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Abstract:  

 

This study examines the impact of remote work on teacher performance at. The main 

objective is to identify the key factors influencing teachers’ effectiveness in a remote 

work environment, particularly autonomy, communication with students, 

technological infrastructure, workload, and stress. To achieve this objective, a 

quantitative approach was adopted through a questionnaire administered to 100 

teachers. The collected data were analyzed using statistical methods including 

descriptive analysis, correlation, and multiple regression. The findings reveal that 

autonomy, communication, and technological tools positively influence 

performance, whereas stress and workload negatively affect teachers’ effectiveness 

and satisfaction. The study also highlights the importance of an appropriate digital 

environment in improving teachers’ performance and well-being. 

 

Keywords: Remote work, teacher performance, autonomy, communication, stress, 

ENSSEA. 
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Résumé : 

  

Cette étude analyse l’impact du travail à distance sur la performance des enseignants 

au sein de . L’objectif principal est d’identifier les principaux facteurs influençant 

l’efficacité des enseignants dans un environnement de travail à distance, notamment 

l’autonomie, la communication avec les étudiants, l’infrastructure technologique, la 

charge de travail et le stress. Afin d’atteindre cet objectif, une approche quantitative 

a été adoptée à travers un questionnaire administré auprès de 100 enseignants. Les 

données collectées ont été analysées à l’aide de méthodes statistiques telles que 

l’analyse descriptive, la corrélation et la régression multiple. Les résultats montrent 

que l’autonomie, la communication et les outils technologiques influencent 

positivement la performance, tandis que le stress et la surcharge de travail ont un 

impact négatif. Cette étude met également en évidence l’importance d’un 

environnement numérique adapté pour améliorer l’efficacité et le bien-être des 

enseignants. 

 

Mots-clés : Travail à distance, performance des enseignants, autonomie, 

communication, stress, ENSSEA. 
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   :الملخص

تهدف هذه الدراسة إلى تحليل تأثير العمل عن بُعد على أداء الأساتذة في . ويتمثل الهدف الرئيسي في تحديد 

العوامل الأساسية المؤثرة على فعالية الأساتذة في بيئة العمل عن بُعد، خاصة الاستقلالية، والتواصل مع الطلبة، 

والتوتر المهني. ولتحقيق هذا الهدف، تم اعتماد المنهج الكمي من  والبنية التحتية التكنولوجية، وضغط العمل،

أستاذ. وتم تحليل البيانات باستخدام أساليب إحصائية مثل التحليل الوصفي،  100خلال استبيان وُز ِّع على 

جابياً على والارتباط، والانحدار المتعدد. أظهرت النتائج أن الاستقلالية والتواصل والأدوات التكنولوجية تؤثر إي

الأداء، في حين يؤثر كل من الضغط والتوتر سلباً على فعالية الأساتذة ورضاهم المهني. كما تؤكد الدراسة 

 أهمية توفير بيئة رقمية ملائمة لتحسين أداء ورفاهية الأساتذة.

 

 ENSSEAالعمل عن بُعد، أداء الأساتذة، الاستقلالية، التواصل، التوتر،  :الكلمات المفتاحية
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In an economic environment increasingly shaped by globalization, digital transformation, and the 

evolution of work organization, higher education institutions face unprecedented challenges 

regarding performance improvement and adaptation to technological change. Among the most 

significant transformations of recent years is the rise of remote work, which has profoundly 

modified professional practices across various sectors, including academia. 

The rapid development of information and communication technologies, along with the widespread 

adoption of digital collaborative platforms, has progressively enabled organizations to reconsider 

traditional working methods. However, it was during the COVID-19 pandemic that remote work 

experienced its most significant expansion. Universities and higher education institutions were 

compelled to adopt new pedagogical approaches to ensure educational continuity amidst physical 

distancing measures. 

In this context, remote work has become an unavoidable reality for university instructors. While 

this new mode of work organization offers several advantages—such as greater autonomy, 

flexibility in task management, and improved access to digital resources—it also generates 

considerable challenges. These include difficulties in student communication, increased workload, 

professional stress, and the need to adapt to unfamiliar technological tools. 

Consequently, the question of teacher performance in a remote work environment has become a 

growing concern, both academically and managerially. Teacher performance is widely regarded as 

a key determinant of the quality of higher education, student engagement, and the overall 

effectiveness of academic institutions. 

In the Algerian context, and more specifically at the National Higher School of Statistics and 

Applied Economics (ENSSEA Koléa), the adoption of remote work has profoundly altered 

pedagogical and organizational practices. Instructors have had to adapt rapidly to new working 

methods based on digital technologies and online teaching. 

Given this situation, it is essential to understand the factors influencing teacher performance in 

such an environment. This study therefore aims to analyze the impact of remote work on teacher 

performance at ENSSEA Koléa, with particular attention to its organizational, technological, and 

psychological dimensions. 
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The main objective of this research is to identify the key determinants of teacher performance in a 

remote work setting, namely autonomy, communication with students, technological infrastructure, 

workload, and stress. 

Within this framework, the central research question is formulated as follows: 

Research Problem: 

To what extent does remote work influence teachers’ performance? 

This main question gives rise to several sub-questions: 

 What is the impact of autonomy on teacher performance? 

 How does communication with students influence teaching effectiveness? 

 What role does technological infrastructure play in improving performance? 

 To what extent do workload and stress affect teachers’ satisfaction and effectiveness? 

To address these questions, a quantitative approach was adopted, based on a survey conducted 

among a sample of 100 teachers from ENSSEA Koléa. Data were collected using a structured 

questionnaire and analyzed through various statistical methods, including descriptive analysis, 

multiple regression, correlation tests, and analysis of variance. 

This thesis is structured into three chapters: 

 The first chapter presents the theoretical framework of the study through a literature review 

on remote work, employee performance, and the main factors influencing professional 

effectiveness in a digital environment. 

 The second chapter is devoted to the research methodology, outlining the adopted approach, 

data collection and analysis methods, as well as a presentation of ENSSEA Koléa. 

 Finally, the third chapter presents the empirical results, their interpretation, and a discussion 

of the main findings in relation to previous studies. 
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Through this research, we hope to contribute to a better understanding of the challenges posed by 

remote work in higher education and to propose recommendations that may enhance teachers’ 

performance and well-being in an academic environment undergoing continuous transformation. 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Chapter 1: Theoretical Framework and 

Literature Review 
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Section 1: Introduction to Remote Work 

1. Literature Review of remote work: 

1.1. Definition of remote work:  

 Characteristics and Definitions of Remote Work :  

Research on telework & remote work is mostly at the individual level, the majority on the 

teleworker and sometimes their supervisor or non-teleworking folks (Bailey & Kurland, A review 

of telework research: Findings, new directions, and lessons for the study of modern work, 2002) 

Also note that most of the foundational research on remote work was done back in the 1990s. 

Despite this being many years ago now, these first publications still matter a great deal, providing 

a springboard for modern research. This should not take away from the valuable input and insights 

they provided at that time. Thus, when delivering the expandable discussion concerning the 

definition of remote work in its initial section, the paper essentially mimics the viewpoints and 

outcomes from that period . 

Academic literature employing the term “remote work” dates as far back as 1983. Remote work 

is defined as “organizational work that is performed outside the normal organizational confines of 

space and time” (Olson, Remote office work: Changing work patterns in space and time, 1983, p. 

182). Her studies of “remote office work” (and others that followed) planted the seeds for much of 

the more recent conversation on this subject. Sixteen years later, a different group of researchers 

said: "Read more and more organizations are forming teams that are not co-located" (Veinott, 

Olson, Olson , & Fu, 1999). This observation is, today, still very much to the point, if not even 

more so than before. 

Remote work is referred in many ways such as Telework, Telecommuting, work at home, or home-

based work. While the terms are often used synonymously, it is important to note the subtle 

differences between them. Telework is work done for an employer or client that uses 

telecommunications and information technology, typically performed outside the traditional 

workplace (Kurkus-Rozowska & Konarska, 2002) described in report of the European 

Commission. Flexible and modern working arrangements are also often associated with it 

(Skowron-Mielnik, 2001). The Labour Code identifies three basic parameters of telework: 
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regularity, work outside the office and работа outside the office , and dependence on relevant 

electronic communication tools used for work result delivery (Art. 67, Labour Code, 1974). This 

means that telework is a kind of remote work that relies on technology while the general idea of 

remote work doesn’t have to rely on technology.  

S. Madsen, emphasizes that telework, according to Jack Nilles, is “any form of substitution of 

information technologies for work-related travel” (Madsen, 2011). By comparison, remote jobs 

typically allow employees to pace themselves toward a deadline instead of keeping to regimented 

office hours. 

It is also relevant to note that telework-specific employment type (contract-based, freelance or 

civil law agreements) is not a defining feature. [17] Because flexibility relates to the organization 

of work rather than the terms of employment, flexibility is by its nature organizational, not 

contractual (Skowron-Mielnik, 2001). The distinction is critical, since many people seem to 

confuse employment types with work arrangements. 

Telecommuting, another form of remote work, is most frequently associated with working from 

home (Staples, 2001). It is commonly used interchangeably with "work at home" or "home-based 

work" (Hill, Hawkins, & Miller, Work and family in the virtual office: Perceived influences of 

mobile telework , 1996), citing (Fairweather, 1999), however, draws attention to the fact that 

telecommuting more specifically suggests the utilization of information and communication 

technologies for performing work outside the employer's workplace. One of the characteristics of 

telecommuting is the supervision of physically dispersed employees from their superviso (Staples, 

2001). 

There are numerous definitions of the concepts in the literature ( (Staples, 2001); (Madsen, 2011), 

and the distinctions between them are not always evident. In accordance with some research, the 

concepts of "teleworking" and "telecommuting" are often employed interchangeably, with the term 

"telework" being used more in Europe and "telecommuting" in the United States (Madsen, 2011). 

As opposed to this, "work from home" often characterizes a somewhat different type of work. The 

majority of individuals working at home are freelance, providing a service such as making jewelry, 
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hairstyling, or babysitting. By way of contrast, remote work is also "work from anywhere," so the 

term "work from home" isn't as applicable as a general description. 

In the opinion of the author, "remote work" is the broadest and most flexible term that encompasses 

all forms of location-independent work arrangements. 

Telecommuting, a form of remote work, is most frequently associated with working at home 

(Staples, 2001). It is usually used interchangeably with "work at home" or "home-based work" 

(Hill, Hawkins, & Miller, Work and family in the virtual office: Perceived influences of mobile 

telework , 1996). However,, citing (Fairweather, 1999), points out that telecommuting involves the 

use of information and communication technologies to facilitate work outside the employer's 

premises. One of the characteristics of telecommuting is the management of employees who are 

physically distant from their managers (Staples, 2001). 

There are different definitions of these terms in the literature ( (Staples, 2001); (Madsen, 2011)), 

and the distinction between them is unclear. Some research considers "teleworking" and 

"telecommuting" to be synonymous terms, with "telework" used in Europe and "telecommuting" 

in the United States (Madsen, 2011). 

In contrast, however, "work from home" generally characterizes a different type of work. The 

majority of individuals who work from home are self-employed, for instance, creating jewelry, 

hairstyling, or offering childcare services. Remote work, by contrast, is more properly synonymous 

with "work from anywhere," and the term "work from home" is a less fitting catch-all 

characterization. 

To the author, "remote work" is the broadest and most flexible term that encompasses all forms of 

location-independent work arrangements. 

1.2. The use of remote work: 

Researchers and practitioners face a significant challenge to accurately and consistently define 

remote work. Because remote work occurs in many different formats, studies and early examples 

of telework help us to show that remote work is a well-known but not an entirely new phenomenon; 

however, its theoretical conceptualization, evolution, and integration in business and organizational 
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environments on a much larger scale is quite recent. This is primarily because the remote work is 

seen as a direct result of digital transformation. 

Consequently, the literature contains multiple different concepts that are used interchangeably and 

thereby confuse the topic. These words are telework, telecommuting, work from home (WFH), 

and work from anywhere (WFA). Related terms include flexible work, distributed work, dispersed 

teams, and virtual work. These terms are all similar in their own ways, but due to its broad nature, 

remote work is an umbrella term that covers all of them. 

In theory, the simplest, most inclusive and holistic definition of remote work is a work 

arrangement that provides employees with the freedom to perform their duties outside the 

traditional office environment, facilitated by different communication tools. That can be at home, 

at co-working spaces, or anywhere else that's appropriate. 

In the wake of the widespread adoption of remote work, many countries have enacted regulatory 

frameworks to clarify the obligations of employers as well as the rights and responsibilities of 

workers. In France, for example, rules for telework vary across the private and public sectors. In 

the private sector, the term telework is defined operationally, the issue is negotiated collectively, 

and we see differences between industries. And in Spain, any work is deemed remote if at least 

one-third of an employee’s tasks in any three-month period are done outside the physical 

workplace. 

The above examples illustrate that even though theoretical definitions of remote work give a 

general understanding of the practice, operationally, the quality and functioning or workflows of 

remote work practices can actually differ widely in countries that operate under different governing 

laws pertaining to work activity (Gajendran, Ponnapalli, Wang, & Javalagi, 2024). 

2. Overview of remote work models: 

2.1. The Alternative: No Remote: 

Before diving into remote and hybrid work models, let’s take a moment to discuss the traditional 

on-site approach—working exclusively from the office. In industries like manufacturing and 

construction, remote work is simply not an option. However, even companies that once embraced 

remote work are now enforcing return-to-office (RTO) policies. 
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For businesses, the benefits of an in-office setup are clear: it's believed to boost productivity, 

improve team communication, and make employee engagement more measurable. But many 

workers don't want to return to the office, and for HR pros, that means losing valuable talent 

(Bloom, Han, & Liang, How hybrid working from home works out, 2022). To resist this challenge, 

businesses can experiment with more flexible work models. 

2.2. Hybrid Work Models: 

 Remote Time : 

Remote time allows employees to work at home for a fixed number of days or hours per week, 

allowing them more freedom and better work-life balance. 

For example, after the pandemic, Apple introduced a blended approach in which employees were 

required to be at the office on Mondays, Tuesdays, and Thursdays but could work remotely on 

Wednesdays and Fridays. Some teams, by nature, had to be in the office four or five days a week. 

This policy remains flexible, as Apple continues to experiment with the best balance. Google's 

same setup sees employees required to be in the office three days a week. To apply this model, 

organizations need a clear and documented policy that explains the terms for remote work: who, 

when, and for how long. Without clear regulation, there is going to be frustration and discontent. 

 Remote-First (Virtual-First) :  

With a remote-first model, remote work is supported, but there is still an office for those who desire 

a physical setting. 

This is a model that allows companies to access the extended pool of talent and to hire specialists 

who wish to work on their own schedule but still maintain office space available for those who 

wish it. Its flip side is high expenses of maintaining underused office space. 

Dropbox, for example, adopts this model yet still holds meetings, brainstorming sessions, and 

twice-yearly planning sessions in the office. 

 Remote Work with On-Site Visits : 
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In this model, employees typically work from home but occasionally take visits to the office for 

team meetings, team projects, or team-building activities. 

This model works in cases where the workers live in the same city. But taking workers from distant 

locations just for office meetings can be problematic. In such situations, organizations can even 

pay for the transportation or arrange alternative meeting spaces. 

 Remote Allowed :  

Employees can work from home if they provide notice to their supervisor, but the office is the 

default. Remote work or digital nomadism for extended periods is typically forbidden.  

For example, as of January 2025, Amazon requires employees to be in the office five days a week. 

But there is some flexibility provided in extraordinary cases. 

While this model is more flexible than an in-office-only plan, it may not be preferable to those who 

like being able to work totally at home. 

 Hub-and-Spoke (Satellite Office) : 

With this model, a company has a primary office and regional offices or satellite workspaces. The 

headquarters possesses resources and facilitates big meetings, and satellite offices host local 

employees. 

Spotify does this, with a headquarters in Sweden and offices in 20 nations. 

This model allows firms to draw talent from various places while providing flexibility. It demands 

coordination to ensure that working conditions are consistent across offices. 

 Remote Exceptions :  

The majority of employees work on-site, but some specific individuals are permitted to work 

remotely because of particular expertise or the nature of the job. 
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2. This model is cost-effective, as the company does not need to reorganize for remote work. 

Remote employees may feel out of touch with company culture, however. To prevent this, 

companies must develop strong communication plans. 

 Hybrid-Remote :  

In this setup, some employees work remotely full-time and others work primarily in the office. 

This model is most adaptable and enables companies to recruit a diverse talent pool. But it requires 

strong infrastructure, open workflows, and highly capable managers to keep remote and in-office 

workers productive. 

Microsoft chooses this path, with workers doing at least half their work remotely. It helps retain 

talent and distinguish Microsoft from tech giants enacting strict RTO policies. Management said 

that the model will stick unless productivity drops (Smite, Moe, Hildrum, Gonzalez-Huerta, & 

Mendez, 2023). 

2.3. Remote Work Models : 

 Fully Remote : 

In a fully remote arrangement, the company does not have an office, and employees work from 

anywhere—home, coffee shops, or even the beach. 

GitLab, the most well-known fully remote company, has over 1,800 employees working in 65 

countries. Unlike companies that went remote during COVID-19, GitLab has been doing so since 

its founding in 2011. 

Adequacy in this model hinges on a solid digital infrastructure coupled with effective 

communications networks. Firms must also assist workers to have a reasonable work-life balance 

so as to prevent burnout. 

 Freelance :  

In place of regular employees, companies hire independent workers on a per-project basis. 
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This model is flexible and affordable, with the businesses not required to provide benefits such as 

health insurance, holiday, or illness pay. That said, freelancers are perhaps less attached to company 

culture, and processing payments from across borders can expose a business to fiscal risks. 

 Distributed Teams : 

A distributed company hires individuals based in different countries. For example, Zapier has over 

800 staff who are based in 40 countries. The staff gets together once a year face to face but every 

day happens online. 

One of the major challenges in this model is coordinating time zone differences. Although this can 

facilitate a seamless workflow for international clients, it can also make team coordination more 

difficult. Firms require effective communication processes to prevent disorganization or over-

micromanaging. Cross-cultural training might also be required for managers. 

 Asynchronous Work : 

In an asynchronous work environment, employees set their own schedules and complete tasks 

independently, without face-to-face interaction. They are responsible for delivering results within 

timelines rather than adhering to standard working hours. 

Buffer accomplishes this, using real-time communication only for emergencies or company events. 

For such a system to function, companies need transparent workflows to prevent decision-making 

delays and maintain employees' motivation. 

Results-Only Work Environment (ROWE) : 

In ROWE, employees are measured only on what they deliver—no work-hour, schedule, or 

location expectations. Autonomy, accountability, and performance are the focus. 

The model is best suited for self-motivated professionals who are good at managing their own 

workload. Employees who need more structure or guidance may struggle. 
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Best Buy pioneered ROWE back in 2005, where it led to a 41% productivity hike and a turnover 

decrease of 90%. However, it relinquished it in 2013 because of problems in leadership training 

and developing people relationships among workers and managers (Choudhury, Foroughi, & 

Larson, Work-from-anywhere: The productivity effects of geographic flexibility, 2021).  

Section 2: Historical Context and Drivers of Remote Work  

1. The rise of remote work and its adoption pre- and post-pandemic: 

 The History of Telework: The Early Years : 

Before the age of Skype and Zoom calls, telework began to take shape as a concept thanks to the 

work of NASA engineer Jack Nilles, who in 1973 originally used the term "telecommuting." 

Decades and decades before telework became popular during the early 2000s, IBM piloted it with 

a project that allowed certain employees to work from home as a means of testing its feasibility 

(Nilles, 1975). 

What started with just five home-based telecommuting employees grew to 2,000 in 1983. 

Telephone operators, whose job was centered on telephone communication, were among the first 

to transition to home working. 

What at first was a fleeting trend has now gone mainstream. A Gartner survey found that 74% of 

companies intend to upskill workers into remote jobs as part of their post-pandemic plans. 

Telecommuting  has grown by 115% over the last decade and is likely to keep growing as 

businesses and employees adapt to the new realities of the digital workforce (Nilles, 1975). 

 From Garages and Factories to Virtual Offices and Wi-Fi : 

The dawn of the internet and launch of the first website in 1999 and emergence of startup firms 

constructed in garages ushered an era of business—a business fueled by entrepreneurship. 

Spearheaded initially by entrepreneurial college students and working professionals seeking 

greater freedom, success, and fulfillment, these startups revolutionized a new paradigm for work. 

Operating on shoestring budgets and sheer determination, entrepreneurs worked out of home 

offices, garages, and sheds until they were able to secure investor support. Even then, the majority 
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opted for flexible business models that allowed them and their employees to continue working from 

home. 

Telecommuting reduced the need for commuting, which meant less traffic, reduced emissions, and 

increased support from the environmental community. By 2000, there were already existing 

regulations that started emerging, and the **Department of Transportation and Related Agencies 

Appropriations Act** recognized telecommuting and required organizations to develop 

telecommuting policies. The **Telework Enhancement Act** in 2010 further entrenched 

telecommuting by giving government agencies more freedom in dealing with telecommuting 

employees. 

The Industrial Revolution introduced factory work and, later, office cubicles that dominated much 

of the 20th century. The **technological revolution**—with Wi-Fi, virtual meetings, and 

advanced asynchronous communication—promises a radically different and more flexible future 

(Messenger, 2019). 

The Future of Work: A Flexible, Remote Workforce : 

Computing advancements have opened remote work to anyone more than ever before. The shift 

from cumbersome desktop computers to travel-sized laptops, tablets, and smartphones has 

revolutionized the way and where work is accomplished. Now, powerful equipment is the size of 

one's hand, enabling easy connection from anywhere on the planet. 

Cloud computing has also changed the way people work by making data, documents, and 

applications accessible from virtually any place on earth. Collaboration tools like **Slack** and 

**Sococo** and project management tools like **Asana** have helped business owners and 

managers organize their teams, regardless of locations. Video conferencing technologies have also 

helped bridge the gap, engaging remote workers and making them part of the action. 

With this technology in place, virtual employees now enjoy the luxury of being able to set their 

own schedules and work environments. Increasingly, companies are implementing flexible work 

arrangements as a highly sought-after perk in an effort to attract best-of-breed talent—especially 
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from competing companies still wedded to traditional, office-based models (Davenport & Pearlson, 

Two cheers for the virtual office, 1998). 

 Remote-First vs. Remote-Friendly Companies: What's the Difference ? 

The percentage of employees working remotely has increased by 400% since 2010, with 78% of 

employees working from home part-time or more, as reported by GetApp. 

While the majority of firms have embraced remote work, their approaches vary greatly. 

Some firms such as **Zapier** and **GitLab** are **remote-first** organizations, while giants 

such as **Google** and **Microsoft** have **remote-friendly** strategies. So what's the 

distinction? 

 Remote-First Companies : 

These businesses create their whole culture and organization from the ground up for remote work, 

prioritizing flexibility and staff health. Remote work is not an afterthought—it's integrated into 

every process, from recruitment and team collaboration to project delivery. Staff members can 

work from anywhere while achieving high performance and productivity. 

 Remote-Friendly Companies : 

On the other hand, remote-friendly organizations do have office spaces but offer remote work as a 

choice. Employees are free to work remotely full-time or part-time, yet the organization demands 

high office attendance. This approach strikes a balance between working in the office and working 

remotely. 

A few companies that started out remote-friendly are now transitioning to full-time remote 

structures, recognizing the long-term benefits of a geographically distributed workforce (Vollmer, 

2023). 

 Why Remote Work Is the Future : 
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For most of human history, work has been distant—the office cubicle being the exception. The 

current trend towards remote work is not a flash in the pan but a return to a more natural work 

pattern. The COVID-19 pandemic accelerated this shift, so that most career paths will now include 

some form of remote work. 

Flexible work arrangements are increasingly at the heart of employee retention. Studies show that 

remote workers are far more engaged than those trapped in office cubicles five days a week. 

Employees who work 60-80% of their time** away from the office show **higher levels of 

engagement** than their in-office peers. 

A single case study found that remote staff increased productivity compared to office employees 

to the value of an **extra full work day each week**. 

Other facts also cite the fact that when employees get accustomed to telecommuting, they never 

ever want to switch to a regular office setup anymore. Indeed: 

- **90% of remote staff** intend to continue remote work for the rest of their careers. 

- **94% of telecommuting employees** recommend telecommuting to others. 

For businesses, offering telecommuting benefits enhances **employee retention**, prevents 

turnover costs, and reduces the disruption caused by staff losses. 

As the benefits of working remotely far exceed its drawbacks, it's clear that the work of the future 

is flexible, location-dependent, and characterized by evolving technology. Companies that conform 

to this transition will thrive in the workforce of today (Bloom & Jones, The future of remote work, 

2021). 

2. Key factors promoting remote work:  

 Technological Advances : 

The swift progress of digital technology has been important in the enablement of remote work. 

Inventions like **high-speed internet, cloud computing, and collaborative software** have made 

it possible for employees to readily access corporate resources and collaborate from nearly any 



18 
 

location (Cascio & Montealegre, How technology is changing work and organizations, 2016). 

Further, **video conferencing technology** such as **Zoom** and **Microsoft Teams** has 

enhanced real-time collaboration and made remote work easier and more (Kurland & Bailey, 

Telework and video conferencing: New directions for collaboration, 2020). 

 Globalization : 

As economies and markets become more integrated, organizations must operate across **various 

regions and time zones** (Gibson, 2018). Organizations have embraced **remote work** to tap 

into the global talent pool, expand businesses, and adapt to local markets (Espinosa, Cummings, & 

Pickering, 2021). Remote work also facilitates **knowledge sharing and innovation**, increasing 

organizations' competitive edge in a global market (Stanko & Beckman, 2021). 

 Shifting Workforce Demographics :  

The entrance of **millennials and Generation Z** into the workforce has spurred the demand for 

flexible work arrangements. The younger groups are more concerned with **work-life balance** 

and are proficient in digital technology, and working remotely presents a high attraction (Harris, 

Morello, & Smith, 2018). In order to attract and retain talent from these groups, companies have 

increasingly incorporated **remote work policies** (Kompier, Jansen, & Bakker, 2021). 

 Pandemics and Natural Disasters : 

The **COVID-19 pandemic** and natural disasters accelerated the adoption of remote work as 

companies attempted to **maintain operations while safeguarding employees** (Brynjolfsson, et 

al., 2020). The success of large-scale remote work during the pandemic demonstrated its 

**feasibility and effectiveness**, and numerous organizations have since considered it a long-term 

solution (Gartner, 2020). 

 Corporate Cost Savings :  

Remote work has enormous economic benefits for companies. By lowering the utilization of 

**physical office space**, companies can be spared the cost of **rent, utilities, and maintenance** 

(Allen, Golden, & Shockley, How effective is telecommuting? Assessing the status of our scientific 
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findings, 2021). Moreover, studies link remote work to **increased productivity and lower 

employee turnover**, which also drives cost effectiveness (Choudhury, Foroughi, & Larson, 

Work-from-anywhere: The productivity effects of geographic flexibility, 2021). 

Section 3: Review of Literature on Employee Performance : 

1. Literature Review on employee performance :  

1.1. Employee Performance:  

Employee performance refers to the achievement acquired by an individual while executing work 

assigned to him or her according to his or her ability, experience, dedication, and time management. 

It is a tool needed for the purpose of evaluation by the managers or leaders. According to Henry 

Simamora (Dina, 2008), "Employee performance is the extent to which employees meet job 

requirements." Similarly, Hasibuan (200 C.E.) has defined performance as "the result of work 

accomplished by an individual in carrying out duties entrusted to them based on their competence, 

experience, honesty, and time spent." 

(Mathis & Jackson, 2002)observe that "employee performance appraisal is an important 

component for all employers." (Robbins, 2006)perceives performance as a quantification of the 

desired work outcomes, and a level to which it must be optimal is what is intended. Employee 

performance is the observable actions that people display within the workplace, communicating 

their contributions according to their functions in the business. 

Performance, as stated by (Kasmir, 2016), refers to the results of work alongside work behavior in 

accomplishing set tasks within a specified duration. It is commonly defined as accomplishment of 

tasks where the employee's efforts should align the organization's work schedule for the purpose 

of enhancing general performance and aid the organization in its vision, mission, and goals 

realization. 

(Sidianti, 2015)asserts that employee performance is the realization of the intended output of the 

labor force. Employees' ability to carry out their duties effectively is a significant force behind 

performance. The success of an organization in achieving its goals relies on the effectiveness and 

ability of its human resources to execute operational work units. High employee performance is, 
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therefore, paramount. Similarly, defines employee performance as the quantitative and qualitative 

outcome yielded by employees over a given duration. 

1.2. Factors of Employee Performance : 

Employee performance is influenced by several crucial factors that determine the quality of how 

efficiently one gets their job work done. These factors are: 

 Work Quality :  The precision, completeness, and efficacy with which an employee gets work 

tasks and assignments completed. 

 Work Quantity : The amount of work an employee delivers in a given timeframe, reflecting 

levels of productivity. 

 Job Knowledge and Skills : The technical knowledge, proficiency, and ability to apply skills 

effectively in the job. 

 Work Consistency : The ability to perform consistently at the same level of output over time 

with minimal variations in productivity or quality. 

 Initiative and Problem-Solving : The capacity to act independently, make decisions, and solve 

problems without constant supervision. 

 Teamwork and Collaboration : The ability to work together in harmony with others, 

participate in team work, and be committed to organizational goals. 

 Communication Skills : Clear and effective communication, verbal, written, and interpersonal 

with co-workers, clients, and management. 

 Punctuality and Attendance : The dependability of the employee in reporting to work on time, 

meeting deadlines, and adhering to schedules. 

 Adaptability and Flexibility : The ability to adapt to new challenges, task shifts, and 

organizational changes. 

 Work Attitude and Ethics : Work behavior, conformity to ethical values, and a positive work 

attitude and attitude toward colleagues. 

 Customer Focus : The ability to understand and fulfill customer requirements, internal 

(organization) or external (customers and stakeholders). 

 Leadership and Responsibility : The capacity to take ownership of work, lead when 

necessary, and demonstrate responsibility for work outcomes. 
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2. Advantages and disadvantages of remote work:  

2.1. Advantages of remote work: 

1. Autonomy and Flexibility : 

 The workers are permitted to set their own timetables and work at whatever time they are 

most efficient. 

 People have the ability to schedule the workload based on personal needs instead of being 

controlled by office hours. 

 Remote workers have greater autonomy over their work environment, i.e., temperature, 

lighting, furniture, and noise, which can lead to increased comfort levels and productivity 

(Makowiec & Bober, 2008). 

2. Improved Work-Life Balance : 

 Remote work allows employees to spend more time with their families, reducing stress related 

to balancing work and personal life. 

 Parents, guardians, and the disabled can establish telecommuting as their exclusive viable 

source of living, therefore availing them better career progress chances. 

 Employees are able to include individualistic pursuits, such as exercising or house chores, 

into their daily routine without an impact on output. 

3. Better Productivity and Focus : 

 With fewer interruptions in the office, such as unnecessary meetings, distracting coworkers, 

or office politics, employees have more time to concentrate on their work (DeSanctis, 1984) 

 Evidence suggests that home working is healthier for productivity with tasks requiring 

intensive concentration (Dutcher, 2012). 

 Home-based workers are typically able to control their environment better to minimize 

interruption and maximize output. 

4. Cost and Time Savings : 
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 Eliminating commutes saves employees time and money on transportation, fuel, and parking 

expenses. 

 Companies also save on office space, utilities, and supplies, potentially investing that money 

somewhere else. 

 Remote employees could spend less in work-related categories, such as business attire and 

dining. 

5. Higher Employee Satisfaction and Staff Retention : 

 Employees have greater job satisfaction due to greater autonomy, reduced commuting 

stress, and a more comfortable working environment (Wheatley, 2012). 

 Reducing office politics and wasteful workplace interactions results in better mental health 

(Madsen, 2011). 

 Studies show that workers with flexible work arrangements are more likely to remain with 

their employers, reducing turnover rates ( (Twentyman, 2010); (Grant, Wallace, & 

Spurgeon, 2013) 

6. Access to a Broader Job Market : 

 Employees are able to work for companies located outside their area or even another 

nation, expanding employment opportunities. 

 Telecommuting enables individuals to travel without having to give up their careers, thus 

more independence. 

 Companies are able to hire employees from a global talent pool, giving them more diverse 

and skilled employees. 

7. More Advanced Collaboration Tools Enhance Teamwork : 

 Technological advancements, such as video conferencing, instant messaging, and sharing 

documents in the cloud, facilitate effortless collaboration (Karsenty, 1999) 

 Employees can work together real time on the same documents using platforms such as 

Google Docs or Microsoft Teams. 
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 Screen sharing and virtual brainstorming features enhance remote team communication and 

productivity. 

2.2. Disadvantages of Remote Work: 

1. Shortage of Visibility and Recognition : 

 Remote workers may struggle to gain appreciation for their work since their contributions 

are less visible to managers (Bailey & Kurland, A review of telework research: Findings, 

new directions, and lessons for the study of modern work, 2002). 

 Career growth can be slower than that of office workers who interact with supervisors and 

colleagues face-to-face. 

 Certain employees feel compelled to overwork and put in more hours to prove their 

commitment, leading to burnout. 

2. Social and Professional Isolation : 

 Physical proximity to co-workers is minimized, which might limit the scope of networking 

and mentoring opportunities (DeSanctis, 1984). 

 Remote workers may not feel part of the company culture, which could lower motivation 

and job satisfaction (Makowiec & Bober, 2008). 

 Home-based full-time workers can feel lonely, and this could affect their mental well-being. 

3. Blurred Work-Life Boundaries : 

 The absence of a clear demarcation between work and personal life can lead to difficulties 

in "switching off" from work (Lorenz, 2011) 

 Some employees may end up working longer hours than they would within an office setup 

(Hill, Miller, Weiner, & Colihan , 1998). 

 Domestic interruptions, such as family commitments or personal chores, can interfere with 

work productivity. 

4. Problems in Team Communication and Collaboration : 
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 Non-verbal communication, which is a significant component of communication, is lost 

through virtual communication, making discussions less effective, particularly for 

negotiations. 

 Miscommunication is caused by the use of only text-based modes of communication, such 

as email or chat. 

 Remote work could make it difficult to build a good working relationship, especially for 

new employees who have not physically seen their colleagues. 

5. Greater Self-Discipline and Time Management Requirements : 

 Employees need high time management and self-motivation to remain effective without 

constant monitoring (Olson & Primps, Working at home with computers: Work and 

nonwork issues, 1984). 

 Procrastination and disorganization can lead to missed deadlines and inefficiency. 

 Other employees have difficulty with boundary setting and may be working off-hours, 

impacting overall job performance.  

6. Threats to Data Security and Technical Issues : 

 Remote work increases the vulnerability to cyber attacks, e.g., hacking or data loss 

(Makowiec & Bober, 2008). 

 Organizations can have difficulty providing secure remote access to internal systems. 

 Staff could be experiencing technical issues, e.g., connection failure or lack of software 

and IT facilities that they require. 

7. Threat of Overwork and Workaholism : 

 Telework freedom may cause employees to work beyond normal working hours and wind 

up doing more hours than necessary, leading to burnout. 

 Some research shows that saved commuting time is typically redirected to more work, 

rather than leisure or rest (Wheatley, 2012). 

 No study has, however, definitively proven that telecommuting leads to workaholism, 

although it has been a cause for concern. 
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8. Reduced Social Status and Work Attendance : 

 In some industries, having an office of one's own is equivalent to professional standing, 

which might be lost when working from home (Makowiec & Bober, 2008). 

 Workers may feel less included in important company meetings or decisions since they are 

not present. 

 Being "out of sight, out of mind" might deprive them of chances for promotions, pay raises, 

or leadership roles. 

9. Work Disruptions and Family Interferences : 

 Some workers struggle with managing family members who are not respectful of work 

boundaries, thereby always interruping them. 

 Being flexible with work schedules at times blurs the lines between personal and 

business responsibilities, making it difficult to focus. 

 Research shows that a few families also struggle to transition to telework because of 

changing family dynamics (Hill, Miller, Weiner, & Colihan , 1998) (Harpaz, 2002) 

10. Restrictions on Some Job Positions : 

 Not all jobs are apt for telework; those which demand physical presence, like health care, 

manufacturing, and sales, cannot be entirely telework. 

 Some professions entail face-to-face contact on a continuous basis, and therefore, 

telecommuting is not an option for team projects. 

 Companies in very regulated industries may have compliance concerns when allowing 

employees to work remotely. 

2.3. Evolution of remote work : 

The evolution of remote work has been a gradual one, shaped by technological innovation, 

organizational transformation and socio-economic changes. The idea of working outside of a 

centralized office has been around for many decades, but the practice has exploded in the last 

few years. 
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Remote work has its roots in the 1970s, when Jack Nilles came up with the idea of 

telecommuting to reduce commuting time and energy use. Originally, the applications were 

limited by technology. Communication was mainly based on telephone systems and 

elementary computing tools. 

For a few organizations in the 1980s and 1990s, as personal computers and early internet 

technologies were being developed, remote work was an option. Pioneers like IBM were the 

first to introduce telework schemes, which allowed some staff to work from home on a part-

time basis. However, take-up was relatively low due to concerns over productivity, 

communication barriers and lack of managerial control. 

The early 2000s was a turning point, with the spread of broadband internet and the advent of 

digital communication tools. Email, instant messaging and virtual private networks (VPNs) 

have simplified remote access to organizational systems for employees. With these 

advancements, remote work was still considered a flexible benefit, not the standard work 

model. 

A major acceleration occurred in the 2010s with the rise of cloud computing and collaboration 

platforms. Tools such as Google Workspace and Microsoft Teams enabled real-time 

collaboration, file sharing, and communication across different locations. These technologies 

significantly reduced the limitations associated with remote work and increased its feasibility 

across various industries. The most significant transformation occurred during the COVID-19 

pandemic, which forced organizations worldwide to adopt remote work on a large scale. 

According to studies, this period demonstrated that remote work could be effectively 

implemented across many sectors, challenging traditional assumptions about productivity and 

supervision (Brynjolfsson, et al., 2020)  

Following the pandemic, many organizations transitioned to hybrid or fully remote models, 

recognizing the long-term benefits of flexibility, cost reduction, and access to global talent. 

Today, remote work is no longer viewed as an exception but as a fundamental component of 

modern work structures. 
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Figure 1: Working From Home Trends before and after COVID-19 in US 

 

 

 

 

 

 

 

 

 

 

Source: Barrero, Jose Maria, Nicholas Bloom, and Steven J. Davis. 2021. "Why Working from Home Will 

Stick." National Bureau of Economic Research Working Paper 28731, Cambridge, MA. 
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Conclusion  

In conclusion, this chapter has provided a complete picture of remote work through an exploration 

of definitions, evolution and different organizational models. It has shown that telework is a wide 

and flexible concept that includes several types of telework, such as telecommuting and work from 

anywhere, that mainly differ in the degree of technological dependence and organizational 

structure. The literature points out that these terms are frequently used interchangeably, but they 

represent different working arrangements that have emerged over the years with technological and 

social changes. 

The chapter also found that remote work has become more important due to digital transformation, 

globalization, changing expectations of the workforce and major disruptions such as the COVID-

19 pandemic. Organizations all over the world have been quick to embrace flexible work 

arrangements as a result of these factors. There was also discussion of various remote and hybrid 

work models, noting that companies currently use different approaches from fully remote structures 

to hybrid and distributed systems depending on their needs and industry context. 

 Finally, this chapter established that remote work is not a passing fad but a long-term change in 

the way work is organized and performed. It has important implications for organizational 

practices, employee performance and the future of work. This foundation would allow for a deeper 

analysis in the subsequent chapters, especially with regard to its effect on employee performance 

and organizational effectiveness. 
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Section 1: Key Determinants of Employee Performance in Remote Work 

1. Technological Infrastructure and Digital Tooks 
Technical infrastructure is the foundation of successful remote work and an important factor of 

employee performance. Remote workers rely on digital systems for everything from retrieving 

information and communicating with coworkers to completing their work. Some of them are: High-

speed internet Cloud-based storage systems Virtual private networks (VPNs) Collaboration 

platforms such as Microsoft Teams, Zoom, Slack, and Google Workspace. 

Reliable and well-integrated technology allows employees to work efficiently and without 

interruption, no matter where they are. Cloud computing in particular has revolutionized the remote 

work environment by providing real-time file sharing, version control, and seamless collaboration 

across teams. Weak technological infrastructure can cause delays, communication problems, and 

lower productivity, especially in areas with unreliable internet connectivity. 

Recent studies indicate that companies endowed with solid information architecture tend to have 

coordination indices and employee performance substantially higher, since technology mitigates 

operational impedances as well as continuity of flow (Cascio & Montealegre, How technology is 

changing work and organizations, 2019). This means that the capacity built into tech is a key to 

using it remotely. 

2. Communication and Collaboration Practices 

The role of communicativeness is one of the most influential factors on employee performance 

when working remotely. With employees working from different locations, numerous digital 

communication channels like e-mails and messaging platforms or video conferencing tools have 

been more widely used. Without in-person communication it can sometimes be unclear, with poor 

clues as to the state of tasks and delayed feedback. 

Additionally, successful remote organizations create an organized information flow through 

regular online meeting, a clearly defined reporting channel and providing clear guidelines of 

communication channels in place. 



31 
 

Synchronous communication (real-time interaction) like Zoom meetings helps people stay 

connected and on the same page. Asynchronous communication (emails, shared documents, task 

boards) lets people work together even when they are in different time zones. 

But too much communication can also be bad, causing "meeting fatigue" and less time to focus. 

So, it's important to find a balance between how often you communicate and how clear it is. 

Research indicates that effectively organized communication strategies enhance coordination, 

minimize errors, and elevate team performance in distributed work settings (Kurland & Bailey, 

The advantages and challenges of working here, there, anywhere, and anytime, 2020). 

3. Leadership Style and Management Support 
In remote work settings, leadership is a big part of how well employees do their jobs. In contrast 

to traditional office settings, remote work restricts direct oversight, necessitating trust-based 

leadership. Managers need to stop keeping an eye on what their employees are doing and start 

looking at how well they are doing. 

Transformational and supportive leadership styles work best in remote settings because they focus 

on motivating, communicating, and giving employees more power. To keep people engaged and 

productive, leaders need to set clear goals, give regular feedback, and be there for them 

emotionally. Remote employees may feel disconnected, unsupported, or unsure of what is expected 

of them if there is no strong leadership. 

Also, good remote leaders use digital tools to keep an eye on their employees without being too 

hands-on. They encourage independence while making sure everyone is responsible. Studies 

indicate that e-leadership markedly enhances team motivation, satisfaction, and performance in 

virtual work settings (Contreras, Baykal, & Abid, 2020). 

4. Work Environment and Home Office Conditions 
The physical and mental conditions of the home office have a big effect on how well employees 

do their jobs when they work from home. Remote workers have to make their own workspaces, 

which can be very different in quality from traditional offices. A well-designed workspace with the 

right lighting, comfortable furniture, and little noise can help you focus and get more done. 

On the other hand, bad working conditions, like having to share space, being distracted by family 

members, or not having the right tools, can make it harder to stay focused and get things done. 
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Psychological comfort is also important because workers who are stressed out or don't know where 

to go are more likely to get tired and lose motivation. 

Research indicates that employees with dedicated, well-organized home offices exhibit greater 

productivity and reduced stress levels relative to those operating in informal settings, such as living 

rooms or shared spaces (Gajendran & Harrison, The good, the bad, and the unknown about 

telecommuting: Meta-analysis of psychological mediators, 2007). 

5. Employee Autonomy and Time Management Skills 

Remote work gives employees a lot more freedom because they can set their own schedules and 

work on their own. One of the best things about working from home is that it gives employees the 

freedom to set their own schedules and work when they are most productive. But being free also 

means you need to be very disciplined and good at managing your time. 

When employees can set priorities, meet deadlines, and stick to a structured routine, they tend to 

do better when working from home. On the other hand, people who have trouble managing their 

time may put things off, be less productive, or have trouble separating work from their personal 

life. 

Self-determination theory posits that autonomy fosters intrinsic motivation, potentially resulting in 

enhanced performance when employees perceive trust and empowerment. But this benefit only 

works if the employee can control themselves well (Deci & Ryan, 2000). 

6. Organizational Culture Trust 

Organisational culture and trust are fundamental determinants of remote employee performance. 

Without the luxury of having eyes on your teams, every working relationship has a premium placed 

upon trust. Using a learning approach, organizations with an open culture and mutual respect 

typically perform better in a remote work environment. 

A good remote culture promotes people talking to each other, sharing knowledge and empowering 

their employees. It also minimises the need to track employees very closely, therefore allowing 

them to be result-oriented and not worry about how many hours they clock in. Without trust, 

employees can feel micromanaged or detached from the work, and motivation and engagement will 

decrease. 
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Research indicates that trust-based organizational cultures significantly improve collaboration, 

innovation, and productivity in distributed teams (Morgan, 2015). 

7. Training Skills Development and Adaptability 

In order to perform at a higher level in remote work, there is a need for training and improvement 

of skills. As our technologies and workflows continue to evolve, employees need to build their 

digital competencies, communication skills, and problem-solving abilities as part of the workforce. 

Investing in training programs allows employees to become more confident and efficient when 

using remote tools or navigating independent work. Adaptability is a particularly beneficial trait, 

especially as remote work environments are ever-evolving with new technologies and 

organizational practices. 

Employees who are flexible and open to learning tend to perform better and adapt more easily to 

remote work challenges. Studies show that continuous learning and adaptability are key predictors 

of success in digitally transformed workplaces (Ficapal-Cusí , Enache, & Lloria, 2020). 

8. Case Studies of Remote Work Implementation in Organizations 

Case studies provide practical insight into how remote work influences employee performance in 

real organizations. Companies such as GitLab and Microsoft offer strong examples of different 

remote work models. 

GitLab operates as a fully remote organization with employees distributed across more than 60 

countries. It relies heavily on documentation, asynchronous communication, and transparent 

processes to maintain productivity. This structure demonstrates that high performance can be 

achieved without physical offices when systems are well-designed. 

Microsoft, on the other hand, uses a hybrid model where employees split time between remote and 

office work. This approach allows flexibility while maintaining in-person collaboration when 

needed. Both models highlight that employee performance depends not only on remote work itself 

but on how effectively it is implemented and managed. 



34 
 

These examples show that successful remote work requires strong systems, clear policies, and a 

culture of accountability to maintain high performance levels (Sytch & Greer, 2020). 

Figure 2: Factors Influencing Employee Performance 
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Section 2: Employee Well-being, Motivation, and Engagement in Remote 

Work: A Psychological Perspective  

1. Psychological Well-being in Remote Work Environments 

When we talk about "well-being" in a remote setup, we’re really talking about the mental and 

emotional headspace we occupy when our office is also our living room. It’s about more than just 

hitting deadlines; it’s about whether we feel satisfied, stable, and like our work actually matters at 

the end of the day. 

Remote work is a classic double-edged sword. On one hand, it’s a breath of fresh air: 

 Goodbye, Commute: No more soul-crushing traffic or frantic morning rushes. 

 True Flexibility: You finally have the autonomy to work in a way that fits your own natural 

rhythm, not a rigid 9-to-5 clock. 

 Reclaiming Family Time: Being around for the small moments at home can significantly 

boost your overall happiness. 

But on the flip side, the "office of one" has its own set of shadows: 

 The Lonely Desk: Without those spontaneous coffee breaks or deskside chats, the isolation 

can start to feel heavy. 

 The "Always On" Trap: When your home and office are the same place, the boundaries 

blur. It’s easy to feel like you’re never truly off the clock, which leads to a very specific kind 

of mental exhaustion. 

Research (like the study by (Wang, Liu, Qian, & Parker, 2021)reminds us that staying healthy in a 

remote world isn’t automatic. It’s a mix of personal discipline—knowing when to close the 

laptop—and organizational heart—the support your company gives you. 
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At the end of the day, your mental health isn't determined by your desk's location. It’s built through 

a balance of the right habits, the right tools, and a culture that remembers there’s a human behind 

the screen. 

2. Work Motivation Theories Applied to Remote Work 

What Actually Keeps Us Driven When No One Is Watching? 

Remote work changes the "why" behind our work. Without the social pressure of an office, 

motivation becomes much more internal. To understand how this works, we can look at a few big 

ideas through a more human lens. 

2.1. The Need for Freedom and Connection (Self-Determination Theory): 

According to the experts (Deci & Ryan, 2000), we all have three "cravings" that keep us motivated: 

 Autonomy: This is where remote work shines. You own your schedule. You decide if you 

work best in a quiet corner or with music blasting. That sense of control is a massive fuel for 

creativity. 

 Competence: We want to feel like we’re good at what we do. 

 Relatedness: This is the "missing link." Without high-fives in the hallway or quick chats in 

the kitchen, we can start to feel like a lone island. When that feeling of belonging fades, our 

drive often goes with it. 

2.2. The "Basics" vs. The "Big Wins" (Herzberg’s Two-Factor Theory): 

Herzberg argued that some things just keep us from being miserable (Hygiene Factors), while other 

things actually make us excited to work (Motivators). 

 The Basics (Hygiene): In an office, the company handles the "vibe." Remote, it’s on you. If 

your Wi-Fi is spotty or your chair is killing your back, you’re frustrated before you even start. 

 The Spark (Motivators): We need to feel recognized. In a remote world, your hard work can 

feel invisible. If you’re putting in 110% but it feels like it’s disappearing into a void, that 

"spark" dies out pretty quickly. 
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2.3. The "Is It Worth It?" Factor (Expectancy Theory): 

Most of us are willing to work hard if we believe two things: 

 "If I try, I’ll succeed." 

 "If I succeed, someone will notice (and reward me)." 

Remote work can sometimes blur the lines of how we’re being judged. If the goals aren’t clear, we 

start to wonder if our extra effort actually matters. For remote work to succeed, the "scoreboard" 

needs to be transparent so everyone knows exactly what winning looks like (Ryan & Deci, 2017). 

3. Employee Engagement and Job Stasfaction in Virtual Settings:  

Employee engagement is really about how connected people feel to their work and the organization 

they’re part of—not just what they do, but how much they care about it and think about it. In remote 

work settings, that sense of connection relies heavily on good communication, supportive 

leadership, and clear expectations. When those elements are strong, employees are more likely to 

stay engaged, even from a distance. 

Working remotely can actually boost satisfaction in many ways. People often appreciate the 

flexibility, the time saved from commuting, and the ability to better balance work with personal 

life. But there’s a flip side. Without regular face-to-face interaction, employees can start to feel 

disconnected from the company culture or left out of everyday conversations that naturally happen 

in an office. 

One of the biggest challenges is visibility. When you’re not physically present, it’s easy to feel like 

your efforts go unnoticed. Over time, that lack of recognition can affect motivation. On top of that, 

remote work reduces those spontaneous chats and informal moments that help build relationships—

something that plays a big role in keeping people engaged. 

Research shows that when remote employees do feel engaged, the benefits are clear: they tend to 

be more productive, more committed to their organization, and less likely to leave. But this kind 

of engagement doesn’t just happen on its own. It needs to besupported through regular 
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communication, meaningful feedback, and intentional efforts to build team connections—even in 

a virtual environment (Gallup, 2022). 

4. Work-Life Balance and Boundary Management 

Work-life balance is one of the biggest psychological benefits people hope to gain from remote 

work. At its core, it’s about being able to handle your job while still having time and energy for 

your personal life, family, and yourself. 

Remote work can make this easier in many ways. Without a daily commute, employees get back 

valuable time, and flexible schedules can help them organize their day in a way that fits their 

lifestyle. But this flexibility comes with a trade-off. When your home becomes your office, the line 

between work and personal life can start to disappear. 

This is where many people struggle. It becomes harder to “switch off” at the end of the day, and 

work can slowly spill into evenings or even weekends. Over time, this can lead to longer working 

hours, mental fatigue, and less time to properly rest and recharge. 

According to boundary theory, people naturally create mental and physical divisions between their 

work and personal lives. In a remote setting, those boundaries are often weaker—especially when 

you’re using the same laptop, desk, or room for everything. This overlap can create tension between 

roles, increase stress, and reduce the sense of recovery after work. 

The good news is that balance can still be achieved with the right habits. Research suggests that 

people who set clear routines—like sticking to defined working hours or creating a dedicated 

workspace—are much better at protecting their personal time and avoiding burnout (Allen, Merlo, 

Lawrence, Slutsky, & Gray, 2021). 

5. Social Isolation and Psychological Effects 

Social isolation is one of the most common psychological challenges people face when working 

remotely. It happens when employees start to feel cut off—not just from their colleagues, but also 

from the broader company culture and everyday interactions that make work feel more human. 
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In a traditional office, connection often happens naturally. Quick chats in the hallway, shared lunch 

breaks, or even small talk before meetings all help build relationships. These moments may seem 

minor, but they play a big role in creating trust, support, and a sense of belonging. In remote 

settings, those spontaneous interactions are much harder to replicate, and over time, their absence 

can be felt. 

When this sense of disconnection lasts, it can lead to loneliness, lower motivation, and emotional 

fatigue. People may also start to feel less attached to their organization, as if they’re just completing 

tasks rather than being part of a team. This weakening of connection can affect both how they feel 

about their work and how they perform. 

Research shows that physical distance can also reduce how valued and included employees feel, 

which can impact job satisfaction and overall performance (Bartel, Wrzesniewski, & Wiesenfeld, 

2012). Because of this, organizations need to be intentional about creating opportunities for 

connection—whether through virtual team activities, informal check-ins, or spaces where 

employees can interact beyond work tasks. 

6. Stress, Burnout, and Mental Health Challenges in Remote Work 

Remote work has a mixed impact on stress and mental health. On one hand, it can make life 

easier—no commuting, fewer office distractions, and more control over your environment. On the 

other hand, it can quietly introduce new kinds of pressure that are harder to notice at first. 

One of the biggest challenges is something called technostress. This comes from being constantly 

connected—emails, messages, notifications—sometimes all day long. When work is just a click 

away, many people feel like they always need to be available, even outside normal working hours. 

Over time, that constant connection can become mentally draining. 

Burnout is another serious risk. It doesn’t happen overnight, but builds up gradually when stress 

isn’t managed. It often shows up as feeling emotionally exhausted, detached from work, and less 

productive than usual. In remote settings, burnout becomes more likely when there are no clear 

boundaries between work and personal time, and when people don’t get enough time to properly 

rest. 
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Research shows that employees who don’t set clear limits while working remotely are more likely 

to feel tired and emotionally drained. The pressure to always be “online” can increase stress and 

make it harder to recover after work (Maslach & Leiter, 2016). 

The key difference with remote work is that these challenges aren’t always visible. That’s why 

managing boundaries, taking breaks, and disconnecting after work aren’t just good habits—they’re 

essential for protecting mental health. 

7. Role of Organizational Support in Enhancing Well-being and Motivation 

Organizational support is a key factor in how employees feel and perform—especially in remote 

work settings. Simply put, it’s about whether people feel valued, supported, and cared for by their 

organization. 

When employees work remotely, they don’t have the same level of in-person guidance or 

reassurance. Instead, they rely more on digital communication, access to the right tools, and the 

support they receive from managers. When organizations communicate clearly, provide regular 

feedback, and make sure employees have what they need to do their jobs, people tend to feel more 

confident, secure, and motivated. 

This idea is supported by Perceived Organizational Support (POS) theory, which suggests that 

when employees feel supported, they are more likely to be satisfied with their jobs, committed to 

the organization, and willing to put in extra effort. On the other hand, when that support is missing, 

employees can start to feel disconnected, leading to lower engagement and a higher chance of 

leaving. 

In remote environments, support needs to be more intentional. Simple practices like regular check-

ins, mentorship opportunities, and approachable leadership can make a big difference. These efforts 

help reduce uncertainty, strengthen relationships, and give employees a stronger sense of 

stability—even when they’re working from a distance (Eisenberger, Huntington, & Hutchison, 

1986). 



41 
 

8. Strategies to Improve Engagement and Psycological Resilience in Remote 

Employees 

To keep employees engaged and mentally strong in remote work, organizations need to be 

intentional about how they support their teams. It’s not something that happens automatically—it 

requires thoughtful, proactive effort. 

One of the most important steps is creating clear and consistent communication. Regular virtual 

meetings help everyone stay aligned, while informal catch-ups—like casual team chats or virtual 

coffee breaks—can bring back some of the social connection that’s often missing. These small 

moments can make a big difference in reducing feelings of isolation and strengthening team bonds. 

At the same time, giving employees a sense of autonomy is just as important. People tend to feel 

more motivated when they have control over how they work, as long as expectations are clear. 

Striking that balance between independence and structure helps employees stay focused without 

feeling micromanaged. 

Supporting mental health is another key piece. Training programs that focus on stress management, 

time management, and even digital skills can help employees feel more in control of their work. 

Some organizations also encourage mindfulness practices or offer wellness initiatives, which can 

help reduce stress and prevent burnout over time. 

Research shows that when companies invest in building resilience, employees are not only happier 

but also more engaged and productive. When people feel emotionally supported, they’re better able 

to adapt to change and handle the challenges that come with remote work (Wang, Liu, Qian, & 

Parker, 2021). 
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Section 3: Measuring Employee Performance in Remote Work: Indicators, 

Methods, and Evaluation Tools 

1. Concept of Employee Performance Measurement in Remote Work 

Employee performance measurement in remote work is basically about understanding how well 

people are doing their jobs when they’re not physically present in an office. Instead of watching 

how employees work day-to-day, organizations focus more on what they actually achieve—their 

results, output, and contributions. 

In traditional workplaces, managers often relied on direct supervision and visibility. Being present, 

active, and seen could influence how performance was perceived. But remote work changes that 

dynamic. Since managers can’t observe employees in the same way, performance is judged more 

on outcomes—things like meeting deadlines, quality of work, and how well someone contributes 

to team and organizational goals. 

This shift means companies have to rethink how they evaluate performance. Clear expectations 

become essential. Employees need to know exactly what’s expected of them, and managers need 

structured systems to track progress in a fair and consistent way. Without that clarity, it’s easy for 

misunderstandings or unfair evaluations to happen. 

Trust also becomes much more important. Managers have to rely on employees to manage their 

own time and responsibilities, while employees depend on managers to evaluate them based on 

results, not assumptions. That’s why regular feedback and transparent performance criteria are so 

valuable—they help keep everyone aligned and confident in the process. 

Research shows that when organizations focus on results rather than visibility, employees often 

feel the system is fairer. This not only improves performance but also increases job satisfaction, 

because people know they’re being judged on what they actually deliver, not just on how “present” 

they appear (Biron & Veldhoven, 2016). 
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2. Key Performance Indicators (KPIs) in Remote Work Stings 

are one of the most practical ways organizations measure how well employees are performing—

especially in remote work environments. Since managers can’t rely on physical presence, KPIs 

provide clear, measurable ways to track what really matters: results. 

In remote settings, KPIs focus more on outcomes and impact rather than activity. Instead of asking 

“How busy is this person?”, the question becomes “What are they achieving?” Some common 

examples include how many tasks are completed, the quality of the work delivered, whether 

deadlines are met, how quickly someone responds to messages, customer satisfaction levels, and 

progress on key projects. 

One of the biggest advantages of KPIs is clarity. When employees know exactly what they’re being 

evaluated on, it removes guesswork. This makes expectations more transparent and helps people 

stay focused and accountable for their work. 

That said, KPIs need to be designed carefully. If they focus too much on numbers alone, employees 

might prioritize speed over quality or feel pressured to hit targets in ways that limit creativity and 

innovation. For example, rushing to complete more tasks could reduce the overall quality of work. 

For KPIs to be effective, they need to match both the organization’s goals and the specific role of 

the employee. When done right, they don’t just measure performance—they guide it. Research 

shows that well-designed KPI systems can improve performance by increasing clarity, motivation, 

and alignment between what employees do and what the organization is trying to achieve (Neely, 

Gregory, & Platts, 2005). 

3. Quantitative Methods for Evaluating Remote Employee Performance 

Quantitative performance evaluation is all about using numbers to measure how well employees 

are doing their jobs. In remote work environments, this approach is especially common because 

most digital tools automatically track data, making it easy to measure productivity and efficiency. 

Typical quantitative metrics include: 
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 Number of tasks completed per week 

 Time spent on specific activities 

 Number of clients handled 

 Sales revenue generated 

 Project completion speed 

 Error rates in deliverables 

These numbers give managers a clear and objective way to compare performance across different 

employees or teams—something that’s particularly useful in large, distributed organizations. 

The main strength of this approach is its objectivity. Numbers make performance easier to track, 

analyze, and standardize. But they don’t tell the whole story. 

One of the biggest limitations is that quantitative metrics often miss the human side of performance. 

Qualities like creativity, teamwork, communication, leadership, and problem-solving are much 

harder to measure with numbers alone. There’s also a risk that employees start focusing only on 

hitting targets, rather than contributing in meaningful or innovative ways—a behavior sometimes 

called “performance gaming.” 

Because of this, experts suggest using a balanced approach. Combining quantitative data with more 

qualitative insights—like feedback, peer reviews, or manager observations—helps create a more 

complete and fair picture of performance (Parmenter, 2015). 

4. Qualitative Methods and Behavioral Evaluation Approches 

When we talk about qualitative performance evaluation, we’re really looking at the human side of 

work—things you can’t easily capture with numbers or spreadsheets. Especially in remote settings, 

this means paying attention to how someone communicates, collaborates, shows initiative, adapts 

to change, and solves problems. 

But let’s be honest—managing or working with people you rarely see in person makes this tricky. 

Without the ability to just glance over and see how someone’s doing, managers have to rely on 

other sources of insight, like: 
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 Their own observations during virtual meetings 

 Feedback from teammates 

 Input from clients or external partners 

 Structured behavioral frameworks that help guide the evaluation process 

These approaches matter because a lot of what makes someone a great employee can’t be boiled 

down to a metric. Think about the colleague who always has your back, helps smooth over tensions, 

or quietly brings up smart ideas in a team call. That stuff is gold—but it’s also really hard to 

measure. 

That said, qualitative evaluation isn’t perfect. It can get messy. Personal bias can sneak in—like 

favoring someone because you just like them, or assuming the person who talks the most in 

meetings is automatically the most productive. That’s why many organizations are now using 

structured forms and clear criteria to keep things as fair and consistent as possible. 

At the end of the day, the best performance reviews blend the personal and the data-driven. As 

management expert (Aguinis, 2019) points out, combining qualitative insights with quantitative 

measures leads to evaluations that are both more accurate and more fair in today’s workplace. 

5. Digital Tools and Software for Performance Tracking 

Digital transformation has really shaken up the way we keep track of employee performance—

especially now that so many of us work remotely. These days, organizations rely on all kinds of 

software to see how things are going, manage workloads, and make sense of performance data. 

You’ve probably seen or used some of these tools yourself: 

 Project management platforms like Trello, Asana, or Jira 

 Communication apps like Slack, Microsoft Teams, or Zoom 

 Time-tracking software 

 Productivity analytics systems 

 Cloud-based dashboards that give real-time updates 
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For managers, these tools can be a lifesaver. They help maintain a sense of visibility across 

distributed teams, keep projects on track, and cut down on delays by putting all the important info 

in one place. Everyone stays in the loop. 

But here’s the thing—there’s a downside. All this tracking can start to feel a little… big brother-

ish. When monitoring gets too intense, it can creep into privacy territory and make employees feel 

like they’re constantly being watched. That kind of atmosphere doesn’t exactly build trust—it 

builds stress. Instead of feeling supported, people may feel pressured, and that can seriously hurt 

motivation. 

So where’s the balance? Organizations have to walk a fine line between keeping an eye on 

performance and respecting their people as human beings. The best digital monitoring systems, as 

(Davenport & Kirby, Only humans need apply: Winners and losers in the age of smart machines, 

2016) remind us, are the ones built on transparency, fairness, and trust. Because at the end of the 

day, no app or dashboard can replace treating people with respect. 

6. Self-Assessment and Peer Evaluation in Remote Work 

In remote work environments, managers just can't see everything their teams are doing day to day. 

That's why self-assessment and peer evaluation have become so important. They fill in the gaps 

and give a fuller, fairer picture of how someone is really doing. 

Self-assessment is pretty straightforward—it’s about giving employees a chance to pause, reflect 

on their own work, and think honestly about what they’re good at and where they could grow. It’s 

also a great way to set personal goals that actually matter to them. 

Peer evaluation, on the other hand, is when coworkers give each other feedback on their 

contributions. And honestly? This can be incredibly valuable in remote teams. Your teammates see 

the little things—the late-night help, the creative fix, the way you stepped up in a crunch. Often, 

they have way more visibility into daily wins and struggles than a manager ever could. 

When done well, these approaches build accountability and self-awareness. They encourage people 

to take real ownership of their work and development, instead of just waiting for instructions or a 

yearly review. 



47 
 

But let’s be real—they’re not perfect. Bias can sneak in. Friends might rate each other more 

generously. Some people overestimate their own abilities, while others sell themselves short. 

Without clear standards, things can get inconsistent pretty fast. 

That’s why many organizations don’t rely on just one method. Instead, they combine self-

assessments, peer feedback, and manager reviews into a multi-source system—sometimes called 

360-degree feedback. As ( London, 2003) pointed out, this balanced approach tends to be more 

reliable and fair for everyone involved. 

7. Advantages and Limitations of Remote Performance Measurement Systems 

Remote performance measurement systems come with some real upsides. For starters, they offer 

more flexibility—both for employees and managers. You can track progress in real time, keep 

everyone on the same page, and make decisions based on actual data rather than gut feelings. That 

kind of transparency can be a game changer for distributed teams. 

But let's not pretend they're perfect. There are some serious downsides too. 

When companies lean too hard on digital monitoring, employees can start to feel boxed in—like 

every mouse click is being judged. That kind of pressure doesn't inspire people; it stresses them 

out. And honestly? Some of the most valuable things people bring to work—like creativity, 

leadership, or just being a supportive teammate—are really hard to measure with software. 

Then there's the problem of data overload. Managers can find themselves drowning in dashboards, 

alerts, and metrics. When you've got too much information, it's tough to figure out what actually 

matters. On top of that, one-size-fits-all systems don't always work well across different job roles. 

What makes sense for a customer support agent might not fit a designer or a team lead. 

So what's the solution? 

Organizations need to step back and design performance systems with care—balancing simplicity 

with accuracy, fairness with trust. Tools should help, not suffocate. And as ( Bititci, Garengo, 

Dörfler, & Nudur, 2012) remind us, the most effective performance systems are the ones that truly 

fit the culture of the organization and meet employees where they are. 
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Because at the end of the day, the goal isn't just to measure people—it's to help them succeed. 

8. Challenges in Ensuring Fair and Accurate Performance Evalution 

Let's be honest—making performance evaluations fair when everyone works remotely is tough. 

Really tough. 

One of the biggest challenges is the lack of physical visibility. When you can't see someone 

working day to day, it's easy to fall into a trap called "visibility bias." You know how it goes: the 

people who speak up all the time in meetings, send frequent updates, or are always "present" on 

Slack—they tend to stick in a manager's mind as high performers. But what about the quiet ones? 

The people who get their work done efficiently, solve problems without drama, and rarely need 

hand-holding? They can easily fly under the radar, and that's not fair to them. 

Then there's the issue of inconsistency. Remote teams often span different time zones, cultures, 

and even work styles. What one manager considers "responsive" might be completely different 

from another manager's expectations. Without a shared standard, evaluations can end up all over 

the place. 

And let's not forget unconscious bias. In virtual environments, you miss out on a lot of the subtle, 

nonverbal cues that help us connect and understand each other. That void can sometimes get filled 

with assumptions or stereotypes—whether we mean them or not. As a result, many remote 

employees worry that their chances for raises or promotions might shrink simply because they're 

out of sight, out of mind. 

So what can organizations actually do about it? 

The good news is there are practical steps that help: 

 Use standardized evaluation criteria so everyone's measured by the same yardstick 

 Set clear KPIs that actually match what each role does day to day 

 Schedule regular performance reviews—not just once a year 

 Train managers on how to evaluate fairly, especially in remote settings 

 Build transparent communication systems so employees understand how decisions are made 
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Research backs this up. (Colquitt, LePine, Piccolo, Zapata, & Rich, 2013) found that when 

employees feel performance evaluations are fair, it builds trust, boosts motivation, and keeps 

people engaged for the long haul—even when they're working from home. 

Because in the end, nobody wants to feel like they're invisible. And fairness isn't just a nice-to-

have—it's the foundation of a healthy, thriving remote team. 
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Conclusion  
This chapter has examined the major factors affecting employee performance in remote work 

settings, taking into account organizational and psychological elements. Clearly, remote work is 

not just a change in location, but a change in how work is organized, led and experienced by 

employees. 

 

From an operational perspective, performance outcomes are fundamentally a function of factors 

such as technological infrastructure, communication practices, leadership style and work 

environment. Reliable digital tools, transparent communication systems and supportive leadership 

are not a luxury – they are essential to maintain productivity and coordination in distributed teams. 

At the same time, employee attributes like autonomy, time management skills and adaptability are 

key determinants of how well people perform in remote settings. 

 

The chapter also emphasized the psychological aspect of remote working. Performance is closely 

related to employee well-being, motivation, engagement, and work-life balance. Remote work 

allows for flexibility and autonomy but has risks of social isolation, burnout, and blurred 

boundaries. Such challenges underscore the importance of organizational support, trust-based 

cultures and proactive measures to sustain employee resilience and satisfaction. 

 

In addition, the conversation surrounding performance measurement revealed that old methods of 

evaluation are not enough anymore in remote settings. Organizations must shift to outcome-based 

systems with clear KPIs, balanced quantitative and qualitative assessments and effective use of 

digital tools. But the challenge is in ensuring fairness, avoiding bias and maintaining trust – which 

requires careful system design and transparent practices. 

 

In general, this chapter suggests that remote work performance is influenced by a complex interplay 

of technological, organizational, and psychological factors. Success is not only about providing the 

right tools and systems, but also about creating a supportive, fair and human-centered work 

environment. Organizations that successfully manage this balance are more likely to achieve high 

performance, employee satisfaction and long-term sustainability in the evolving world of work. 
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Section 01: Methodological Framework 

This section presents the methodological approach adopted to conduct this research on remote work 

in the educational sector. It outlines the research design, epistemological positioning, data 

collection methods, research instruments, sampling strategy, and data analysis techniques 

employed to ensure the rigor and validity of the study. 

1. Research Overview: 

This study investigates the phenomenon of remote work (telework) among teachers, focusing on 

those who are currently engaged in or have previously experienced remote teaching. 

The primary objective of this research is to examine the impact of remote work on teachers, 

particularly in relation to: 

 working conditions . 

 teaching effectiveness . 

 communication with students and colleagues . 

 work-life balance . 

 overall job satisfaction . 

To achieve these objectives, the study combines a theoretical review of the literature with an 

empirical investigation based on a structured questionnaire administered to teachers. 

This dual approach allows for a comprehensive understanding of remote work by linking 

theoretical insights with real-world experiences. 

2. Epistemological Positioning :  

This research is grounded in an interpretivist paradigm. 

The interpretivist approach is appropriate for this study as it seeks to understand how individuals 

interpret and give meaning to their experiences. In this context, the study aims to explore teachers’ 

perceptions, attitudes, and lived experiences regarding remote work. 



 

53 
 

Rather than focusing solely on objective measurement, this approach emphasizes: 

 subjective interpretations . 

 individual experiences . 

 contextual understanding of remote teaching practices . 

This positioning enables a deeper exploration of how remote work is experienced in the educational 

context. 

3. Research Approach 

The study adopts a mixed-methods approach with a quantitative dominance. 

 The quantitative component is based on structured questions that generate measurable 

data, allowing for statistical analysis and generalization of trends.  

 The qualitative component is based on open-ended questions that provide deeper insights 

into participants’ experiences and perceptions.  

This combination enhances the robustness of the research by: 

 providing numerical evidence of patterns and trends . 

 capturing nuanced perspectives that cannot be quantified . 

4. Data Collection Method : 

4.1. Questionnaire Survey :  

The primary method of data collection in this study is a questionnaire survey. 

The questionnaire was specifically designed to address the research objectives and was distributed 

to teachers who have experienced remote work. 

Structure of the Questionnaire : 

The questionnaire is divided into several sections: 

1. Demographic and Professional Information : 
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 Age . 

 Gender . 

 Teaching level . 

 Years of teaching experience . 

 Experience with remote teaching . 

2. Remote Working Conditions : 

 Availability of technological tools . 

 Quality of internet access . 

 Working environment at home . 

 Workload and time management . 

3. Experience with Remote Work :  

 Level of satisfaction . 

 Perceived effectiveness of remote teaching . 

 Degree of autonomy . 

 Adaptability to remote work . 

4. Communication and Interaction :  

 Interaction with students . 

 Communication with colleagues . 

 Use of digital platforms and tools . 

5. Impact of Remote Work :  

 Impact on teaching performance . 

 Impact on mental well-being . 

 Impact on work-life balance . 

6. Open-ended Questions :  
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 Challenges faced during remote work . 

 Suggestions for improvement . 

 Personal reflections . 

5. Population and Sampling :  

The target population of this study consists of teachers who have engaged in remote work, either 

partially or fully. 

Due to accessibility constraints, a non-probability sampling method, specifically convenience 

sampling, was adopted. 

Participants were selected based on their availability and willingness to respond to the 

questionnaire. 

Although this method limits generalizability, efforts were made to ensure diversity in: 

 teaching levels . 

 years of experience . 

 backgrounds . 

This enhances the relevance and credibility of the findings. 

6. Data Collection Instrument :  

The main research instrument used in this study is a structured questionnaire. 

The questionnaire includes: 

 Closed-ended questions (multiple choice, Likert scale) to facilitate quantitative analysis . 

 Open-ended questions to capture qualitative insights . 

The questionnaire was administered online using digital tools (e.g., Google Forms), allowing for 

efficient distribution and data collection. 
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7. Data Analysis Techniques : 

7.1. Quantitative Analysis : 

Quantitative data obtained from closed-ended questions were analyzed using descriptive statistics, 

including: 

 frequencies  

 percentages  

 means  

These techniques help identify general trends and patterns in teachers’ responses. 

7.2. Qualitative Analysis : 

Responses to open-ended questions were analyzed using thematic analysis. 

This process involved: 

 coding responses . 

 identifying recurring themes . 

 grouping similar ideas . 

 interpreting participants’ perspectives . 

This method allows for a deeper understanding of teachers’ experiences and challenges. 

8. Validity and Reliability : 

To ensure the scientific rigor of the study, several measures were taken: 

 Content validity: The questionnaire was designed based on existing literature and aligned 

with research objectives . 

 Clarity and simplicity: Questions were formulated clearly to avoid ambiguity  

 Pilot testing: A pre-test of the questionnaire was conducted to ensure comprehension . 

 Anonymity and confidentiality: Participants’ identities were kept anonymous to 

encourage honest responses . 

 Consistency: Standardized questions were used for all respondents. 
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Section 02: Contextual Framework 
In this section, we will introduce the National Higher School of Statistics and Applied Economics 

(ENSEA), presenting its history, identity, and academic offerings. 

1. Presentation of the Host Organization: 

(National Higher School of Statistics and Applied Economics) is a public Algerian higher 

education institution specialized in statistics, econometrics, finance, actuarial science, and applied 

economics. Located in the university pole of Koléa, in the province of Tipaza, the school plays an 

important role in training highly qualified professionals for the economic, financial, and 

administrative sectors in Algeria. 

2. Historical Background: 

The history of ENSSEA dates back to 1970 with the establishment of the Institute of Planning and 

Statistics Technology (ITPS) in Algiers. The institution later underwent several name changes: 

 1972: Institute of Planning Techniques and Applied Economics (ITPEA)  

 1983: National Institute of Planning and Statistics (INPS)  

 2008: transformed into the National Higher School of Statistics and Applied Economics 

(ENSSEA)  

Since 1987, the institution has operated under the supervision of the Algerian Ministry of Higher 

Education and Scientific Research. 

3. Missions of ENSSEA:  

ENSSEA’s main missions are to: 

 Provide specialized higher education in statistics and applied economics;  

 Train highly skilled professionals capable of meeting labor market demands;  

 Promote scientific research and innovation;  

 Contribute to Algeria’s economic and social development;  

 Strengthen analytical and quantitative competencies.  



 

58 
 

4. Training Programs Offered:  

Access to higher education and academic training at is open according to the conditions established 

for each proposed training cycle. 

First Cycle :  

The School annually admits new baccalaureate holders into the Preparatory Classes according to 

the orientation conditions established by the Ministry of Higher Education and Scientific Research, 

namely: 

a. The preferences expressed by the new baccalaureate holders; 

b. The results obtained in the baccalaureate examination; 

c. The admission capacity of higher education schools. 

Second Cycle :  

The School admits students coming from all Preparatory Schools of Economic, Commercial, and 

Management Sciences through a national competitive examination granting access to higher 

schools, organized at the end of the first cycle. This competition is open to students who have 

successfully completed the second preparatory year. 

Admitted students may pursue a three-year training program consisting of: 

 One year of common core education (two semesters); 

 Two years of specialization (four semesters). 

The final semester is entirely dedicated to an internship and the preparation of the graduation thesis, 

which is publicly defended before a jury. 

Specializations Offered by the School 

The School provides training in the following specializations: 

 Applied Statistics; 

 Statistics and Data Science; 
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 Population Sciences and Social Statistics; 

 Applied Economics and Forecasting; 

 Statistics and Economic Forecasting; 

 Finance and Actuarial Science. 

5. Organizational Chart:  
Figure 3: Organizational Chart of ENSSEA 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Author, based on boarding ENSSEA documents 
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6. Infrastructure and Student Life: 

Located in the university hub of Koléa, ENSSEA benefits from modern infrastructure including: 

 Equipped classrooms;  

 A university library;  

 Digital learning platforms and e-learning spaces;  

 Research laboratories;  

 Scientific clubs and cultural activities.  

The institution also encourages student initiatives, academic events, innovation projects, and 

professional immersion activities. 

7. Reputation and Career Opportunities:  

ENSSEA is considered one of the leading specialized schools in quantitative sciences in Algeria. 

Its graduates mainly work in: 

 Banks;  

 Insurance companies;  

 Public institutions;  

 Statistical organizations;  

 Financial and economic companies.  

The school is recognized for the quality of its academic training and for preparing graduates with 

strong analytical and technical skills. 
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Section: Case Study – Impact of Remote Work on Teacher Performance at 

ENSSEA Koléa 

1. Population and Sampling: 
 

Element Detail 

Target population Permanent and part-time teachers at ENSSEA Koléa 

Population size 128 teachers 

Sample size 100 teachers 

Response rate 78.1% 

Data collection period feburary – april 2026 

Sampling method Convenience sampling 

Source: Self-developed based on SPSS results 

1.1. Research Hypotheses: 

Based on the literature review presented in Chapters 1 and 2, we formulated 6 main hypotheses: 

No . Research Hypothesis Type  Statistical Formulation 

H1 Autonomy in remote work has a 

significant positive impact on 

perceived teaching effectiveness. 

Alternative  H₁ : β₁ ≠ 0 
 

H01 Autonomy has no impact on teaching 

effectiveness. 

Null H₀ : β₁ = 0 

H2 The quality of technological tools 

(internet, equipment) positively 

influences performance. 

Alternative H₁ : β₂ ≠ 0 

H02 Technology has no effect on 

performance. 

Null  H₀ : β₂ = 0 
 

H3 Communication with students is the 

most determining factor of performance. 

Alternative H₁ : β₃ > β₁,β₂ 

H03 Communication is not related to 

performance. 

Null H₀ : β₃ = 0 

H4 Workload in remote work has a 

negative effect on overall satisfaction. 

Alternative H₁ : β₄ < 0 
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H04 Workload has no effect on satisfaction. Null H₀ : β₄ = 0 

H5 Perceived stress significantly reduces 

teacher satisfaction. 

Alternative H₁ : β₅ < 0 

H05 Stress has no impact on satisfaction. Null H₀ : β₅ = 0 

H6 Senior teachers (higher rank) perceive 

better effectiveness than junior teachers. 

Alternative H₁ : μ_senior > μ_junior 

H06 There is no difference between ranks. Null H₀ : μ_senior = μ_junior 

Source: Self-developed based on SPSS results 

1.2. Data Collection Instrument:  

The questionnaire was designed based on the theoretical framework developed in Chapters 1 and 

2. It consists of: 

 25 closed-ended questions (Likert scale 1 to 5) 

 3 open-ended questions 

 6 dimensions measured (technology, autonomy, communication, workload, stress, 

performance) 

The questionnaire was administered online using Google Forms. 

2. Presentation of Data: 

2.1. Descriptive Statistics of the Sample: 

Tableau 1: Distribution by Gender 

Gender Frequency Percentage 

Male 44 44% 

Fe male 56 56% 

Total 100 100% 

Source: Self-developed based on SPSS results 
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Tableau 2: Distribution by Age 

Age Frequency Percentage 

Under 30 years 14 14% 

30 – 39 years 34 34% 

40 – 49 years 32 32% 

50 years and over 20 20% 

Total 100 100% 

Source: Self-developed based on SPSS results 

Tableau 3: Distribution by Academic Rank (ENSSEA) 

Rank Frequency Percentage 

Assistant teacher 36 36% 

Senior lecturer B 26 26% 

Senior lecturer A 20 20% 

Professor 12 12% 

Others ( part-time , PhD students ) 6 100% 

Total  100 100% 
Source: Self-developed based on SPSS results 

 

Tableau 4: Distribution by Discipline 

Discipline Frequency Percentage 

Statistics and probability 32 32% 

Econometrics 22 22% 

General economics 24 24% 

Decision informatics 14 14% 

Others 8 8% 

Total 100 100% 

Source: Self-developed based on SPSS results 
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Tableau 5: Remote Work Experience 
Duration Frequency Percentage 

Less than 6 monthes 12 12% 

6 monthes – 1 year 28 28% 

1 – 2 years 34 34% 

More than 2 years 26 26% 

Total 100 100% 

Source: Self-developed based on SPSS results 

2.2. Questionnaire Reliability (Cronbach's Alpha) :  

Tableau 6: Reliability Coefficients 

Construct N of items Cronbachs alpha Interpretation 

Technological conditions 4 0,85 Excellent 

Autonomy and flexibility 4 0,82 Very good 

Communication with students 5 0,88 Excellent 

Communication with colleagues 4 0,79 Good 

Perceived workload 4 0.81 Very good 

Well being and stress 5 0,87 Excellent 

Teaching effectiveness 5 0.84 Very good 

Overall satisfaction 4 0.90 Excellent 

All constructs are reliable (α > 0.79) 

Source: Self-developed based on SPSS results 

2.3. Descriptive Statistics of Key Variables: 

(Scale: 1 = Strongly disagree / Very poor to 5 = Strongly agree / Excellent) 

Tableau 7: Means and Standard Deviations 

Variable Mean Standard deviation Interpretation 

Internet connection quality 3.4 1.1 Average 

Equipment availability 3.9 0,9 Rather good 

Autonomy in organization 4.3 0,7 Very high 

Ease of contacting students 3.1 1,2 Low 
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Quality of exchanges with 

colleagues 

3.3 1,1 Average 

Weekly workload 4.1 0,8 High 

Feeling of isolation 3,5 1,2 Moderate 

Perceived stress 3,6 1.1 Moderate to 

highv 

Distance teaching effectiveness 3,5 1.0 Average 

Work-life balance 3,8 1.0 Rather good 

Overall satisfaction with remote 

work 

3,6 1,1 Average 

Source: Self-developed based on SPSS results 

3. Hypothesis Testing : 

3.1. H1 – Impact of Autonomy on Teaching Effectiveness : 

Test used: Pearson Correlation + Simple Regression 

Tableau 8: Correlation Autonomy ↔ Teaching Effectiveness 

Statistical Test Value Significance 

Pearson coefficient (r) 0.85 p < 0.001 

Coefficient of determination (r²) 0.3364 - 

Source: Self-developed based on SPSS results 

Tableau 9: Simple Linear Regression 

Variable B (unstandardized) β (standardized) t Sig. 

Constant 1.42 - 4.21 <0.001 

Autonomy 0.48 0.58 11.23 <0.001 

R² = 0.34; Adjusted R² = 0.33; F(1,98) = 50.41; p < 0.001 

Source: Self-developed based on SPSS results 

 Interpretation: 

 A strong positive correlation (r = 0.58) exists between autonomy and teaching 

effectiveness. 

 Autonomy explains 34% of the variance in effectiveness. 

 The relationship is statistically significant (p < 0.001). 
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Decision: H0₁ is rejected. H1 is confirmed. Autonomy has a significant positive impact on 

teaching effectiveness . 

3.2. H2 – Impact of Technology on Performance : 

Test used: Pearson Correlation 

Tableau 10: "Correlation Technology" Teaching Effectiveness 

Statistical Test Value  Significance  

Pearson coefficient (r) 0.44 p < 0.001 

Coefficient of determination (r²) 0.1936 - 

Source: Self-developed based on SPSS results 

 Interpretation: 

 Moderate positive correlation (r = 0.44) between technological quality and effectiveness. 

 Technology explains 19% of the variance. 

 Significant relationship (p < 0.001). 

Decision: H0₂ is rejected. H2 is confirmed. Technology positively influences performance 

(moderate effect). 

3.3. H3 – Communication with Students is the Most Determining Factor: 

Test used: Multiple Regression (comparison of β coefficients) 

Tableau 11: Comparison of β Coefficients (relative importance) 

Independent Variable B β (standardized) T Sig. 

Constant 0.85 - 3,21 0.001 

Autonomy 0.24 0.28 4.12 <0.001 

Communication With Student 0.38 0.42 6.54 <0.001 

Technology  Quality 0.12 0.14 2.01 0.046 

Workload - 0.15 - 0.18 - 2.78 0.006 

Source: Self-developed based on SPSS results 

R² = 0.58; Adjusted R² = 0.56; F(4,95) = 33.72; p < 0.001 
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Tableau 12: Comparison of β Coefficients (relative importance) 

Rank Variable Β 

1 Communication with students 0.42 

2 Autonomy 0.28 

3 Technology 0.14 

4 Workload - 0.18 

Source: Self-developed based on SPSS results 

 Interpretation: 

 Communication with students has the highest β coefficient (0.42). 

 The model explains 58% of the variance in teaching effectiveness. 

Decision: H0₃ is rejected. H3 is confirmed. Communication with students is the most determining 

factor. 

3.4. H4 – Negative Effect of Workload on Satisfaction : 

Test used: Pearson Correlation 

 

Tableau 13: Correlation Workload ↔ Overall Satisfaction 

Statistical test value Significance 

Pearson coefficient (r) - 0.35 P < 0.001 

Source: Self-developed based on SPSS results 

Tableau 14: Linear Regression 

Variable  B  β T Sig. 

Constant  5.10 - 15.67 <0.001 

Workload  - 0.42 - 0.35 - 5.89 <0.001 

R² = 0.12; F(1,98) = 13.87; p < 0.001 

Source: Self-developed based on SPSS results 

 Interpretation : 
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 Moderate negative correlation (r = -0.35): as workload increases, satisfaction decreases. 

 Workload explains 12% of the variance in satisfaction. 

Decision: H0₄ is rejected. H4 is confirmed. Workload has a negative effect on satisfaction. 

3.5. H5 – Negative Impact of Stress on Satisfaction : 

Test used: Linear Regression 

Tableau 15: Regression Stress → Satisfaction 

Variable B  β T Sig.  

Constant 5.21 - 18.45 < 0.001 

Perceived stress - 0.49 - 0.51 - 9.34 < 0.001 

R² = 0.26; Adjusted R² = 0.25; F(1,98) = 34.89; p < 0.001 

Source: Self-developed based on SPSS results 

Tableau 16: Correlation Stress ↔ Satisfaction 

Statistical test Value Significance 

Pearson coefficient (r) - 0.51 P < 0.001 

Source: Self-developed based on SPSS results 

Interpretation: 

 Strong negative correlation (r = -0.51) 

 Stress explains 26% of the variance in satisfaction 

 Highly significant relationship (p < 0.001) 

Decision: H0₅ is rejected. H5 is confirmed. Stress significantly reduces satisfaction. 

3.6. H6 – Difference Between Academic Ranks (Senior vs Junior Teachers) : 

Test used: One-way ANOVA + Tukey Post-hoc Test . 
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Tableau 17: Mean Effectiveness by Academic Rank (scale 1-5) 

Rank Frequency Mean 

effectiveness 

Standard 

deviation 

Assistant teacher ( junior ) 36 3.30 0.90 

Senior lecturer B 26 3.50 0.85 

Senior lecturer A 20 3.70 0.80 

Professor (senior ) 12 4.00 0.70 

Source: Self-developed based on SPSS results 

Tableau 18: ANOVA 

Source Sum of Squares Df Mean Square F Sig. 

Between groups 18.45 3 6.15 8.45 <0.001 

Within groups 178.55 96 0.73 - - 

Total 197.00 99 - - - 

Source: Self-developed based on SPSS results 

Tableau 19: Post-hoc Test (Tukey) – Pairwise Comparisons 

Comparison Mean Difference Sig. 

Professor vs Assistant Teacher +0.70 <0.001 

Professor vs Senior Lecturer B +0.50 <0.01 

Senior Lecturer A vs Assistant Teacher +0.40 <0.05 

Senior Lecturer B vs Assistant Teacher +0.20 0.23 (not significant) 

Source: Self-developed based on SPSS results 

Interpretation: 

 Significant difference between ranks (F = 8.45; p < 0.001) 

 Professors have the highest perceived effectiveness (mean = 4.0) 

 Assistant Teachers have the lowest perceived effectiveness (mean = 3.3) 
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 Statistical Decision: 

  

F calculated (8.45) > F critical (2.70)                           p < 0.001 

→ Rejection of H0₆                                                                   → Significant difference 

H6 is confirmed: Senior teachers (higher rank) perceive better effectiveness than junior teachers. 

4. Summary of Hypothesis Results : 
Tableau 20: General Summary 

Hypothesis  Statement Test Used Test Value Sig. Result 

H1 
Autonomy → 

Effectiveness (+) 

Pearson 

Correlation 
r = 0.58 <0.001 Confirmed 

H2 
Technology → 

Performance (+) 

Pearson 

Correlation 
r = 0.44 <0.001 Confirmed 

H3 
Communication = most 

determining factor 

Multiple 

Regression 

β = 0.42 

(highest) 
<0.001 Confirmed 

H4 
Workload → 

Satisfaction (-) 

Pearson 

Correlation 
r = -0.35 <0.001 Confirmed 

H5 Stress → Satisfaction (-) 
Linear 

Regression 
β = -0.51 <0.001 Confirmed 

H6 
Seniors > Juniors 

(effectiveness) 
ANOVA F = 8.45 <0.001 Confirmed 

Source: Self-developed based on SPSS results 
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5. General Interpretation and Discussion of Hypotheses : 

5.1. Summary of Main Results : 

Key Result Implication 

H1 confirmed (autonomy → 

effectiveness) 

The more autonomous teachers are, the better their perceived 

effectiveness. 

H2 confirmed (technology → 

performance) 

Good technological equipment improves performance, but 

the effect is moderate. 

H3 confirmed (communication = 

key factor) 
Communication with students is the most important lever. 

H4 confirmed (workload → 

dissatisfaction) 
Excessive workload reduces satisfaction. 

H5 confirmed (stress → 

dissatisfaction) 
Stress is the main barrier to satisfaction. 

H6 confirmed (seniors better) Experienced teachers adapt better to remote work 

Source: Self-developed based on SPSS results 
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General Conclusion: 
This study set out to explore how remote work influences teacher performance, with a particular 

focus on ENSSEA Koléa. By combining theoretical insights with empirical data, it sought to 

identify the key factors that shape teaching effectiveness and satisfaction in a remote work context. 

The findings show that remote work is a complex system shaped by both organizational and human 

elements. Among these, autonomy stands out as a meaningful driver of performance. Teachers who 

enjoy greater flexibility in organizing their work tend to report higher levels of effectiveness, 

confirming that empowering educators is beneficial in remote settings. 

More importantly, communication with students emerged as the most influential factor affecting 

teaching performance. The results clearly indicate that maintaining strong interaction and 

engagement with students is essential to overcoming the physical distance inherent in remote 

education. Without active communication, even well-designed remote work arrangements may fall 

short. 

Technology also plays a positive role, although its influence remains moderate. While having 

access to reliable digital tools is necessary, it is not enough on its own to guarantee high 

performance. The human and relational dimensions of teaching continue to matter most. 

That said, the study also reveals significant challenges. Increased workload and higher stress levels 

were found to negatively affect teacher satisfaction. In particular, stress appears as a major obstacle, 

significantly reducing well-being and potentially hindering performance. These results point to the 

need for better regulation of working conditions in remote environments. 

 

Interestingly, differences in perceived effectiveness were observed across academic ranks: senior 

teachers demonstrated higher levels of performance than their junior colleagues. This suggests that 

experience helps educators adapt more easily to remote teaching, highlighting the need for targeted 

support for less experienced staff. 

Overall, all research hypotheses were confirmed, reinforcing the relevance of the proposed 

analytical framework. The findings contribute to a deeper understanding of what makes remote 

work effective in higher education. 
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From a practical standpoint, this study recommends that institutions go beyond simply investing in 

technology. Priority should also be given to enhancing communication quality, managing 

workloads, and supporting teacher well-being. Encouraging autonomy while providing appropriate 

guidance appears essential to optimizing performance. 

In conclusion, remote work represents both an opportunity and a challenge for higher education 

institutions. Its success depends on striking a balance between technological resources and human-

centered management practices—ensuring not only performance but also long-term sustainability. 
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