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“Business is unusual”
– remote work after COVID-19
During the recent pandemic millions started to work from home. One of the main questions
is that this revolutionary change becomes permanent (i.e. remote work will be the new normal) or it will be just a temporary one. In case that remote work is here to stay, it is essential
to analyse whether this new form of work makes employees more satisfied with their jobs
or not. It is frequently argued that happy workers are more productive, but a generally
accepted methodology for measuring both job satisfaction and its possible drivers would
be essential to prove this relationship quantitatively. The paper gives a brief overview of
the latest trends and tendencies regarding remote work, with special regard to the newly
remote workers who have transitioned to remote work after COVID-19 outbreak. The paper
explores possible advantages, unavoidable drawbacks and expected challenges of remote
work, outlining the prerequisites for implementing remote strategies successfully. Finally, a
theoretical model for determining the main drivers of job satisfaction are presented.

Introduction
What makes you happy at the workplace and whether these drivers are expected to change in
the near future? Could it be argued based on quantitative evidence that productivity would
increase as a consequence of higher level of job satisfaction? If this hypothesis can be verified
and the relationship is proved to be significantly positive (irrespectively of time and country)
then it would be of crucial importance for economists, employers and governments to determine
the actual main drivers of employee wellbeing. The fact that more and more people seek selffulfilment not only in their personal life but also in their professional carrier changes the
expectations towards an “ideal workplace” and an “ideal job”.
This paper focuses on finding the main drivers of employee wellbeing in Hungary with
special regard to the recent huge changes in size and structure of remote work due to the
pandemic. The structure of the paper as follows. In section II a literature review is given
regarding remote work, in section III official and survey datasets are presented for analysing
the stance of remote work before the outbreak of the pandemic, in section IV the huge changes
are shown due to the global spread of COVID-19, while in section V the expected impact
of this rapid shift is analysed for the “after COVID-19” period and possible drivers of job
satisfaction are highlighted. Finally, in section VI some conclusions are drawn and some
further research plans are presented.
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Literature review
Olson (1983) raised a question of a new phenomenon, namely remote office work or telework.
She projected in 1983 that the office automation technology would change the way we work,
i.e. many office workers would become potential telecommuters. The employees (who had
already worked from home) were found to be highly self-motivated and self-disciplined. Olson
suggested organizations to give more options in space and time to their employees to get
increased motivation and productivity.
Bell (2012) took part in a remote work research project through the Cornell Center for
Advanced Human Resource Studies (CAHRS) in the ILR School at Cornell University. In the
research interviews were conducted with nine CAHRS partner companies (including Aetna,
Citigroup, Cisco Systems, General Mills, and IBM) in order to identify the strategies and
practices companies have developed to manage their remote workers. The main findings of this
research were the followings:
– senior leadership support is proved to be essential for cultural acceptance of remote work,
– personal and professional isolation is a higher risk since less face-to-face interaction occurs,
– only high quality direct leadership can lead to a better performance of remote employees
and to a higher level of job satisfaction.
IBM (2014) had a research (about remote working from the full-time employee perspective.
They had some findings:
The numbers teleworking at least one day per week have remained remarkably consistent for
Anglo countries between 2008 and 2013 at around 9 percent. Australia had a 2 percentage point
jump in 2013, the largest increase in group of Anglo countries.
– The higher up the career ladder, the more likely you are to telework.
– Workers in the high-tech industry are more than three times as likely to telework as those
in the government.
–
Teleworkers are more highly engaged, more likely to consider their workplaces as
innovative, happier about their job prospects and less stressed than their more traditional,
office-bound colleagues. One of the most commonly discussed benefits of flexible work
arrangements is the better work-life balance.
– Remote work is not suitable for every type of job; construction workers will likely always
need to be on the construction site and retail associates in their stores. However, a lot of
jobs are suitable for remote work and in future, the number of remote workplace will likely
continue to increase.
– Poorly prepared managers do not promote often the remote work. Training organized them
how to manage and lead remote employees is important to overcome barriers of the success
of teleworking. Leadership needs to actively create an organizational culture that supports
telework.
Fernandez and Marrauld (2017) analysed the design of a virtualized platform and focused also
on the remote working management. They proposed three options:
– The remote worker works exclusive at home, uses a desk in its flat. His or her work is
under control by the ICT (information and communication technology) because instant
massages allow the verification that the home workers are really behind the computer.
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– The remote worker works sometimes at home. The ITCs allows one to contact them at any
time even he/she is not available.
– The remote worker works in a co-working space or telecentre: he/she has a high degree of
autonomy of organizing of his/her work
Felsted-Golo (2017) found some evidence of remote work based on statistical data. The data of
Labour Force Survey (LFS) and Skills Surveys of United Kingdom replicate that remote working
has been growing among 20-59 year olds who are in work. The proportion working at least one
day a week away from the conventional workplace grew by 4 percentage points from 13.3% in
1997 to 17.1% in 2014.
According to Olubunmi et. al (2017), ”migration in the twenty-first century is the movement
of mindpower, not simply bodies”. The World Economic Forum’s Global Future Council on the
Future of Migration has a project, namely Mobile Minds. The aim of the project is to promote
global prosperity to support global remote work. The authors recognize that a globalized world
requires a globalized labour market, and that the coming decades will only bring more need for
solutions like remote work.
Expected benefits of remote work for employers the real estate cost savings and the improved
worker productivity mainly as a consequence of fewer distractions from colleagues, a quieter
work environment and no commuting time. They state that remote work could have positive
impacts also on the whole society by reducing unemployment in economically underdeveloped
areas, improving gender equity, decreasing the environmental footprint.
Choudhury et al. (2019) analyse the effects of the WFA (”work-from-anywhere”) program on
productivity of at the United States Patent and Trademark Office. While traditional “work-fromhome (WFH)” programs offer the worker temporal flexibility, “work-from-anywhere (WFA)”
programs offer both temporal and geographic flexibility. The authors found that the output under
WFA increased a 4.4% in comparison to WFH. The provided evidence also that WFA examiners
relocate to lower cost-of-living conditions.

Stance of remote work before COVID-19
Remote work before COVID-19: a global view
A relatively large scale international survey was conducted by Zapier (2019) (a fully distributed
team of 300 employees working from 27 countries) asking nearly 2,500 remote workers to get
their opinion and experience about the benefits and struggles that come with remote work and
also get some information on the structure of their remote companies. Almost half of respondents
(1180 people) lived in the United States, followed by Canada and United Kingdom (6-6%). This
survey was conducted online among remote workers of age 18 and older who primarily used the
computer for doing the job can be considered as knowledge workers.
The main conclusions were as follows.
From the viewpoint of employees:
1.	Remote work is proved to be very attractive: great majority (99%) of the respondents
would like to work remotely. So people from all over the world want to work remote!
2.	A flexible schedule proved to be the biggest benefit to remote work (40% argued that),
but other characteristics (working from any location, more time with family and working
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from home) can be also important drivers going remote. So providing job flexibility is of
crucial importance to increase job satisfaction.
3.	Unplugging from their work, loneliness (isolation) and struggling with communication
are the main problems when you work remotely, but distractions at home or staying
motivated can also become a significant issue sometimes. It means you have to be
prepared for the negative consequence and have to have your own or your company’s
strategy to handle them.
4.	Location flexibility is very important. However, 84% of respondents use their own home
as their primary workspace, i.e. remote work is not only for young digital nomads for
discovering the world on a low budget anymore. You can work from safety of your home
and work for anywhere.
5.	One fourth of people think that commuting can be considered as the most stressful part
of an office job.
From the viewpoint of employers:
1.	91% of business owners stated that they had always intended to support remote work.
2.	Regarding status of respondents’ companies: 31% of firms work as a fully remote company,
40% follows the partially remote and partially office based set up (they have both remote
and in-office workers), while 25% of companies provides some home office opportunities
and the rest 4% runs a solo business.
3.	It was a bit surprising that in spite of the fact that remote companies save money on
office space and facilities, the majority of companies does not pay for the costs related
to remote work, such as home internet or co-working membership. It highlights the role
government, the role of decent regulation.
All in all, majority of the respondents thinks that the traditional office work will disappear by
2030. So it would be of vital importance for both governments and firms have to be prepared
for this changes; with implementing new regulations, new types of leadership and elaborating
human resource policies helping employees also to get ready for these new requirements.

Remote work in Hungary before COVID-19
In Hungary there are no regular data services regarding remote work and measuring job
flexibility yet. But in 2018 a supplementary survey was conducted by the HCSO (Hungarian
Central Statistical Office titled “Remote work and home office”. At about 20 thousand employees
were asked about their job characteristics. The main findings were as follows based on Table 1
and Table 2.
1.	Only 144 thousand employees (3.7%) worked in remote form in Hungary in 2018.
2.	It seems promising that there are no remarkable gender gap regarding remote work
opportunities in Hungary.
3.	Remote work is the most widespread (6.1%) in the age group of 35-39. It can highlight
a very important opportunity for policy makers: developing remote environment,
providing remote options for mothers with small children could become a perfect choice
for the family and it can contribute to the increase of employment rate in Hungary.
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4.	Remote work is much more available for knowledge workers (7.9%) than for blue collar
employees (only 0.5%).
5.	The more educated you are the more remote option you have in the remote market: while
the remote ratio is extremely low for people with primary education, those with tertiary
one it almost reaches 10% (among men it is 12.4%). 69% of remote worker has tertiary
education.
Table 1: Ratio of remote workers by demographic characteristics, first quarter of 2018, 15-74 years, %

Sum

Male
3.8%

15–24
25–29
30–34
35–39
40–44
45–49
50–54
55–59
60–64
65–74

2.1%
3.4%
4.8%
6.0%
4.6%
3.8%
2.9%
1.3%
2.3%
4.4%

Working remote
Female
3.7%
By age group
1.9%
4.3%
4.7%
6.2%
3.3%
2.5%
3.5%
3.1%
1.7%
6.0%

Sum
3.7%
2.0%
3.8%
4.7%
6.1%
4.0%
3.1%
3.2%
2.2%
2.1%
5.3%

Source: HCSO, LFS (Labour Force Survey), supplementary survey and own calculations
Table 2: Ratio of remote workers by highest educational attainment, first quarter of 2018, 15-74 years, %

Male

Female

Male

Sum

Primary

0.6%

0.4%

0.5%

Secondary, without high school diploma

0.4%

0.4%

0.4%

Secondary, with high school diploma

2.8%

3.1%

3.0%

Tertiary education

12.4%

7.5%

9.7%

Source: HCSO, LFS, supplementary survey, first quarter of 2018 and own calculations

Table 3 presents some interesting characteristics of remote work regarding the place of work. It
can be seen that majority (89.1%) use their home as a primary workspace and do not work from
the other side of the world or from coffee shops or from other co-working spaces. The ratio is
extremely high for young people (91.3%). All these facts suggest that Hungarians would love to
stay and work in Hungary with their friends and family if they feel that they can get a decent job
and work for a brighter future.
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Table 3: Primary workspace of remote employees in Hungary, %

Working from home
Sum
Mail
Female

89.1%
86.9%
91.7%
By age group

15–24
25–39
40–54
55–74

72.1%
91.3%
88.0%
89.6%

Working from
somewhere else
10.9%
13.1%
8.3%

100%
100%
100%

27.9%
8.7%
12.0%
10.4%

100%
100%
100%
100%

Sum

Source: HCSO, LFS, supplementary survey, first quarter of 2018 and own calculations

From macroeconomic point of view, it would be also essential to provide flexible remote options
for the younger generations to stay in Hungary to stay even in the region where they were born.
It can be seen based on information of Table 4 that emigration is not always proved to be the
optimal selection. More than two third of young Hungarians working abroad do jobs under
their qualification level. It means that a decent remote offer according to their qualifications
might help them to think about returning home, decreasing brain drain, increasing the domestic
human resources and labour force.
Table 4: Job experience of young Hungarians (15-29 years old) working abroad, fourth quarter of 2018

Mail
Female
Sum

Do jobs
Do jobs under
according to their
their qualification
qualifications
32.0%
36.8%
21.0%
54.8%
27.7%
43.7%

Do anything that
comes in their
way
31.2%
24.2%
28.5%

Sum
100%
100%
100%

Source: HCSO, LFS, supplementary survey and own calculations

Remote work as a result of the COVID-19 situation
To capture the immediate economic and social effects of this crisis Eurofound launched a
large-scale online survey across the European Union titled “Living, working and COVID19” (Eurofound 2020). The aim of this research is to investigate the impact of the coronavirus
epidemic on well-being, work and telework in Europe. 86,457 people had taken part in the first
wave of the survey which resulted in 62,755 complete responses. From Hungary the got more
than 6000 responses.
Based on that dataset we can have the first “quantitative impression” about the evolution of
remote work before and as a consequence of the pandemic across Europe. As Figure 1 shows
there is a huge variance across countries regarding the popularity of remote work even before
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the coronavirus crisis; while in Netherland the remote or “partially” remote ratio came near 30%,
then in Southern Europe (Italy, Greece Cyprus, Malta) it was about 10%. The survey estimates
for Hungary was 15%, but the ratio of people working from home daily still remained under
10%. Comparing it to the latest official results (4,7% in 2018) it can refer to a significant evolution
of this new form of work during the last two years in Hungary.
Figure 1: Proportion of working from home before the outbreak of COVID-19, total, %

Source: Eurofound (2020), Living, working and COVID-19 dataset, Dublin,
http://eurofound.link/covid19data and own calculations

Due to the epidemic millions of people lost their jobs, but others (as Figure 2 shows) started to
work from home. Based on the survey data 37% of employees started to work from home after
the outbreak of the pandemic. The largest proportions (above 50%) can be observed in Benelux
countries and in Finland, while the smallest proportions of employees who switched to work
remotely can be found in Romania, Bulgaria, Greece and Hungary.
Figure 2: Proportion of working from home as a result of COVID-19 situation, %

Source: Eurofound (2020), Living, working and COVID-19 dataset, Dublin,
http://eurofound.link/covid19data and own calculations
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Figure 3: Remote ratios and gender differences before and after the outbreak of COVID-19, %

Source: Eurofound (2020), Living, working and COVID-19 dataset and own calculations Dublin,
http://eurofound.link/covid19data

Based on the survey results it can be argued that there is no strong correlation between
the before and after crisis data by country, but instead a sharp change can be observed in
characteristics of the remote work by gender. As Figure 3 suggests remote work was mandominated until the outbreak, but due to the pandemic significantly more women started their
remote carrier than men on average. For example, in Hungary 15,9% of man and 14% of women
worked at least partially remotely before the outbreak of COVID-19, but from April 2020 23,2%
of male and much more, at about 34% of women started to work from home. The reason behind
this that professions which can be categorised more easily can become remote-friendly (such as
office clerks, teachers, etc.) are more women-dominated.
Figure 4: Changes in remote ratios by gender (female remote ratio-male remote ratio) before the
outbreak (x-axis) and as a result of COVID-19 situation (y-axis), %

Source: Eurofound (2020), Living, working and COVID-19 dataset and own calculations Dublin,
http://eurofound.link/covid19data

46

KÖZ-GAZDASÁG 2020/2

Figure 4 also highlights the new trend that remote industries switch from male-oriented
(negative difference) to a more female-oriented status (positive differences) in most EU
economies. It can be evaluated as a positive sign and for longer run remote work can lead to a
further increase in employment rates for women with small children.
To capture the main characteristics of this ongoing remote revolution is essential to know
something about the age distribution of the new remote workers. As Figure 5 suggests on
average the young generation seems to be adapted to the changes in the highest degree, but in
some countries (Croatia, Slovakia, Belgium) the prime age employees switched to remote more
smoothly. In Romania the older generation (+50 years old) seems not fail to adapt to the digital
challenges.
Figure 5: Frequency of working from home as a result of COVID-19 situation, by age group, %

Source: Eurofound (2020), Living, working and COVID-19 dataset and own calculations
Dublin, http://eurofound.link/covid19data

Summarising the ongoing remote development a rapid shift to “working from home” can be
observed as a consequence of the outbreak of COVID-19; more than one third of the employees
started to work remotely in the EU the relying on digital work tool than ever. The most dramatic
changes can be found in the Nordic and Benelux countries. Women and the young generation
take part most actively in this transformation, while older generation seems to be a bit lagged
behind.

Remote work after COVID-19: expectations, projections and
drivers of future remote work satisfaction
Perception of students of their future jobs – own survey results
The best way to be prepared for the longer term labour market challenges to ask younger
generation about their visions, perceptions and expectations about the future of work. For this
purpose, an online survey was conducted among university students in the framework of the
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„EFOP-3.6.2-16-2017-00017 – Sustainable, intelligent and inclusive regional and city models”
project. The survey contains 103 questions in 8 dimensions (personal issues, educational
attainment level, work experience, job environment, work abroad, job flexibility, carrier targets,
subjective wellbeing). The Hungarian sample size is 417 (out of which 253 are female). The
international version of the questionnaire is still currently in progress.
Majority of the respondents (75%) has already had some work experience. At about 43% of
them was able to get a job closely connected to their future profession. For 63% of students the
duration of their job was longer than 6 months.
Measuring new forms of employment, I would like to highlight four survey questions.
Regarding the first question about opinions about new forms of employment we got a bit
surprising results (Table 5): whilst part time job and platform work proved to be less attractive
and a bit more “independence-oriented” new forms of jobs (such as remote work or launching
out on an own startup) proved to be highly supported by the respondents.
Table 5: Which new forms of employment are the most attractive at your job selection?

Atypical forms of job
1. Locally independent
2. Launch out on a startup
3. Remote work
3. Part time job
4. Platform work

Interested
55.4%
53.5%
45.6%
33.3%
26.9%

Source: calculations based on own survey

The second question was about time requirement for home office in their future jobs. Home
office (even if you have a traditional office job) is getting more and more accepted and wellknown recently in Hungary. It can be seen in Table 6 that two third of students says that at least
one day a week would be needed to be satisfied with their job and save their work-life balance. It
can be evaluated as a responsible and moderate position.
Table 6: How much time would be needed for home office?

Not necessary
22,8%

A few hours in a week One day a week
9.9%
39.7%

More than one day a week
27.6%

Source: calculations based on own survey

The third question was about the required level of flexibility by the students (Table 7). It turned
out that less than 15% of respondents strive to achieve full flexibility, but majority wants it at least
to some degree.
Table 7: What type of time schedule do you think is the best for you?

Fixed time
Flexible at some extent
Fully flexible

9.9%
75.9%
14.2%

Source: calculations based on own survey
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It is also important to add that almost 90% stated that flexibility of their job would be a great help
when they decide to have children.
The fourth question was about spatial flexibility of the respondents (Table 8). It is a bit
frightening that almost half of the students are considering to go abroad to have a job. On the
other hand, it is good to have well-educated young experts who are able to find a job in the global
labour market. Whilst international flexibility can be regarded as very high, domestic flexibility
is very low: almost half of the respondents is not willing to move only to settlements nearby or
not to move at all. Remote work could be a solution for both groups: some people could work
from home for the local market, others can work globally but locally independently. It could
avert the brain-drain crisis and also could help brain-gain for less developed regions in Hungary.
Table 8: Are you flexible regarding your place of work?

Not at all
Only settlements nearby
Only in Hungary
Out of country, as well

15.4%
28.9%
13.0%
42.6%

Source: calculations based on own survey

Our results regarding perceptions about job flexibility can be summarized as follows.
1. Regarding atypical jobs students prefer jobs with higher level of independence (own startups, remote jobs, etc.) to only time flexible ones (part time jobs).
2. For traditional office jobs the flexibility (home office options) is also getting more and
more important.
3. Overall job flexibility becomes of vital importance when having children
4. Spatial flexibility (domestic and international) is proved to be a contradictory issue: half
of the students would like to maverick but the other half would not move anywhere – or
just nearby.
Overviewing the recent trends for remote work and job flexibility it can be stated that remote
work is probable not just a fashionable recent trend. It can stay here permanently, for a longer
period of time and it could become the norm for some sectors by 2030. The importance of
traditional office jobs tends to decrease. It seems that there is room for remote work expansion
in Hungary, as well.
Multidimensional flexibility seems to be one of the key drivers of job satisfaction, mainly
for knowledge workers. A flexible schedule proved to be the biggest benefit to remote work.
Location flexibility is also important, but 84%-89% of respondents (in Zapier and in HCSO
survey) would like to use their own home as their primary workspace, i.e. going remote at home.
Remote work is much more available for people with tertiary education. Offering good
flexible job options for the young generation emigration, brain-drain and further aging problems
could be diminished.
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Projections of future of remote work and drivers of future job
satisfaction
There is huge uncertainty about the longer term effects of the recent pandemic situation. Many
researchers believe (Purungao, 2020) that these move towards to remote work will be rather
permanent. Based on a Gartner’s Survey results (Gartner, 2020) 74% out of 317 companies plan
to change some previously office-based positions to permanently remote ones for the postCOVID-19 period. Still, some people do not prefer to work from home, so several companies
will accommodate a hybrid approach, where proper remote work policies for distributed teams
will be essential.
A common ILO (International Labour Organisation), UN research also states (UN, 2020)
that these changes (when millions of employees are shifted towards remote work) can be
evaluated as a normal process towards future of work, just the future has arrived sooner due
to the coronavirus pandemic than it was expected. Several huge companies started to prepare
for the future when remote work will be a widespread way of organising work. Based on ILO
estimates the remote ratio (percentage of employees who could work from home) could reach as
high as 27% in the developed world.
On the other hand, 1.25 billion workers are facing a high risk of workforce displacement
in 2020 (ILO, 2020), mainly in retail trade, accommodation, food services, and manufacturing
industry. The situation is quite severe in low- and middle-income countries where the informal
employment ratio is high, the digital readiness level is very low. It is not quite sure what will be
the longer-term effects of recent changes in the developing world, whether and when the new
opportunities exceed the recent contraction of the labour demand.
Other approach was elaborated by Dingel and Neiman (2020), they also tried to estimate
the maximum ratio of jobs that can be performed at home. At first they classified the feasibility
of working at home for each occupation. In the study the 2018 Standard Occupational
Classification System (2018 SOC) of U.S. Bureau of Labor Statistics was used, in which 669
occupation types and 23 major occupation groups are classified. They merged this classification
with occupational employment counts. They found that 37-41% of jobs in the United States can
be performed entirely at home (depending on the applied weighting system). As Table 9 suggests
the teleworkable ratios show significant variation across industries: sectors such as agriculture,
construction, manufacturing, retail trade, transportation, accommodation and food services can
be characterised by less than 25% teleworkable ratio, while in some other service industries
(finance and insurance, professional, scientific and technical services, management, education)
more than ¾ of the jobs could be done at home, as well.
Table 9: Maximum teleworkable ratio in the United States

NAICS code
11
21
22
23
31-33

Industry (NAICS)
Agriculture, Forestry, Fishing and Hunting
Mining, Quarrying, and Oil and Gas Extraction
Utilities
Construction
Manufacturing

Teleworkable ratio
7.6%
25.4%
37.0%
18.6%
22.5%
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42
44-45
48-49
51
52
53
54
55
56
61
62
71
72
81
99

Wholesale Trade
Retail Trade
Transportation and Warehousing
Information
Finance and Insurance
Real Estate and Rental and Leasing
Professional, Scientific, and Technical Services
Management of Companies and Enterprises
Administrative and Support and Waste Management
and Remediation Services
Educational Services
Health Care and Social Assistance
Arts, Entertainment, and Recreation
Accommodation and Food Services
Other Services
Federal, State, and Local Government

51.8%
14.3%
18.6%
71.7%
76.2%
41.8%
80.3%
79.2%
31.1%
82.6%
25.3%
29.7%
3.5%
31.2%
41.5%

Source: Dingel-Neimann database

The method was applied for 85 other countries. Figure 6 shows the results for the EU28 countries
and for US. It can be seen that there is a significant positive correlation between the development
level and the share of jobs that can be done at home. For Hungary 30,9% teleworkable ratio was
estimated, which is a bit lower than the projected trend value for the Hungarian per capita GDP
level.
Figure 6: Teleworkable ratio and per capita GDP in 2019 by country (rhs), EU28 countries and US,
(% (lhs) and PPP $ (rhs))

Source: Dingel-Neiman database

HOMLOKTÉR

51

For Germany this ratio was estimated as 36.7%, but when Alipour et al. (2020) applied the same
method combining the latest German survey and administrative data to compute this ratio they
found that as high as 56 percent of the overall German workforce would be able to work from
home. The uncertainty level of these types of estimations about the theoretical maximum is very
high, but it seems to be proved that huge part of remote potential was not exploited in the prepandemic period neither Germany and probably nor in the European Union as a whole. They
also documented huge variations in feasibility rates across occupations, industries and regions.
Regarding the Hungarian performance in terms of remote work we can also detect a
somehow evolving trend: while the official LFS data showed only 3,7% remote ratio for 2018,
then the Eurofound’s COVID-19 survey estimated 9,4% before and plus 28,1% increase after the
outbreak of the pandemic. In the Dingel-Neiman model 30,9% was estimated as a maximum
ratio, but in our own students’ survey more than 45% of student would be interested to work
remotely in the future.
It can be concluded that remote work - as a new form of employment - is expected to stay
here, and it can play a significant role in determining future of work. Employers prefer to widen
the remote option, because it can lead cost reduction, it can provide hiring opportunities around
the world and as a consequence of all these productivity and profit level can increase. On the
other hand, this new way of organising work requires more communication, more technology,
more trust and much more transparency.
From employees’ point of view they prefer working from home because they enjoy the
flexible work schedule, the fact that they can work anywhere and anytime, and as a same time
they can cut in living costs and avoid commuting. On the other hand, all the survey results argue
that the main challenge here the communication–connection–human belonging issue; whether
the feeling of loneliness and the feeling lack of human communication can be avoided or not.
There are more and more developed communication tools, working platforms, but still, it seems
that remote work never will be suitable for everyone and for all types of activity. In addition to it,
legal security issues and other work-life balance challenges (distraction at home or incapability
of unplugging from work) should be solved to reach higher job satisfaction.
Figure 7 highlights possible drivers that can contribute to the success of a fully remote team or
even hybrid one. If the remote work is becoming is the “new normal” governments, corporations
and employees have to be prepared for it to be able accommodate that successfully.
Human drivers (as belonging, trust and appreciation) seems as highly important as the so
called traditional economic drivers. Safe, smart and flexible workplace – these should be the
prerequisites for the future labour market. Regarding the safety pillar the decent regulation
is already on the horizon in the developed world, and the other element, decent income is
also important for all forms of employment, out of question. Regarding the smartness pillar
remote work requires the digital technology and good leadership including transparent
communication, but value creation, the meaningfulness of the work is getting more and more
important for the future generations, as well. From the employee’s viewpoint flexibility (in
time and in space) is of vital importance and the personal autonomy is the key to it. I firmly
believe if many remote workplace can meet these requirements that would lead to a higher
level of job satisfaction and to an increased productivity level of those companies, it would
have an impact on further job creation and have several positive spill-over impacts on the
whole society, as well.
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Figure 7. Objective and subjective theoretical drivers of job satisfaction in future of (remote) work

Source: own theoretical model

Conclusions and further research plans
The main conclusion of the paper that measuring drivers of job satisfaction is of vital importance
for the future of work. Different dimensions regarding these drivers have been detected.
It would be essential to measure (to develop official methodologies, to conduct regular
surveys, etc.) how a remote (or not remote) company can be characterised in terms of safety,
smartness and flexibility. Regarding the subjective elements of the drivers of workplace
wellbeing it would be also favourable to develop a comparable longitudinal database to be
able to deal these type of issues, detecting the recent positions, detecting the dimensions
which can become a bottleneck for the successful remote development. It could also give
us the opportunity to model the macroeconomic impacts of remote work and or employee
wellbeing in general. I firmly believe that these types of impact assessments could contribute
to help people, business owners and policy makers to develop both the mind-set and the skills
required in order to increase economic growth on one hand, and having a much better lifestyle
in this new world, on the other.
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