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Abstract
Motivation: Working conditions have changed significantly as remote working has be-
come widespread in many countries. These changes were caused by a pandemic, as a re-
sult of which the possibility of direct communication as well as control and integration 

of employees was limited. There are also new cost categories for employees and employers, 
such as installing a better internet connection, purchasing new hardware and software, 
and implementing better security for data transmission outside the company’s premises. 
These changes resulted in changes in the employee motivation factors against the back-

ground of organizational and cost conditions, which is important for the proper develop-
ment of the organization.

Aim: The aim of the article is to assess motivation to work remotely, based on a survey 
of opinions among 450 employees in total in Poland, the Czech Republic and Hungary. 
The assessment was performed by verifying, using the logistic regression method, ten 

hypotheses describing organizational and cost conditions as well as individual effects, such 
as career opportunities, increase in knowledge and skills, and the occurrence of stress that 

arose as a result of working remotely. The motivation to work remotely was verified by 
establishing the willingness to continue working through an opinion.

Results: Motivation in remote work is influenced by both efficient communication 
and technical assistance provided to the employee remotely. Motivation resulting 

from the independent organization of working time is also important, and it is based 
on the decision to choose the duration of work, hours and intensity of its performance. 
Organizational and cost-related factors are related to motivation, as well as individual 

effects experienced by the employee. Directly from the survey, it appears that only 26.8% 
of the respondents incurred higher costs related to remote work during the COVID-19 

ORIGINAL ARTICLE
received 07.10.2022; revised 24.02.2023; accepted 30.06.2023

Citation: Ziomek, A. (2023). Motivation to work remotely in the face of organizational and cost 
conditions. Ekonomia i Prawo. Economics and Law, 22(2), 399–418.

https://doi.org/10.12775/EiP.2023.023.

http://www.economicsandlaw.pl
http://orcid.org/0000-0001-7052-5855
https://doi.org/10.12775/EiP.2023.023


  EKONOMIA I PRAWO. ECONOMICS AND LAW, 22(2), 399–418

400

pandemic. However, the respondents want to continue it with their current earnings. 
The study found that employees are motivated to work remotely because the organiza-

tional conditions and earnings meet their needs. They also admitted that thanks to remote 
work, they have a better chance of developing a professional career, as well as a higher 

level of their knowledge and skills, which is also associated with the motivation to contin-
ue working remotely.

Keywords: motivation; remote work; costs; communication; stress
JEL: J31; J53; J83

1. Introduction

The COVID-19 pandemic has had catastrophic health effects and is also a cat-
alyst for new forms of work. Remote work (Work From Home — WFH), usu-
ally performed in the place of residence, has now become widespread all over 
the world. Another form of work is conducive to changing needs and attitudes. 
Motivation is an individual basis for meeting the internal needs of an individual, 
grounded only emotionally, but caused by the working conditions, both its or-
ganization and the costs incurred by the employee.

The interest in the issue of motivation of people working remotely results 
from the results of the previous study consisting in the identification of factors 
determining the perceived productivity in remote work and the measurement 
of the importance of factors determining the productivity of work (Barczyk et 
al., 2022). The results show that in the studied sample, high stress, low em-
ployee control and limited communication with managers minimize the in-
crease in the productivity of remote work. Nevertheless, the features of work 
organization, such as a suitable working environment, savings in travel costs, 
access to technical support, and high-speed internet connection are positively 
related to the efficiency of remote work. It is worth, by deepening this study, 
verify the issue of motivation in remote work.

The aim of this study is to assess the motivation of people working remotely, 
which is conditioned by the rules prevailing in the organization and the costs 
incurred by the employee in these conditions. To achieve the set goal, a study 
using the logistic regression method was used, where binomial variables were 
compiled, i.e. the dependent variable with ten variables illustrating organiza-
tional conditions and the effect of changes in costs. A selected set of questions 
and the corresponding database of results collected at the research stage were 
used to conduct the study (Barczyk et al., 2022).

We begin this article with a brief look at the organizational culture associated 
with the organizational conditions and costs of remote work, which assumes an 
immaterial approach to the study of motivation. Then we propose a literature 
review on motivation factors, including the antecedents of satisfaction and will-
ingness to continue working remotely. The literature review is followed by 
a methodological part in which we describe our empirical research procedure. 
Finally, we present and discuss the results of empirical research.
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2. Literature review

Among the existing concepts of research on motivation, Ross (2022) focused 
on determining how the employee’s motivational factor influences his in-
volvement, finding that WFH moderates the employee’s motivational fac-
tors. In turn, Yildirim et al. (2016), propose to consider it in accordance with 
the analysis of the organizational culture. This manifestation of a holistic view 
of motivation favors the search for its sources in the working conditions, atti-
tudes and actions of the employee. Overall, organizational culture can have both 
positive and negative effects on motivation and performance. A positive culture 
increases the efficiency and commitment of employees. An effective culture 
encourages employees to carry out their tasks with vitality and energy. It can 
therefore be concluded that organizational culture is positively correlated with 
satisfaction, commitment and performance. In recent years, many organizations 
have realized that in order to achieve organizational goals, it is necessary to fo-
cus on activities that inspire employees. This is due to the fact that inspiration 
and excitement increase commitment, making work more important and in-
teresting, which leads to an improvement in employee productivity (Kamery, 
2004; Nuur et al., 2021; Ramakrishnan & Arokiasamy, 2019). Research con-
ducted much earlier indicated areas of internal motivation. In the research 
of Hackman and Oldham (1976), it is an individual basis for realizing the in-
ternal needs of an individual, grounded only emotionally, which would indicate 
that the culture of the organization matters. In order to present the structure 
of determinants of motivation, Hackman and Oldham (1976) took into account 
the assumptions of extensive theories of motivation, based on the needs di-
mension (content theories) and the expectations dimension (process theories). 
The complete model of factors consists of four areas, which are: the motivational 
potential of an individual, contextual satisfaction, individual willingness to de-
velop and employee qualifications. While the motivational potential is the mean-
ing of work or responsibility, satisfaction comes from a wider set of elements, 
where maintaining relationships and safety play an important role. The studies 
by Fadzilah et al. (2021). Their words show that employees appreciate that they 
do not have to travel to and from work on a daily basis. In turn, Davidescu et al. 
(2020) mentions working time, but in the context of flexibility, which it treats 
broadly. By presenting four types of it, it assumes: flexibility of working time, 
contracts, functional flexibility and workplace flexibility. Each of them brings 
the employee the satisfaction of reconciling work and family responsibilities, 
giving emotional stability. It also has a positive effect on employee flexibility, 
lower absenteeism, greater retention and faster response to needs, increasing 
work efficiency (Agrawal et al., 2020). However, there is no certainty that both 
satisfaction and productivity increase in remote work, as is often claimed. Ko-
hont and Ignjatović (2022) proved that during the COVID-19 pandemic, when 
workers perceive WFH as temporary and necessary, their negative attitudes 
to work are accompanied by increased productivity. On the other hand, if em-
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ployees perceive WFH positively for other reasons, their work efficiency de-
creases. Moretti et al. (2020), researching 51 employees in Italy, found that 
in the WFH mode, compared to office hours, employees were less productive 
(39.2%), but also less stressed (39.2%), and still satisfied (51 %). The effects 
of remote work on satisfaction and productivity remain unambiguous. Motiva-
tion to work is influenced by the spectrum of elements, including those related 
to work-life-balance. Employees’ needs in terms of achieving a balance between 
life and work are met by a hybrid work mode.

For example, in France, working hours were cut to improve work-life bal-
ance, almost 20 years ago. Moreover, Canada, the Netherlands and New Zea-
land have experimented with the idea of a four-day work week. In fact, they 
are working to make these changes permanent. In the UK, when the business 
sector introduced a four-day working week for some full-time employees, em-
ployee satisfaction was noted to have increased. They also observed an increase 
in employees efficiency/productivity and less turnover (Laker & Roulet, 2019). 
Positive perceived conditions, such as reduced commuting and family responsi-
bilities, do not necessarily promote motivation. Feng and Savani (2020) report 
that the pandemic contributed to the deepening of gender differences in labor 
productivity. This is because when couples work from home all day and schools 
are closed, women are expected to spend more time on housework and child-
care. Before the pandemic, women showed similar productivity and job satis-
faction as men, after the outbreak, they were less productive and satisfied. This 
review shows that organizations and families are not immune to these issues. 
On the other hand, women are expected to fulfill all household chores, even 
if they work from home, as do their spouses (Banerjee & Pati, 2020). How-
ever, other studies have shown that the ability of most women to multitask, as 
during a pandemic, supports the empowerment and maintenance of the role 
of women, and brings positive results in managing work and family life, regard-
less of the intensity of professional and family requirements (Toyin et al., 2021).

Occupational stress is one of the phenomena that are unfavorable to motiva-
tion. The source of stressful situations is the pressure caused by the lack of in-
dividual possibilities and resources to perform the work in an effective manner. 
In other words, some organizations may require some performance from remote 
workers, while their workers may not be able to adapt. Moreover, Mizuno et al. 
(2006) defined work pressure as a social problem containing elements of phys-
ical and mental disruptions of employees’ abilities caused by a lack of teamwork 
(Conway et al., 2008).

In remote work, constant monitoring of the workplace and constant being 
at work are used. Digital technology makes it easy to call and locate employees 
on the go. Working in this mode leads to stress, because it requires knowledge 
of new technologies, multitasking and availability, and at the same time con-
stant presence in front of a computer (Fahmi et al., 2022). Niebuhr et al. (2002) 
examined the impact of remote work on health and job satisfaction on a sample 
of 512 German employees from various industries.
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They found that the functionality of home technical equipment has a pos-
itive effect on employee health and job satisfaction. It is also raised by a sense 
of increased autonomy. Unfortunately, increased weekly working hours have 
a negative effect on stress. The authors of Wut et al. (2022), drew attention 
to the isolation of people who switched to remote work during the pandemic. 
Using the PLS-SEM model, they showed that involvement in work is negatively 
related to social assimilation and deepens mental isolation. In addition, phys-
ical isolation is associated with mental isolation, so it can be expected that as 
people continue to work from home, they may feel uncomfortable. Employees 
also experience a greater degree of loneliness when working remotely. This can 
be remedied by changing remote and office work, as well as chatting and even 
virtual breakfasts. Zito et al. (2021), also pointed to the potentially protective 
role of communication in remote working conditions. It would reduce tech-
nostress and increase the employee’s self-efficiency. Authors (Rahul et al., 
2020) interested in the “dark side” of virtual teams and distributed work report 
that WFH is associated with technostress. People working remotely are under 
intense control and all interactions are excessively stressful, and it is known 
that during a pandemic this form of work cannot be denied to an employer. 
(Choukir et al., 2002). Internet connections and digital technology make it easy 
for managers to call and locate subordinates at any time, even outside of work-
ing hours. This has led to an increase in time devoted to work, but also to an 
increase in technostress. Through WFH, employees must learn new technolo-
gies, be available for work. However, they have to cope with multitasking due 
to simultaneous care for school children (Kohont & Ignjatović, 2022; Pasi et 
al., 2021). As they noted, once the pandemic is over, workers’ organizations 
are likely to claim the right to disconnect after working hours, gaining refuge 
from continued work pressure. In the context of striving for a work-life balance 
and stress management, measures were taken already in 2018 in Spain (López & 
Moreno, 2021). In the Act of December 5, 2018, a regulation appeared regard-
ing the right to disconnect, i.e. long before the pandemic. The regulations stipu-
late the employer’s obligation to ensure that a remote employee is disconnected, 
and at the same time place emphasis on the procedures for recording working 
time. It indicates that employees will have the right to digital disconnect in or-
der to guarantee, beyond the agreed working hours, respect for rest times, per-
sonal and family privacy. There are also reports in the literature that the work 
pressure of WFH does not cause any particular tension, because the employee, 
to a certain extent, can independently set its schedule (Rupietta & Beckmann, 
2016; Wut et al., 2022). The authors described them as a kind of “self-leader-
ship”, which means that a person can independently control the performance 
of a task, and by verifying his results, he checks whether they comply with 
the set standard.

If an employee can have autonomy in planning and carrying out their work, 
they are more likely to return to work having it at hand. Therefore, it is assumed 
to have a higher intrinsic motivation (Rupietta & Beckmann, 2016). The advan-
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tages of WFH include job satisfaction, resulting from the well-being associated 
with work-home balance, appreciated by some. However, the sources of mo-
tivation for teleworking remain unclear. Authors (Bailey & Kurland, 2002), 
who studied the motivation associated with teleworking, suggest that clerks are 
more likely to refuse employers to accept telework. Therefore, it is not always 
possible to be fully prepared to accept long-distance work (Rathnayake, 2022). 
The authors (Mokhtarian et al., 1998) assessed that remote work influences how 
employees are assessed by their managers, and thus has an impact on career 
advancement. The key to increasing motivation in many situations is, after all, 
proper communication. Thanks to successful communication, an organization 
can have great coordination between its teams or units, and control and evalu-
ate employees. Its absence will reflect problems in the performance of business 
tasks or will generally cause damage / conflict between employees (Mokhtarian 
et al., 1998; Rahul et al., 2020). Kim et al. (2016) pointed to a partially differ-
ent role of interactions and social networks. Their research shows that when 
the scale of contacts and communication is limited, the creativity of an indi-
vidual increases. Thus, weak bonds under WFH conditions can enhance work 
efficiency. Employees in isolation are highly open to experience, have an inno-
vative style and are internally motivated, as demonstrated by Kim et al. (2016). 
However, they noted that as the worker is physically isolated, the impulse 
to creativity diminishes. Sometimes the commitment to teamwork decreases, 
the sense of belonging also decreases, and virtual teamwork does not facilitate 
the exchange of information.

3. Assessment of motivation to work

Staying in the picture of this theory, we focus on identifying motivation factors 
resulting from organizational and cost conditions. For this purpose, the source 
of internal motivation, which is contextual satisfaction, provided by Hackman 
and Oldham (1976) was used. The authors define contextual satisfaction with 
the help of components, two of which are used in remote work, they are secu-
rity and relations with the manager and with clients. The source of the assess-
ment of employees’ motivation in relation to organizational and cost conditions 
are the opinions expressed by the survey participants by answering the survey 
questions. For this purpose, a set of selected questions was used, illustrating 
both organizational and cost issues that can be related to the employee’s safety 
and his relationship with the manager.

They determine employee satisfaction, in line with the model of Hackman 
and Oldham (1976), and therefore determine the occurrence of motivation 
to work remotely. The source of the data are the results of a survey conducted 
on a sample of 450 people in Poland, the Czech Republic and Hungary in July 
2021, i.e. during a pandemic. Referring to the earlier argument, the following 
research hypotheses were proposed:
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1. Organizational conditions:
 – H1 Motivation to work is more likely in employees who judge that they have 

a properly equipped and adapted remote work place.
 – H2 Workers are more likely to be motivated to work when they feel they are 

working remotely in a quiet and peaceful environment.
 – H3 Motivation to work is more likely in the case of employees who judge 

that the quality of the Internet connection is satisfactory.
 – H4 Work motivation is more likely in employees who judge their managerial 

control to be limited.
2. Cost conditions:

 – H5 Motivation to work is more likely in employees who assess that commu-
nication with the manager and / or client is limited in remote work.

 – H6 Work motivation is more likely in employees who believe that their costs 
have decreased.

 – H7 Motivation to work is more likely in the case of employees who believe 
that with their current earnings they will continue to work remotely. Effects 
that occur as a result of undertaking remote work.

 – H8 Work motivation is more likely in employees who believe that remote 
work has increased their career development opportunities.

 – H9 Work motivation is more likely in employees who judge that during 
the period of remote work, their level of knowledge and skills increased.

 – H10 Work motivation is more likely in employees who find also that working 
remotely causes stress.
The researched areas of motivation mainly include employee satisfaction re-

sulting from the work context. In this context, there are components such as 
occupational safety (H1–H7), in the sense of:

 – working conditions, including a quiet and peaceful environment and a well-
adapted remote working area;

 – stress caused by the difficulty of working remotely;
 – ¾ Internet connection quality that guarantees constant contact with 

the manager and the timely and safe transfer of work results;
 – ¾ costs incurred by the employee;
 – ¾ the amount of earnings;
 – ¾ career development opportunities.

As regards the phenomenon of the work context, stress was mentioned 
as an element of the psychological determinant of employee motivation, with 
the assumption of no or low level of stress as a configuration conducive to a good 
attitude to work and the willingness to continue it. Among the next areas 
of motivation there are aspects of the relationship with the supervisor (H4), 
expressed by the assessment of the limitation of the employee’s control in re-
lation to the situation of stationary work. The limitation of control is treated as 
a phenomenon that positively stimulates motivation, because in remote work, 
the employee has more freedom than in stationary work in organizing the time 
and sequence of tasks, during the day or even the working week. While iden-
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tifying the motivation in the area of relations, a study of the limitation of com-
munication was also undertaken (H5), including not only with the manager, 
but also with the client. In the opinion of the respondents, the lack of such 
a limitation is treated as a factor supporting motivation. The issues of motivation 
include the assessment of the increase in the level of knowledge and skills during 
remote work (H9). A positive assessment of this growth is assessed as a motivat-
ing factor for the employee.

4. Methodology and research participants

4.1 Methodology

Each of the hypotheses was assessed by logistic regression analysis. The explan-
atory variable was the motivation to work, the vector of which was determined 
in response to the question “On the basis of the current employment conditions 
(not taking into account remuneration), would you like to continue working 
remotely?”. The relationships between the explained variable and the motiva-
tion factors were identified separately for each of the ten hypotheses. Logistic 
regression was adopted as an appropriate method due to the nominal and di-
chotomous nature of the explained variable. The responses of the respondents, 
consisting in the participant’s assessment of motivational factors, were reduced 
from a 5- to 2-point scale, where for 1, two positive levels were adopted, for 
0, two negative levels, the middle answer is “hard to say”, “not applicable”, 
“I don’t know” deleted. The logistic regression method is used in employee 
motivation research. Davidescu, et al. (2020) found that logistic regression 
is appropriate to highlight the importance of employee development and em-
ployee flexibility as important aspects of sustainable human resource manage-
ment in increasing the overall work level of employees. The authors used logistic 
regression to see if and to what extent teleworking, as an important source 
of workplace flexibility, may affect the way Romanian workers evaluate their 
level of satisfaction. The study revealed that flexibility is an important factor 
in contributing to satisfaction and also varies by region, sector and type of com-
pany. In the work of Sablok et al. (2017), using logistic regression, the authors 
determined the determinants of training expenses, examining the management 
development strategy, talent management policy and succession planning. By 
examining the data of ten questions in accordance with the above literature, we 
aim to verify the hypotheses.

4.2 Data collected and respondents’ context

The data was collected through a survey questionnaire that consisted of ques-
tions about opinions and facts. It uses closed and cafeteria questions addressed 
to respondents of different age, gender and education, and representing various 
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sectors of economic activity. The questionnaires were administered by inter-
viewers after being posted online by research agencies (different from country 
to country). The data was collected in June 2021 during the COVID-19 pan-
demic by the CAWI survey for a sample of 450 people, with a national quota 
of 150 people in Poland, the Czech Republic and Hungary. The survey was car-
ried out by three different research agencies, one in each country in the group 
of self-declared respondents. The target population consisted of all citizens re-
siding in the country of the study and working fully or partially remotely, at 
the time of the survey or in the past, regardless of how long and how often, with 
an amount by age, gender and occupation. All questionnaires turned out to be 
valid. Conducting a survey with the help of a research agency ensures the cred-
ibility of the respondents and has an advantage over research conducted anony-
mously using the Internet method among previously unrecorded and unreliable 
respondents.

The results of the survey show that 100% of the respondents worked re-
motely, but 71% of them combined this activity with a stay at the company’s 
headquarters, and about 2% of the respondents did not give an unambiguous 
answer to this question (see Table 1). The dominant form of performing tasks 
among employees (81%) was an employment contract, a smaller number indi-
cated self-employment (11.5%) and a civil law contract (3.5%). The remaining 
respondents (3.5%) stated that in their case there was a different form of em-
ployment. According to the demographic criterion, including sex, age, education 
and the indicated main industry of employment. The results indicate the pro-
portion of men (56%) as compared to women (44%). Most of the respondents 
were middle-aged (over 48%), i.e. 30–50 years old. The share of younger peo-
ple, i.e. under 30 years of age, turned out to be small, i.e. 16%, but relatively 
high (36%) of people over 50 years of age. In the education structure, people 
who graduated from higher education constitute 64%, people with secondary 
education  — 33%. The rest have lower than secondary education, i.e. voca-
tional — 2% and primary — 1%. Employment by industries showed the dom-
inance of broadly understood services (78%). A smaller percentage worked 
in the processing industry and construction (about 15% each). People in the ag-
ricultural sector played an even less important role.

To sum up, the study was based on a research sample consisting of peo-
ple working — most importantly — remotely, under an employment contract, 
in a hybrid mode. The age was dominated by middle-aged people, i.e. 30–50 
years old, more educated, employed mainly in services. There was also some 
balance in the representation of both genders.
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5. Results

5.1. The results of empirical research

Chart 1 presents the answers to the questions about organizational and cost-re-
lated motivations, which were assessed by 450 by people indicating the use 
of remote work (according to the data in Table 1). They concern financial, tech-
nical and non-material aspects that accompany remote work. On their basis, 
the organizational and cost conditions were assessed.

Firstly, the division of the areas of conditions, according to the adopted re-
search objective, indicates, according to empirical research, a lower assessment 
of cost conditions than organizational ones. Among the survey participants, 
on average 53% assessed the organizational conditions as good, and 42%  — 
the cost ones. Thus, half of the respondents, and in the case of cost conditions 
it is slightly less, concluded that the conditions are conducive to motivation 
and willingness to continue working remotely. In organizational conditions, 
the assessment of individual elements varies considerably. Stress resulting from 
remote work was indicated by only one in five out of 450 respondents. High 
employee motivation is represented by the self-realization of professional plans 
by increasing the chances of career development. 41.6% assessed that remote 
work creates such opportunities, probably facilitating obtaining a job thanks 
to remote recruitment of employees. Almost 80% indicated that they work in an 
appropriate environment and a properly prepared workplace. In turn, over 80% 
answered that there is no problem with the Internet connection.

The technical side of working at a distance makes contacts possible, of course, 
but devoid of many elements of direct communication. Conducting the control 
is also demanding, as the access to the employee is based only on the electronic 
channel. Just over one third of the respondents said that communication was 
limited (33.8%). Thus, for a large proportion of the study participants, digi-
tal transmission, reduced to a test, sound and sometimes sound and image, is 
not a restriction on communication. Employees slightly more often pointed out 
the difficulties of control. Almost half of the respondents (47.6%) stated that 
the control is actually limited, while working remotely, they gain more freedom 
in action than when working at the company’s premises.

Second, in terms of cost conditions, more than a third (39.2%) confirmed 
improvements in labor costs, including travel, food, childcare. On the other 
hand, satisfaction with the financial conditions in remote work was expressed 
by those who decided that with their current earnings, they would continue 
to work remotely (45.1%). The results in terms of cost conditions are not fully 
satisfactory. Positive opinions are not popular, and the number expressing 
them does not reach half of the respondents. It is also not certain whether both 
the organizational and cost conditions, in the opinion of the respondents, coin-
cide with the feeling of motivation to work remotely. However, a certain model 
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of presented opinions emerges, based on a few relatively less sophisticated but 
strong principles. Among the organizational conditions, the respondents mainly 
confirmed some advantages, including:

 – ¾ a well-adapted workplace;
 – ¾ quiet and peaceful environment;
 – ¾ good internet connection, allowing for uninterrupted work.

This picture seems to fit well those features of remote work that are easily 
and on a daily basis noticeable, but are nevertheless important for the employee.

In the next section, we present an analysis of the relationship between 
the presented assessments and the motivation to work remotely.

5.2 Assessment of motivation in organizational and cost conditions

For the analysis of the study results, 450 valid responses were obtained. The num-
ber of observations included in each of the models differed and it resulted from 
the share of ambiguous answers, which were excluded at the stage of data prepa-
ration. Information on the dependent variable and explanatory variables was 
obtained from the same participant. A one-way model with the intercept for 
logistic regression was used. The estimation was performed with the use of a for-
ward selection method based on a likelihood ratio (Danieluk, 2010). The re-
sults of the estimates are presented in Table 2. The total variance, explained by 
the Wald coefficient, was significantly below the 50% threshold in most mod-
els. For hypotheses 7, 10 and 8, it exceeded 40%. All models met the condi-
tion of significance, except for hypothesis 6. The null hypothesis was rejected at 
the level of <0.05. The odds ratio was relatively high, i.e. the maximum value 
was Exp (B)=1.01. For hypotheses 4 and 5, the odds ratio showed a relation-
ship between the dependent variable and the negation of the explanatory vari-
able (negative (B)), and a relationship with the willingness to continue working 
remotely, i.e. (H4): control (Exp (B)=0.990) and (H5): communication (Exp 
(B)=0.987). In other cases, there was a probability of the factor influencing 
motivation, in accordance with the value of the odds ratio, on the dependent 
variable indicated in the hypothesis. The analysis showed that the person would 
like to continue working remotely on the basis of the current employment con-
ditions (not taking into account the salary), because he has a properly adapted 
and equipped remote work place, works in a quiet and peaceful environment, 
does not feel the stress associated with working remotely despite the constant 
exposure during virtual communication and constant work at the computer. 
A person is also motivated to continue working remotely during a pandemic, 
i.e. without the possibility of giving up this form, because their labor costs have 
decreased in relation to work in the company, they are satisfied with their sal-
ary and want to continue working remotely, receiving it in the current amount. 
The participants would like to continue working remotely, claiming that it cre-
ates opportunities for the development of their professional career, and also 
noticed that thanks to it, the level of their knowledge and skills has increased. 
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Noticing such benefits, individuals still want to work remotely. Their attitude 
expresses motivation because, as can be seen, most of the respondents satisfied 
the individual needs of the individual. In the case of hypotheses 4 and 5, the first 
of which concerns limited control and the second of limited communication, 
the result was that, although control and communication are not limited, people 
prefer to continue working remotely. Both models met the materiality condi-
tion, therefore the above claim cannot be rejected.

6. Discussion

Except for the sixth hypothesis (see above: H6; p> 0.05). all the hypotheses 
in the study were confirmed. They assume a relationship between motivation 
and organizational conditions, including:

 – the environment, that is, maintaining peace and quiet;
 – workplace, i.e. its equipment and the efficiency of the internet connection;
 – communication with the company and work control.

With the longer duration of the pandemic and the need for isolation, work-
ers feel the benefits of working from home and are able to arrange appropriate 
conditions either on their own or with an employer. Fahmi et al. (2022) showed 
that WFH causes stress, while in our research stress was indicated by only 22% 
of respondents and was not indicated as a barrier to motivation in employees. 
The respondents stated the presence of stress that accompanies them, but also 
expressed their willingness to pass the job. It can be said that the level of individ-
ual stress does not discourage people from working remotely. In turn, Agrawal 
et al. (2020), Verma et al. (2021) referred to the importance of communication 
and control in remote work. They noted the greater flexibility of the employee 
and the company when working remotely. As they claim, cooperation with 
the company is so good that it allows for an efficient response in unexpected sit-
uations. It is related to the quality of communication and controls, which were 
not limited as a result of adopting the distance working mode. Maintaining them 
affects the motivation to continue working remotely, as shown in this study. 
Good organizational conditions, such as Internet access, remote connection, 
e-mail and telephone contact, allow faster and direct access to a wider group 
of recipients. As a result, they increase effectiveness and cause greater involve-
ment (Wut et al., 2022). Motivation arises when an employee has unimpeded 
access to such communication opportunities. Higher knowledge and skills 
are another effect of remote work, which is associated with the need to learn 
new technologies, but also to increase access to knowledge via the Internet 
and higher employer requirements. Smite et al. (2021), in a WFH study, a few 
months after its start, have already confirmed such results. It is understandable 
that these benefits motivate to continue working remotely, since they will al-
low the employee to improve his status, including material status, on the labor 
market. These hypotheses were supported by the results of the study presented 
above. However, the impact of remote work costs on motivation has not been 
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confirmed. It is known, however, that their structure has changed in relation 
to the period of stationary work. The tool used did not make it possible to dis-
tinguish the relationship between costs and motivation. On the other hand, 
the participants noticed (39.2%) that they bear lower labor costs. According 
to research (Agrawal et al., 2020), they do not have to bear the costs of child-
care or meals during work, and most of all stay at home and do not avoid travel 
time. These costs are employees’ control. Hypothesis 7 assumes a relationship 
between motivation and earnings at which the person will continue to work 
remotely. This means that the salary is not a disincentive to remote work, de-
spite the fact that there are situations of shifting to a lower salary. In our study, 
45.1% of participants are satisfied with their salary, so the salary was not re-
duced in these people. Hypotheses 4 and 5 assume a negative relationship be-
tween motivation and restriction of control and communication. According 
to the value of the odds ratio (see Table 2), there is a positive relationship be-
tween motivation and lack of constraints, i.e. efficiency and effectiveness of con-
trol and communication. This result turned out to be consistent with Nuur et al. 
(2021). Corporations have been in contact with employees since the beginning 
of the pandemic. The meetings were organized virtually, the rules of communi-
cation were set so as not to lose commitment and motivation among employees, 
virtual team building workshops were conducted, especially due to their impor-
tant role in creating the atmosphere of teamwork. As a result, employees are 
able to use technology to maintain contact with managers. Also, other studies 
(Nuur et al., 2021) showed that working from home for a long time did not 
affect communication and solving problems encountered in the office. Besides, 
remote access and control of office computers helped the employees to perform 
most office tasks. Obtaining efficiency in remote communication has an impact 
on motivation and makes it easier to solve everyday problems in the company. 
In turn, remote work control may support the performance of tasks by the em-
ployee, which strengthens his involvement (Nuur et al., 2021).

7. Implications for theory, future research and practice

Earlier studies emphasized the psychological conditions of work and the techni-
cal difficulties of performing it. Difficulties due to having children or the com-
plexity of remote work due to the isolation of an employee were also identified. 
We have indicated three groups of factors, including organizational and cost 
conditions, taking into account organizational elements, those reflecting the en-
vironment and equipment, as well as communication and control. At the outset, 
it is worth noting that the countries of Central and Eastern Europe are definitely 
a good place to study. The popularity of remote work in them only increased 
during the pandemic, and employees have been meeting its experiences only 
recently.

The study provided evidence that labor costs in the form of WFH have a pos-
itive effect on motivation. On the other hand, among the organizational factors, 
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good workplace equipment, a quiet environment and an efficient internet con-
nection have a positive and strong influence on motivation. Sufficient control 
and intense communication also control motivation, but to a lesser extent than 
the other organizational factors.

It turned out that almost all respondents work in good conditions and are 
motivated to continue their work. Employees notice lower costs in remote 
work and no remuneration changes, hence it turned out that cost factors sup-
port motivation. We have found that several effects that may be influenced by 
the employer play a role in keeping you motivated. These include opportuni-
ties for career development and an increase in competences and knowledge 
as a result of remotely performed work. A separate effect that we drew atten-
tion to was stress, described in the literature as a negative stimulator of work 
and motivation. The study showed a positive relationship between these effects 
and motivation.

The respondents are willing to continue assigned work, but are aware 
of the stress that accompanies them, and its level does not discourage them from 
working remotely.

In this study, for further analysis, we propose a method of researching mo-
tivation, which explains the attitudes of employee involvement conditioned by 
organizational and cost factors. Their illustration is possible by getting their 
opinion directly.

With regard to practice, we recommend that in such conditions managers 
do not deviate from employee control. It will be an activity recognized rather 
as supporting employees, not threatening the loss of motivation. In order to in-
crease the motivation, one should also proceed to such solutions that would 
shorten the path to work by renting work premises not far from the place of res-
idence. Employees appreciate lower costs as well as keeping wages unchanged. 
It is also worth taking or continuing workshops on integration in remote work 
conditions. It will certainly be easier for employees to perform their work with 
a sense of higher motivation.

The suggested research model includes ten questions that concern not only 
the organizational and cost conditions, but also the effects. Future research may 
expand the range of identified motivation factors in remote work to include 
productivity and satisfaction with the context, as well as their possible struc-
ture. It is also worth including the aspect of the employee’s mental isolation. 
Let us take into account that 450 employees from three Central and Eastern 
European countries appreciated the remote work, expressing their willingness 
to continue it, and expressed their satisfaction with the good conditions for its 
performance. Their experience of working in this form may affect future or-
ganizational and management activities in companies where its use is desirable. 
Research on commitment or motivation to work remotely is useful for learning 
and practice, because its application will still be present in the economy.

The findings contained in this paper verify the attitude of employees to-
wards continuing remote work from the perspective of organizational and cost 
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conditions, and the effects of work. This study assessed employee motivation 
in the context of remote work, based on the relationship between work motiva-
tion during the COVID-19 pandemic and conditions and outcomes. The account 
was explained by all the hypotheses, except for one of them. Therefore, this 
model can provide an initial understanding of the impact of remote working 
on motivation and an indication of its determinants.
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Appendix

Table 1.
Characteristics of the study participants

Category Frequency %
sex woman 199 44.22

man 251 55.78
age –29 72 16.00

30–40 103 22.89
40–50 114 25.33
51– 161 36.78

education level high 289 64.22
middle 149 33.11
others 12 2.67

branch services 351 78.00
industry 88 19.56
agriculture 11 2.44

form of remote work only remotely 131 70.89
hybrid 319 29.11

employment type employment contract 366 81.33
self-employment 52 11.56
civil-law contract 16 3.56
others 16 3.56

Source: Own preparation.

Table 2.
Assessment of models determining motivation to work

Condition H B Standard 
error Wald df p Exp(B) R2 

Cox–Snell
R2 

Nagelkerke
Organisational

equipped workplace H1 0.010 0.003 10.743 1 0.001 1.010 0.028 0.040
peaceful worklplace H2 0.009 0.003 9.114 1 0.003 1.010 0.158 0.222
internet connection H3 0.010 0.003 10.841 1 0.001 1.010 0.270 0.039
control of worker H4 –0.010 0.003 15.532 1 0.000 0.990 0.047 0.066
comunication with 
manager H5 –0.013 0.002 30.130 1 0.000 0.987 0.078 0.109

Costs/earnings
worker costs of work H6 0.001 0.003 0.065 1 0.798 1.001 0.000 0.000
earnings H7 0.040 0.004 107.760 1 0.000 1.041 0.142 0.198

Effects
chances of career devel-
opment H8 0.017 0.003 42.586 1 0.000 1.018 0.047 0.066

skills and knowledge 
increase H9 0.015 0.006 6.824 1 0.009 1.015 0.033 0.049

stress H10 0.021 0.003 58.758 1 0.000 1.021 0.158 0.222

Source: Own calculation based on SPSS Predictive Solution software.
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