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Abstract 

The Covid-19 virus has triggered a worldwide pandemic and therefore many employees were required to work from home which 
caused numerous challenges. With the Covid-19 pandemic now in its third year, there are already several studies available on the 
subject of home offices. To investigate the impact of remote work on employee satisfaction and trust, this quantitative study aims 
to review existing results and formulate hypotheses based on a conceptual model created through a qualitative study and 
extensive literature review. The research question is as follows: Does home office during Covid-19 affect employee satisfaction 
and trust? To test the hypotheses, a structural equation model was constructed and analyzed. The culture of trust and flexibility 
are identified as the biggest influencing factors in this study. 
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1. Introduction 

The Covid-19 pandemic outbreak has had a profound impact on people's lives, leading to significant changes. The 
world of work has faced unprecedented challenges, and organizations have had to quickly adapt to the new reality. 
As a result, many companies had to rapidly alter their work routines, and a large number of employees found 
themselves having to work mostly from home. [1] Before 2020, only 4% of employees in Germany worked from 
home. A few months later, the number of home-based jobs spiked to a total of 27%. [2] In this particular context, it 
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has become crucial to ensure that each individual employee has accessibility to all necessary working materials, as 
well as to ensure that they are accessible themselves. As a result, the implementation of a mature digitization 
strategy has become increasingly important. [3] With colleagues no longer being seen on a regular basis and 
communication channels changing, household members may now accompany individuals during their workday at 
home. However, this also presents new opportunities for flexibility and a better work-life balance. [4] This 
quantitative study aims to examine the impact of Covid-19 and the resulting shift to working from home on 
employee satisfaction. To achieve this, a survey will be conducted to examine various influencing factors, such as 
trust culture, isolation, communication, flexibility, and working conditions. This is based on the results of a previous 
qualitative study and a structured literature review. [5] The model and procedure used in the study are also 
presented. The obtained results, including descriptive results and findings from the structural equation model, are 
then presented. The results are analysed and interpreted, and limitations that need to be considered are discussed. 
Finally, a conclusion is drawn based on the results presented. 

2. Theoretical background 

2.1. Employee satisfaction 

Employee satisfaction is a term that has been defined in various ways. This paper adopts the definition used in 
recent publications, which refers to it as "the state of mind towards the work situation." [6] The satisfaction level of 
an employee is determined by the extent to which their actual work situation aligns with their idealized view of it. 
Studies have shown that when given the freedom to choose their place of work, employees tend to be more satisfied 
when working from home. [7] However, if an employee only works from home occasionally, their satisfaction level 
is higher than if they work exclusively from home. According to research, the optimal balance is around two days of 
work from home per week. [8] It is important to note that the Covid-19 pandemic has changed the work landscape, 
and the impact of the pandemic on employee satisfaction needs to be revisited. For instance, employees who are 
required to work from home due to measures enacted as a result of the pandemic may experience a decrease in 
satisfaction if they do not work from home voluntarily. [9] 

2.2. Culture of trust 

In a remote work setting, leadership at a distance necessitates a higher level of trust. As a result, many companies 
are focusing on fostering a culture of mutual trust. This model is built on the notion that employees must not exploit 
the flexibility that comes with working from home but should instead receive fair treatment from their supervisors. 
According to a survey conducted by an LPP company, there is an empirical link between the availability of a remote 
work option and a culture of trust. [10] In addition, several studies have shown that employees' trust in their 
supervisors has a significant impact on their attitudes and work patterns. [11] Workers who have more confidence in 
their current supervisors' performance are more likely to be satisfied with the organization as a whole. 
Organizational trust is thus regarded as an alternative means of engaging in the decision-making process to influence 
employee satisfaction. [12] In conclusion, the following hypotheses can be formulated: 

H01: “If a culture of trust is practiced by the supervisor it has no impact on employee satisfaction.” 
H11: “If a culture of trust is practiced by the supervisor it has an impact on employee satisfaction.” 

2.3. Isolation 

In the beginning of the Covid-19 pandemic, many employees and managers were compelled to almost 
exclusively work from home, depriving them of direct contact with colleagues and potentially leading to social 
isolation. The literature often highlights the negative effects of reduced interaction, such as a decline in motivation. 
[13] However, while some employees may also feel socially isolated in the office due to a lack of communication, 
this may not be the case for those working from home. [14] Although there is a risk of social isolation and negative 
consequences, studies demonstrate that not all remote workers experience social or professional isolation. With 
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appropriate measures and organizational strategies in place, feelings of isolation can be avoided, and employee 
satisfaction remains unaffected. [15] In conclusion, the following hypotheses can be formulated: 

H02: “Home office isolation has an impact on employee satisfaction.” 
H12: “Home office isolation has no impact on employee satisfaction.” 

2.4. Communication 

To support extensive remote work while maintaining effective teamwork, an increasing number of 
communication tools are being utilized. However, communication issues between colleagues remain a common 
issue. [16] Social isolation and a decrease in contact with coworkers appear to occur primarily with continuous 
rather than occasional home office use. [17] Nevertheless, only about a quarter of workers report inadequate contact 
with their teams, suggesting that this is not a significant disadvantage of home office work. [18] On a positive note, 
working from home can enhance the relationship between employees and managers, as it allows for greater 
autonomy for workers and less monitoring by supervisors. [19] Based on these observations, the following 
hypotheses related to communication can be formulated: 

H03: “Communication in the home office has an impact on employee satisfaction.” 
H13: “Communication in the home office has no impact on employee satisfaction.” 

2.5. Flexibility 

Previous research has indicated that working from home can help to address various obstacles to achieving work-
life balance. [20] Working from home typically allows for better time management of personal needs, and eliminates 
commuting time, freeing up more time for activities in one's private life. [21] However, it is important to note that 
there may be a higher risk of stress among mothers who work from home, as they may end up spending more time 
on caregiving duties compared to those who work in an office. [22] Despite this, overall research suggests that 
working from home can lead to increased satisfaction among parents, as it makes it easier to balance work and 
family life. [23] On the other hand, there are also potential negative impacts of working from home on flexibility 
and job satisfaction. Studies have found that remote workers tend to take on more work and end up working longer 
hours, which can lead to increased stress and reduced job satisfaction. [24] Based on these findings, the following 
hypotheses can be formulated: 

H04: “Flexibility in the home office has no impact on employee satisfaction.” 
H14: “Flexibility in the home office has an impact on employee satisfaction.” 

2.6. Working conditions 

It is likely that many employees do not have ergonomically optimal work equipment at home, such as height-
adjustable desks, back-friendly office chairs, or optimal lighting conditions. A recent empirical study conducted in 
2020 found that overall satisfaction with the home office situation was high, including both work-related and 
personal factors. Working conditions play a crucial role in job satisfaction, as they facilitate focused and undisturbed 
work. [25] However, compared to the employer's on-premises office, the working environment at home often falls 
short. Without a designated workspace at home, the line between work and personal life can become increasingly 
blurred, which can compromise privacy. The quality of technical infrastructure and tools available to employees, 
both at the personal and company level, can significantly impact their comfort level when working from home.[26] 
Based on the Covid-19 pandemic, we propose the following two hypotheses: 

H05: “The given working conditions in the home office have no impact on employee satisfaction.” 
H15: “The given working conditions in the home office have an impact on employee satisfaction.” 

3. Research method and data collection 

The following conceptual model emerged from the analysis of our data, which is shown in Fig. 1. 
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Fig. 1. Test Model. 

This conceptual model was derived from the qualitative study "Impact of Covid-19 on employee satisfaction and 
trust with a focus on working from home - Target group: Supervisor" in connection to a structured literature review 
served as the basis for this study. [5] A deductive approach was used to identify different factors that influence 
employee satisfaction, specifically culture of trust, isolation, communication, flexibility, and working conditions. 
The research question and hypotheses were investigated through a quantitative research approach, using a web-
based survey designed to conform to the research model. The survey was conducted using open-source software 
LimeSurvey, and a pretest was performed to assess the questionnaire's structure and consistency. The main survey, 
which collected all necessary data, was opened on January 14th, 2022, and concluded on February 7th, 2022, with a 
total of 135 participants from various companies. Incomplete responses were eliminated, resulting in a final sample 
size of n = 103 participants. The questionnaire consisted of seven parts, with the first part requesting general 
information about the participants, followed by the examination of the independent variables of culture of trust, 
isolation, communication, flexibility, and working conditions in parts two to six. The dependent variable of 
employee satisfaction was queried in the final part. The questionnaire used a 5-point Likert scale to rate numerous 
items in sections two to seven. [27] The demographic aspects of the sample were also examined in the first part of 
the questionnaire, revealing that 50.5% of participants were female, and the majority (44%) were in the age group of 
20-29 years. To investigate the impact of the Covid-19 pandemic on the opportunity to work from home, 
participants were asked if they had the option before the pandemic, with 55% responding negatively and 45% 
having already had the option. To obtain a sufficiently large sample, the survey was distributed through various 
channels, including email, social media, and personal contacts. 

4. Results 

4.1. Descriptive Statistics 

In the context of descriptive statistics, the focus is on presenting noticeable results. In this study, the majority of 
respondents (44%) disagreed with the statement that it is more difficult to organize one's private life in the context 
of working from home, while 25% partially disagreed. Only 11% believed that working from home makes their 
daily lives more difficult to manage, and 20% chose the neutral answer option. Therefore, it can be concluded that 
working from home does not have a negative impact on structuring private life. To investigate the relationship 
between employees and their supervisors in the remote work context, the question was asked whether the 
relationship had declined as a result of working from home. The results showed that 11% of the respondents agreed 
with this argument, while 32% had not experienced any change, and 33% completely opposed this statement. 
Therefore, it can be concluded that more than half of the respondents did not experience any disadvantages in their 
relationship with their supervisors as a result of working from home. At the end of the survey, general questions 
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related to Covid-19 were included. The results showed that 59% of the employees were more than satisfied with the 
possibility of working from home during the pandemic, while 32% somewhat agreed with the statement and 7% 
indicated neither. Only 2% of the participants were not happy about working from home during the pandemic. 
Therefore, it can be concluded that for the majority of employees, working from home during the pandemic was a 
relief. In response to the general research question of to what extent employees feel that their satisfaction has been 
affected by working from home, it was found that women were more likely to report being satisfied than men, with 
40% of women totally agreeing with the statement, compared to 35% of men. Differences were also found between 
supervisors and employees, with supervisors overall being more satisfied with working from home than employees 
without a leadership function. However, this could be due to the fact that fewer managers than employees 
participated in the survey, and thus further investigation is needed. Finally, when asked about their wishes for the 
future, almost all respondents (94 out of 103) preferred a hybrid work model with a dynamic rotation between the 
office and home office, while 8 participants preferred working from home exclusively. Only one person preferred 
working on the organization’s premises. Therefore, it can be concluded that there is a clear tendency towards 
working from home opportunities. 

4.2. Structural equation model 

The evaluation was conducted using the SmartPLS program. This paper focuses on five constructs (Fig. 2) and 
their relationship with employee satisfaction in working from home environments during the Covid-19 pandemic. 
The central determinants (shown in blue in the hypotheses model in the figure) are referred to as latent exogenous 
variables. The constructs (latent variables) are represented by the inner model and are measured by indicators 
(shown in yellow). Various relations are depicted, including those between the latent exogenous variables and the 
latent endogenous variable, as well as between the latent variables and their indicators. In this reflexive model, the 
indicators are intended to fully describe the constructs, assuming that they represent the truth. Thus, eliminating 
indicators should not change the construct's statement. [31] Some indicators were eliminated in the final model due 
to their quality, with the main consideration being a T-value (explained below) of above 1.96 in conjunction with the 
latent variable. If many indicators had a T-value below this value for a construct, the ones closest to 1.96 were 
selected to stay. The best combination for each construct was created after various runs. Trust culture, isolation, 
flexibility, and working conditions were each described by two indicators. For communication, the general item was 
used as the indicators described the construct more weakly. 

 

Fig. 2. Structural equation model. 
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The R-Square (Original sample) accounts for a sufficient model. The value ranges from 0.19 (weak) to 0.66 
(substantial), whereas the mean is 0.33. The coefficient of determination R2 of this model is 0.233. Therefore, while 
being acceptable, it is still located in the weak range. [32] 

            Table 1. Reliability and validity results. 

 Composite reliability Average of variance extracted 

Communication 1.000 1.000 

Culture of trust 0.616 0.506 

Employee satisfaction 1.000 1.000 

Flexibility 0.782 0.643 

Isolation 0.870 0.770 

Working conditions 0.090 0.623 

 
The values in Table 1 show different quality criteria for reliability (CR) as well as for validity (AVE). In terms of 

reliability, all constructs except for culture of trust and working conditions exceed the threshold value of 0.70 
recommended in the literature. ON the other hand, all constructs achieve a validity value greater than the 
recommended range of > 0.5. [30] 

Table 2 displays the findings of the bootstrapping analysis. [32] The standard deviation measures the dispersion 
of characteristics and has a mean value of 0,0996. The constructs culture of trust and isolation have values closest to 
the mean, whereas working conditions has the farthest value. The P-Value of P < 0.1 indicates a significant 
influence of the latent exogenous variables on the latent endogenous variable. The T-Values are significant at T > 
1.96. [30] Flexibility has a high level of significance with a P-Value of ≤ 0.01, communication is normally 
significant with a P-Value of ≤ 0.05, and isolation and trust culture are low in significance with a P-Value of ≤ 
0.1. However, only the constructs of communication and flexibility have T-values above 1.96 and are thus 
significant. The constructs of trust culture and isolation have values close to the threshold. The construct of working 
conditions has a T-value that is far below the threshold, but a P-Value above 0.1. Therefore, this construct is not 
significant. Consequently, hypotheses 1 to 4 are confirmed, and only hypothesis 5 is rejected. 

      Table 2. Bootstrapping results. 

 Standard deviation T-Statistic P-Values 

Communication 0.086 2.290 0.022 

Culture of trust 0.104 1.838 0.067 

Flexibility 0.086 3.328 0.001 

Isolation 0.104 1.857 0.064 

Working conditions 0.118 1.051 0.294 

5. Discussion 

The results of the study confirm the positive influence of the constructs culture of trust and flexibility on 
employee satisfaction in working from home contexts, even during the Covid-19 pandemic. These findings are 
consistent with previous research conducted outside of crisis events (as discussed in Section 2). Surprisingly, the 
factor isolation had no effect on employee satisfaction, despite a negative impact being expected during the current 
situation. The availability of supervisors had the greatest positive impact on the factor communication. Furthermore, 
the study found no effect of the construct working conditions on employee satisfaction. The Covid-19 crisis has 
created new challenges for companies and their employees, and this study highlights the impact of home office on 
employee satisfaction and trust. To maintain this satisfaction and trust, it is important to ensure that employees 
working from home receive the same level of information as those working face-to-face. Technical aids should be 
used for the exchange of information, in addition to regular jour fixes and task-related communication via e-mail, 
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telephone or video telephony. Moreover, supervisors should offer coaching to employees facing remote work-
related problems. It is recommended that the option of working in a home office be retained even after the Covid-19 
crisis. However, the model presented in this study is not exhaustive and there may be other constructs that impact 
employee satisfaction in the home office during the Covid-19 crisis. Future research should focus on a specific 
target group and use a more equally distributed sample based on position in the company. A longitudinal study 
would be useful to complement the cross-sectional study design of this research. Lastly, exploring the impact of 
home office on employee satisfaction post the Covid-19 pandemic would be an interesting avenue of research. 
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