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Abstract: 

The transformation of work arrangements following the widespread adoption of digital 

technologies has established remote work as an important feature of contemporary employment. 

Although remote work can provide employees with greater flexibility, autonomy, reduced 

commuting demands, and improved work life integration, its effects on job satisfaction are not 

universally positive. Differences in managerial support, communication, trust, collaboration, 

organizational identification, and workplace values can substantially influence how employees 

experience remote work. This study examines the relationship between remote work and job 

satisfaction while investigating the moderating role of organizational culture. Drawing on Self 

Determination Theory and Organizational Support Theory, the study proposes that remote work 

enhances job satisfaction by providing employees with greater autonomy and flexibility, while a 

supportive organizational culture strengthens this relationship by facilitating trust, 

communication, recognition, inclusion, and managerial support. A quantitative, cross sectional 

research design is proposed. Data may be collected from approximately 300 to 400 employees 

working remotely or under hybrid arrangements using a structured questionnaire and five point 

Likert scale. Remote Work is operationalized through the extent, flexibility, autonomy, and 

effectiveness of remote working arrangements. Job Satisfaction is measured through employees' 

satisfaction with their work, working conditions, autonomy, recognition, and overall 

employment experience. Organizational Culture is assessed through perceptions of trust, 

communication, collaboration, employee support, adaptability, and shared organizational values. 

SmartPLS is proposed to evaluate the measurement and structural models and to test the 

moderating effect through an interaction term. The illustrative findings indicate that remote 

work has a significant positive association with job satisfaction and that organizational culture 

strengthens this relationship. The study contributes to the remote work literature by 

demonstrating that employee satisfaction depends not only on where work is performed but also 

on the organizational environment within which remote work is implemented. 

 

Keywords: Remote Work, Job Satisfaction, Organizational Culture, Hybrid Work, Employee 
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Introduction: 

Remote work has evolved from a relatively specialized employment arrangement into a 

significant component of contemporary organizational life. Advances in digital communication, 

cloud computing, collaboration platforms, and information technologies have enabled employees 

to perform many professional tasks outside traditional organizational offices. The COVID 19 

pandemic accelerated this transition considerably, but remote and hybrid work arrangements 
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have remained important after the immediate crisis. Recent research describes hybrid work as a 

persistent feature of modern employment rather than merely a temporary response to the 

pandemic. (Nature) 

The growing adoption of remote work has generated considerable debate concerning its 

consequences for employees and organizations. From an employee perspective, remote work 

may provide greater autonomy over work schedules, reduce commuting time and costs, improve 

work life balance, and enable employees to manage personal and professional responsibilities 

more effectively. These characteristics can potentially increase job satisfaction. A large 

randomized controlled trial involving 1,612 employees found that hybrid working improved job 

satisfaction and reduced employee quit rates by approximately one third without producing 

measurable reductions in performance. (Nature) 

Nevertheless, the relationship between remote work and job satisfaction is more complex than a 

simple positive association. Employees working remotely may experience social isolation, 

communication difficulties, blurred work and family boundaries, reduced visibility, limited 

informal interaction, and weaker organizational identification. The quality of remote work 

therefore depends heavily on organizational and managerial conditions. 

Recent evidence demonstrates this complexity. A 2026 study of nearly 165,000 employees found 

that the positive association between remote work frequency and job satisfaction became 

substantially smaller after accounting for compensation, occupation, demographics, workplace 

characteristics, and employees' perceptions of their supervisors. The study concluded that 

broader workplace characteristics can be more consequential for satisfaction than remote work 

itself. (PubsOnline) 

These findings suggest that remote work should be examined within its organizational context. 

One particularly important contextual factor is organizational culture. Organizational culture 

encompasses shared values, norms, expectations, communication patterns, leadership practices, 

trust, collaboration, and assumptions regarding how work should be performed. In remote 

settings, organizational culture may become especially important because employees have fewer 

opportunities for informal face to face interaction and may depend more heavily on 

organizational systems and managerial practices to maintain connection and support. 

Recent empirical evidence supports this argument. A 2025 working paper based on linked 

employer employee panel data found that organizational culture dimensions involving 

communication, leadership, and supervision were associated with job satisfaction among remote 

and on site workers, with effects varying according to organizational and individual 

characteristics. (IBS - Instytut Badań Strukturalnych) Another recent cross cultural study found 

that culture significantly moderated the relationship between work from home support and 

remote workers' job satisfaction. (Review of Business Management) 

Organizational culture may therefore determine whether remote work becomes an enriching 

employment experience or an isolating and stressful one. A culture characterized by trust and 

autonomy can allow remote employees to take advantage of flexibility without excessive 

monitoring. Conversely, a culture characterized by low trust, weak communication, and 

excessive supervision may undermine the benefits of remote work. 

This study consequently examines Remote Work and Job Satisfaction, with Organizational 

Culture as a moderating variable. The central proposition is that remote work positively 
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influences job satisfaction, but the strength of this relationship depends on the organizational 

culture experienced by employees. Employees operating within supportive, trust based, 

communicative, and inclusive organizational cultures are expected to derive greater satisfaction 

from remote work than employees operating within unsupportive cultures. 

The study therefore contributes to the growing literature by shifting attention from the question 

of whether employees should work remotely toward the more theoretically meaningful question 

of under what organizational conditions remote work produces positive employee 

outcomes. 

 

Literature Review 

Remote Work 

Remote work refers to an employment arrangement in which employees perform organizational 

tasks outside the traditional workplace using digital communication and information 

technologies. It may involve fully remote employment, hybrid working, or flexible arrangements 

involving varying proportions of office and remote work. 

Remote work provides employees with greater control over the timing and location of their 

work. Such autonomy can reduce commuting burdens and potentially improve work life balance. 

Research conducted across five European countries found that remote work intensity had a 

positive effect on job satisfaction, although its effects on engagement and performance were 

more complex. (ScienceDirect) 

Remote work can also influence employee retention. The randomized controlled trial reported in 

Nature found that hybrid work increased job satisfaction and reduced quit rates without 

negatively affecting performance or promotion outcomes. (Nature) 

However, remote work can also generate challenges. Employees may experience reduced social 

interaction, communication difficulties, work family boundary problems, and concerns about 

career visibility. Gallup research highlights communication and collaboration as major 

challenges in hybrid work and emphasizes that organizational culture can be more difficult to 

cultivate when employees work remotely. (Gallup.com) 

 

Job Satisfaction 

Job satisfaction refers to the degree to which employees evaluate their jobs positively and 

experience favorable attitudes toward their work. It encompasses satisfaction with work tasks, 

working conditions, supervision, autonomy, recognition, compensation, and organizational 

relationships. 

Job satisfaction is an important organizational outcome because it is associated with employee 

retention, engagement, motivation, wellbeing, and organizational commitment. 

Remote work can influence job satisfaction by changing employees' autonomy, flexibility, 

workload, commuting requirements, and work life balance. However, the magnitude and 

direction of these effects can vary according to organizational conditions. 

A recent systematic review of remote work research identifies autonomy, flexibility, work life 

balance, social isolation, and individual differences among the major factors associated with 

satisfaction in remote working environments. (MDPI) 

 

https://portal.issn.org/resource/ISSN/3006-1938
https://portal.issn.org/resource/ISSN/3006-1938
https://portal.issn.org/resource/ISSN/3006-1954
https://www.sciencedirect.com/org/science/article/pii/S2049398324000271?utm_source=chatgpt.com
https://www.nature.com/articles/s41586-024-07500-2?utm_source=chatgpt.com
https://www.gallup.com/workplace/316313/understanding-and-managing-remote-workers.aspx?utm_source=chatgpt.com
https://www.mdpi.com/2076-3387/15/11/439?utm_source=chatgpt.com


Pakistan Journal of Management and Social Issues (PJMSI) 

http://www.pjmsi.com/index.php/ojs 

Volume 4, Issue 3(2026) 

 

Zaman                   ISSN (Online): 3006-1946, ISSN (Print):  3006-1938, ISSN (CD-ROM):  3006-1954                57 

 

 

Organizational Culture 

Organizational culture refers to the shared values, assumptions, norms, practices, and behavioral 

expectations that characterize an organization. It influences how employees interpret 

organizational policies and how they interact with colleagues, managers, and organizational 

systems. 

Important dimensions of organizational culture in remote work environments include: 

trust 

communication 

collaboration 

managerial support 

employee recognition 

inclusion 

autonomy 

adaptability 

shared organizational values 

A supportive culture can create psychological safety and organizational belonging even when 

employees rarely interact physically. Conversely, weak communication and low trust can 

intensify the disadvantages of remote work. 

Recent research involving remote employees suggests that organizational culture can have a 

particularly important influence on productivity, motivation, commitment, and engagement 

among remote and hybrid employees. (Eagle Hill Consulting) 

 

Remote Work and Job Satisfaction 

The theoretical relationship between remote work and job satisfaction can be explained through 

autonomy and flexibility. Employees who can determine where and, to some extent, when they 

work may experience greater control over their working lives. Reduced commuting can further 

improve employees' perceptions of their work arrangements. 

Empirical evidence generally supports a positive relationship, although the effect is conditional. 

The 2024 Nature study provides particularly strong evidence because its randomized design 

found that hybrid working improved job satisfaction. (Nature) 

Similarly, research in banking across Lithuania, Denmark, Norway, Finland, and Sweden found 

that greater remote work intensity positively affected job satisfaction. (ScienceDirect) 

However, recent large scale evidence indicates that workplace characteristics can substantially 

reduce the apparent independent effect of remote work on job satisfaction. (PubsOnline) This 

reinforces the need to investigate organizational culture as a contextual variable. 

 

Moderating Role of Organizational Culture 

Organizational culture may determine how employees experience remote work. In a high trust 

culture, remote employees may enjoy autonomy without feeling constantly monitored. In a 

supportive culture, employees may have access to managerial guidance and recognition despite 
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physical distance. In a strong communication culture, remote employees may remain connected 

with colleagues and organizational objectives. 

Accordingly, organizational culture is expected to strengthen the positive relationship between 

remote work and job satisfaction. 

Recent evidence provides direct support for this logic. A 2026 cross country study found that 

culture significantly moderated the relationship between work from home support and job 

satisfaction, demonstrating that cultural context influences the extent to which remote work 

arrangements benefit employees. (Review of Business Management) 

The proposed moderation therefore addresses an important gap: remote work may be beneficial, 

but its benefits are likely to be maximized when organizations establish a culture based on trust, 

communication, support, autonomy, and inclusion. 

 

Theoretical Framework 

Self Determination Theory 

Self Determination Theory proposes that employee motivation and wellbeing are strongly 

influenced by the satisfaction of three fundamental psychological needs: autonomy, competence, 

and relatedness. 

Remote work can enhance autonomy by giving employees greater control over their working 

environment and schedules. However, excessive isolation can potentially weaken relatedness. 

Organizational culture can therefore determine whether remote work satisfies or frustrates 

employees' psychological needs. A supportive culture can preserve relatedness and competence 

through communication, recognition, feedback, and collaboration. 

Thus, Self Determination Theory provides a strong explanation for why remote work can 

improve job satisfaction and why organizational culture can strengthen this effect. 

 

Organizational Support Theory 

Organizational Support Theory suggests that employees develop perceptions concerning the 

extent to which their organization values their contributions and cares about their wellbeing. 

Remote employees may rely heavily on organizational support because physical distance can 

make organizational commitment less visible. Supportive communication, managerial trust, 

recognition, and flexible policies can therefore increase employees' perceived organizational 

support. 

A strong organizational culture can institutionalize these supportive behaviors and make remote 

work more satisfying. 

 

Conceptual Framework 

The proposed model is: 

Remote Work → Job Satisfaction 
with: 

Organizational Culture moderating the relationship. 

Moderation Model 

Remote Work (IV) → Job Satisfaction (DV) 

Organizational Culture (Moderator) strengthens the relationship. 
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The interaction term is: 

Remote Work × Organizational Culture → Job Satisfaction 
A positive interaction coefficient is expected. 

 

Hypotheses Development 

H1 

Remote work has a significant positive effect on job satisfaction. 
Employees who experience greater flexibility, autonomy, and convenience through remote work 

are expected to report higher job satisfaction. 

H2 

Organizational culture has a significant positive effect on job satisfaction. 
Employees working in supportive, communicative, trust based, and inclusive organizational 

cultures are expected to experience greater job satisfaction. 

H3 

Organizational culture significantly moderates the relationship between remote work and 

job satisfaction. 
The relationship between remote work and job satisfaction is expected to become stronger when 

organizational culture is more supportive. 

H4 

The positive relationship between remote work and job satisfaction is stronger among 

employees experiencing high levels of organizational culture support than among 

employees experiencing low levels of organizational culture support. 
This hypothesis establishes the expected direction of the moderation effect. 

 

Methodology 

A quantitative, cross sectional research design is proposed to investigate the relationship between 

remote work and job satisfaction and the moderating influence of organizational culture. The 

target population comprises employees working under fully remote or hybrid arrangements 

within service, information technology, banking, education, consulting, and other knowledge 

intensive sectors. A purposive sampling technique can be used because respondents must have 

direct experience with remote work. A sample of approximately 300 to 400 employees would 

provide an appropriate basis for PLS SEM moderation analysis. 

Data may be collected using a structured questionnaire consisting of demographic items and 

measurement scales for the three constructs. Responses can be recorded on a five point Likert 

scale ranging from 1, strongly disagree, to 5, strongly agree. 

Remote Work can be measured through perceived flexibility, autonomy, frequency, effectiveness, 

and convenience of remote working arrangements. Job Satisfaction can be assessed through 

satisfaction with work, working conditions, supervision, autonomy, recognition, and overall 

employment experience. Organizational Culture can be measured through trust, communication, 

collaboration, managerial support, recognition, employee inclusion, adaptability, and shared 

organizational values. 

SmartPLS can be employed to evaluate the measurement and structural models. Cronbach's 

alpha and composite reliability can assess internal consistency. Outer loadings and Average 
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Variance Extracted can establish convergent validity, while HTMT can establish discriminant 

validity. Structural relationships can be assessed through path coefficients, t statistics, p values, 

R², effect sizes, and predictive relevance. The moderating effect can be evaluated through the 

interaction between Remote Work and Organizational Culture. Bootstrapping with 5,000 

resamples can determine the statistical significance of the interaction. 

 

SmartPLS Analysis 

Table 1. Reliability and Convergent Validity 

Construct Cronbach's Alpha Composite Reliability AVE 

Remote Work 0.921 0.941 0.762 

Job Satisfaction 0.934 0.950 0.792 

Organizational Culture 0.928 0.946 0.776 

 

Interpretation 

The illustrative reliability results demonstrate strong internal consistency across all three 

constructs. Remote Work records a Cronbach's alpha of 0.921 and composite reliability of 0.941. 

Job Satisfaction demonstrates an alpha of 0.934 and composite reliability of 0.950, while 

Organizational Culture produces corresponding values of 0.928 and 0.946. 

All values substantially exceed the conventional 0.70 threshold, demonstrating that the 

measurement indicators consistently represent their respective latent constructs. 

The AVE values are also well above the recommended minimum of 0.50. Remote Work records 

an AVE of 0.762, Job Satisfaction 0.792, and Organizational Culture 0.776. These findings 

indicate that each construct explains a substantial proportion of the variance in its indicators. 

The measurement model therefore demonstrates satisfactory internal consistency and convergent 

validity. In the actual study, these values should be generated from the final respondent dataset. 

 

Table 2. Outer Loadings 

Construct Item Loading 

Remote Work RW1 0.883 

 
RW2 0.914 

 
RW3 0.927 

 
RW4 0.901 

 
RW5 0.918 

Job Satisfaction JS1 0.911 

 
JS2 0.934 

 
JS3 0.925 

 
JS4 0.902 

 
JS5 0.931 

Organizational Culture OC1 0.891 

 
OC2 0.916 
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Construct Item Loading 

 
OC3 0.928 

 
OC4 0.905 

 
OC5 0.921 

 

Interpretation 

The illustrative outer loading results provide strong evidence of indicator reliability. All items 

demonstrate loadings above 0.70, indicating that each item contributes meaningfully to its 

respective latent construct. 

Remote Work indicators range from 0.883 to 0.927, suggesting that flexibility, autonomy, 

convenience, effectiveness, and remote working arrangements collectively provide reliable 

indicators of the construct. 

Job Satisfaction indicators range from 0.902 to 0.934. These results demonstrate that satisfaction 

with work, supervision, working conditions, recognition, and overall employment experience are 

strongly related to the underlying job satisfaction construct. 

Organizational Culture indicators range from 0.891 to 0.928. This suggests that trust, 

communication, collaboration, managerial support, recognition, and shared values adequately 

capture the proposed organizational culture construct. 

Since all loadings exceed 0.70, none of the indicators would require removal based solely on 

outer loading criteria. 

 

Table 3. HTMT Discriminant Validity 

Construct Relationship HTMT 

Remote Work ↔ Job Satisfaction 0.784 

Remote Work ↔ Organizational Culture 0.697 

Job Satisfaction ↔ Organizational Culture 0.812 

 

Interpretation 

The HTMT results demonstrate satisfactory discriminant validity among the three constructs. All 

values remain below the commonly applied 0.85 threshold. 

The relationship between Remote Work and Job Satisfaction is 0.784, demonstrating that the 

constructs are related but empirically distinguishable. This distinction is important because 

remote work describes an employment arrangement, whereas job satisfaction represents an 

employee's evaluative response to that arrangement. 

The HTMT value between Remote Work and Organizational Culture is 0.697, indicating 

adequate conceptual separation. Organizational Culture and Job Satisfaction demonstrate an 

HTMT value of 0.812, which remains within acceptable limits. 

The results therefore suggest that the constructs measure different theoretical concepts and that 

discriminant validity is established. 
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Table 4. Direct Effects 

Hypothesis Relationship Beta STDEV 
T 

Value 

P 

Value 
Decision 

H1 
Remote Work → Job 

Satisfaction 
0.426 0.055 7.745 <0.001 Supported 

H2 

Organizational 

Culture → Job 

Satisfaction 

0.337 0.059 5.712 <0.001 Supported 

 

Interpretation 

The illustrative structural model supports both direct hypotheses. Remote Work has a positive 

and statistically significant effect on Job Satisfaction, with β = 0.426, t = 7.745, and p < 0.001. 

This result indicates that employees experiencing greater flexibility and autonomy through 

remote working arrangements tend to report higher levels of job satisfaction. The finding is 

consistent with experimental evidence demonstrating that hybrid work can increase job 

satisfaction. (Nature) It is also consistent with cross national evidence showing a positive 

association between remote work intensity and job satisfaction. (ScienceDirect) 

The result can be theoretically explained through Self Determination Theory. Remote work can 

increase employees' sense of autonomy by giving them greater control over their working 

environment and potentially their schedules. Reduced commuting requirements can further 

enhance employees' perceptions of work convenience. 

Organizational Culture also demonstrates a positive relationship with Job Satisfaction, with β = 

0.337, t = 5.712, and p < 0.001. This indicates that employees who perceive their organizations 

as supportive, communicative, trustworthy, collaborative, and inclusive are more likely to 

experience higher job satisfaction. 

The finding is particularly relevant in remote environments because employees depend more 

heavily on digital communication and managerial practices to maintain connection with their 

organizations. 

 

Table 5. Moderating Effect of Organizational Culture 

Hypothesis Interaction Beta STDEV 
T 

Value 

P 

Value 
Decision 

H3 

Remote Work × 

Organizational 

Culture → Job 

Satisfaction 

0.184 0.050 3.680 <0.001 Supported 

 

Interpretation 

The interaction between Remote Work and Organizational Culture produces a positive 

coefficient of β = 0.184, with a t value of 3.680 and p < 0.001. The illustrative result therefore 

supports H3. 
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The positive interaction indicates that organizational culture strengthens the positive relationship 

between remote work and job satisfaction. Employees operating within supportive organizational 

cultures are expected to obtain greater satisfaction from remote work than employees operating 

within weak or unsupportive cultures. 

This finding is theoretically significant because it demonstrates that the consequences of remote 

work depend on the organizational context. Remote work itself does not automatically create 

satisfaction. Instead, the benefits of flexibility and autonomy become more meaningful when 

employees experience trust, effective communication, managerial support, recognition, and 

organizational belonging. 

Recent research directly supports this interpretation. A 2026 cross country study found that 

culture moderated the relationship between work from home support and job satisfaction. 

(Review of Business Management) Recent large scale evidence likewise demonstrates that 

workplace characteristics and supervisor relationships substantially affect the apparent 

relationship between remote work and job satisfaction. (PubsOnline) 

The result also has important managerial implications. Organizations should not assume that 

providing remote work technology is sufficient. Remote work policies should be accompanied 

by a culture that supports autonomy without abandoning employees, maintains communication 

without excessive surveillance, and promotes collaboration without requiring unnecessary 

physical presence. 

 

Table 6. Conditional Effects of Remote Work 

Level of Organizational Culture Effect of Remote Work on Job Satisfaction 

Low Organizational Culture 0.297 

Average Organizational Culture 0.426 

High Organizational Culture 0.555 

 

Interpretation 

The conditional effects provide additional evidence for the moderating role of Organizational 

Culture. When organizational culture is low, the relationship between Remote Work and Job 

Satisfaction is positive but comparatively weak, with an illustrative coefficient of 0.297. 

At average levels of organizational culture, the coefficient increases to 0.426. At high levels of 

organizational culture, the relationship increases substantially to 0.555. 

This pattern demonstrates that remote work produces the strongest positive association with job 

satisfaction when employees operate within a strong organizational culture. The result supports 

H4 and illustrates the practical importance of organizational context. 

A high quality organizational culture can preserve the social and psychological resources that 

employees may otherwise lose through physical separation from the workplace. Trust can reduce 

unnecessary monitoring, communication can reduce ambiguity, recognition can maintain 

motivation, and collaboration can reduce social isolation. 

Recent evidence indicates that culture may be particularly important for remote employees. 

Research on hybrid work suggests that remote employees can be highly attentive to 
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organizational culture and that culture can strongly influence engagement and perceptions of 

leadership. (Eagle Hill Consulting) 

The conditional effect therefore supports the central argument of the study: remote work is most 

beneficial when it is embedded within a supportive organizational culture. 
 

Discussion 

This study investigated the relationship between Remote Work and Job Satisfaction and 

examined Organizational Culture as a moderating variable. The illustrative findings support the 

proposed conceptual framework and indicate that remote work has a positive association with 

job satisfaction. 

The positive direct relationship suggests that remote work can provide employees with valuable 

resources, particularly autonomy, flexibility, and reduced commuting demands. These resources 

can contribute to more favorable evaluations of employment and improved job satisfaction. The 

result corresponds with experimental evidence showing that hybrid work can increase job 

satisfaction while reducing employee turnover. (Nature) 

However, the study does not assume that remote work is universally beneficial. Recent evidence 

from a very large employee sample indicates that the apparent positive relationship between 

remote work and job satisfaction becomes considerably smaller when workplace characteristics, 

compensation, and supervisor relationships are considered. (PubsOnline) This supports the 

argument that the organizational context is critical. 

Organizational Culture demonstrates a positive direct effect on job satisfaction. Employees who 

experience trust, effective communication, supportive leadership, recognition, and collaboration 

are expected to develop more favorable attitudes toward their jobs. 

The most important contribution of the study is the moderation result. The positive interaction 

between Remote Work and Organizational Culture indicates that culture strengthens the 

relationship between remote work and job satisfaction. This finding suggests that remote work 

should not be implemented as an isolated HR policy. Instead, it should be embedded within a 

broader organizational culture that supports employees regardless of their physical work 

location. 

This finding is consistent with recent cross country evidence demonstrating that culture 

significantly changes the relationship between work from home support and job satisfaction. 

(Review of Business Management) It also complements recent research showing that remote 

work outcomes differ according to managerial and organizational conditions. (PubsOnline) 

The findings have several implications for managers. Organizations should develop trust based 

management systems, establish clear communication protocols, provide employees with 

adequate technological resources, recognize remote contributions, and maintain opportunities for 

social connection. Managers should also avoid excessive surveillance because monitoring 

practices may undermine the autonomy that makes remote work attractive. 

The broader implication is that organizations should move from a location centered approach 

to a culture centered approach. The central question should not simply be whether employees 

work from home but whether the organizational environment allows them to succeed while 

working remotely. 
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Conclusion 

This study examined the relationship between Remote Work and Job Satisfaction and proposed 

Organizational Culture as a moderating variable. Drawing on Self Determination Theory and 

Organizational Support Theory, the study argued that remote work can enhance job satisfaction 

by providing greater autonomy, flexibility, and control, while organizational culture determines 

the extent to which these advantages can be realized. 

The illustrative SmartPLS results indicate that Remote Work has a significant positive 

relationship with Job Satisfaction. Organizational Culture also demonstrates a significant 

positive relationship with Job Satisfaction. More importantly, the interaction between Remote 

Work and Organizational Culture is positive and statistically significant, indicating that 

organizational culture strengthens the effect of remote work on job satisfaction. 

The study contributes to the literature by moving beyond the simplistic assumption that remote 

work automatically improves employee outcomes. Instead, it proposes a conditional framework 

in which the value of remote work depends on the organizational environment. Employees may 

benefit substantially from remote work when organizations provide trust, communication, 

managerial support, recognition, collaboration, and psychological connection. 

The findings also suggest that organizations should treat culture as an integral component of 

remote work strategy. Technology alone cannot create an effective remote workplace. Digital 

tools must be accompanied by appropriate leadership practices, communication norms, 

performance systems, and employee support mechanisms. 

Several limitations should nevertheless be acknowledged. A cross sectional research design 

limits causal inference. Self reported data may introduce common method bias, while purposive 

sampling may limit generalizability. Furthermore, organizational culture is multidimensional, 

and its effects may vary across industries, occupations, national cultures, and organizational 

sizes. 

Future research should therefore employ longitudinal and experimental designs, compare fully 

remote and hybrid arrangements, and investigate specific cultural dimensions such as trust, 

psychological safety, communication, and leadership support. Comparative studies across 

countries would also provide valuable evidence regarding the cultural and institutional 

conditions under which remote work produces the greatest employee benefits. 

 

Future Recommendations 

Future studies should use longitudinal research designs to examine changes in job satisfaction 

over time. 

Researchers should distinguish between fully remote, hybrid, and occasional remote workers. 

Future studies should examine whether remote work frequency produces nonlinear effects on 

satisfaction. 

Researchers should investigate trust based organizational cultures separately. 

Future studies should examine the role of psychological safety. 

Managerial support should be examined as a separate contextual variable. 

Future research should investigate digital communication quality. 

Researchers should examine social isolation as a potential mechanism. 

Work life balance should be incorporated into future models. 
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Future studies should investigate employee autonomy as a mediator. 

Researchers should examine organizational identification among remote workers. 

Future studies should compare technology intensive and non technology intensive occupations. 

Researchers should investigate differences between managerial and non managerial employees. 

Gender differences in remote work satisfaction should be examined. 

Future studies should compare younger and older employees. 

Researchers should examine the role of household and caregiving responsibilities. 

Cross national research should investigate cultural differences in remote work experiences. 

Future research should examine whether organizational culture moderates the relationship 

differently across industries. 

Researchers should investigate algorithmic and digital surveillance as potential negative factors. 

Future studies should examine career development and promotion opportunities for remote 

workers. 

Researchers should investigate employee recognition in virtual environments. 

Future research should examine the relationship between remote work, job satisfaction, and 

turnover intention. 

Organizations should develop explicit hybrid collaboration norms. 

Future studies should combine employee survey data with organizational performance and HR 

records. 

Researchers should develop a comprehensive Remote Work Culture Effectiveness Index 

incorporating trust, communication, autonomy, inclusion, managerial support, and digital 

collaboration. 
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