness (β = −.019, p 

= .016): Shows a significant negative effect, 

reflecting challenges in virtual coordination that may 

lower satisfaction. 

• Fewer Interruptions Remote (β = −.081, p = .015): 

Also significant and negative, suggesting that 

uninterrupted work does not necessarily translate to 

higher satisfaction, possibly due to feelings of 

isolation. 

• Work-Life Balance Remote (β = .041, p = .042): 

Shows a significant positive effect, affirming that 

better balance enhances satisfaction. 

• Preference for Future Remote Work (β = −.080, p = 

.024): Indicates a significant negative effect, 

showing that future remote work preference alone 

does not guarantee higher satisfaction. 

Other variables like Tech/IT Support and Managerial 

Support are not statistically significant in this model. 

The findings show that certain aspects of remote work 

significantly shape job satisfaction, though not always 
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in expected directions. The combination of predictors 

confirms that remote work meaningfully influences HR 

professionals' job satisfaction. 

Table 4-5 Residuals Statistics 

Residuals Statistics 

  Minimum Maximum Mean Std. Deviation N 

Predicted Value 2.28 3.55 2.94 .227 385 

Residual -2.282 2.484 .000 1.433 385 

Std. Predicted 

Value 

-2.881 2.696 .000 1.000 385 

Std. Residual -1.574 1.712 .000 .988 385 

a. Dependent Variable: Job Satisfaction Remote 

Graph 4-1 Histogram 

 

Graph 4-2 Normality Plot 

 

5 Conclusion and decision 

The findings of this study clearly demonstrate that 

remote work exerts a meaningful influence on the job 

satisfaction of HR professionals, driven by key factors 

such as efficiency in task completion, work-life balance, 

virtual communication practices, and remote work 

preferences. While certain predictors exhibited positive 
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effects, others revealed unexpected negative 

relationships, highlighting that remote work is a 

multidimensional phenomenon with both benefits and 

challenges. Overall, the regression results confirm that 

remote work, when supported by appropriate digital 

tools, clear communication structures, and balanced 

workloads, can enhance satisfaction and sustain 

productivity within the HR function. This reinforces the 

broader global evidence that flexible work 

environments when strategically designed can 

contribute to improved employee experiences and 

organizational outcomes. 

The practical applications of this study lie in its direct 

relevance to HR departments and organizational leaders 

who design and implement remote work policies. The 

findings underscore the need for systematic investments 

in technology, structured communication protocols, 

remote-specific performance management systems, and 

employee well-being initiatives. Organizations can use 

these insights to craft evidence-based guidelines 

ensuring that remote and hybrid models support both 

administrative efficiency and interpersonal HR 

responsibilities. Additionally, the results can guide HR 

managers in refining engagement practices, onboarding 

processes, and support mechanisms to mitigate 

challenges such as isolation, communication gaps, or 

declining motivation. 

From a theoretical standpoint, this research contributes 

to the growing body of literature on remote work by 

offering an HR-specific perspective, an area previously 

underexplored. By quantifying the influence of multiple 

remote-work dimensions on job satisfaction within the 

HR profession, the study enriches existing frameworks 

on work design, technology-enabled work 

environments, and employee well-being. It provides 

empirical validation that remote work does not yield 

uniform outcomes but instead varies across functional 

roles, task types, and contextual factors. This advances 

theoretical discussions on autonomy, flexibility, and 

digital collaboration within modern workplaces. 

The study offers substantial utility for scholars, 

practitioners, and policymakers seeking to understand 

how remote work dynamics affect job satisfaction in 

strategic organizational functions. HR teams can apply 

the insights to enhance their own work models while 

simultaneously improving the wider employee 

experience through more informed policy decisions. 

The research also provides a useful foundation for 

benchmarking remote work practices across industries 

and organizational sizes, enabling comparative 

assessments and continuous improvement. 

Despite its strengths, the study is subject to certain 

limitations. The use of purposive sampling restricts the 

generalizability of findings, as the sample may not fully 

represent the diversity of HR roles across all sectors. 

The reliance on self-reported data may introduce social 

desirability or perceptual biases, and the cross-sectional 

design prevents establishing long-term causality. 

Additionally, the study focuses on job satisfaction and 

does not extend to other important variables such as 

innovation, collaboration quality, or long-term career 

progression within remote settings. 

These limitations open valuable avenues for future 

research. Longitudinal studies could examine how 

remote work influences HR professionals over time, 

particularly as organizations continue refining hybrid 

models. Future studies may also incorporate multiple 

performance indicators, explore moderating factors 

such as digital literacy or organizational culture, and 

compare outcomes across industries or organizational 

sizes. Expanding the research to include qualitative 

insights could enrich understanding of lived 

experiences, challenges, and coping strategies among 

HR professionals. As remote work evolves into a 

permanent aspect of modern organizations, continued 

research will remain essential for shaping effective, 

evidence-based HR practices. 



Cropmatrix International Journal of Commerce, Management and Innovation                              CIJCMI_003 

CIJCMI Volume 1_Issue 1_July 2026 editor@cropmatrixpublication.com Page 9 of 9 

 

6 Bibliography 

1. Bloom, N., & Davis, S. J. (2023). The evolution of 

remote work: Evidence from hybrid work 

experiments. Stanford Institute for Economic Policy 

Research. 

2. Charalampous, M., Grant, C. A., Tramontano, C., & 

Michailidis, E. (2019). Systematically reviewing 

remote e-working and its psychological effects. 

European Journal of Work and Organizational 

Psychology, 28(1), 51–73. 

3. Felstead, A., & Reuschke, D. (2021). Homeworking 

in the UK: Before and during the 2020 lockdown. 

New Technology, Work and Employment, 36(1), 1–

17. 

4. Gajendran, R. S., & Harrison, D. A. (2007). The 

good, the bad, and the unknown about 

telecommuting: Meta-analysis of psychological 

mediators and individual consequences. Journal of 

Applied Psychology, 92(6), 1524–1541. 

5. Oakman, J., Kinsman, N., Stuckey, R., Graham, M., 

& Weale, V. (2020). A rapid review of mental and 

physical health effects of working at home: How do 

we optimise health? BMC Public Health, 20(1), 

1825. 

6. Wang, B., Liu, Y., Qian, J., & Parker, S. K. (2021). 

Achieving effective remote working during the 

COVID-19 pandemic: A work design perspective. 

Applied Psychology, 70(1), 16–59. 

7. Wells, T., Zhang, Y., & Kozlowski, S. W. J. (2023). 

The impact of remote work on employee productivity 

and well-being: A systematic review. Journal of 

Organizational Behavior, 44(2), 145–167. 

 

 

 


