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[bookmark: _Toc241093100]ABSTRACT
This paper explores the effect of remote working flexibility on employee satisfaction and motivation in the Hospitality and Information Technology (IT) sectors in the United Kingdom. The COVID‑19 pandemic has driven remote and hybrid work from small to large organizations and now to the mainstream (Ahrendt et al., 2020; Kniffin et al., 2021). Flexibility has been known to improve autonomy, work–life balance and inclusiveness (Bloom et al., 2015; Cho & Voida, 2024), but the evidence is mixed, especially between sectors having different operational requirements. While IT, that is, service delivery through digital infrastructures, shows resilience and productivity gains, hospitality faces structural constraints, because of its reliance on face-to-face service delivery (George et al., 2025; Baum et al., 2020).
A quantitative cross-sectional survey of 203 hybrid and remote workers was undertaken and qualitative analysis of Likert scale data was completed by thematic analysis. The averages for flexibility, satisfaction and motivation were uniformly high (≈4.0) for descriptive statistics. Moderate positive correlation was found between flexibility and satisfaction (r = 0.41) and between flexibility and motivation (r = 0.50) through correlation analysis. The autonomy and work–life balance were significant factors in the model for explaining satisfaction, whereas autonomy, balance, and organisational support were significant factors in the model for explaining motivation. These findings were supported by the thematic insights which showed that autonomy is empowerment, that communication was not working in Hospitality and that the IT was causing digital fatigue. Issues of equity also arose, notably in Hospitality, where there were no remote opportunities for frontline workers.
The study adds to theory by further development of Herzberg's Two‑Factor framework, which shows that autonomy is a universal motivator, that support is a critical resource in the Job Demands‑Resources model, and that autonomy is a key part in Self‑Determination Theory. In practice, it provides sector-specific suggestions: Hospitality should focus on communication and equity, while IT should be more aware of digital fatigue and increase support. The study as a whole contributes to the sector‑specific understanding of flexible work, filling gaps in academic research and providing guidance to practice.
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[bookmark: _Toc241093106]INTRODUCTION
[bookmark: _Toc241093107]1.1 Background 
The adoption of remote and hybrid working has grown from a marginalised and experimental organizational approach to a more common one, impacting the relationship between employers and employees. In the 1970s remote working was initially introduced as telecommuting but was made possible by early ICT and was only possible in certain industries (such as telecommuting companies and consultants) (Bailey and Kurland, 2002). In the following decades, opportunities for distributed work grew as a result of globalisation and digitalisation, especially in knowledge intensive sectors (Gajendran and Harrison, 2007). Flexible working policies started to be included in corporate strategies in the early 2000's, with different rates of adoption in different regions. In the U.S., remote became part of the organizational template, and in Europe, the "old school" managerial cultures and regulatory structures hampered the adoption of remote (Allen, Golden and Shockley, 2015).
This shift was accelerated by the COVID 19 pandemic and organisations around the world had to quickly make the transition to remote and hybrid working at an unprecedented rate. By April 2020, almost 70% of U.S. workers were working from home, and in the UK, 46% said they had worked from home during the first lockdown (Ahrendt et al., 2020). These are just examples of the extent of disruption and the quick adoption of remote work. A compromise was adopted, however, in the form of hybrid models which gave a blend of flexibility with collaboration, with some people working remotely and others in the office. These also enhanced autonomy but led to difficulties in maintaining cohesion, communication and organisational culture (Kniffin et al., 2021).
The benefits of remote employment are well known. Employees report improved work–life balance, autonomy, and flexibility, leading to higher levels of satisfaction and motivation (Bloom et al., 2015). In metropolises, where long commuting used to be seen as a negative aspect of wellbeing, there is a particular value for both reduced commuting time and enhanced family interaction (OECD, 2025). When employees are required to care for others, or have mobility issues, remote work also contributes to inclusivity (Cho and Voida, 2024). These advantages come also with challenges, such as loneliness, a lack of social support and diminished organisational identity (Allen, Golden and Shockley, 2015). This is particularly true in industries that demand collaboration and communication. Hybrid models strive to balance these tensions and evidence is not consistent; some IT professionals report productivity benefits from being digitally ready, and some hospitality professionals report decreased collaboration and service quality (Kniffin et al., 2021). This contradictory evidence calls for a sector specific comparative analysis.
Digital knowledge-intensive tasks are essential to the IT sector, making it the most suitable for remote work. IT organisations were early adopters, using cloud computing, agile and collaboration tools to ensure productivity (Bloom et al. 2015). IT companies have proven resilient by quickly adapting to remote working during the pandemic and many have continued to operate in a hybrid way since the pandemic (OECD, 2025). Overall, employees in IT tend to be more satisfied with remote work, with autonomy and a decrease in commuting being among the primary advantages (Ahrendt et al., 2020). However, there are still obstacles to overcome, such as cybersecurity concerns, digital fatigue, and diminishing relatedness (Kniffin et al., 2021). By contrast, hospitality is service-oriented; it is built on interaction with the customer and the team, and is face-to-face. Managerial and administrative duties can be done remotely, whereas frontline service delivery needs to be done in-person (Cho and Voida, 2024). This structural constraint affects the sector's ability to take advantage of remote working and can introduce inequities between the people who can work remotely and those who need to be onsite.
A comparison between Hospitality and IT is especially useful for analysing the way flexibility, satisfaction and motivation are felt in a remote context. Digital infrastructures offer autonomy and innovation for the IT staff, and can make for less cohesion and customer engagement for the hospitality staff (Allen, Golden and Shockley, 2015). These differences show the need for organizational support and sector-specific strategies to maintain employee wellbeing. For instance, in the IT sector, there is the need to implement a programme of communication and wellbeing, to reduce digital fatigue, and in the hospitality sector, there is the need to address inequity between staff working remotely and onsite, in order to sustain employee morale (Kniffin et al., 2021). The dissertation is placed in these contrasting contexts, which helps to develop a nuanced understanding on the influence of remote work flexibility on satisfaction and motivation.

Government policies, particularly the UK's “Digital Britain” strategy, enabled the rollout of broadband and the use of remote working (Ahrendt et al., 2020). The productivity improvements and wellbeing issues of teleworking have been mentioned by international organisations, such as Eurofound and OECD (OECD, 2025). These policy opinions reflect the many ways that remote working is both a good and bad thing. While on the other hand, remote work can have a positive impact on organisational performance, such as cost reduction and employee engagement (Bloom et al., 2015). On the other hand, it has the potential to deepen the sectoral and employment inequalities, especially in the context of uneven level of digital capacity among the employees. This tension highlights the need for comparative, fact-based research for guiding organisational decision making.
[bookmark: _Toc241093108]1.2 Research Focus 
Remote and hybrid work have resulted in varied experiences in different sectors, so it is important to analyse the situation sector-specifically. The focus of the research is now on the comparison of two opposing sectors: Hospitality and Information Technology (IT). The sectors were chosen due to different operational requirements and cultural backgrounds, which provided a compelling framework for exploring the impact of remote working on flexibility, satisfaction and motivation. 
IT is known for its knowledge based jobs, dependence on digital infrastructure, and work being carried out globally. These options enable remote working to be possible, and sometimes desirable. Research reveals that IT enterprises were among the first to experiment with remote working and opting for cloud-based services, agile and collaborative tools to keep productivity alive (Bloom et al., 2015). Overall, IT staff tend to be more satisfied with remote working, as they feel it gives them greater autonomy, less commuting, and more opportunities to innovate (OECD, 2025). Yet issues like digital fatigue, cybersecurity threats, and disintegration of social cohesion are still major (Kniffin et al., 2021). The dynamics reflect the possibility and constraints of remote work in a digitally-riped industry.
The hospitality industry, on the other hand, is a service industry with many more elements of face-to-face interaction with customers, teamwork and service delivery immediacy. Some management and administrative tasks are able to be handled remotely, but service tasks are not (Cho and Voida, 2024). This structural restriction hinders the sector's ability to take advantage of remote work, and can in fact create inequities between remote workers and on-site staff. According to Ahrendt et al. (2020), although improvements in work–life balance and less commuting stress are reported from the administrative staff, a decrease in social interaction and team cohesion is reported for frontline employees, which in turn has been associated with decrease in frontline employee's motivation and satisfaction. These results identify the sector's distinct problems with flexible working arrangements.
A comparative aspect of this study is to look at the difference between flexibility, satisfaction, and motivation between these two terms. Digital infrastructures are great enablers for IT employees to work autonomously and innovatively, while hospitality workers are sometimes subjected to decreased cohesion and customer interaction (Allen, Golden and Shockley, 2015). This study places the analysis in these separate contexts to better understand the mechanisms that drive the remote work flexibility-job satisfaction and motivation relationship.
This study also discusses more general organisational issues. The impact of remote working is not the same across all sectors; it depends on the sectoral needs, organisational culture and the role of employees. The similarities and differences between Hospitality and IT can be used to inform a comparison to understand how flexible working practices can be adapted to the industry they are working in. The research focus provides a scope for the study which in this case is a comparative study of the Hospitality and IT sectors to investigate the effect that remote working flexibility has on employee satisfaction and motivation. The study focuses on a sectoral dimension, allowing it to fill a crucial gap in the literature, and to offer organizations concrete ideas for managing the challenges of flexible work.
The significance of this study is rooted in the pressing demand for insights into the impact of remote and hybrid work on employee satisfaction and motivation in various industries. The rationale provided a background and a context for the historical context and need for the study, while the reason for the comparative study was provided in the academic gaps and practical needs.
While remote working is a 21st-century staple, the results are still up for debate. Bloom et al., (2015); Cho and Voida (2024 highlight its advantages, such as greater autonomy, better work–life balance and greater inclusion Others warn that working remotely can put a strain on teamwork, derogate the culture of an organisation, and contribute to poorer levels of isolation (Allen, Golden and Shockley, 2015). These paradoxes point to a non-uniform phenomenon of telework, which is moulded by sectoral requirements, organisational structures and worker work roles. It is therefore important to compare Hospitality and IT sectors to better understand the interaction between flexibility and satisfaction and motivation in different contexts.
The hospitality industry is a good example of the restrictions on remote work in service-based industries. However, there is evidence that some benefits for administrative staff include reduced commuting and improved balance in their lives, while some drawbacks to frontline workers are reduced team cohesion and customer interactions, which can lead to a reduction in motivation (Ahrendt et al., 2020). However, IT organisations demonstrate how remote working can be used as a strategic advantage as employees report increased satisfaction and productivity when supported by strong digitally-enabled infrastructure (OECD, 2025). The conflicting results point to a major research question that has not been addressed in a systematic way to date: What are the differences between the impacts of remote work flexibility on satisfaction and motivation between industries with opposing operational requirements?
Businesses are increasingly being called on to develop flexible working policies that will help maintain employee wellbeing and performance. The COVID 19 pandemic hastened the shift to hybrid working but many organisations still have a challenge with autonomy and cohesion (Kniffin et al., 2021). Policies without sector-specific knowledge can either be too broad or out of sync with the day-to-day realities. The focus of this dissertation is to do just that, by showing evidence-based recommendations specific to the unique needs of Hospitality and IT.
[bookmark: _Toc241093109]1.3 Research Aim and Objectives
Research Aim
The aim of this project is to investigate how remote work flexibility influences employee satisfaction and motivation across Hospitality and IT sectors, evaluating sectoral differences and providing evidence‑based recommendations for organisations to enhance wellbeing and performance.
Research Objectives
1. To examine and compare the relationship between remote work flexibility and employee job satisfaction among hybrid and remote employees in the Hospitality and IT sectors. 
2. To investigate and compare the relationship between remote work flexibility and employee motivation levels among hybrid and remote employees in the Hospitality and IT sectors.
3. To identify and compare the aspects of remote work flexibility, including work-life balance, autonomy, communication, and organisational support, that influence employee job satisfaction and motivation within the Hospitality and IT sectors. 
4. To evaluate the moderating factors that influence the relationship between remote work flexibility, job satisfaction, and motivation levels within the Hospitality and IT sectors. 
5. To provide recommendations to organisations on how to improve work flexibility practices to increase employee job satisfaction and motivation levels.
[bookmark: _Toc241093110]1.4 Research Questions
1. How does remote work flexibility influence employee job satisfaction in Hospitality and IT sectors?
2. How does remote work flexibility affect employee motivation levels in Hospitality and IT sectors?
3. Which aspects of remote work flexibility (work‑life balance, autonomy, communication, organisational support) most strongly influence satisfaction and motivation across the two sectors?
4. What moderating factors shape the relationship between remote work flexibility, job satisfaction, and motivation in Hospitality and IT sectors?
5. What recommendations can be formulated to improve flexible work practices for enhancing satisfaction and motivation?


[bookmark: _Toc241093111]CHAPTER TWO
[bookmark: _Toc241093112]LITERATURE REVIEW
[bookmark: _Toc241093113]2.1 Introduction
The aim of the literature review is to form a critical background for the dissertation by combining the current research on remote and hybrid work, employee job satisfaction and employee motivation. A literature review is not simply an overview of previous research, it also will highlight inconsistencies, gaps, and methodological weaknesses that lead to the need for new research (Mauer and Venecek, 2022). This chapter presents the study in relation to the existing debates, as well as it being original. It additionally offers a conceptual map of methodological choices to help measure up and maintain the rigor and relevance of the study in achieving the research aims (Salawu et al., 2023).

The chapter is designed to flow logically from a broad discussion on the context of the chapter in a macro to a sector specific analysis in micro. It starts with an overview of how remote and hybrid work has evolved, examining the technology enablers, global changes and the acceleration of flexible working after COVID 19. This is followed by an examination of employee job satisfaction and motivation, which incorporates the theories of Herzberg's Two Factor Theory, the Job Demands Resources Model, Self Determination Theory and Maslow's Hierarchy of Needs. This is followed by an analysis of some of the key factors that can affect outcomes in the remote working context before a more detailed analysis of the Hospitality and IT sectors, and a final comparative analysis and conceptual framework.

The macro to micro approach has been used to ensure coherence and analytical depth of the study by moving from theories and trends in the broader context to sectoral context and comparative analysis of the trends Gitonga and Bla (2025). The chapter places remote work at the macro level of organisational and technological change, critically analysing the pros and cons of this. It looks at the micro level, studying the ways in which these dynamics manifest themselves in the case study of Hospitality and IT, selected because of their contrasting operational requirements and culture. The literature review shows the theoretical foundations of the study and the additional value of this study, which provides a theory-informed and comparative analysis of remote work flexibility, job satisfaction, and motivation (Ferdous et al., 2025) at both theoretical and empirical levels.
[bookmark: _Toc241093114]2.2 Evolution of Remote and Hybrid Working 
[bookmark: _Toc241093115]2.2.1 Historical Development of Remote Work
Remote work, initially conceptualised as telecommuting in the 1970s, was driven by advances in information and communication technologies. Therefore, Bhat, Yousuf and Saba (2023) It has demonstrated a strong benefit for commuting time and work–life balance, but was not widely adopted by other sectors, like telecommunications and consultancy. Globalisation and digitalisation increased opportunities for remote working, especially in knowledge intensive sectors, by the early 2000s (Bhatti et al., 2024). Flexible work policies started to be incorporated in the company plans in the United States and were less successful in the United Kingdom due to traditional company culture and regulations (Felstead & Henseke, 2017). As remote working became more prevalent, there were ongoing discussions about productivity, independence, and employee well-being, which paved the way for the hybrid work models, according to Hussain and Ahmed's 2025 research.
[bookmark: _Toc241093116]2.2.2 Technology and Digital Transformation
Technological innovation has been at the core of the change in remote working. The spread of high-speed Internet connection, cloud computing and collaboration tools like Zoom, Slack and Microsoft Teams allowed employees to complete their work outside of a conventional office environment (Smite et al., 2021). Data-driven tools enabled employees to communicate and collaborate in real time, manage projects, and work remotely, which drove digital transformation and opened the door for remote work to be scaled across industries. Government policies in the UK, such as the “Digital Britain” plan, promoted the adoption of broadband access, which was conducive to the uptake of remote working (Department for Culture, Media and Sport, 2019). Scholars, however, warn that technology can be empowering and constraining to employees, and that it can both increase employee autonomy and flexibility, and also create stress and burnout (Keeler et al., 2023).
[bookmark: _Toc241093117]2.2.3 Growth of Hybrid Work Post‑COVID‑19
The COVID 19 pandemic was a gamechanger, forcing the world to embrace remote and hybrid working. In April 2020, almost 70% of American workers worked remotely, a fast and unprecedented shift, not motivated by design, but primarily by necessity (Nowrouzi-Kia et al., 2024). During the initial lockdown in the UK, 46% of employees worked from home, a higher rate in professional and IT services than in hospitality and retail (Office for National Statistics, 2020). Hybrid models started to materialise as organisations tried to strike a balance between flexibility and collaboration, with some employees working remotely and others in the office. Research indicates that hybrid working has been found to enhance autonomy and decrease commuting time yet has also brought about difficulties in maintaining team cohesion, communication and organisational culture (Chatterjee, Chaudhuri and Vrontis, 2021). As a result of the pandemic, remote working has become a regular management and policy tool that has far-reaching implications for the future.
[bookmark: _Toc241093118]2.2.4 Advantages and Challenges of Remote Work
From a positive perspective, remote work creates a better work–life balance and greater autonomy and flexibility, thereby improving job satisfaction (Berger Ploszaj et al., 2025). Research in the UK reveals that staff appreciated not commuting as much, having more time for their families, especially in London (Felstead & Reuschke, 2021). However, the benefits of remote work come with a host of challenges, including feelings of isolation, diminished social support, and a loss of organisational identity, especially in industries that are heavily dependent on collaboration, like hospitality (Petitta and Ghezzi, 2025). Hybrid models tried to balance these tensions, but there were mixed findings: IT professionals had reported increased productivity because of being "digitally ready," while the hospitality workers had pointed out a decrease in collaboration and service quality (Kandampully, Bilgihan and Zhang, 2016). The apparent contradictory evidence highlights the need to make a specific comparison, the task that this study will tackle.
Choudhury, Foroughi and Larson (2021) highlight its function of remote working and improving autonomy, alleviating commuting stress, and achieving inclusivity for working caregivers. On the other hand, Ford et al. (2022) points out the constraints such as lack of communication, over-dependence on technology, and challenges to the organizational culture. Hybrid working was also different by business sector in the UK, with the highest levels of flexibility seen in IT and finance and the lowest in hospitality and retail, where there are more customer facing demands (Office for National Statistics, 2020). Comparative evidence shows that flexible working is an enabling opportunity in knowledge-intensive sectors but may be challenging in sectors with low digital capacity (McCollum et al., 2025). Understanding the sectoral variation is important to understanding the impact of flex with remote working on satisfaction and motivation, given the differences in the sectors that showed these contrasts.
[bookmark: _Toc241093119]2.3 Employee Job Satisfaction
Job Satisfaction is one of the key concepts in organisational psychology that is shaped by the positive affective and cognitive appraisal of work roles (Fernández-Macias and Muñoz, 2023). It includes both intrinsic dimensions (autonomy, recognition and meaningfulness) and extrinsic dimensions (pay, organisational policies and working conditions) (Büyükbeşe et al., 2023). There are many perspectives on satisfaction being multidimensional and dynamic, influenced by current practices in the workplace and socio-economic context. Smite et al. (2021) found that flexible work arrangements have a significant impact on satisfaction in terms of changing job characteristics and the employee's perception of them. In more recent times, Belaid, Ben Guedria and Ballouk (2025) performed a bibliometric analysis of 199 studies, revealing that globally, remote working is now a significant predictor of satisfaction, with autonomy and flexibility being robust proxies.
Job satisfaction is influenced by a variety of factors that are unique to each industry. According to Herzberg's Two Factor Theory, motivator factors have a positive effect on satisfaction, while hygiene factors will prevent dissatisfaction (Gimpl, 2025). For instance, good compensation and organizational practices are hygiene factors and autonomy and recognition are motivators. This duality has recently been confirmed by empirical studies. Slim Belaid, Nour Ben Guedria and Houssein Ballouk (2025) identified remote working as a factor that increased satisfaction mainly because it alleviated commuting stress (a hygiene factor), and at the same time promoted autonomy (a motivator). 
In UK, Felstead and Henseke (2017) found that homeworking led to greater satisfaction for professional workers, as a result of homeworking providing better work–life balance, but lower satisfaction for lower income workers who had less available to them. There are also sectoral differences – for example, hospitality workers are more likely to value team working and customer interactions, whereas IT workers are more likely to value autonomy, innovation and digital collaboration (Office for National Statistics, 2020). 
The link between telecommuting and satisfaction is complicated and debatable. It has been found that positive outcomes such as less commuting, better work–life balance and more autonomy are contributing factors to satisfaction (Hussain, Ahmed and Akram, 2025). Employees can also adjust their workspace, which helps to boost their sense of control and wellbeing at work when they are working remotely. There are also negative experiences such as decreased interactions, isolation and loss of organisational identity. Ford et al. (2022) identified increases in satisfaction for autonomy with software developers and decreases in satisfaction for team cohesion. When it comes to hospitality, Snowden (2023) found that remote work negatively affected satisfaction as customer-facing positions rely heavily on interpersonal interactions. A strong hybrid approach was associated with greater satisfaction among hybrid workers (Keeler et al., 2023), whereas an inconsistent hybrid approach was associated with decreased satisfaction among hybrid workers (Kaur & Mandal, 2023).

There are conflicting results in literature. George et al (2025) suggested that remote work increases overall satisfaction because it supports the intrinsic motivation of employees to have more autonomy and flexibility. Atobishi and Nosratabadi (2023) worry about the loss of social interaction, feedback and visibility in organisations, which might lead to a drop in satisfaction when working remotely. The situation is even more complex when considering sectoral differences: In IT, the use of digital infrastructures can facilitate remote work, while in others, in hospitality, the use of digital infrastructures is less effective and can hinder the process of working remotely (Felstead & Reuschke, 2021). The paradoxes emphasize the importance of comparative, sector specific research to clarify the impact of working remotely on satisfaction in various organizational settings.

The literature indicates that job satisfaction is not a simple phenomenon, but is influenced by the needs of the sector, the organisational culture, and individual characteristics. The determinants of remote work flexibility are complex, both positive and negative, with some studies finding that flexibility contributes to satisfaction via autonomy and balance, while others indicate that flexibility can have a negative impact on satisfaction by fostering feelings of isolation and lack of cohesion. Through the application of both theoretical perspectives and empirical evidence, the study will offer a range of practical suggestions for organisations across a variety of different industries, to develop flexible working arrangements that will ensure employees remain happy.
[bookmark: _Toc241093120]2.4 Employee Job Motivation
Employee job motivation can be defined as the psychological processes which stimulate, guide, and maintain goal-directed behaviour in the work environment (Forson et al., 2021). Job motivation is a multidimensional concept determined by individual needs as well as by organisational practices. Motivation is classified into intrinsic and extrinsic motivation factors (for instance, autonomy, mastery, and purpose vs. salary, recognition, and career growth) (Ndudi, Kifordu and Egede, 2023). Modern research highlights the dynamics of motivation associated with changing work structures (remote or hybrid working arrangements), influencing the perception of employee autonomy, relatedness, and organisational support (Kim et al., 2025).

The intrinsic motivation stems from engaging in activities for the sake of enjoyment whereas the extrinsic motivation relates to external stimuli or rewards (Ndudi, Kifordu and Egede, 2023). Flexible work practices positively influence intrinsic motivation in terms of autonomy and control over time allocation, providing the fulfilment of the psychological needs of competence and self-regulation (Kim et al., 2025). At the same time, extrinsic motivators (salary, promotion, recognition) are also significant in cases where the work is characterized by high visibility and teamwork. The study of Agarwal (2025) has revealed that remote work positively impacts motivation through reduction of commute stress (extrinsic), and increased autonomy (intrinsic). In turn, Shahwar et al. (2026) revealed that hybrid work positively influences intrinsic motivation in case of supportive leadership behaviours regarding autonomy and negatively impacts extrinsic motivation due to limited opportunities for recognition.

The effects of flexible remote working on motivation are debatable. The positive effects of remote work include autonomy, freedom from commuting pressures, and fostering trust. These elements encourage intrinsic motivation (Ndudi, Kifordu and Egede, 2023). Flexible remote workers have been noted to be highly adaptable and proactive if the leaders supports such work. On the other hand, flexible remote work may negatively affect motivation through lack of social interactions, feedback and organisational identity. Bansal, Mukherjee and Girish Prayag (2025) discovered that there was motivational deterioration among hospitality workers due to disruption of their customer-facing interactions in flexible remote working arrangements. IT workers enjoyed flexibility in their innovative, collaborative, and autonomous processes because of available technological infrastructure (Meske and Junglas, 2020). Hybrid solutions aimed at solving the conflicting aspects of remote working. Mateen et al. (2025) claimed that hybrid working arrangements help in maintaining motivational levels when there are autonomy and work-life balance, but disorganised policies result in disengagement and turnover.

Motivation of employees results from complex interaction between different intrinsic and extrinsic factors which are modulated by sectorial needs and organisational culture. The flexible remote working interacts with these motivational determinants in different ways. In some cases, it enhances motivation through autonomy and balance while in others, it reduces motivation through lack of social interaction and reduced feedback. The current dissertation seeks to address these inconsistencies by comparing the Hospitality and IT sectors.
[bookmark: _Toc241093121]2.5 Theoretical Foundations
[bookmark: _Toc241093122]2.5.1 Herzberg’s Two‑Factor Theory
In Herzberg’s two-factor theory, hygiene factors such as salary, policies, working environment prevent dissatisfaction while motivators such as autonomy, recognition, and achievement boost the level of satisfaction (Yusoff, Kian and Idris, 2013). If applied in remote working, hygiene factors are technology reliability, ergonomic work environment, and organisational support whereas motivators include autonomy and skill development. Bansal, Mukherjee and Girish Prayag (2025) reported that remote working reduces dissatisfaction due to no longer presence of commuting stress (hygiene) but increases autonomy (motivator). Nevertheless, it is criticised because the model oversimplifies motivation and does not consider cultural or industry-specific differences (Hasan and Mishra, 2025). In hospitality industry, hygiene factors such as dealing with customers are difficult to achieve via telecommuting, which means that satisfaction cannot be significantly increased, whereas information technology employees can benefit from the motivators.
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[bookmark: _Toc240619447]Figure 1: Herzberg’s Two Factor Model
[bookmark: _Toc241093123]2.5.2 Job Demands‑Resources (JD‑R) Model
According to the JD R Model, employee wellbeing is influenced by the balance between job demands (workload, stress, isolation) and job resources (autonomy, support, feedback) (Bakker and Demerouti, 2007). Remote work has many advantages of resources (flexibility) but also raises demands, which include blurring the lines and social isolation. According to George et al. (2025), hybrid workers experienced greater levels of motivation when there were strong resources available from the leadership side (clear communication and recognition). On the other hand, Ferdous et al. (2025) proved that hybrid work policies that were not consistent increased demands, resulting in employee disengagement. This model is especially useful for sectoral analysis because IT employees tend to have strong resources (technology, autonomy), whereas hotel workers have a lot of demands (customer service, team interaction).
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[bookmark: _Toc240619448]Figure 2: Job Demands Resources (JD R) Model
[bookmark: _Toc241093124]2.5.3 Self‑Determination Theory (SDT)
Self‑Determination Theory focuses on the importance of three basic needs: autonomy, competence, and relatedness (Deci and Ryan, 2017). Remote working usually increases autonomy and competence of workers who can complete tasks individually and acquire their digital competence. Nevertheless, relatedness becomes less available due to limited in-person communication opportunities. Deci et al. (2001) states that satisfaction and motivation depend on all three needs and are at their peak when the needs are satisfied. In IT, the needs of autonomy and competence are well provided with the help of digital technologies, but relatedness depends on organisational approaches. In the sphere of hospitality, relatedness is crucial for job satisfaction; thus, telecommuting cannot provide sufficient benefits. The effectiveness of Self‑Determination Theory was confirmed by Van den Broeck et al. (2021), but critics claim that it undervalues extrinsic motivators like money and promotion.
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[bookmark: _Toc240619449]Figure 3: Self Determination Theory
[bookmark: _Toc241093125]2.5.4 Maslow’s Hierarchy of Needs
According to Maslow’s model, employees go through physiological needs to self-actualisation (Poston, 2009). Remote work affects various stages like physiological needs (ergonomics in the home), safety (job security, technology infrastructure), belongingness (cohesion), esteem (rewards), and self-actualisation (growth). For instance, Gifford (2022) discovered that workers in the UK appreciated remote work because it facilitated the achievement of safety and belongingness needs during the pandemic period. However, critics say that Maslow’s model is inflexible, culturally oriented, and lacks empirical evidence (Saif, 2024). Remote working in information technology helps satisfy esteem and self-actualisation needs through innovations. On the other hand, remote working in hospitality is problematic in achieving belongingness needs.
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[bookmark: _Toc240619450]Figure 4: Maslow Model of needs
[bookmark: _Toc241093126]2.5.5 Social Exchange Theory
In the context of the Social Exchange Theory, workplace relations are built through reciprocal exchanges of resources, trust, and support (Cook et al., 2013). Applying the theory to the context of remote work, employees are likely to feel more motivated when there is reciprocity between organisational support and commitment of the employee. The research by Cropanzano and Mitchell (2005) shows that perceptions of reciprocity and fairness significantly predict motivation and satisfaction. Reciprocal exchanges in the IT sector relate to digital resources and autonomy, while reciprocity in the hospitality sector depends on managerial support and recognition for working with customers. At the same time, the Social Exchange Theory may over-emphasise rationality of reciprocal exchanges and ignore emotional and cultural aspects.

All the theories offer unique strengths and limitations. Herzberg's model focuses on the role of hygiene factors and motivators but underestimates cultural and sectoral differences between organisations. JD R presents a dynamic perspective on the relationship between demands and resources of employees, which makes it especially important for the context of hybrid work. However, JD R is complicated from the perspective of operationalisation. Self‑Determination Theory focuses on psychological needs, so its explanatory power is high in regard to the issue of autonomy and competence of people. Maslow's hierarchy of needs allows having a general understanding of the topic but is less empirically verified. Social Exchange Theory brings additional relational perspective and explains why organisational support and reciprocity are so important in the context of remote work. Thus, JD R and Self‑Determination Theory are the theories that are most suitable for the dissertation.
[bookmark: _Toc241093127]2.6 Factors Influencing Remote Work Outcomes
[bookmark: _Toc241093128]2.6.1 Work–Life Balance
Work-life balance is among the top perks that people consider in the context of remote working, although its results may vary. According to Franken et al. (2021), remote working helped achieve better work-life balance by limiting commuting times and making schedule planning more flexible. At the same time, remote work might lead to work interfering with personal life due to poor boundaries management. In turn, Cosa and Torelli (2026) stated that the efficiency of telecommuting depended on well-defined organizational policies to avoid overworking.
[bookmark: _Toc241093129]2.6.2 Autonomy and Employee Control
Autonomy has been found to be an important factor affecting motivation and satisfaction in remote settings. According to George et al. (2025), people who have more control over the location and working hours tend to be more productive and engaged. As noted by Ferdous et al. (2025), autonomy has been found to be a resource in the JD-R model, reducing the stressors of remote working conditions. Overly autonomous people may face role ambiguity due to lack of proper supervision.
[bookmark: _Toc241093130]2.6.3 Organisational Support
Organisational support, which is inclusive of technology, training, and trust, greatly impacts the results of remote working. According to Franken et al. (2021), social-emotional support systems are just as important as technological systems when it comes to maintaining one’s wellbeing. Organisations that make use of resources like leadership communication and information technology support do well in terms of performance and wellbeing.
[bookmark: _Toc241093131]2.6.4 Communication and Feedback
Effective communication systems are crucial in avoiding isolation and fostering collaboration. According to Franken et al. (2021), communication failures have been cited as one of the major challenges associated with telecommuting, with adverse effects on productivity and unity. As pointed out by Allen, Golden and Shockley (2015), the feedback system is an important element in ensuring that employees remain engaged when telecommuting.
2.6.5 Social Connection and Employee Wellbeing
Social connectivity becomes an important predictor of well-being in distant environments. In a similar way, Franken et al. (2021) have pointed out that loneliness and stress are often the mediating factors in decreased productivity in distant environments. Ferdous et al. (2025) revealed that due to crisis, people had to work remotely, which increased pressure on employees, and thus, became highly dependent on social networks.
[bookmark: _Toc241093132]2.7 Remote Work in the IT Sector
The IT sector has unique conditions for implementing remote work because of the digital nature of processes, knowledge-based activities, and globalization of workflows. IT employees do not need to be physically present since their work can be performed in a digital way successfully. According to George et al. (2025), the IT industry was one of the first sectors that implemented remote work practices using cloud computing and agile methodology. Moreover, the focus on innovation and problem-solving makes this sector highly suitable for implementing flexible practices in general.
IT organizations proved to be very resilient during the pandemic by switching to remote operations very quickly. Mello and Tomei (2021) reported that 88% of IT organization leaders encouraged or even required from employees to switch to remote working arrangements during the crisis and even now after the pandemic, most of the IT companies keep their hybrid working models. It should be noted that collaboration in IT via such platforms as GitHub, Jira, and Slack allows managing projects in a flexible way. As was mentioned above, George et al. (2025) stated that IT employees were more satisfied with remote arrangement of their work compared to employees in other sectors. Autonomy and absence of commute time were named as main advantages. At the same time, there are some difficulties in implementing remote work, namely cybersecurity threats, digital fatigue, and lack of access to high-speed internet (Choudhury, Foroughi, & Larson, 2021).
Remote working arrangements in the IT sector have positively impacted job satisfaction and motivation due to autonomy, competence, and innovation aspects. George et al. (2025) reported that IT employees were experiencing greater productivity and motivation when they had proper organizational support in remote work. At the same time, Choudhury, Foroughi and Larson (2021) proved that work from anywhere increased motivation by providing the ability to change geography and reduce stress levels. Nevertheless, such an approach may lead to a decrease in relatedness and collaboration due to long-term remote work. Mello and Tomei (2021) reported that IT firms tend to adopt hybrid working arrangements to maintain autonomy.
[bookmark: _Toc241093133]2.8 Remote Work in the Hospitality Sector 
Hospitality is a highly service-oriented field that operates on the basis of direct customer contact, teamwork, and physically present personnel. Positions such as front-line workers, chefs, and housekeepers cannot be performed at a distance as effectively as, for instance, in IT. As explained by Baum, Mooney, Robinson, and Solnet (2020), hospitality, immediate action, emotional labor, and customer interaction are vital elements of the industry that cannot be conducted without co-location. The possibility of moving the jobs of managers and administrators to remote settings exists mainly for roles in reservations, marketing, and HR.

The ability of employees of the hospitality industry to perform their tasks at a distance is relatively weak and varies depending on positions. In accordance with Kaushal and Srivastava (2020), while management positions could be easily moved to a remote setting during the COVID-19 pandemic, it was hard for operational staff to do so because of the customer-facing nature of their jobs. Also, as shown by Giousmpasoglou, Marinakou and Zopiatis (2021), hybrid models were possible only for back-office operations, but not for service delivery.

Remote work in hospitality has been associated with both negative and positive effects on employee satisfaction and motivation. Administrative staff experienced better work-life balance and reduced commuting stress, thus increasing their job satisfaction (Kaushal & Srivastava, 2020). Frontline workers, on the other hand, reported lower motivation levels because of decreased social contact, weaker team spirit, and fewer interactions with clients (Baum et al., 2020). As stated by Giousmpasoglou, Marinakou and Zopiatis (2021), hybrid models were unfair and created inequality for frontline staff whose job positions prevented them from working remotely.
2.9 Comparative Analysis: Hospitality versus IT
The IT industry adopted remote working quickly owing to the nature of work in terms of its digital infrastructure and knowledge-based characteristics, while the hospitality industry failed to do so since customer-facing jobs would be hard to perform remotely. As Brynjolfsson et al. (2020) state, IT companies have been able to use cloud services and technology to continue operating during the pandemic period, while hospitality businesses were challenged in making the necessary changes apart from administrative activities.

Employee satisfaction outcomes have been different in the two industries. While IT employees were satisfied with their new conditions owing to autonomy and innovation opportunities, hospitality employees felt less satisfied due to the inability to work in teams and engaging customers (Ugwu, Enwereuzor, and Mazei, 2022). Choudhury, Foroughi, & Larson, 2021 state that IT employees enjoyed better intrinsic motivation owing to autonomous actions and competence improvement (Liu, Xu, and Wang, 2024).

Hospitality employees, however, felt demotivated because of weakened social interactions and recognition opportunities. Ugwu, Enwereuzor and Mazei (2022) state that motivation in the hospitality industry is highly dependent on social relations that have been impaired due to remote work.
[bookmark: _Toc241093134]2.10 Conceptual Framework
The conceptual framework incorporates theoretical background and research findings that provide understanding of how flexibility in remote work affects employee job satisfaction and motivation. Flexibility in remote work is considered an independent variable which impacts the results through the influence of both intrinsic and extrinsic factors. Job satisfaction and motivation are dependent variables that indicate the reaction of employees in terms of psychological processes and behaviour because of flexibility. Moderating variables include the factors that have impact on the dependent variables as well and may vary based on the situation. These are organisational support, communication and industry specific. Using Herzberg’s Two Factor Theory, JD-R Model, Self-Determination Theory, Maslow’s Hierarchy of Needs and Social Exchange Theory in the framework, it should be noted that results depend not only on flexibility but also on interactions of resources, demands and exchange relations.

Independent Variable
Dependent Variables

Job Satisfaction
Employee Motivation.
Remote Work Flexibility 

· hybrid arrangements
· autonomy in scheduling
· location choice



Work–life balance, autonomy, organisational support, communication and feedback, social connection, employee role, work intensity, and technological support
Moderating Variables

[bookmark: _Toc240619451]Figure 5: Conceptual Framework
In this chapter, there has been a critical discussion on the development of remote/hybrid working, job satisfaction, and motivation from the macro-level perspective to the micro-level perspective, focusing on industries. In this context, theories have been applied, such as Herzberg’s Two Factor Theory, Job Demands Resources Theory, Self-Determination Theory, Maslow’s Hierarchy of Needs, and Social Exchange Theory. The chapter has established the impact of remote/hybrid work flexibility on employees' outcomes from a multi-layered perspective, where work-life balance, autonomy, organisational support, communication, and social relationships are the main moderate variables. Through the comparative analysis between IT and hospitality industries, different structures have been observed, which suggest that the issue requires context-specific attention.


[bookmark: _Toc241093135]CHAPTER THREE
[bookmark: _Toc241093136]RESEARCH METHODOLOGY
[bookmark: _Toc241093137]3.1 Introduction
This chapter introduces and explains the research methodology that was used to explore the linkage between the remote work flexibility, job satisfaction and motivation of hybrid and remote workers in the Hospitality and Information Technology (IT) domains in the United Kingdom. Research methodology is significant to any empirical research since it is through it that the aim of research is accomplished, and it also guarantees the reliability, validity and ethical correctness of the findings of the research (Adeoye, 2024). Thus, it is crucial to choose a suitable methodological approach to obtain credible evidence that can solve the research problem.

The chapter starts by re-stating the research aim and objectives, followed by a discussion of the concept of research methodology and introduces the Research Onion framework. It then reviews the theoretical framework of secondary and primary research and then rationalizes methodological decisions based on research philosophy, approach, design, strategy, sampling, data collection and data analysis. Lastly, reliability, validity, ethical issues, and methodological limitations are addressed. Together, these sections illustrate the suitability of the research design for use in the investigation of the relationship between the variables of remote work flexibility, job satisfaction, and motivation, whilst the comparison of the two industries (Hospitality and IT) was enabled.
[bookmark: _Toc241093138]3.2 Research Objectives
The study seeks to:
1. Examine and compare the relationship between remote work flexibility and employee job satisfaction in the Hospitality and IT sectors.
2. Investigate and compare the relationship between remote work flexibility and employee motivation in the Hospitality and IT sectors.
3. Identify the factors associated with remote work flexibility that positively or negatively influence employee job satisfaction and motivation.
4. Evaluate the moderating influence of organisational support, work intensity, employee role, and individual differences on the relationship between remote work flexibility, job satisfaction, and motivation across the Hospitality and IT sectors.
5. Provide recommendations to organisations on how flexible working practices can be improved to enhance employee satisfaction and motivation.
These objectives provide the foundation upon which the methodological decisions presented in this chapter have been developed.
[bookmark: _Toc241093139]3.3 Research Rationale
This study was motivated by the need to fill the gap within the literature on the impact of remote and hybrid work arrangements on employee job satisfaction and motivation in the sectoral level. The benefits of remote work have been extensively researched since the advent of COVID 19, but most of the research combines industry-wide results or centers on a specific sector. As outlined in the literature review, Information Technology (IT) has adopted remote working because of the digital infrastructure and knowledge intensive work undertaken (Mello & Tomei, 2021), while Hospitality continues to be restricted by the need for face-to-face service delivery (Giousmpasoglou et al., 2021). This difference highlights an obvious research gap that requires comparative evidence to explain the interplay between flexibility and the respective contexts in determining satisfaction and motivation. In line with Eurofound (2022), the introduction of hybrid working has been mainstreaming across Europe but is not uniform, with a sector comparison within this dissertation.
Gallup (2025) found that flexible working is a new standard in the workplace and that hybrid work is correlated with improved employee engagement and retention. But Gallup also points to gaps in practice, as some companies aren't making a point of equipping remote employees with opportunities, resulting in a drop in motivation. Regarding the concerns of the hospital staff, the study found that there was some concern over fairness and inclusion (Kaushal & Srivastava, 2020) and autonomy and innovation was reported by IT employees (Choudhury et al., 2021). This study explores both sectors to inform organisational practice in terms of strategies that can lead to maintenance of satisfaction and motivation in different operational contexts.
Theoretically, it is a quantitative survey study with Likert scale analysis. This dual approach is warranted because as well as the quantitative measurement of relationships between constructs (flexibility, satisfaction, motivation) it provides the thematic interpretation of Likert distributions, which provides the context for the data. As is known from Chapter Two, and as noted previously, there are contradictions in the literature, such as autonomy having a positive effect on satisfaction in IT environments, but a negative effect in Hospitality (Ford et al., 2022) which needs to be tested statistically and interpreted through synthesis. The use of validated questionnaires (Minnesota Satisfaction Questionnaire; Weiss et al., 1967 and Work Design Questionnaire; Morgeson & Humphrey, 2006) ensures reliability, while triangulation of statistical and thematic results increases credibility and replicability.
[bookmark: _Toc241093140]3.4 Research design
The research design offers a structural approach to the study as it guides the choices made in the methodology and ensures that these choices are logically linked to the research goals (Gamage, 2025). It is useful to investigate the relationship between remote work flexibility, job satisfaction, and motivation of the two sectors, so a quantitative comparative cross sectional survey design was taken. This design was selected because they allow for numerical data collected to measure relationships between clearly defined constructs and allow for a comparison of the sectors at one instant in time.
Given the research questions aimed at testing previous theories: Herzberg's Two Factor Theory, the Job Demands Resources (JD R) Model and the Self Determination Theory (SDT), the quantitative design was most suitable. The quantitative approaches are especially useful when the research problem is concerned with examining relations between variables and testing theoretical propositions as Creswell (2009) suggests. This is in line with the deductive method applied in this study, which was conducted by testing hypotheses through mathematical tests (correlation and regression) in the form of statistical analysis.
The comparative aspect of the design was crucial and necessary to address the above-mentioned sectoral gap in the literature review. In the IT sector, digital infrastructures often enable IT workers to feel more autonomous and flexible, which can lead to a sense of satisfaction, while in the Hospitality sector, remote working may be constrained.In the IT sector, IT workers often feel more autonomous and flexible thanks to digital infrastructures, which can lead to a sense of satisfaction, while in the Hospitality sector, digital infrastructures may not be as effective in supporting remote working due to structural constraints. The comparative design allowed identification of similarities and differences in the effects of flexibility on satisfaction and motivation in these different contexts. This sectoral lens ensures that results are not too generic but give industry-specific actionable results.
As data was collected at one point in time, a cross sectional time horizon was chosen to be feasible within the study time frame. Longitudinal designs allow for the measurement of changes over time, but this was not feasible with the resources and time available. When the research purpose is comparative, not causal, as Mauer and Venecek (2022) state, cross sectional studies can also be useful in identifying relationships and offer 'snapshots' of organisational phenomena.
The design reflects coherence with the following chapters of analysis. The survey strategy and cross section data collection aids the statistical presentation of results which includes descriptive statistics, Pearson's correlation and regression modelling. Comparative design also supports the thematic analysis, where the levels of the Likert scale were interpreted to identify the themes for each sector, including themes of autonomy, organisational support and communication gaps. The research design has been built from quantitative methodology and comparative depth is added, which is suitable for achieving the study objectives and giving credible and repeatable results.
[bookmark: _Toc241093141]3.5 Research Philosophy
The assumptions for knowledge production and interpretation throughout this study were guided by research philosophy. Choosing the right philosophical position is important since it helps determine the research process, how data is collected and the analysis of the results. For research in business and management, the most prevalent philosophies are positivism, interpretivism and pragmatism, which are based on assumptions about the nature of the phenomena to be studied (Ryan, 2018).
In accordance with the purpose of the study to measure objectively by numerical data, this study was conducted with a positivist philosophy, which was most suitable for the study. In positivism, reality is external and can be observed, measured and explained via empirical evidence (Bryman, 2007). The Two Factor Theory, Job Demands Resources (JD R) Model and Self Determination Theory (SDT) were used as the basis for the development of measurable constructs for the research. Further and more in keeping with the positivist approach, which values the objective, the hypothesis testing and the generalisation (Creswell, 2009), the application of statistical techniques, including descriptive statistics, Pearson's correlation and multiple regression was found in the present study.
Alternative philosophies were considered but rejected. This approach proved unfeasible, as its major premise is based on subjective meaning and the lived experience of the individual, but the study was not designed to discuss individual narratives or lived experiences, rather it was testing a set of theoretical connections based on standardised measures. Interpretivist approaches have value in throwing light on rich qualitative insights but would not have given the statistical evidence needed to compare the Hospitality and IT sectors. Pragmatism, a blend of positivism and interpretivism, was also considered (Ryan, 2018). The aims of the research, however, did not necessitate mixed methods research design, but rather one research design that was unified and quantitative in nature. Pragmatism was therefore rejected as it was not necessary because the deductive testing of the theory could be done within a positivist paradigm.
The correlation and regression analyses were in line with the positivist approach to testing hypotheses and measuring objectively. While providing some context for the Likert scale distributions, the thematic interpretation was still based on numerical data and could be interpreted as being positivist. This philosophical decision added to the credibility of the study and made it more replicable, so that it can be implemented in decision making in the organisation on a sound and evidence-based basis (Creswell, 2009).
The positivist approach was used to give a solid basis for exploring sectoral variations in flexible outcomes. It ensured that the choice of methods was logically linked to the research questions, it was deductive and it resulted in valid, findings that were relevant to practice as well as to academia.
[bookmark: _Toc241093142]3.6 Data Collection
The primary data for this study were gathered using a structured online questionnaire that sought to obtain the employee's thoughts on flex of remote working, job satisfaction and motivation. The use of the online questionnaires was chosen because they were time efficient, as they would be able to be sent to geographically dispersed participants, including hybrid and remote workers, which would otherwise not have been possible with face-to-face surveys, and would also lessen the administrative burden compared to in-person surveys (Bryman, 2007). Only closed-ended questions with a five-point Likert scale of Strongly Disagree to Strongly Agree were used on the survey instrument. Attitude and perception are commonly measured using Likert scales which are easy to answer for the respondents and are ideal for statistical analysis (McLeod, 2023).
Questionnaire was developed in accordance with three phases to guarantee its validity and reliability. First, the items were created according to the previously mentioned theory, Herzberg's Two Factor Theory, the Job Demands Resources (JD R) Model, and the Self Determination Theory. This placed constructs like autonomy, organisational support, and work–life balance within the well-founded scholarship. Academic supervisor reviewed the draft instrument to make it clearer, more relevant and to ensure it was aligned with the research goals. A pilot study was carried out with 12 participants from the Hospitality and IT fields. The pilot conducted a test of clarity of language, internal consistency of scales, and the ease of use of the paper-based questionnaire. Some minor changes in wording and sequence were made based on feedback received from the pilot and this enhanced the face and content validity. 
Validated scales were incorporated to further strengthen construct validity. Minnesota Satisfaction Questionnaire (Hancer & George, 2003) was adapted for items measuring job satisfaction and Work Design Questionnaire (Morgeson & Humphrey, 2006) was adapted for items measuring work design and autonomy. The alignment with the established instruments, provided comparability with previous studies and increased the credibility of the results.
The questionnaire consisted of five parts:
· Flexibility in work arrangements (autonomy in time and place).
· Job satisfaction (contentment with role, rewards, and environment).
· Motivation (intrinsic and extrinsic motivators).
· Moderating factors (work–life balance, communication, organisational support).
· Sector and role, age, gender and tenure.
The data collection was carried out for four weeks, distributed via LinkedIn, professional networks and organisational contacts, collected using Google Forms. A participant information sheet describing the purpose of the study, the protection of participants' confidentiality, and its voluntary nature was distributed to participants. Participation was done with informed consent electronically. The responses were automatically recorded and analysed in excel. The selection of Excel was made because it is a well-known and powerful application that can be used for descriptive statistics, correlation, regression, and reliability testing (Verma, 2019).
The questionnaire was structured, psychometrically sound, pretested, and administered online to a wide variety of participants, allowing for rigorous, replicable data collection. This methodological decision was directly related to the statistical and thematic analyses developed, which helped to maintain coherence between data collection and the findings.
[bookmark: _Toc241093143]3.7 Population and Sample
The target population of the current research included hybrid and remote workers employed in the Hospitality and IT industries in the UK. The criteria for participation involved being older than 18 years old and having worked in the company at least for six months in order to get familiar with the flexible work arrangements.
Convenience sampling, coupled with snowball sampling techniques, was used. It helped to have access to the potential respondents through professional connections, social network (LinkedIn), and companies' representatives and allowed existing participants to suggest other workers from the company to participate in the survey. Though the use of convenience sampling is usually criticized due to the possible bias, in this case it was justified because of the difficulty of reaching scattered hybrid and remote workers. Kubiciel-Lodzińska (2021) state that convenience and snowball approaches are appropriate when the research is exploratory and comparative in nature, provided the drawbacks are recognized.
In total, the sample size reached 203 people and was balanced regarding the two industries. This number was enough to perform correlation and regression analysis. Age, gender, and position diversity contributed to external validity.
[bookmark: _Toc241093144]3.8 Data Analysis
Data generated from the online survey was analyzed using Microsoft Excel as the main software, along with R. R is an open-source statistical programming language and software environment widely used for advanced data analysis, reliability testing, and statistical modelling. Excel was selected for analysis due to its accessibility, transparency and appropriateness for descriptive and inferential analysis in management studies (Verma, 2019). Using Excel, it was possible to calculate descriptive statistics such as mean, standard deviation and frequency distribution which described characteristics of participants and their responses. Pivot Tables and charts were used for visualization of sector differences and maintained clarity and coherence in the results presentation in Chapter Four.
Inferential analysis was applied for examining relationships between flexibility of remote work, job satisfaction and motivation. Correlation analysis was applied in Excel by utilizing Data Analysis ToolPak which made it possible to establish linear relationships between different variables. Regression analysis was also conducted in order to examine the influence of flexibility, autonomy, communication, and organizational support on satisfaction and motivation. Results of regression analysis were presented in table form, complying with positivist requirements of objectivity and reproducibility.
To ensure robustness of regression analysis results and reliability testing of scales, R was used. Calculation of Cronbach's alpha was conducted in order to determine internal consistency of the scales, with values above 0.70 considered acceptable (Selim, 2016). In addition, comparative analysis was conducted in R in order to identify significant differences between Hospitality and IT sectors.
By applying transparency of Excel together with advanced functionalities of R, this study ensured rigour and replicability of data analysis. This decision directly aligned with deductive approach methodology.
[bookmark: _Toc241093145]3.9 Reliability and Viability
For the reliability and validity purposes were crucial for the credibility of this study. Cronbach's alpha was used as a widely accepted measure of internal consistency to test reliability. If the values are greater than 0.70, it is considered acceptable (Selim, 2016), and the scales used in this study passed, which means that the items within each construct (flexibility, satisfaction, motivation) were sufficiently correlated. The pilot study also added to the reliability by identifying ambiguous items as well as clarifying the items for both Hospitality and IT participants.
Several aspects of validity were considered. Content validity has been demonstrated by items from the questionnaire being correlated with well-established theories such as Herzberg's Two Factor Theory (1966), JD R Model (DeCiccio and Taylor, 1970) and Self Determination Theory (Ryan and Deci, 2000), and by using items adapted from other validated questionnaires like the Minnesota Satisfaction Questionnaire (MSQ) (Hancer and George, 2003) and the Work Design Questionnaire (WDQ) (Morgeson and Humphrey, 2006). Construct validity was explored by factor analysis in R and items combined into groups as predicted. To increase external validity, participants were drawn from two different sectors, thus contributing to a more generalisable sample across industry sectors.
Self-report bias and social desirability were minimised by assuring anonymity and using the neutral wording of the questions and distributing the survey electronically. Such measures helped to ensure that responses were honest.
[bookmark: _Toc241093146]3.10 Limitations
Few limitations existed in terms of the methodological approach of the current research. Convenience and snowball sampling used in the research increased the possibility of bias since people were chosen because of availability instead of randomization. Cross-sectional nature of the study did not allow to infer anything about the cause-and-effect relations and changes through time since the research was conducted only once, and no dynamics was observed. Self-report questionnaires used in the research could be associated with the issue of social desirability bias.
[bookmark: _Toc241093147]3.11 Research Ethics
This study was conducted on the basis of ethical integrity. Approval was given via the University of Wales Trinity Saint David (UWTSD) postgraduate ethics application process and a PG2 ethics form was completed before data collection. This guaranteed adherence to institutional standards, and to the principles of responsible research.
An information sheet was given to participants that explained the study, its voluntary nature, and assurances of confidentiality. Prior to respondents viewing the questionnaire, they were provided with informed consent electronically. Data was gathered anonymously (no identifying details collected) and securely (with password protected access).
The study also adhered to the UK General Data Protection Regulation (GDPR), which guarantees that personal data are handled legally, transparently, and only for academic research. Data were only saved as long as needed for the completion of the dissertation and then destroyed.
The risks of potential ethical issues, including coercion or unequal treatment, were reduced by the use of internet-based methods of distribution that allowed people to respond at their own time and in private. Neutral language was used to prevent leading questions and participants were informed they could withdraw from the study at any time with no repercussions.
The study was conducted in line with GDPR requirements and adopted the ethical guidelines and standards set by the University of Wales, School of Design (UWTSD) and the social research principles laid out by Bryman (2007) to ensure that the data gathered and analysed is done responsibly, thus protecting the rights of the participants and maintaining academic integrity.


[bookmark: _Toc241093148]CHAPTER FOUR
[bookmark: _Toc241093149]DATA ANALYSIS/ FINDINGS AND DISCUSSION
[bookmark: _Toc241093150]4.1 Introduction
The aim of this study is to investigate how remote work flexibility influences employee satisfaction and motivation across the Hospitality and IT sectors in the United Kingdom. The objectives are to examine the relationship between flexibility and job satisfaction, to explore its impact on motivation, to identify the aspects of flexibility that most strongly influence these outcomes, to evaluate moderating factors, and to provide specific recommendations for organisations.
All data analysis in this chapter was conducted using Excel, in line with the methodology outlined in Chapter Three and the requirements of the UWTSD dissertation handbook. The results are presented systematically: beginning with the demographic profile of respondents, followed by reliability testing of the measurement scales, descriptive statistics of the key variables, correlation analysis, multiple regression analysis, sector comparisons, and finally a summary of findings that sets the stage for Chapter Five.
[bookmark: _Toc241093151]4.2 Descriptive Analysis
[bookmark: _Toc241093152]4.2.1 Demographic Profile of Respondents
The demographic profile offers crucial insights needed to comprehend the results generated from this study because the quantitative and thematic analyses are analyzed with respect to the sample demographics. The survey produced an almost even distribution of participants between the two targeted sectors, with 46.8% employed in Hospitality and 53.2% employed in Information Technology. This even distribution among the two sectors was the primary objective of the sampling technique described in Chapter Three. The higher number of participants in the IT sector can be explained by their advanced adoption of flexible working arrangements (Eurofound, 2022).











[bookmark: _Toc240619452]Figure 6: Hospitality vs. IT
The work arrangement findings indicate that 58% of the sample was engaged in hybrid work, while 42% of them were entirely remote. It is evident from the above that the hybrid model of work is gaining popularity due to its flexible nature. Research shows that the hybrid approach is becoming more popular among employers, as they find ways to combine efficiency with employee wellbeing (Choudhury et al., 2020). The reason why there is a relatively high percentage of hybrid workers in Hospitality is because of the nature of the industry, where some tasks necessitate being physically present, while IT is naturally remote-friendly.








[bookmark: _Toc240619453]Figure 7: Work Arrangement (Hybrid vs Remote)
In terms of age, most of the respondents belong to the age groups of 18-29 years (38.5%) and 30-39 years (33.1%), with their combined proportion being above 70% of the total respondents. The above observation reflects the literature on the topic stating that younger generations adapt better to digital tools and remote working environment (ILO, 2021). At the same time, the low percentage of people from the older generations (40-49 years: 19.5%; 50-59 years: 7.1%; 60-69 years: 1.8%) indicates generation differences in remote working practices adoption (Eurofound, 2022).








[bookmark: _Toc240619454]Figure 8: Age Distribution
The distribution of gender was relatively balanced with females making up 54.9% of respondents and males forming 45.0%. This marginal dominance of the female gender is significant since Hospitality is known to hire more females than IT does (ONS, 2021). This helps ensure generalizability of results obtained from the study and facilitates research into whether gender influences this relationship.





[bookmark: _Toc240619455]Figure 9: Gender Distribution
Educational attainment shows that 45% have attained a Bachelor’s degree, 31.6% have attained a Diploma, 18.1% a Master’s degree, 3.5% high school level and 1.8% a Doctorate degree. The high number of Bachelor’s degree holders can be attributed to the entrance requirements in both fields since a university degree may be adequate for professionals in these industries. The high number of Diploma holders conforms to the vocational entry route into the hospitality sector while Master’s and Doctorate degree holders conform to the technical needs of IT (OECD, 2020).












[bookmark: _Toc240619456]Figure 10: Education Level
The findings from organisation size suggest that 51% of the respondents were in medium-sized companies (50-249 employees), 37% in small companies (less than 50 employees), and 12% in large companies (more than 250 employees). The proportion of these company sizes suggests the relevance of medium sized companies within the two sectors, which play a crucial role in innovation and employment. The presence of smaller companies suggests issues related to their flexibility, where less availability of resources can make remote working difficult for them (Eurofound, 2022).







[bookmark: _Toc240619457]Figure 11: Organisation Size
[bookmark: _Toc241093153]4.2.2 Reliability Analysis
Reliability testing was conducted to assess the internal consistency of the scales used in this study, with Cronbach’s Alpha calculated manually in Excel for each construct. As outlined in Chapter Three, the Remote Work Flexibility, Job Satisfaction, and Employee Motivation scales were developed from the survey instrument. Each construct was measured using multiple Likert‑scale items described earlier. In this chapter, reliability testing confirmed the internal consistency of these scales, with Cronbach’s Alpha values reported below. Alpha (α) is a widely used measure of scale reliability that is accepted to be above 0.70; however, exploratory research may accept values above 0.60 (Nunnally & Bernstein, 1994; Tavakol & Dennick, 2011). 
The four items of the Remote Work Flexibility scale had an α of 0.612, which is acceptable for exploratory studies. While the scales demonstrated acceptable reliability for exploratory research, the relatively low consistency of the Job Satisfaction scale (α = 0.575) suggests that the construct could benefit from further development. This result suggests that items may not cover construct completely or that there are more items to enhance internal consistency. The α value for the Employee Motivation scale was 0.627 with three items, considered acceptable but not ideal. This indicates that the quality of the items is consistent, but the construct could be developed further.

However, the overall questionnaire (all 10 items) had an α of 0.776, indicating good reliability. This shows that the total score for the survey instrument is coherent regarding the relationship of remote work flexibility, job satisfaction and job motivation. The results are consistent with the results of previous organizational research in which multi-item likert scales tend to be more reliable when constructs are combined (Gliem & Gliem, 2003).
The survey instrument has good internal consistency, though there were some scales that were less reliable. This helps the present study be used for further descriptive and inferential analysis although it is important to note that the reliability of the Job Satisfaction scale was relatively low and this should be taken into consideration as a limitation of the present study and should be rectified in further studies.
[bookmark: _Toc241093154]4.2.3 Descriptive Statistics of Key Variables
The descriptive statistics have been computed to offer an understanding of the central tendency and the variation of flexibility of remote working, job satisfaction, and employee motivation. It is extremely important to understand these statistics because it will allow us to correctly interpret the results of the correlation and regression analysis that will follow.
[bookmark: _Toc240619570]Table 1: Descriptive Statistics
	Construct
	Overall Mean
	Overall SD
	Hospitality Mean
	Hospitality SD
	IT Mean
	IT SD

	Remote Work Flexibility
	4
	0.66
	4
	0.67
	4
	0.66

	Job Satisfaction
	4
	0.67
	4
	0.67
	4
	0.67

	Employee Motivation
	4
	0.76
	4
	0.76
	4
	0.75



The Remote Work Flexibility Scale yielded an average of 4.00 (SD = 0.66), with both Hospitality and IT workers having the same average. This shows a consensus among the surveyed that they have sufficient flexibility in their organizations. The low value of the SD points out to less variation in the perception of employees regarding flexibility, and hence there seems to be common experiences of flexibility in all fields. This research finding is similar to the finding by Eurofound (2022) in its research that states hybrid and remote working arrangements have been more standardized across industries.
Flexible work has always been seen as one of the key factors that influence worker satisfaction and retention. In the Buffer’s State of Remote Work 2025 survey, 72% of workers cited schedule flexibility as the number one advantage they had in their remote jobs over salary and career development. Additionally, Gallup (2025) has shown that workers who operate on hybrid schedules are happier than those working full time in offices.
The Job Satisfaction scale provided an average score of 4.00 (SD = 0.67) once more, which was identical across Hospitality and IT. It implies a generally positive assessment of the nature of employees' work experience. Such uniformity in the scores can be explained by organisational factors, for instance, the use of technology and HR strategies that neutralise sectoral differences. One can refer to the two-factor theory suggested by Herzberg (1968): the satisfaction from work experience is driven by motivators (autonomy, recognition) and hygiene factors (pay, working conditions).
Empirical evidence supports the conclusion. Thus, Wang et al. (2021) state that a well-structured remote work environment contributes to increased satisfaction. Similarly, Springer (2022) stresses that telework helps satisfy employees only in case they feel the sense of purpose and trust the organisation. These results are consistent with the findings of the current study, proving that the level of satisfaction does not depend on a specific sector.
Motivation showed the mean of 4.00 (SD = 0.76). As in other constructs, this mean remained the same in Hospitality and IT. However, higher SD compared to flexibility and satisfaction indicates some differences in responses. It may be caused by individual characteristics of work preferences, management support, and career objectives. In accordance with the job demands-resources model (Bakker & Demerouti, 2007), motivation is contingent on the balance of demands and available resources, which includes autonomy, feedback, and digital tools. Those employees who have enough resources show increased motivation; however, those who face the lack of support in high demanding environment reveal the opposite tendency.
The high uniformity in the means of motivation across Hospitality and IT is contrary to earlier works of the era that identified much wider gaps in the telework application (Eurofound, 2022). However, by 2025-2026, such practices became more mature and narrowed differences between digital and service industries. The high consistency in the scores for the constructs of flexibility (4.00), satisfaction (4.00) and motivation (4.00) across both sectors implies agreement of the respondents with positive statements about their experiences. These findings support the Self Determination Theory by Deci and Ryan (2000): autonomy, competence and relatedness are universal motivation and satisfaction drivers.
[bookmark: _Toc241093155]4.3 Critical Analysis & Synthesis
[bookmark: _Toc241093156]4.3.1 Correlation and Regression Analysis
Correlation and regression tests were carried out to find out the relationship among remote working flexibility, job satisfaction, and motivation of employees as well as the predictability of constructs like autonomy, work-life balance, communication, and organisational support. The inferential tests are not only more powerful than descriptive statistics but also go further to establish statistical association and significance of predictors.
4.3.1.1 Correlation Analysis
The correlation coefficients by Pearson identified a moderate positive relationship between flexibility on the one hand and satisfaction and motivation on the other hand. Specifically, flexibility had a positive correlation with satisfaction (r = 0.41), and with motivation (r = 0.50). This means that as the perception of flexibility increases among the employees, they are likely to have a higher level of satisfaction and motivation in their job.
This conclusion corresponds to the existing literature which stresses the importance of flexibility in ensuring the wellbeing of employees. Wang et al. (2021) found that flexible work design leads to a significant improvement in the satisfaction of employees because it creates the feeling of autonomy among the employees and decreases stress levels. Moreover, Deci and Ryan (2000) developed the theory called Self Determination Theory in which the concept of autonomy is considered to be one of the psychological needs of a person which increase intrinsic motivation.
4.3.1.2 Regression Analysis 
Job Satisfaction
Regression analysis was performed with satisfaction being the dependent variable, and autonomy, work life balance, communication, and support being the predictors. The analysis accounted for 19.8% of the variance in satisfaction (R² = 0.198, Adjusted R² = 0.178), with the overall regression model being statistically significant (F = 9.822, p < 0.001).
The regression analysis found out that autonomy (β = 0.188, p = 0.002) and work life balance (β = 0.161, p = 0.003) were statistically significant predictors of satisfaction. However, communication (β = 0.036, p = 0.522) and support (β = 0.062, p = 0.260) did not prove statistically significant. The regression equation is:
Satisfaction Avg=2.125+0.188(Autonomy)+ 0.161(Work life balance) +0.036(Communication)+0.062(Support)
The results suggest that satisfaction is mainly influenced by autonomy and work life balance, just like the two-factor theory of Herzberg (1968), in which autonomy and recognition have been found to be motivators that increase satisfaction.
[bookmark: _Toc240619571]Table 2: Table 4.2: Regression Coefficients Predicting Job Satisfaction
	Predictor
	β
	p-value
	Significance

	Autonomy
	0.188
	0.002
	✔ Significant

	Work-life balance
	0.161
	0.003
	✔ Significant

	Communication
	0.036
	0.522
	✘ Not significant

	Support
	0.062
	0.26
	✘ Not significant



Motivation
Regression analysis with motivation as the dependent variable accounted for 28.2% of the variance (R² = 0.282, Adjusted R² = 0.263) with the overall regression model being statistically significant (F = 15.576, p < 0.001).
The regression analysis results showed that autonomy (β = 0.165, p = 0.007), work life balance (β = 0.132, p = 0.020), and support (β = 0.217, p < 0.001) were statistically significant predictors of motivation whereas communication (β = 0.090, p = 0.131) was not. The regression model is MotivationAvg=1.518 +0.165(Autonomy) + 0.132(Work life balance) + 0.090(Communication) + 0.217(Support).
It is clear from the above results that the motivational construct is impacted by a wider range of predictors compared to the construct of satisfaction. Organisational support (β = 0.217) stood out as the strongest predictor indicating the role of resources in maintaining motivation. This finding supports the prediction of the JD-R model (Bakker & Demerouti, 2007) in which resources like support buffer the demands and increase motivation. It also supports the predictions of Self‑Determination Theory that autonomy and work life balance are important elements for intrinsic motivation. 









[bookmark: _Toc240619458]Figure 12: Regression Coefficients for Satisfaction and Motivation
[bookmark: _Toc241093157]4.3.2 Theoretical Alignment
Both the correlation and regression results conform to motivation and satisfaction theories. According to the two factor theory of Herzberg, there are motivators which include factors like autonomy and recognition; and hygiene factors such as communication and support. Autonomy and work life balance were found to predict satisfaction, while communication and support did not, hence supporting the theory by Herzberg.

Additionally, the JD R model explains the results in particular with regard to motivation. It was found that support significantly predicts motivation; hence, resources are necessary for sustaining motivation in organisations. This is in line with the arguments of Bakker and Demerouti (2007), according to whom resources do not only protect employees from demands, but also motivate them.
According to Self‑Determination Theory, the basic psychological needs are autonomy, competence and relatedness. Since autonomy significantly predicted satisfaction and motivation in this study, it is clear that it is one of the important needs. Work life balance in turn can be regarded as an element which promotes relatedness and competence, whereas support can be seen as organisational effort to satisfy the above needs.
It has been revealed that flexibility is positively and moderately correlated with satisfaction and motivation. Also, autonomy, work life balance and support are found to be significant predictors of satisfaction and motivation respectively. This means that policies aimed at fostering employees’ autonomy and their work life balance would enhance satisfaction; and the organisational efforts to develop support structures will promote motivation.
The above conclusions are relevant both for Hospitality sector and IT sector. In Hospitality, since flexibility is limited by the nature of operations, satisfaction can be enhanced by increasing autonomy and work life balance through scheduling and empowerment initiatives. In IT, since the level of flexibility is already high, organisational support will help sustain motivation.







[bookmark: _Toc240619459]Figure 13: Hospitality vs. IT
[bookmark: _Toc241093158]4.3.3 Thematic Analysis
Qualitative data was also examined using thematic analysis to support the results obtained from the quantitative measures. This section outlines the themes discovered during the study, showing how remote and hybrid work is experienced by employees. Some excerpts are used as an illustration of each theme, providing analysis in relation to existing theories and literature.
4.3.3.1 Theme 1: Flexibility
Autonomy as Empowerment
Autonomy was found as one of the main sub themes of the flexibility construct, earning high rankings. Most participants chose the answers 4 (agree) or 5 (strongly agree). The average score for all autonomy items was 4.0, with low variance, indicating that there was consensus on the importance of autonomy among remote and hybrid employees. According to the regression analysis, autonomy was statistically significant predictor of both satisfaction (β = 0.188, p < 0.05) and motivation (β = 0.165, p < 0.05).

The findings are consistent with Self Determination Theory (Deci & Ryan, 2000) as autonomy is identified as a basic psychological need in the framework. Moreover, autonomy belongs to the category of motivators according to the two-factor theory of Herzberg (1968) and increases the level of job satisfaction. The research (Wang et al., 2021) also underlines that autonomy leads to engagement and reduction of the turnover intention. In Hospitality and IT industries, autonomy is regarded as empowerment.
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[bookmark: _Toc240619460]Figure 14: Autonomy ratings Across Hospitality vs IT
Digital Fatigue in IT
Despite high values of motivation attributed by IT employees to the variables flexibility and autonomy, the variation in motivation scores (SD ≈ 0.75) shows that not all respondents perceived motivation equally. Such variation is indicative of difficulties faced by the employees, one of which is digital fatigue. Digital fatigue occurs due to high expectations placed upon the employees concerning their engagement in virtual meetings, continuous notifications, and extensive screen time. Although flexibility makes it possible for IT employees to work from home, digital communication might negate its positive aspects.

The regression results corroborate such an analysis: although autonomy and support were predictors of motivation, communication was not significant (β = 0.090, p = 0.131).
Thus, it might be concluded that an overload with communication demotivates people instead of motivating them. According to Eurofound (2022), digital overload is an issue that arises in remote work because of constant virtual meetings resulting in fatigue and disengagement of the employees. The explanation of this phenomenon within the JD R model is that when demands (such as digital communication) exceed resources (autonomy and support, for example), there is a reduction in motivation. The same problem is discussed in the literature on remote work (Wang et al., 2021), where it is stated that improper digital communication negatively affects wellbeing of the employees.
4.3.3.2: Theme 2: Satisfaction
Work‑Life Balance as Well‑Being
Work life balance was ranked highly (M ≈ 4.0, SD ≈ 0.67). This reveals the fact that workers within the two organizations are concerned with the ability to balance between work and personal lives. The regression test confirmed that work life balance was a significant predictor of satisfaction (β = 0.161, p < 0.05) and motivation (β = 0.132, p < 0.05).
According to the Job Demands Resource Model (JDR model), Bakker & Demerouti, 2007), whenever demands are matched with resources like flexible schedules, an individual experiences less stress and motivation. This can also be explained from Eurofound (2022)'s point of view that hybrid working allows well-being since commuting stress is minimized and more family time is created.
The levels of satisfaction were relatively high within both organizations. In the hospitality industry, it stood at 76.2% compared to 73.8% within the IT sector. The marginal superiority reveals the fact that individuals within the hospitality industry benefit more from the ability to balance work and personal lives. Flexible scheduling, among other sector-specific activities, contributes to the well-being of individuals, as evidenced by higher satisfaction.
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[bookmark: _Toc240619461]Figure 15: Average Satisfaction Across Sectors
Communication Gaps in Hospitality
Communication-related questions were more inconsistently answered, resulting in lower average ratings closer to 3, accompanied by high variance in contrast to autonomy and work-life balance. It means that the communication is assessed less effectively, in Hospitality, due to shift work and necessity to communicate face-to-face. Communication could not be a significant predictor for satisfaction (β = 0.036, p = 0.522) or motivation (β = 0.090, p = 0.131) according to regression analysis results. According to Herzberg theory, communication is a hygiene factor. Lack of effective communication can lead to dissatisfaction, although effective communication itself does not mean satisfaction. Springer (2022) identified the same problem in communication gaps in hybrid teams within service industry companies.
The bar chart depicts the positive assessment of communication in both sectors, with peak frequencies on rating 4. IT sector representatives reported slightly higher perceptions, since there were higher frequency values on rating 4 and 5 than those in Hospitality. Within this study sample, participants from the IT sector reported higher communication effectiveness scores than participants from the Hospitality sector. These findings suggest that communication may be perceived as more effective among the IT respondents surveyed; however, the results should not be generalised to the wider IT and Hospitality industries.
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[bookmark: _Toc240619462]Figure 16: Communication Effectiveness Across Sectors
4.3.3.3: Theme 3: Motivation
Organisational Support as Motivation
Support items scored high marks (mean = 4.0), especially among IT respondents. It means that the employees perceived that their organizations provided enough support in remote and hybrid working environments. Regression analysis also proved that support was the best predictor of motivation (β = 0.217, p < 0.001). However, it was not significant for satisfaction. The difference is important because support does not improve employees' satisfaction; rather, it helps to preserve their motivation. When workers receive appropriate managerial support, resources and regular check-ins, they stay motivated. The high ratings in IT industry demonstrate that in this field, there is more developed infrastructure related to support, like IT helpdesks, virtual collaboration and management.

This result fits well with the theory of Job Demands Resources (JD R) (Bakker & Demerouti, 2007), which claims that resources help to deal with job demands and preserve employees' motivation. In this case, organizational support is an instrument that helps the employees to overcome job demands including workload, digital exhaustion or isolation. Similarly, Public Organization Review (2023) stated that in remote working conditions, organizational support is one of the main determinants of motivation. People who felt that they are supported reported higher engagement levels and lower burnout. Supporting items not being significant for satisfaction corresponds to Herzberg's two factor theory (1968).
Equity and Inclusion
The ratings for questions related to equity and inclusion were slightly lower and close to 3.5 with more variability. This implies that some people see inequality issues regarding remote work, especially issues of visibility and career development. The inequity issue is the problem that is related to the perception that remote workers face a disadvantage relative to those who come physically to the workplace. They might worry about lack of visibility and getting promotions, recognition, or connections.
In Hospitality, equity concerns arise because frontline staff cannot access remote work opportunities, creating disparities with administrative staff. Literature highlights that transparent promotion criteria and equitable access to training are essential to prevent frontline workers from being disadvantaged (Baum et al., 2020). In IT, equity concerns manifest differently: remote employees may face reduced visibility compared to office‑based colleagues, which can affect promotion opportunities. Studies suggest that inclusive communication practices and deliberate managerial support programmes are necessary to mitigate these inequities (Kniffin et al., 2021; OECD, 2025).
[bookmark: _Toc241093159]4.4 Summary of Findings and Discussion
From the analysis of both descriptive and inferential statistics, there is a consistent trend in which employees have been found to have positive perceptions in constructs of flexibility, satisfaction, and motivation. From descriptive statistics, high averages (≈4.0) have been recorded across the board with low variability, thus showing consensus among respondents. From correlation analysis, it is evident that flexibility had moderate positive correlation with satisfaction (r = 0.41) and motivation (r = 0.50), implying that flexible work arrangement is highly correlated with positive outcomes among employees. Further regression models proved that autonomy and work-life balance have predicted satisfaction whereas autonomy, work-life balance and organizational support are critical drivers of motivation. It can be concluded from the findings that autonomy and work-life balance are critical determinants of satisfaction, whereas organizational support is important for motivation.
Theme analysis has provided more qualitative insight to these quantitative findings, whereby the recurring themes from Likert responses show consistency in the findings. Autonomy has been shown to be a form of empowerment since the responses in this case have been very high implying that this is a strong motivator. Work-life balance has been seen to correlate significantly with well-being, thus being a predictor in both regression models. On the other hand, organizational support has been the strongest driver of motivation, especially in IT, as stipulated in JD R model where resources determine motivation. Communication on the other hand, has gotten more neutral responses, especially in Hospitality due to the fact that it is difficult to coordinate operations. Issues of digital fatigue and equity have further emerged as themes, showing that although flexibility and autonomy are motivators, digital pressure and equity issues exist.

[bookmark: _Toc241093160]CHAPTER FIVE
[bookmark: _Toc241093161]RECOMMENDATIONS AND CONCLUSIONS
[bookmark: _Toc241093162]5.1 Conclusions
This research was designed to explore how the flexibility of remote work affects the satisfaction and motivation of employees within Hospitality and IT sectors. Its aim was to assess the influence of sectoral differences to generate evidence-based recommendations to help organizations improve their wellbeing and performance. Research objectives included the examination of the relationship between flexibility and satisfaction, the exploration of links to motivation, identification of important aspects like autonomy and work-life balance, assessment of moderating factors, and generation of recommendations. As shown below, the results achieved in Chapter Four helped to accomplish all these tasks.
The first research objective required the investigation of and comparison of the relationship between remote work flexibility and job satisfaction. The results of correlation analysis demonstrated a moderate positive correlation (r = 0.41). This shows that flexibility was indeed positively related to higher levels of satisfaction. In addition, the regression analysis showed that autonomy (β = 0.188, p < 0.05) and work-life balance (β = 0.161, p < 0.05) significantly predicted job satisfaction but communication and organizational support were insignificant. This means that job satisfaction can be seen as intrinsic motivation, and this finding is consistent with the two-factor theory of Herzberg that distinguishes motivators from hygiene factors (Wang et al., 2021).
The second research objective concerned the relationship between remote work flexibility and motivation. Correlation analysis proved that this relationship was even stronger (r = 0.50) and this means that flexibility affects motivational aspects more directly than satisfaction. Regression analysis showed that autonomy (β = 0.165, p < 0.05), work-life balance (β = 0.132, p < 0.05), and organizational support (β = 0.217, p < 0.001) significantly predicted motivation. However, unlike job satisfaction, motivation was affected by multiple aspects including organizational support, which shows the significance of this factor. It can be explained by the JDR theory, which emphasizes the importance of resources for motivation (Bakker & Demerouti, 2007).
The third research objective was about identification of aspects of remote work flexibility affecting satisfaction and motivation. Thematic analysis corroborated the results obtained through quantitative analysis. Autonomy was found to be the aspect that empowered employees in both sectors, and work-life balance was the key determinant of wellbeing. On the other hand, organizational support and motivation were highly correlated while communication was seen as less effective, especially in the case of the Hospitality sector. Shift work and the necessity to be physically present limited communication in this sector (Springer, 2022).
Objective four sought to evaluate moderating variables affecting flexibility, satisfaction and motivation relationship. Findings of demographic variables indicated that employees who were younger (18 – 39 years old) were more flexible in remote work as per ILO (2021) findings on generational differences. Firm size was also found to moderate as larger firms gave adequate structure to their operations compared to small firms which lacked adequate resources to do so (Eurofound, 2022). There was an equal gender distribution, hence making it possible to examine the issue of equity in this case. Moderating variables identified included the existence of perception of inequity in Hospitality as employees did not have an opportunity to work remotely whereas IT employees had problems with digital fatigue (Thematic Evidence, n.d.).
Comparison of sectors has been used to further clarify the relationship. Employees in IT were more satisfied and motivated since there were digital infrastructure support, flexibility, innovations and organizational support (George et al., 2025). Employees in hospitality sector encountered several constraints due to customer interaction, hence, satisfaction in this sector was affected by lack of proper communication and motivation was affected by inequalities between remote workers and onsite workers (Giousmpasoglou et al., 2021). Therefore, the findings are consistent with literature that indicates that IT is better suited to remote work due to structural reasons while Hospitality has inherent barriers.
Clarifications have also been made about contradictory evidence in literature. Previous studies showed contradictory findings where some focused on how autonomy and flexibility enhanced satisfaction (George et al., 2025) and other studies indicated that remote work affected group cohesion and reduced motivation (Ford et al., 2022). This study shows that autonomy and balance predicted employee satisfaction consistently whereas communication and support played less important roles. Also, previous research pointed to low levels of motivation among Hospitality employees (Snowden, 2023), but this study proves that even in Hospitality sector support and balance can enhance motivation. Such clarifications enhance theoretical framework by taking into account sectoral issues (Van den Broeck et al., 2021).
Contributions to new knowledge lie in sector specific approach towards analysis of the relationship between flexibility, satisfaction and motivation. The study shows that while flexibility is generally positive for employees in any industry, different sectors have different mechanisms of influencing these variables. For example, autonomy and support are the major motivators in IT whereas balance and inequity are key in Hospitality sector. Thus, Herzberg's theory has been extended by proving that motivators and hygiene variables are different depending on sectors, JDR model has been proven since resources motivate employees and Self Determination Theory has been proven as autonomy is a universal need (Deci & Ryan, 2000).
The findings further suggest that both sectors may benefit from adopting effective practices from one another. Hospitality organisations may learn from the structured digital communication systems and support mechanisms commonly utilised in IT environments, while IT organisations may benefit from the stronger interpersonal engagement and employee connectedness often associated with hospitality workplaces. Although the sectors operate within different organisational contexts, opportunities exist for mutual learning and the adoption of best practices to enhance employee satisfaction and motivation.

[bookmark: _Toc241093163]5.2 Recommendations
Findings from the present research provide an unambiguous strategy for organizations wishing to improve the satisfaction and motivation levels of their workforce by promoting flexible work. While flexibility results in positive effects on the whole, it depends on various sectoral characteristics, which is why different recommendations are provided below. They will take into consideration both empirical evidence and existing theoretical approaches.
[bookmark: _Toc241093164]5.2.1: Recommendations for the Hospitality Sector
There are some structural limitations in the form of client-facing positions, but it is possible to deal with inequities through management practices. Autonomy through flexible scheduling and empowerment should be promoted, as regression analysis shows that it is one of the predictors of job satisfaction (β = 0.188, p < 0.05) in accordance with Herzberg's motivator factors (Herzberg, 1968). Frontline employees should have more opportunity to decide on the shift pattern to increase their perception of control and well-being (Wang et al., 2021). This idea is supported by Kaushal and Srivastava (2020), who argue that flexible scheduling positively affects the satisfaction of hospitality workers.
The lack of communication should be considered as an issue. According to thematic analysis, communication is not a significant predictor of satisfaction or motivation, especially in the Hospitality sector due to coordination issues. The same observation is made by Springer (2022), who argues that poor communication leads to disengagement in hybrid teams. The problem can be solved through providing structured communication tools, feedback processes, and scheduling. Considering communication as a hygiene factor (Allen, Golden & Shockley, 2015) will allow reducing the risk of dissatisfaction even if it does not promote satisfaction.

Managers should address the issue of inequality because employees perceive their inability to work remotely negatively. Similarly to the findings of Gallup (2025), the respondents stated that hybrid workers have less opportunity to advance in their careers. Managers should introduce transparent criteria for promotion and recognition of workers to avoid inequalities that will reduce motivation in the sector.
[bookmark: _Toc241093165]5.2.2: Recommendations for the IT Sector
Digital infrastructures facilitate remote working in IT firms, but issues such as digital fatigue and resource requirements remain. To begin with, digital fatigue management is key. Thematic analysis revealed that excessive communication reduces motivation, whereas regression analysis shows that communication was not a significant predictor of motivation (β = 0.090, p = 0.131). Eurofound (2022) warns about digital fatigue in the remote setting. The managers should reduce meetings' frequency, promote asynchronous communication and take digital breaks. It can be attributed to the Job Demands–Resources (JDR) model focusing on the balance between demands and resources (Bakker & Demerouti, 2007).
Organisational support should be reinforced. Regression analysis revealed that organisational support was the most significant predictor of motivation (β = 0.217, p < 0.001). Managers should focus on employees' high engagement and reduced burnout due to support (Public Organisation Review, 2023). In order to do so, IT managers should build a proactive support infrastructure that includes helpdesks, collaboration software, and check-ins. Such resources act as a buffer against demands and maintain motivation and performance (Franken et al., 2021).
Autonomy should be preserved in connection with wellbeing issues. Autonomy proved to be a significant predictor of satisfaction and motivation, in line with Self-Determination Theory (Deci & Ryan, 2000). It means that IT managers should preserve autonomy and ensure employees control their schedule and workspace. Autonomy should be complemented by wellbeing measures such as mental health services and workload management. George et al. (2025) reveal that autonomy along with organisational support leads to increased satisfaction of IT employees.
Recommendations Across Both Sectors
A few common practices can be highlighted across both sectors. To begin with, the work-life balance is vital. Regression analysis demonstrated that balance was a significant factor that affects both satisfaction (β = 0.161, p < 0.05) and motivation (β = 0.132, p < 0.05). The organization needs to introduce flexible scheduling, encourage boundary management, and introduce wellbeing practices. As it is stressed by Eurofound (2022), hybrid work positively impacts wellbeing because it eliminates the need to commute; therefore, balance becomes a key aspect of flexibility.
Inclusiveness and fairness need to be integrated into flexible work practices. Cho and Voida (2024) claim that remote work leads to increased inclusiveness provided there is an equitable treatment of people. Managers in both sectors have to develop flexible work policies that will ensure that remote employees are not disadvantaged in terms of visibility, recognition, and career prospects. Open communication and equal access to resources are crucial to maintain motivation and satisfaction (Cropanzano & Mitchell, 2005).
It is necessary to incorporate sectoral strategies into the framework of organisational practices. IT organizations have to focus on reducing digital fatigue and offering additional support, whereas Hospitality organisations should focus on increasing communication and equity.
[bookmark: _Toc241093166]5.3 Contributions to Theory
Firstly, the research makes valuable contributions to organizational theory by elucidating how the effects of flexibility of remote work on satisfaction and motivation vary depending on the different sectors under consideration. In this regard, the study expands on existing theories, namely Herzberg’s Two-Factor Theory, Job Demands–Resources model, and Self-Determination Theory (SDT) by incorporating these theories into the context of specific sectors.
According to Herzberg's Two-Factor Theory, motivators increase satisfaction, while hygiene factors prevent dissatisfaction (Herzberg, 1968). Using regression analysis, the study found out that autonomy and work-life balance are indeed the motivators of employees' satisfaction, which significantly predicts satisfaction (Wang et al., 2021). On the contrary, communication and organizational support are not significantly predictive of satisfaction, therefore being the hygiene factors (Allen, Golden & Shockley, 2015). Thus, the research adds to the understanding of how the relevance of motivators and hygiene factors differs in different sectors: autonomy proved to be crucial for both Hospitality and IT, while the lack of communication had a more damaging effect in Hospitality.
In the JD–R model, the balance between demands and resources is believed to affect motivation (Bakker & Demerouti, 2007). According to the results of the research, organisational support was the strongest predictor of motivation (β = 0.217, p < 0.001). Hence, the findings of the study are consistent with the model insofar as organisational support is one of the key resources that helps to compensate for demands. Thus, the research expands on the JD–R by proving that motivational outcomes can differ due to sectoral disparities in resources: in IT, the support was provided by means of technology and managers' consultations, while there were no such resources in Hospitality (Franken et al., 2021).
Self‑Determination Theory emphasizes that such psychological needs as autonomy, competence, and relatedness are crucial for satisfaction and motivation (Deci & Ryan, 2000). The study found out that autonomy is universal for the satisfaction and motivation of employees. Moreover, work-life balance promoted relatedness and competence, while organisational support helped in satisfying these needs. Nevertheless, relatedness seemed to be more sensitive in Hospitality, where less interaction made employees feel less cohesive (Snowden, 2023). Therefore, the research contributes to Self‑Determination Theory by proving that autonomy is universally positive, while relatedness needs a sector-specific approach.
[bookmark: _Toc241093167]5.4 Study Limitations
The present study had some limitations that must be considered. In particular, the convenience and snowball sampling techniques could cause a certain level of bias because participants were selected based on accessibility but not randomly, which reduced their representativeness (Kubiciel Lodzińska, 2021). The cross-sectional design only allowed measuring the perceptions at one point of time and excluded the possibility of making causal inferences and analysing the dynamics of the phenomenon (Mauer & Venecek, 2022). Self-report questionnaires also implied a risk of the social desirability bias when participants provided positive responses to show good behavior (Bryman, 2007). Moreover, there were some measurement limitations associated with the relatively low reliability of the job satisfaction scale (α = 0.575), while the reliability of the overall measure was satisfactory (Gliem & Gliem, 2003).
[bookmark: _Toc241093168]5.5 Areas for Future Research
Despite the valuable insights the study provides into the influence of remote work flexibility on satisfaction and motivation in Hospitality and IT sectors, several topics still need to be further researched. Future research could follow the evolution of employees' perception of the phenomenon with the help of longitudinal designs that will allow tracing the dynamics and exclude the limitation of cross-sectional designs regarding causal inference (Mauer & Venecek, 2022). Comparative analysis conducted among other sectors will provide more information about the differences between different sectors, taking into account the Eurofound's (2022) opinion about the significant diversity of the outcomes in different sectors. 
Qualitative research design can complement the quantitative results and provide deeper insights into the equity, inclusion, and digital fatigue experienced by employees. It is especially relevant in relation to Hospitality as employees expressed strong concerns about the issue (Giousmpasoglou et al., 2021; Snowden, 2023). The differences in the generation can be further investigated since young employees showed higher ability to adapt to remote work (ILO, 2021) while older ones were challenged by digital transition. Future studies should refine the Job Satisfaction scale by expanding the number of items or revising constructs to improve reliability. Strengthening the internal consistency of this measure would enhance the robustness of findings and provide a more accurate representation of employee satisfaction in both Hospitality and IT contexts.
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An Investigation into the Relationship Between Remote Work Flexibility, Employee Job Satisfaction and Motivation Levels among Hybrid and Remote Employees in the Hospitality and IT Sectors in the UK
Participant Information
Dear Participant,
I am a postgraduate student at the University of Wales Trinity Saint David undertaking research for my MBA dissertation. This study aims to investigate the relationship between remote work flexibility, employee job satisfaction and motivation levels among employees working in the Hospitality and IT sectors in the UK. This questionnaire complies with GDPR regulations and has received ethical approval from the University of Wales Trinity Saint David. All data will be stored securely and used solely for academic purposes. 
Your participation is entirely voluntary. The questionnaire is anonymous, and no personally identifiable information will be collected. All responses will be treated confidentially and used solely for academic purposes. The questionnaire will take approximately 8–10 minutes to complete.
Thank you for your valuable participation.
For any questions or clarifications, please contact me at nandini380@gmail.com
Consent
Please tick the box below before continuing.
☐ I confirm that:
I am 18 years of age or older.
I have read and understood the participant information.
I understand that my participation is voluntary.
I understand that I may withdraw at any time before submitting the questionnaire.
I voluntarily agree to participate in this study.

Section A: Screening Questions
A1. Are you currently employed?
☐ Yes
☐ No (End Survey)

A2. Which sector do you currently work in?
☐ Hospitality
☐ Information Technology (IT)
☐ Other 

A3. What is your current work arrangement?
☐ Fully Remote
☐ Hybrid
☐ Fully Office-based (End Survey)

A4. How long have you worked in your current organisation?
☐ Less than 6 months (End Survey)
☐ 6–12 months
☐ 1–3 years
☐ More than 3 years

SECTION B: DEMOGRAPHIC INFORMATION
B1. Age
☐ 18–29
☐ 29–39
☐ 40–49
☐ 50–59
☐ 60-69
☐ 70+

B2. Gender
☐ Male
☐ Female
☐ Prefer not to say
☐ Other

B3. Highest level of education
☐ High School
☐ Diploma
☐ Bachelor's Degree
☐ Master's Degree
☐ Doctorate

B4. Current job level
☐ Entry Level
☐ Supervisory
☐ Middle Management
☐ Senior Management

B5. Organisation size
☐ Less than 50 employees
☐ 50–249 employees
☐ 250 or more employees

B6. Employment status
☐ Full-time
☐ Part-time
SECTION C: REMOTE WORK FLEXIBILITY
Please indicate your level of agreement with the following statements.
	Scale


C1. My organisation provides sufficient flexibility regarding where I work.
	1 = Strongly Disagree

	2 = Disagree

	3 = Neutral

	4 = Agree

	5 = Strongly Agree
6 N/A



C2. I have flexibility in deciding when to complete my work.
	1 = Strongly Disagree

	2 = Disagree

	3 = Neutral

	4 = Agree

	5 = Strongly Agree
5= N/A



C3. Remote or hybrid working enables me to perform my job effectively.
	1 = Strongly Disagree

	2 = Disagree

	3 = Neutral

	4 = Agree

	5 = Strongly Agree
6 N/A



C4. Remote work flexibility helps me balance my work and personal life.
	1 = Strongly Disagree

	2 = Disagree

	3 = Neutral

	4 = Agree

	5 = Strongly Agree
6 N/A



C5. I have sufficient autonomy when working remotely.
	1 = Strongly Disagree

	2 = Disagree

	3 = Neutral

	4 = Agree

	5 = Strongly Agree
6 N/A



SECTION D: JOB SATISFACTION
D1. Overall, I am satisfied with my current job.
	1 = Strongly Disagree

	2 = Disagree

	3 = Neutral

	4 = Agree

	5 = Strongly Agree
6 N/A



D2. I enjoy the work that I do.
	1 = Strongly Disagree

	2 = Disagree

	3 = Neutral

	4 = Agree

	5 = Strongly Agree



D3. I am satisfied with the support I receive from my organisation.
	1 = Strongly Disagree

	2 = Disagree

	3 = Neutral

	4 = Agree

	5 = Strongly Agree
6 N/A


D4. I am satisfied with communication within my organisation.
	1 = Strongly Disagree

	2 = Disagree

	3 = Neutral

	4 = Agree

	5 = Strongly Agree

	6 N/A


D5. I would recommend my organisation as a good place to work.
	1 = Strongly Disagree

	2 = Disagree

	3 = Neutral

	4 = Agree

	5 = Strongly Agree

	6 N/A



SECTION E: MOTIVATION LEVEL
E1. Remote work flexibility encourages me to perform at my best.
E2. I feel trusted to make decisions about my work.
E3. I feel committed to achieving my organisation's goals.
Section F: Factors Influencing Job Satisfaction and Motivation
F1. Remote working helps me maintain a healthy work-life balance.
F2. My organisation provides adequate support for remote or hybrid working.
F3. Communication with my manager is effective while working remotely.
F4. I feel connected to my colleagues despite working remotely.
F5. I receive sufficient feedback to perform my job effectively.

Thank You
Thank you for taking the time to complete this questionnaire. Your responses are greatly appreciated and will contribute to understanding how remote work flexibility influences employee job satisfaction and motivation in the Hospitality and IT sectors.


Hospitality vs IT




Total	
Hospitality	Information Technology (IT)	0.46783625730994149	0.53216374269005851	


Work Arrangement (Hybrid vs Remote) 






Total	
Fully Remote	Hybrid	0.41520467836257308	0.58479532163742687	

Age Distribution 






Total	
18â€“29	30â€“39	40â€“49	50-59	60-69	(blank)	0.38461538461538464	0.33136094674556216	0.19526627218934911	7.1005917159763315E-2	1.7751479289940829E-2	0	


Gender






Total	
Female	Male	0.54970760233918126	0.45029239766081869	



Education Level 






Total	
Bachelors Degree	Diploma	Doctorate	High School	Master's Degree	0.45029239766081869	0.31578947368421051	1.7543859649122806E-2	3.5087719298245612E-2	0.18128654970760233	


Organisation Size






Total	
250 or more employees	50â€“249 employees	Less than 50 employees	0.11695906432748537	0.50877192982456143	0.3742690058479532	

Regression Coefficients for Satisfaction and Motivation

Satisfaction_Avg (B)	Autonomy (C1)	Work-life balance (C2)	Communication (C3)	Support (C4)	0.191	0.159	2.9000000000000001E-2	6.2E-2	Motivation_Avg (B)	Autonomy (C1)	Work-life balance (C2)	Communication (C3)	Support (C4)	0.16200000000000001	9.1999999999999998E-2	0.11600000000000001	0.20799999999999999	



Hospitality vs IT means

Hospitality Mean	
Remote Work Flexibility	Job Satisfaction	Employee Motivation	4	4	4	IT Mean	
Remote Work Flexibility	Job Satisfaction	Employee Motivation	4	4	4	
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