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Background/Purpose: The Covid 19 epidemic has forced many organizations to move to remote work (RW), and
this trend is expected to continue even later in the post-epidemic period. Employees of the organization are at the
heart of this transi-tion to RW, so identifying the factors that affect employee satisfaction with RW is very important
for organizations to increase employee commitment and motivation. Therefore, the main objective of this study was
to identify and prioritize the factors affecting employee satisfaction with RW using an innovative method.

Method: In the first phase of this study, a conceptual research model was designed inspired by literature. In the next
phase, the proposed conceptual model of this re-search was tested using structural equation modeling (SEM). Then,
using the artifi-cial neural network model, the importance of each of the model variables in pre-dicting employee
satisfaction with RW was identified.

Results: The findings of this article ultimately disclosed that work-life balance, in-stitutional and technological
support, job satisfaction, and perceived limited com-munication are, respectively, are elements that affect employee
satisfaction with RW. The first three factors are drivers of employee satisfaction and the last factor (i.e., perceived
limited communication) is the constraint of employee satisfaction with RW because it had a statistically significant
negative effect on employee satis-faction with RW.

Conclusion: This study revealed that organizations should focus on the processes and strategies to improve em-
ployees’ work-life balance, provide institutional and technological support during remote work, and increase job sat-
isfaction in order to increase the satisfaction level of their employees in the remote work. On the other hand, it was
found that perceived limited communication is an effective factor that causes a decrease in the level of satisfaction of
employees in remote work.

Keywords: Remote work, Employee satisfaction, Structural equation modeling, Multilayer per-ceptron, Artificial intel-
ligence, Artificial neurol network, Covid 19 pandemic

and mental health concerns. Conventional techniques be-
coming unsustainable and unfeasible, busi-nesses have
been compelled to pivot and reallocate resources toward
creative modes of operation. Apart from the implementa-

1 Introduction

The coronavirus disease (COVID-19) pandemic has

had a significant impact on individuals, organizations, and
society. It has wreaked havoc on people’s lives, re-sult-
ing in job and personal losses, career shifts, and physical

tion of long-term and periodic lockdowns, as well as the
reorganization of employment and work (Stevano et al.,
2021), these changes have also hindered the flow of prod-
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ucts and services and harmed commerce and service ex-
change (Maliszewska et al., 2020). As a result of the pan-
demic, workplace norms have shifted, and firms have been
obliged to adapt their operations to the new environment.
One example of this type of adaptation is the transition
to remote work (Béland et al., 2020; Brynjolfsson et al.,
2020; Mak6 & Illéssy, 2020; Manojkumar et al., 2021).
Remote work is a work arrangement allow-ing employees
to operate from anywhere and at any time using telecom-
munica-tions, mobile devices, and computer-based tech-
nologies (Ferreira, 2011; Neirotti et al., 2013). Companies
are starting to refer to remote work as a set of organization-
al interventions aimed at fully unleashing their employees’
innovation potential by giving them more autonomy over
where they work, when they work, and what tools they
use, in exchange for a strong commitment to achieving
corporate goals in these fast-paced environments.

The transition to remote requires not just organization-
al preparation in terms of infrastructure and practicality,
but also personnel willingness to embrace this trans-for-
mation. Because employees are a critical component of
this equation since they are at the forefront of the tran-
sition (Mako, 2005). While the focus of the current re-
search is on companies’ preparedness to shift to remote
work. Franken et al. (2021), for example, investigate the
impact of remote working on organizational perfor-mance
and employee well-being. Eberhard et al. (2017) explore
the skills required by workers to prepare them for the RW,
while Raguseo et al. (2016) propose a model for organi-
zations to prepare for RW, through which enterprises may
boost labor productivity. Another trend in the literature is
studies that examine employee job satisfaction in remote
work. In these studies, either the effect of remote work on
job satisfaction has been investigated (e.g., Grant, 2021
and Talnar-Naghi, 2021) or the factors affecting job sat-
isfaction in remote work have been identified (e.g., Karu-
na-rathne, 2021 and Bulinska-Stangrecka and Bagienska,
2021). However, we found no study that examines the fac-
tors that affect employee satisfaction with remote work.
In order to address this literary gap, the present study was
conducted to first exam-ine the factors influencing (both
drivers and constraints) employee satisfaction with remote
work.

Although the Covid 19 Pandemic forces remote work
(Wang et al., 2021), re-searching the variables driving
affecting employee satisfaction with RW may help enter-
prises enhance work quality, work organization and labor
productivity. With a thorough analysis of the literature, the
current study develops an original model for predicting
employee satisfaction with RW. To put the suggested mod-
el to the test, this study uses structural equation modeling
(SEM). In the next phase of this study, an artificial neural
network (ANN) is utilized to determine the importance of
each model variable to predict employee satisfaction.

In the continuation of this article, the related literature
has been reviewed and the conceptual model of this article
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has been developed in Section 2. In Section 3, the research
methodology is described. Sections 4 and 5 are devoted to
the results and discussion on them. Finally, the conclusion
of this article is presented in Section 6.

2 Research Background

There is a lot of research in the literature that studies
different aspects of remote work. Following the outbreak
of the Covid 19 pandemic, most countries put tele-work-
ing on their agenda, which led to more studies on remote
work. A simple search for the keyword remote work in the
title, abstract, and keywords of the arti-cles in the Scopus
database disclosed how the trend of publishing articles on
the subject of remote work has increased exponentially in
the last two years, so that 412 of the 817 articles published
between 1970 and 2022 were published in 2021. This is
while searching for other synonyms such as telework,
work from home, smart work, etc. will surely lead to more
results. A review of the literature in the field of em-ploy-
ee satisfaction with remote work illustrates that most of
these studies have been done on evaluating employee job
satisfaction. Talnar-Naghi (2021) compares, for instance,
employee job satisfaction with remote work before and af-
ter the Covid 19 pandemic in Romania. They show that the
job satisfaction of employees over 40 years of remote work
in the pandemic period has increased significantly. Grant
(2021) provides evidence that remote work increases em-
ployee job satisfaction. There are also studies in the liter-
ature that have identified the factors that affect em-ployee
job satisfaction in remote work. Karunarathne (2021) be-
lieves, for example, that the supervisor’s perceived trust in
remote work increases employee job satis-faction, or Bu-
linska-Stangrecka & Bagienska (2021) provide empirical
evidence that the relationship between employees is one of
the factors influencing job satisfaction in remote work. In
addition, there are studies in the literature that examine the
productivity (e.g., Baker et al., 2007 and Van Der Voordt,
2004), employee perfor-mance (e.g., Nugroho, 2021), and
employee well-being (e.g., Franken et al., 2021; RoZzman
et al., 2019) in the remote work, however, there is no study
that investigates antecedents of employee satisfaction with
remote work (not job satisfaction or satis-faction from the
job). Therefore, the present study intends to answer the
following research question:

What are the driving forces and constraints of employ-
ee satisfaction with remote work?

2.1 Conceptual Model of the study

New technologies, along with the coronavirus pan-
demic, have led organizations to digitize, and this tran-
sition to digitalization is inevitable for many businesses.
This transition has created new working conditions and
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Figure 1: Trend of publications in the Scopus database on remote work in 1970-2022

norms in organizations and posed serious challenges to
the management of organizational behavior. One of the
most important issues of organizational behavior is em-
ployee satisfaction, which apparently with the changes
in the structure of today’s organizations, past theories of
organizational behavior management as well as employee
satisfaction also need to be re-tested. In addition to their
professional roles in the organization, employees also
have roles and responsibilities in their personal lives (for
example, as a spouse, parent, etc.). The conflict between
these two roles can affect a person’s performance in both
of these roles. Therefore, role management in research
literature has been considered by many researchers. Bal-
ancing work-life helps the person to function effectively
both at work and in one’s personal life. Organizations are
also looking for conditions that can help the individual
to balance their work-life. Franken et al. (2021) provide
evidences that remote work builds work-life balance that
results in improvement in quality of life and employee
well-being. In remote work, employ-ees may spend more
time with family, get emotional support, and experience
less work-related stress (Franken et al., 2021). On the other
side, Malik et al. (2016) ex-press that remote work pro-
motes employee flexibility and productivity, which even-
tually results in increased employee satisfaction. In other
words, remote work creates work-life balance (Franken et
al., 2021; Grant, 2021; Stevens, 2017), and this balance is
expected to increase employee satisfaction. Accordingly,
work-life bal-ance is considered as a drivers of employee
satisfaction and the first hypothesis of this study is formu-
lated as follows:

HI: Work-life balance has a positive and significant
effect on employee satisfaction with remote work.

When it comes to workplace attitudes, job satisfac-
tion is one of the most often studied (Illéssy et al., 2021).
Kayaalp et al. (2021) state that Locke in 1976 defined job
satisfaction as “pleasurable or positive emotional state re-
sulting from the appraisal of one’s job or job experienc-
es”. It is widely accepted that job satisfaction is a critical
component in both individual and organizational success
(Elayan et al., 2023). One of the topics that has been wide-
ly covered in the remote work literature is employee job
satisfaction. Talnar-Naghi (2021) show that the job sat-
isfaction of employees over 40 years of remote work in
the covid 19 pandemic period has increased significantly.
Grant (2021) provides evidence that remote work increases
employee job satisfac-tion. Therefore, it can be concluded
that if employees are satisfied with their duties and jobs,
it can lead to their satisfaction with remote work. Subse-
quently, job satis-faction is also considered as a driving
force of employee satisfaction and the second hypothesis
of this study is written as follows:

H2: Job satisfaction has a positive and significant ef-
fect on employee satisfaction with re-mote work.

Employee resistance to change is one of the main chal-
lenges for organizations in the transition to remote work
(Hu, 2020) while the support of organizations can elim-
inate this resistance and facilitate remote work adoption
(Alnaimi & Rjoub, 2021; Rainey & Chun, 2005). Remote
work may pose challenges and ambiguities for employees.
These ambiguities can be resulted from the use of new
technologies, devices, software, or in general, ambiguities
that arise due to the dynamics of the work itself. There-
fore, organizational support can play an important role in
facili-tating the process. Eom et al. (2016) stress the im-
portance of institutional and tech-nological support in re-
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mote work and consider this variable in their study. Thus,
this study also considers institutional and technological
support as a driving force of employee satisfaction with
remote work and writes the third hypothesis as fol-lows.

H3: Institutional and technological support has a pos-
itive and significant effect on em-ployee satisfaction with
remote work.

Informal networks in the organization are in some cas-
es more powerful than the formal organizational structure,
therefore, informal communication among people within
the organization is the focus of many researchers in the
field of organizational behavior. In addition to the politi-
cal behavior between employees, these informal relation-
ships create friendly relations among the employees and
create the oppor-tunity for socialization with people who
are socially in their class. While the possi-bility of in per-
son social interaction of employees with colleagues and
customers in remote work is minimized. Toscano and Zap-
pala (2020) claim that social isolation has a direct negative
effect on employee satisfaction with remote work, both
directly and through stress. Perceived limited communica-
tion is frequently named as a bar-rier to employee remote
work adoption, in the literature (Mokhtarian & Salomon,
1997; Pérez et al., 2002). Hence, this factor is considered
as a constraints for employ-ee satisfaction with remote
work and accordingly the fourth hypothesis of this study
is designed as follows:

H4: Perceived limited communication has a negative
and significant effect on employee satisfaction with remote
work.

Eom et al. (2016) develop a model that evaluates the
factors that influence the South Korean government’s de-

cision to accept remote work. In this model, they be-lieve
that the costs that a person expects to incur from remote
work (costs such as commuting and business trip costs)
influence their decision to accept remote work. In other
words, if the cost of remote work is lower, they will wel-
come remote work, and vice versa, if the perceived cost of
remote work is higher, the employee will re-sist to accept
it. In general, in the behavioral intention theory literature,
perceived costs are considered as a variable affecting an in-
dividual’s behavioral intention (An-as alsoud et al., 2021).
Remote work is expected to impose costs on employees,
such as the cost of equipment and the provision of technol-
ogies and devices needed to perform task duties in an off-
the-job environment. Hence and according to the re-search
literature, in the present study, perceived cost is considered
as a deterrent to employee satisfaction with remote work
and the corresponding hypothesis is writ-ten as follows:

H35: Perceived cost has a negative and significant ef-
fect on employee satisfaction with re-mote work.

In accordance with the hypotheses presented, the pro-
posed conceptual research model of this study for the an-
tecedents of employee satisfaction with remote work is
presented in Figure 2. Since work-life balance, job satis-
faction, institutional and technological support were hy-
pothesized, based on the literature, to have a positive im-
pact on the employee satisfaction with remote work, they
are labeled as the driv-ers of the employee satisfaction
with remote work. Besides, it is expected that per-ceived
limited communication and perceived cost have a negative
impact on the employee satisfaction with remote work.
They were considered as constraints of employee satisfac-
tion with remote work in this study.

4 Work-life Balance \-\\.\

Drivers Job Satisfaction -

Institutional and a

Technological Support

N =/

é Perceived Limited j
Constraints Communication
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-
.

Figure 2: The conceptual model of the study
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3 Materials and Methods

3.1 Data collection

Based on the variables of the proposed conceptual
model of this research, a questionnaire was designed and
distributed through e-mail among knowledge-based com-
panies in Tehran. To begin collecting data, a list of KBOs
was taken from the Centers of Knowledge-Based Com-
panies in Tehran!, Iran, which in-dicated that Iran has a
total of 6359 KBOs, 3355 of which are located in Tehran.
A preliminary consent to participate in this study was ob-
tained by contacting the managers of all KBOs function-
ing in Tehran. Companies who consented to partici-pate in
the research were requested to share the online link to the
prepared ques-tionnaire, which was emailed to them, with
their workers and to encourage them to complete it. Data
collection was done in the summer of 2022, from July to
Septem-ber. 432 businesses volunteered to participate in
the survey, however only 268 of the online questionnaires
were completed, with 234 being complete and useable.
65.4% of the participants were male and the rest 34.6% of
them were female. The other de-mographic characteristics
of the participants in this research are presented in Table 1.

3.2 Data analysis methods

Three steps of data analysis were used in this investi-
gation. To begin, confirma-tive factor analysis was used
to determine the convergent and discriminant validity,
composite reliability, and Cronbach’s alpha index of the
hypothesized study model. In the second stage of this in-
vestigation, structural equation modeling (SEM) using
maximum likelihood estimation was employed to assess
hypotheses. In the third step, we employed multilayer per-
ceptron (MLP), which is an artificial neural net-work mod-
el, to confirm the strength of independent factors’ effect
on dependent variables whose significance was confirmed
using SEM analysis (Varzaru & Bocean, 2021). Since,
the performance of ANN models is higher than standard
linear statisti-cal approaches such as Multiple Regression
Analysis (MRE) in both discovering nonlinear interactions
and determining causal linkages, MLP used to model an-
te-cedents of employee satisfaction with RW.

Structural Equation Modeling (SEM) and Artificial
Neural Networks (ANN) are two popular techniques in
data analysis. SEM is a statistical modeling technique that
is used to analyze complex relationships between varia-
bles, while ANN is a machine learning technique that is

used to identify patterns in data. In recent years, there
has been a growing interest in combining these two tech-
niques, resulting in the SEM-ANN approach.

In fact, SEM is limited in its ability to identify pat-
terns in data. While SEM can model complex relationships
between variables (Alfarajat, et al., 2021), it may not be
able to identify nonlinear relationships or interactions
between variables that are not explicitly modeled. ANN,
on the other hand, is highly effective in identifying such
patterns and interactions, which can lead to more accurate
predictions (Nosratabadi, et al., 2022). In addition, SEM-
ANN can help address some of the limitations of ANN.
While ANN is highly effective in identifying patterns, it
may not provide a clear understanding of the underlying
relationships between variables. SEM can help provide a
more interpretable model that can help identify the under-
lying rela-tionships and mechanisms (Kayed, et al. 2022).
Overall, the SEM-ANN approach is performed to combine
the strengths of SEM and ANN and overcome their limi-
ta-tions. SEM provides a framework for modeling complex
relationships between var-iables, while ANN is effective in
identifying patterns and interactions in data. By combining
these two techniques, researchers can develop more accu-
rate and inter-pretable models that can help explain the un-
derlying mechanisms and make better predictions.

In our study, we also adopted the SEM-ANN approach
to analyze our data. Following prior studies, we used a
feed-forward-back-propagation multilayer per-ceptron
(MLP) with a sigmoid activation function in the hidden and
output layers. We also employed a tenfold cross-validation
procedure with a 90% training sample and a 10% testing
sample. As a standard neutral network, MLP consists of
three hi-erarchical layers: an input layer, one or more hid-
den layers, and an output layer. The number of hidden lay-
ers is determined by the complexity of the problem. One
hidden layer was employed in this study. The input layer
comprises neurons with a total number equal to the mod-
el’s input variables. The factors in this research that were
verified to have an influence on employee satisfaction with
RW during the SEM analysis phase are considered as input
variables (or input neurons). The num-ber of neurons in
the output layer is equal to the number of model dependent
vari-ables, in this case, employee satisfaction with RW is
the lone neuron in the MLP model output layer. In order to
select the number of neurons in the hidden layer, the model
was repeated three times and each time with a different
number of neurons in the hidden layer. The performance of
the model was compared with 2, 3, and 4 neu-rons in the
hidden layer, respectively, and the network with the lowest
error rate was selected. The Root Mean Square of Error

! Centers of Knowledge-Based Companies in Tehran established by the Ministry of Industry, Mines, and Trade, the Tehran Center
for Science and Technology Parks in 2004 aims to create a dynamic and supportive space for the growth and development of new

and innovative companies (visit https://daneshbonyan.isti.ir).
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Table 1: Demographic features of the sample

Age Number % Position Number %
18-24 45 19.2 Top Manager 25 10.7
25-34 57 24.4 Middle Manager 53 22.6
35-44 96 41 Supervisor 43 18.4
<45 36 15.4 Employee 113 48.3
Table 2: Validity and reliability test results
Factors Cronbach’s alpha CR AVE
Work-life Balance 0.876 0.871 0.833
Job Satisfaction 0.862 0.822 0.87
Institutional and Technological Support 0.827 0.853 0.774
Perceived Limited Communication 0.783 0.839 0.783
Perceived Cost 0.828 0.824 0.8
Employee Satisfaction 0.854 0.873 0.901
Table 3: The matrix of intercorrelations
WLB! J8? ITS® PLC? PC’ ESRW®
wLB 1
IS 0.55 1
ITS 0.32 0.65 1
PLC 0.47 0.56 0.5 1
PC 0.47 0.67 0.54 0.42 1
ESRW 0.51 0.63 0.45 0.55 0.31 1
1 WLB: work-life balance
2 JS: job satisfaction
3 ITS: institutional and technological support
4 PLC: perceived limited communication
5 PC: perceived cost
6 ESRW: employee satisfaction with remote work
4 Results

M

%;{A - P

RMSE = |
N

(RMSE) was utilized to assess the pre-dictive ability of the
networks. RMSE is measured by Equation 1. The sigmoid
acti-vation function is used in both the hidden and output
layers in this work, and all variables are normalized to the
range (0,1) to save training time and improve pre-diction
performance (Negnevitsky, 2005). To proposed model of
the study the data were analyzed using AMOS 18 and to
perform MLP, SPSS 20 was used.
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In SEM, the relationship between observable variables
(i.e., questionnaire ques-tions) and hidden variables (i.e.,
the main research variables) is called the measure-ment
model (Alwreikat & Rjoub, 2020). Table 2 shows that the
measurement model of this study has acceptable reliability
and validity because the value of Cronbach’s alpha for all
the variables is above 0.7 (Nunnally, 1975) and the CR
value for all var-iables is above 0.7 (Bagozzi & Yi, 1988)
and the AVE value for all variables is above 0.5 (Fornell &
Larcker, 1981; Nathan et al., 2019).
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Table 4: Model fit test results

Fit Metrics The model’s value
X2/df 1.27
GFI 0.831
AGFI 0.819

4.1 Hypotheses Test

In this study, the hypothesis test is the same as the test-
ing the structural model in SEM (Yang, 2021). The struc-
tural model, which evaluates the relationships be-tween
latent variables, is evaluated by three criteria of statistical
estimation, the sig-nificance level of these estimates and
the coefficient of determination (R2). The re-sults show
that all three variables that are considered as drivers of
employee satis-faction in remote work (i.e., work-life bal-
ance, job satisfaction, institutional and technological sup-
port) have a positive and significant effect on employee
satisfac-tion and therefore the corresponding hypotheses
are confirmed, because the esti-mates related to these hy-
potheses are significant with a confidence interval of at
least 95%. However, the effect of only one of the two con-
straints (i.e., perceived lim-ited communication) on em-
ployee satisfaction in remote work was confirmed.

The first hypothesis of this study (i.e., H1) confirmed
the effect of work-life bal-ance variable on employee satis-
faction (estimate=0.417, p<0.023). This means that remote
work gives employees the flexibility to spend more time
with family and friends while doing their job tasks, which
also increases their level of satisfaction. The significance
of the estimate related to the test of the second hypoth-
esis (esti-mate=0.312, p<0.004) indicates that the third
hypothesis of this study (i.e., H2) is also supported and
indicates a positive and significant effect of job satisfac-
tion on em-ployee satisfaction. This finding shows that job
satisfaction is one of the main and influential elements on
employee satisfaction. Testing the third hypothesis of this
study (i.e., H3) shows that the institutional and technolog-
ical support of organiza-tions during remote work is one
of the factors affecting employee satisfaction be-cause this
study provides quantitative empirical evidence to support
this hypothe-sis (estimate=0.425, p<0.000).

The fourth hypothesis of the present study (i.e., H4)
is also confirmed because the corresponding estimates are
statistically significant (estimate=-0.356, p<0.035). This
means that the present study provides evidence that there
is a negative impact of perceived limited communication
variable on employee satisfaction. However, in the pres-
ent study, there is not enough evidence to support the fifth
hypothesis (i.e., H5) that perceived costs affect signifi-
cantly employee satisfaction (estimate=-0.330, p<0.072).

This could mean that while working remotely reduces the
cost of com-muting to and from work, this reduction does
not increase employee satisfaction. In other words, only
the effect of one of the constraints (i.e., perceived limited
commu-nication) on employee satisfaction was confirmed.
A summary of the hypothesis test is given in Table 5. In
addition, the findings show that these four variables (i.e.,
work-life balance, job satisfaction, and institutional and
technological support, and perceived limited communica-
tion) explain 73% of the changes in employee satisfac-tion
(R2=0.73).

According to the results of quantitative analysis of the
proposed conceptual model of the present study using em-
pirical data, the proposed conceptual model of the study is
modified and shown in Figure 3. In this model, it is shown
that work-life balance, job satisfaction, and institutional
and technological support are the drivers of employee sat-
isfaction with remote work, while perceived limited com-
munication is considered as a factor that prevents employ-
ee satisfaction with remote work (that reduces employee
satisfaction with remote work). While the sta-tistical
analysis of the proposed model did not support the effect
of perceived costs on employee satisfaction with remote
work. The numbers on the arrows between the variables in
Figure 3 are standardized estimates which are the same as
presented in Table 5.

4.2 Neural network analysis

The main purpose of this study was to develop a model
using artificial neural networks that can predict employee
satisfaction with remote work. The output of the previous
step was to identify drivers and constraints that affect em-
ployee satisfac-tion with the remote work which are work-
life balance, job satisfaction, and institu-tional and tech-
nological support (as the drivers) and perceived limited
communica-tion (as a constraint). At this stage, using the
artificial neural network model, we try to identify the im-
portance of each of these variables in determining chang-
es in em-ployee satisfaction. MLP was used to develop a
model for predicting employee sat-isfaction. The first step
in the MLP model is to identify the optimal number of hid-
den layer neurons. In the present study, the model was run
three times and each time with the number of neurons, 2,
3, and 4, respectively, and then the error rate of each model
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Table 5: Hypotheses test results

Hypotheses Estimates P-value Standardized Result
estimates
H1: Work-life Balance> 0.472 0.023 0.417 Confirmed
Employee Satisfaction
H2: Job Satisfaction> 0.298 0.004 0.312 Confirmed
Drivers Employee Satisfaction
H3: Institutional and 0.473 0.000 0.425 Confirmed
Technological Support—>
Employee Satisfaction
H4: Perceived Limited -0.392 0.035 -0.356 Confirmed
Communication>Em-
Constraints ployee Satisfaction
H5: Perceived Cost—> -0.342 0.072 -0.330 Not confirmed
Employee Satisfaction

r/'_ Dmivers —1\,
- - . Constramnts
Work-life Balance by 0.417 Perceived Limited
Tob Satisfaction 0.312* Employee Satisfaction Commumcation
0425122 12 Remote Work Perceived Cost
Institutional and |
\_ Technological Suppon _/,
Figure 3: Test result of the proposed conceptual model of the pre-sent study
Table 6: RMSE for different numbers of neurons in the hidden layer
RMSE
Factors Neurons
Training Testing
Work-life Balance 2 1315 1108
Work-life Balance 3 3161 1529
Work-life Balance 4 1715 1410
Job Satisfaction 2 1147 1953
Job Satisfaction 3 2552 2269
Job Satisfaction 4 3124 2467
Institutional and Technological Support 2 1575 1346
Institutional and Technological Support 3 1677 1400
Institutional and Technological Support 4 3564 2621
Perceived Limited Communication 2 1737 1465
Perceived Limited Communication 3 3018 1613
Perceived Limited Communication 4 1749 1851
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Table 7: Sensitivity analysis results

Factors Normalized Importance
Work-life Balance 1,000
Institutional and Technological Support 0.642
Job Satisfaction 0.365
Perceived Limited Communication 0.259

was compared using RMSE. Table 6 shows that the pro-
posed model of this study to predict employee satisfaction
with 2 neurons in the hidden layer has the highest level of
accuracy (i.e., the lowest error rate).

Variables whose effect on employee satisfaction was
confirmed in the previous step (Which are work-life bal-
ance, job satisfaction, institutional and technological
support, and perceived limited communication) are con-
sidered as MLP model in-puts. The MLP model used in
this study has three levels including input layer with four
neurons (that are four input variables), a hidden layer with
two neurons, and an output layer with one neuron (that
is the dependent variable which is the same as employee
satisfaction).

The output of the MLP model is presented in Table 7.
In this table, the variables are sorted based on their impor-
tance in determining the changes in employee satis-fac-
tion. Findings of this study illustrate that work-life balance
has the greatest im-pact on determining employee satisfac-
tion changes, followed by institutional and technological
support, job satisfaction, and perceived limited commu-
nication are respectively effective in predicting employee
satisfaction with remote work.

5 Discussions

A review of the literature led the present study to hy-
pothesize that three ante-cedents as drivers of employee
satisfaction with remote work are work-life balance, job
satisfaction, and institutional and technological support.
Findings of this study confirm the importance of the role
of work-life balance in increasing employee sat-isfaction
with remote work. The remote work allows employees
to be more effective in playing their roles in personal life
(Franken et al., 2021; Grant, 2021; Stevens, 2017) and on
the other hand, this flexibility in the workplace has also
increased their productivity (Malik et al., 2016), which
ultimately leads to balance employees work-life (Franken
et al., 2021; Grant, 2021; Stevens, 2017). Rani and Mar-
iappan (2011) and Kim and Ryu (2017) have also shown
that work-life balance increases employee satisfaction,
and the findings of the present study are consistent with
these findings. Confirmation of the second hypothesis of

the present study indicates that the level of job satisfaction
of employees also affects their level of satisfaction with re-
mote work. In other words, remote work has increased the
employees’ satis-faction with their work, which in turn has
increased their satisfaction with the remote work, which
is consistent with findings Grant (2021) and Talnar-Naghi
(2021). The findings also confirmed the importance of in-
stitutional and technological support for remote work be-
cause remote work affects work processes and poses new
chal-lenges for employees in the way they perform tasks.
The present study showed that if there is the necessary or-
ganizational support to meet the challenge, it will increase
employee satisfaction in remote work, which is in line with
the findings of Eom et al. (2016).

On the other hand, in this study, perceived limited
communication and per-ceived costs were considered as
factors that have the potential to affect employee satisfac-
tion with remote work and reduce employee satisfaction.
The current study provides quantitative empirical evidenc-
es illustrating that employees believe that remote work
limits their socialization opportunities with their co-work-
ers, and this reduces their satisfaction with remote work. In
general, the importance of informal relationships and in-
formal networks in organizations has been discussed in the
or-ganizational behavior management literature, and this
finding was predictable and in line with findings Mokhtar-
ian and Salomon (1997) and Pérez et al. (1997). How-ever,
the present study failed to provide evidence to support the
fifth hypothesis, and this may be because most employees
have the necessary equipment to work remotely (such as
PC access, stable Internet, etc.). Therefore, they do not ex-
pect re-mote work to impose a remarkable additional cost
on them, as if remote work gives them the opportunity to
be able to save money and time spent shuttling to work.

6 Conclusion and Implications of the
Findings

Remote work is not new, but after the outbreak of
the coronavirus, many organ-izations were forced to ex-
perience remote work. This epidemic has brought many
changes not only in the daily lives of human beings, but
also in the way tasks are done in business, and it is ex-
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pected that these changes will continue in the post-Covid
period. One of these changes could be the continuation
of RW (either fully or partially remote). The human re-
sources of the organizations are at the fore-front of this
transition to RW, so it is necessary to optimize the work-
ing conditions of RW in order to increase the commitment
and motivation of employees. Therefore, the present study
tried to identify the factors affecting employee satisfaction
with remote work, to provide a predictive model that al-
lows managers to manage the quality of work and increase
work commitment and employee motivation. The findings
of this study revealed that work-life balance, institutional
and technological support, job satisfaction, and perceived
limited communication are the most influ-ential factors on
employee satisfaction with remote work, respectively. The
findings of this study contribute to the RW literature as
well as employee satisfaction. This study provides a basis
for future research as well as guidance for KBO managers
for remote work management, which are provided below.

6.1 Theoretical implications

The main contributions of this study are Figure 2 and
Table 7. Figure 2 shows the conceptual model of the re-
search in which the relationships expressed in it have been
confirmed by quantitative empirical evidence and Table 7
shows the im-portance of each of the independent varia-
bles (i.e., driving forces and constraints of employee satis-
faction) in determining the behavior of the dependent var-
iable (i.e., employee satisfaction with remote work). This
proposed conceptual model contrib-utes to the literature
on employee satisfaction, organizational behavior man-
age-ment, and remote work.

Another innovation of this research is the use of SME-
ANN method to identify the factors that predict employee
satisfaction with RW. In this method, first the fac-tors af-
fecting employee satisfaction with RW were identified and
then using the neural network model, their importance in
predicting employee satisfaction was calculated. The find-
ings of this study show that work-life balance, job satisfac-
tion, institutional and technological support, and perceived
limited communication are the factors that are effective in
determining employee satisfaction with RW, respec-tive-
ly. Confirmation of the first hypothesis (i.e., HI), which
indicated the effect of work-life balance on employee sat-
isfaction with RW, shows that RW has been able to create
a balance between work and life, and this balance causes
employee satis-faction with RW.

The second hypothesis of this study, which examined
the effect of job satisfac-tion on employee satisfaction with
RW, was also confirmed. This means that the more satisfied
the employees are with their job, the higher their satisfac-
tion with the remote work, and this factor as a motivating
factor for employees’ satisfaction with the remote work. It
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is also confirmed that institutional and technological sup-
port is another driver of employee satisfaction with RW
(i.e., H3). This finding implies that if employees received
the organization’s support to deal with the dynamics of the
tasks in the remote work, it increases their satisfaction with
RW.

It was also found that perceived limited communica-
tion has a negative effect on employee satisfaction with re-
mote work. This finding is also consistent with find-ings of
Pérez et al. (2002), where he shows that perceived limited
communication influences employees’ decision to accept
remote work. However, the present study failed to provide
evidence that perceived costs can affect their satisfaction
with re-mote work. This may be because the difference be-
tween the costs of remote work and work at workplace for
the participants in this study was not large enough to affect
their decision and their level of satisfaction.

6.2 Managerial implications

The Covid 19 Pandemic pushed most firms to move to
remote work, and it is projected that many enterprises will
continue to use remote work in some capacity. Identifying
the drivers and constraints of employee satisfaction with
RW may therefore give managers suggestions to better
manage this transition. This research presents quantitative
empirical evidence that work-life balance is a predictor
of em-ployee satisfaction with RW. Employees are more
flexible in remote work and in addition to being able to
perform their duties, they can also take care of their family
affairs. Receiving emotional support is one of the effective
factors in accepting re-mote work by employees (Franken
et al., 2021) and in this study, its effect on the satisfaction
of remote work has been confirmed. It is also disclosed that
job satisfac-tion is another driver of employee satisfaction
and by increasing the job satisfaction of employees, organ-
izations can also increase their satisfaction with RW.

Remote work requires not only the use of new devic-
es, technologies, and soft-ware; there is also a need for
managers and supervisors in the workplace who can help
employees resolve ambiguities and problems created by
task dynamics. This study provides evidence that the ex-
istence of institutional and technological sup-port in RW
increases employee satisfaction with RW. It is also found
that employ-ees’ chances of communicating with cowork-
ers and social interactions in general are reduced by RW,
and if they cannot find a suitable alternative to meet their
social needs (for example, with family and friends), they
feel lonely and isolated, which influences their satisfaction
with RW.

Conflicts of Interest: “The authors declare no conflict
of interest.”



Organizacija, Volume 56

Research Papers

Issue 2, May 2023

Literature

Alfarajat, H. S., & Emeagwali, O. L. (2021). Antecedents
of service innovative behavior: the role of spiritual lea-
dership and workplace spirituality. Organizacija, 54(4),
320-333. https://doi.org/10.2478/orga-2021-0022

Alnaimi, A. M. M., & Rjoub, H. (2021). Perceived orga-
nizational support, psy-chological entitlement, and
extra-role behavior: The mediating role of knowled-
ge hiding behavior. Journal of Management & Or-
ganization, 27(3), 507-522. https://doi.org/10.1017/
jmo.2019.1

Alwreikat, A. A., & Rjoub, H. (2020). Impact of mobile
advertising wear out on consumer irritation, perceived
intrusiveness, engagement and loyalty: A partial least
squares structural equation modelling analysis. South
African Journal of Business Management, 51(1), 11.
https://doi.org/10.4102/sajbm.v51i1.2046

Anas alsoud, A., Majali, T., AI-Mu’Ani, L., Malek alsoud,
M., & Al-zagheer, H. (2021). An Overview of Resear-
ch on E-commerce Adoption: Future Trends. Journal
of Management Information and Decision Sciences,
24, 1-10.

Bagozzi, R. P., & Yi, Y. (1988). On the evaluation of struc-
tural equation models. Journal of the academy of mar-
keting science, 16(1), 74-94. https://doi.org/10.1007/
BF02723327

Baker, E., Avery, G. C., & Crawford, J. (2007). Satisfaction
and perceived productivity when professionals work
from home. Research & Practice in Human Re-source
Management, 15(1), 37-62.

Béland, Louis-Philippe and Brodeur, Abel and Brodeur,
Abel and Wright, Taylor, The Short-Term Economic
Consequences of Covid-19: Exposure to Disease, Re-
mote Work and Government Response. IZA Discus-
sion Paper No. 13159, Availa-ble at SSRN: https://
ssrn.com/abstract=3584922 .

Brynjolfsson, E., Horton, J. J., Ozimek, A., Rock, D.,
Sharma, G., & TuYe, H.-Y. (2020). COVID-19 and re-
mote work: an early look at US data. (No. w27344).
National Bureau of Economic Research. https://doi.
org/10.3386/w27344

Bulinska-Stangrecka, H., & Bagienska, A. (2021). The
role of employee relations in shaping job satisfaction
as an element promoting positive mental health at
work in the era of COVID-19. International Journal
of Environmental Research and Public Health, 18(4),
1903. https://doi.org/10.3390/ijerph18041903

Carmines, E. G. (1981). Analyzing models with unobser-
ved variables. In G. Bohmstedt & E. Borgatta (Eds.),
Social measurement: Current issues 80. Sage.

Eberhard, B., Podio, M., Alonso, A. P., Radovica, E., Avo-
tina, L., Peiseniece, L., Caamano Sendon, M., Gonza-
les Lozano, A., & Solé-Pla, J. (2017). Smart work: The
transformation of the labour market due to the fourth

industrial revolution (I4. 0). International Journal of
Business & Economic Sciences Applied Research,
10(3).

Elayan, M. B., Albalawi, A. S., Shalan, H. M., Al-Hoorie,
A. H., & Shamout, M. D. (2023). Perceived Mana-
ger’s Emotional Intelligence and Happiness at Work:
The Mediating Role of Job Satisfaction and Affective
Organizational Commitment. Or-ganizacija, 56(1), 18-
31. https://doi.org/10.2478/orga-2023-0002

Eom, S.-J., Choi, N., & Sung, W. (2016). The use of smart
work in government: Empirical analysis of Korean ex-
periences. Government Information Quarterly, 33(3),
562-571. https://doi.org/10.1016/j.g1q.2016.01.005

Ferreira, A. S. (2011). The telework in the Brazilian labor
justice. Proceedings of the 5th International Conferen-
ce on Theory and Practice of Electronic Governance
(ICEGOV 2011), pp. 369-370.

Fornell, C., & Larcker, D. F. (1981). Evaluating structural
equation models with unobservable variables and me-
asurement error. Journal of marketing research, 18(1),
39-50. https://doi.org/10.1177/002224378101800104

Franken, E., Bentley, T., Shafaei, A., Farr-Wharton, B.,
Onnis, L.-a., & Omari, M. (2021). Forced flexibility
and remote working: opportunities and challenges in
the new normal. Journal of Management & Organiza-
tion, 1-19. https://doi.org/10.1017/jmo0.2021.40

Grant, M. (2021). Remote Working and its Impact on Em-
ployee Job Satisfaction During COVID-19. [Master’s
thesis, Winona State University]. Leadership Educa-
tion Cap-stones. https://openriver.winona.edu/leader-
shipeducationcapstones/60

Hair, J. F., Black, W. C., Babin, B. J., Anderson, R. E., &
Tatham, R. (2006). Multi-variate data analysis (6 ed.).
Pearson Prentice Hall.

Hu, R. (2020). COVID-19, Smart Work, and Collaborati-
ve Space: A Cri-sis-Opportunity Perspective. Journal
of Urban Management, 9(3), 276-280. https://doi.or-
2/10.1016/1.jum.2020.08.001

1lléssy, M., Huszar, A., & Mako, C. (2021). Technological
Development and the Labour Market: How Suscep-
tible Are Jobs to Automation in Hungary in the Inter-
na-tional Comparison? Societies, 11(3), 93. https://doi.
0rg/10.3390/s0c¢11030093

Karunarathne, P. (2021). Relationship between Perceived
Superiors’ Trust and Job Satisfaction of Remote Wor-
king Employees: Evidence from a Leading Software
Development Firm in Sri Lanka. Future Of Work, 210.

Kayaalp, A., Page, K. J., & Gumus, O. (2021). Job Sati-
sfaction and Transforma-tional Leadership as the An-
tecedents of OCB Role Definitions: The Moderating
Role of Justice Perceptions. Int. Journal of Business
Science and Applied Management, 16(2). http://hdl.
handle.net/10419/261655

Kayed, H., Al-Madadha, A., & Abualbasal, A. (2022). The
effect of entrepre-neurial education and culture on en-

103


https://doi.org/10.1017/jmo.2019.1
https://doi.org/10.1017/jmo.2019.1
https://doi.org/10.1007/BF02723327 
https://doi.org/10.1007/BF02723327 
https://ssrn.com/abstract=3584922
https://ssrn.com/abstract=3584922
https://doi.org/10.3386/w27344
https://doi.org/10.3386/w27344
https://doi.org/10.3390/soc11030093
https://doi.org/10.3390/soc11030093
http://hdl.handle.net/10419/261655
http://hdl.handle.net/10419/261655

Organizacija, Volume 56

Research Papers

Issue 2, May 2023

trepreneurial intention. Organizacija, 55(1), 18-34. htt-
ps://doi.org/10.2478/orga-2022-0002

Kim, J. S, & Ryu, S. (2017). Employee satisfaction
with work-life balance poli-cies and organizational
commitment: A Philippine study. Public Administra-
tion and Development, 37(4), 260-276. https://doi.
org/10.1002/pad.1794

Mako, C. (2005). Neo-instead of post-Fordism: the trans-
formation of labour processes in Hungary. The Inter-
national Journal of Human Resource Management,
16(2), 277-289. https://doi.org/10.1080/09585190420
00311444

Mako, C., & Illéssy, M. (2020). Automation, Creativi-
ty, and the Future of Work in Europe: A Comparison
between the Old and New Member States with a Spe-
cial Focus on Hungary. Intersections: East European
Journal of Society and Politics, 6(2), 112-129.

Malik, A., Rosenberger, P. J., Fitzgerald, M., & Houlcroft,
L. (2016). Factors af-fecting smart working: Eviden-
ce from Australia. International journal of manpower,
37(6), 1042-1066. https://doi.org/10.1108/1JM-12-
2015-0225

Maliszewska, Maryla and Mattoo, Aaditya and van der
Mensbrugghe, Dominique, The Potential Impact of
COVID-19 on GDP and Trade: A Preliminary Asses-
sment (April 10, 2020). World Bank Policy Research
Working Paper No. 9211, Available at SSRN: https://
ssrn.com/abstract=3573211

Manojkumar, P., Suresh, M., Ayub Ahmed, A. A., Panchal,
H., Rajan, C. A., Dheepanchakkravarthy, A., Geetha,
A., Gunapriya, B., Mann, S., & Sadasivuni, K. K.
(2021). A novel home automation distributed server
management system using In-ternet of Things. Interna-
tional Journal of Ambient Energy, 1-6. https://doi.org/
10.1080/01430750.2021.1953590

Mokhtarian, P. L., & Salomon, I. (1997). Modeling the
desire to telecommute: The importance of attitudinal
factors in behavioral models. Transportation Research
Part A: Policy and Practice, 31(1), 35-50. https://doi.
org/10.1016/S0965-8564(96)00010-9

Nathan, R. J., Victor, V., Gan, C. L., & Kot, S. (2019).
Electronic commerce for home-based businesses in
emerging and developed economy. Eurasian Busine-
ss Re-view, 9(4), 463-483. https://doi.org/10.1007/
s40821-019-00124-x

Negnevitsky, M. (2005). Artificial intelligence — A guide
to intelligent systems. Pearson education. https://doi.
org/10.1145/2063176.2063177

Neirotti, P., Paolucci, E., & Raguseo, E. (2013). Mapping
the antecedents of tel-ework diffusion: firm-level evi-
dence from Italy. New Technology, Work and Em-
ploy-ment, 28(1), 16-36. https://doi.org/10.1111/
ntwe.12001

Nosratabadi, S., Zahed, R. K., Ponkratov, V. V., & Kosty-
rin, E. V. (2022). Artifi-cial intelligence models and
employee lifecycle management: a systematic litera-

104

ture review. Organizacija, 55(3), 181-198. https://doi.
org/10.2478/orga-2022-0012

Nugroho, A. S. E. (2021). The Employee Performance
Analysis in Changes Work Method to Remote Work
Patterns in The New Normal Era. Business Innovation
and Entrepreneurship Journal, 3(3), 203-209.

Nunnally, J. C. (1975). Psychometric theory—25 years
ago and now. Educational Researcher, 4(10), 7-21. htt-
ps://doi.org/10.3102/0013189X004010007

Pérez, M. P., Sanchez, A. M., & de Luis Carnicer, M.
(2002). Benefits and barriers of telework: percep-
tion differences of human resources managers accor-
ding to company‘s operations strategy. Technovation,
22(12),  775-783.  https://doi.org/10.1016/S0166-
4972(01)00069-4

Raguseo, E., Gastaldi, L., & Neirotti, P. (2016). Smart
work: Supporting em-ployees’ flexibility through
ICT, HR practices and office layout. Evidence-based
HRM, 4(3), 240-256. https://doi.org/10.1108/EB-
HRM-01-2016-0004

Rainey, H. G., & Chun, Y. H. (2005). Public and priva-
te management compared. In J. Laurence, E. Lynn,
& C. Pollitt (Eds.), The Oxford handbook of public
manage-ment. Oxford University Press. https://doi.
org/10.1093/0xfordhb/9780199226443.003.0005

Rani, S. V., & Mariappan, S. (2011). Work/life balance re-
flections on employee satisfaction. Serbian Journal of
Management, 6(1), 85-96. Available at SSRN: https://
ssrn.com/abstract=2121196

Rozman, M., Grinkevich, A., & Tominc, P. (2019). Occupa-
tional stress, symp-toms of burnout in the workplace
and work satisfaction of the age-diverse employ-ees.
Organizacija, 52(1), 46-52. https://doi.org/10.2478/
orga-2019-0005

Stevano, S., Ali, R., & Jamieson, M. (2021). Essential for
what? A global social reproduction view on the re-or-
ganisation of work during the COVID-19 pandemic.
Canadian Journal of Development Studies/Revue ca-
nadienne d‘études du développement, 42(1-2), 178-
199. https://doi.org/10.1080/02255189.2020.1834362

Stevens, S. A. (2017). Job satisfaction and work-life balan-
ce: an explorative study on remote workers [Master‘s
thesis, University of Twente]. https://essay.utwente.
nl/74026/

Télnar-Naghi, D. I. (2021). Research Note: Job Satisfac-
tion and Working from Home in Romania, before and
during COVID-19. Calitatea vietii, 32(2), 1-22.

Toscano, F., & Zappala, S. (2020). Social isolation and
stress as predictors of productivity perception and re-
mote work satisfaction during the COVID-19 pan-de-
mic: the role of concern about the virus in a moderated
double mediation. Sus-tainability, 12(23), 9804. htt-
ps://doi.org/10.3390/su12239804

Van Der Voordt, T. J. (2004). Productivity and em-
ployee satisfaction in flexible workplaces. Journal
of Corporate Real Estate, 6(2), 133-148. https://doi.


https://doi.org/10.1002/pad.1794
https://doi.org/10.1002/pad.1794
https://doi.org/10.1080/0958519042000311444
https://doi.org/10.1080/0958519042000311444
https://doi.org/10.1108/IJM-12-2015-0225
https://doi.org/10.1108/IJM-12-2015-0225
https://ssrn.com/abstract=3573211
https://ssrn.com/abstract=3573211
https://doi.org/10.1080/01430750.2021.1953590
https://doi.org/10.1080/01430750.2021.1953590
https://doi.org/10.1016/S0965-8564(96)00010-9
https://doi.org/10.1016/S0965-8564(96)00010-9
https://doi.org/10.1007/s40821-019-00124-x
https://doi.org/10.1007/s40821-019-00124-x
https://doi.org/10.1145/2063176.2063177
https://doi.org/10.1145/2063176.2063177
https://doi.org/10.1111/ntwe.12001
https://doi.org/10.1111/ntwe.12001
https://doi.org/10.2478/orga-2022-0012
https://doi.org/10.2478/orga-2022-0012
https://doi.org/10.3102/0013189X004010007
https://doi.org/10.3102/0013189X004010007
https://doi.org/10.1108/EBHRM-01-2016-0004
https://doi.org/10.1108/EBHRM-01-2016-0004
https://doi.org/10.1093/oxfordhb/9780199226443.003.0005
https://doi.org/10.1093/oxfordhb/9780199226443.003.0005
https://doi.org/10.2478/orga-2019-0005
https://doi.org/10.2478/orga-2019-0005
https://doi.org/10.1108/14630010410812306

Organizacija, Volume 56

Research Papers

Issue 2, May 2023

org/10.1108/14630010410812306

Virzaru, A. A., & Bocean, C. G. (2021). A Two-Stage
SEM-Artificial Neural Network Analysis of Mobile
Commerce and Its Drivers. Journal of Theoretical and
Ap-plied Electronic Commerce Research, 16(6), 2304-
2318. https://doi.org/10.3390/jtacr16060127

Wang, B., Liu, Y., Qian, J., & Parker, S. K. (2021). Achie-

Szent Istvan University, humgary, in management
information systems in 2020. He has written his
research dissertation on cloud computing technology
adoption. He took his bachelor’'s and master’s degree
in management information systems from Yarmouk
University in Irbid, Jordan, in 2008 and 2015 respective-
ly. He has worked several years in IT management and

total quality management in both pri-vate and public
organizations. During his Ph.D. journey, he has been
trained to highly perform research work in the field of
information technology management and he wrote
many papers, which were presented at conferences
and published in international journals.

ving effective remote working during the COVID-19
pandemic: A work design perspective. Applied
psy-chology, 70(1), 16-59. https://doi.org/10.1111/
apps.12290

Yang, X. (2021). Understanding Consumers’ Purchase In-
tentions in Social Commerce through Social Capital:
Evidence from SEM and fsQCA. Journal of Theo-reti-
cal and Applied Electronic Commerce Research, 16(5),
1557-1570. https://doi.org/10.3390/jtacr16050087

Saeed Nosratabadi received his PhD in Management
from the Doctoral School of Economic and Regional
Sciences, Hungarian University of Agriculture and Life
Sciences, G6doll6, Hungary. The focus of his research
is on the challenges that organizations face during the
transformation towards digitalization.

Thabit Atobishi is an assistant professor in
management information systems department at
Amman Arab University. He has got his Ph.D. from

Gonila in omejitve zadovoljstva zaposlenih z delom na daljavo: Empiricna analiza

Ozadje/namen: Epidemija Covid-19 je mnoge organizacije prisilila k opravljanju dela na daljavo, ta trend pa naj bi
se nadaljeval tudi kasneje v obdobju po epidemiji. Zaposleni v organizaciji so v srediS¢u prehoda na delo na daljavo,
zato je prepoznavanje dejavnikov, ki vplivajo na zadovoljstvo zaposlenih z delom na daljavo, zelo pomembno za
organizacije. Glavni cilj raziskave je, z uporabo inovativhe metode, identificirati in prednostno razvrstiti dejavnike, ki
vplivajo na zadovoljstvo zaposlenih z delom na daljavo.

Metoda: V prvi fazi te Studije je bil, s pomocjo literature, zasnovan konceptualni raziskovalni model. V naslednji
fazi je bil predlagan konceptualni model raziskave, ki je bil testiran z modeliranjem strukturnih enacb. Nato smo,
z uporabo modela umetne nevronske mreze, identificirali pomen vsake spremenljivke modela za napovedovanje
zadovoljstva zaposlenih z delom na daljavo.

Rezultati: Ugotovitve raziskave so pokazale, da so ravnoteZje med poklicnim in zasebnim Zivljenjem, institucionalna
in tehnoloSka podpora, zadovoljstvo pri delu in omejena komunikacija, dejavniki, ki vplivajo na zadovoljstvo zaposle-
nih z delom na daljavo. Prvi trije dejavniki so dejavniki zadovoljstva zaposlenih, zadnji dejavnik (tj.

omejena komunikacija) je omejitev zadovoljstva zaposlenih z delom na daljavo, ki statisticno znacilno negativno
vpliva na zadovoljstvo zaposlenih z delom na daljavo.

Zakljucek: Ta Studija je pokazala, da bi se morale organizacije osredotociti na procese in strategije za izboljSanje
ravnoteZja med poklicnim in zasebnim Zivljenjem zaposlenih, zagotavljanje institucionalnih in tehnoloSko podporo
pri delu na daljavo ter povecati zadovoljstvo pri delu, da bi

dvignile stopnjo zadovoljstva svojih zaposlenih pri delu na daljavo. Zaznana omejena komunikacija je dejavnik, ki
povzro€a znizanje stopnje zadovoljstva zaposlenih pri delu na daljavo.

Kljucne besede: Delo na daljavo, Zadovoljstvo zaposlenih, Modeliranje strukturnih enach, Vecplastni perceptron,
Umetna inteligenca, Umetna nevronska mreZa, Pandemija Covid-19
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