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Abstract: Digitalisation allows more processes to be technologically supported and to increasingly implement remote 

work throughout all industries in order to enhance efficiency. However, new challenges arise. While employees can also 

profit from increased flexibility, communication with the management is changing and leaders need to tackle issues such as 

team and trust building, concerns around negative effects of remote electronic work and the management of engagement and 

performance via electronic means. Motivation is a key element thereof, and as part of a research lab on yirtual and remote 

leadership in digital ecosystems, we endeavoured to gain insight into whether digitalisation of the workplace influences 

employees' motivation to work and whether there are preferences for purely electronic or rather for hybrid models. The aim 

was to be able to come up with recommendations for virtual leaders. 

A qualitative analysis of the responses of 92 participants from different companies and age groups, all with experience of 

working remotely, was conducted. The average age of the group was about 10 years below the German average of employed 

people, but while this might lead to a bias towards the views of younger people, the results allowed some valuable initial 

results. Some motivational factors around digitalisation of the workplace were identified, such as technical equipment and 

autonomy, but this in itself will not suffice in order to manage employee motivation. Rather, is also important how 

digitalisation is introduced, and companies will have to manage introduction and support as a complex construct dependent 

on many factors.  
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1. Introduction 

The far-reaching effects of digitalisation on work 

processes are changing the way employees perceive their 

current situation and their workplace design options. The 

same applies to companies: for example, home office 

concepts are at least planned and in many instances already 

being implemented and the COVID-19 pandemic has 

accelerated these developments [1]. Extensive digitalization 

and the making of work more flexible that comes with it, 

and even the digital transformation of business models were 

seen as indispensable for overcoming the challenges caused 

by the pandemic [2], and many of these changes are likely 

to remain permanent as the so-called "new normal" [3]. 

Home office solutions and increasing electronic 

communication are among the most visible and noticeable 

changes. Before the pandemic, only 4% of German 

employees worked in a home office, but in April 2020 the 

figure was already at 27%. This decreased somewhat due to 
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the relaxation of previously imposed restrictions but is still 

well above 20% [4]. However, electronic working 

(teleworking) brings new challenges and can lead to new 

burdens and additional stress [5]. In addition, there is a risk 

of reducing employee loyalty to the company and remote 

work, thus impacting employee motivation, to which many 

companies do not yet have structured answers [6]. 

Since a lack of motivation can have negative effects on 

job satisfaction, even burnout, and thus lead to efficiency 

losses and increased costs [7, 8], it is important for 

management to assess the effects of digitalisation on job 

satisfaction and motivation in order to be able to counteract 

negative effects. Therefore, this study looks at the effect of 

digitalisation and, in particular, digital communication in 

home office solutions, among others, on employees' 

motivation. For this purpose, a sample of 92 employees, as 

diverse as possible, who are exposed to digital changes 

were asked for their assessments by means of a 

questionnaire. The answers were then analysed to see what 

effects the type and frequency of digital communication 

have on general motivation. Other motivation-relevant 

aspects were also queried, such as salary and promotion 

opportunities. This served to prevent an overestimation of 

the effects of digitalisation. One of the main results is that at 

least no fundamentally negative effect of increasingly 

electronic communication on work motivation was found, 

although hybrid solutions are preferred to purely electronic 

ones. In addition, it also becomes clear that digitisation in 

the course of the COVID pandemic has so far concentrated 

mainly on communication and data exchange, but not yet on 

more complex digital cooperation solutions. 

2. Changing the Workplace through 
Digitalisation 

Driven by technological progress, new forms of 

workplace design and communication are constantly 

emerging. Solutions such as the home office or "remote 

work" play a central role. As a result, communication is 

increasingly digital and ensuring accessibility at variable 

work locations is becoming more important [9]. However, 

these digital communication options are also increasingly 

used at the workplace in the company, so the associated 

advantages, but also the disadvantages, occur at all possible 

work locations [10]. This section therefore first presents the 

flexible workplace designs and their effects, and then 

aspects of digital communication in general. 

Home Office Solutions and “Remote Work” 

In addition to the automation of production and logistics 

processes, which is not considered further here, digital 

transformation particularly affects communication. In the 

search for possible uses for new technologies, agile action is 

increasingly required, i.e. the ability to adapt to changing 

conditions [11]. In this context, concepts such as home 

office or "remote work" are not new [e.g. 12], but are 

increasingly evolving. The flexibility this brings is viewed 

positively by many employees, even if it also brings 

challenges, such as making it more difficult to separate 

work and leisure and putting strain on families [13]. In 

addition, research findings vary considerably in terms of 

productivity gains from digitally-enabled work flexibility. 

This ranges from a significant positive correlation between 

the adoption of remote work and motivation [14] to finding 

productivity losses [e.g. 15]. Nevertheless, "remote work" is 

increasingly developing into "flexible work", which 

includes time flexibility in addition to the spatial one - both 

coveted by many young employees [16]. Although this does 

not yet correspond to the more far-reaching definition of the 

ideally meaningful and fulfilling "new work" in the 

definition by Bergmann [17], it represents a further 

developmental step. 

However, the success of introducing flexible solutions 

from the perspective of both employers and employees also 

depends on how they are introduced and supported, as well 

as on the solutions chosen. For example, increased home 

office work can lead to a reduction in employees' social 

contacts, and there are links between flexible workplace 

solutions and demographic inequality and status-related 

aspects [18, 19]. In addition to the benefits sought through 

the introduction of remote work, such as increased 

flexibility and reduced costs, disadvantages can also arise, 

such as new dependencies, control problems and abuse of 

trust [20].  

To avoid such effects, careful planning and conscious 

management of the introduction process is important. A key 

role is to provide the necessary resources and infrastructure 

for communication [6]. Another aspect is ensuring the 

involvement of employees in the company. Vartiainen and 

Hyrkkänen [21] describe physical and virtual space as 

necessary elements of a workplace, but also space for social 

exchange. Whether this takes the form of regular, physical 

meetings or as part of the general design of the work is 

irrelevant, but at least some hybrid content can be beneficial 

and is also generally viewed positively by employees and 

management [22]. 

Challenges Posed by Electronic Communication 

Regardless of the workplace design, the same digital 

communication tools are used. Essentially, these are emails, 

internal company platforms and video meetings [11]. The 

aim here, as with home office solutions, is to reduce costs 

(e.g. travel costs) and at the same time increase efficiency, 

e.g. through uniform forms of communication [23]. In 

addition, digital communication makes it possible to work 

digitally across spatial boundaries and to develop solutions 

together [24]. Electronic exchange of information is an 

important factor in the project management of spatially 

distributed teams: effective communication promotes the 
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success of the project, provided employees are given 

freedom in the use of the different communication means 

and the necessary training [25].  

A prerequisite for effective digital communication is the 

adaptation of organisational structures and processes. Here, 

too, it has also proven effective to involve employees in the 

design at an early stage [11] in order to explain the 

necessity of the change and to create acceptance. This 

process of involving employees in the transformation 

process, referred to by Safar [23] as "active change 

communication" (p. 61), serves to clarify uncertainties and 

reduce concerns.  

Notwithstanding, these structures can have both positive 

and negative effects on the health and well-being of 

employees [26]. This relates in particular to the flexibility 

of work, the lack of social contacts, problems with 

cooperation, the constant accessibility employees 

experience and the associated information overload. Even 

when employees support the goals and understand the 

benefits of introducing digital communication, such as 

during the Corona pandemic, stress and anxiety can arise 

[5]. Moreover, the constant use of electronic means of 

communication leads to both the loss of content that can 

only be conveyed in person [27] as well as to 

misinterpretation and signs of fatigue - Bailenson [10] 

speaks of "zoom fatigue" in this context. 

Another relevant aspect is that different groups of people 

or companies use electronic communication tools 

differently. While on average they are viewed positively 

[28], smaller companies have greater concerns and different 

challenges with adoption than larger ones [29] and younger 

people are much more open to new media than older 

workers [30, 31]. This aspect is important when interpreting 

results on motivation and is one reason why participants as 

diverse as possible were interviewed for this study. 

3. Relevant Aspects of Motivation at Work 

It is generally accepted that motivated employees usually 

perform better and thus contribute to the success of their 

organisation. Work motivation is based on the 

circumstances and conditions in the workplace that ensure 

that employees pursue organisational goals, work 

productively and feel good at work [7]. Motivation 

describes a temporally limited orientation of behaviour 

towards a specific goal. It can arise from various motives, 

such as the desire for power, acceptance or belonging. 

However, the decisive factors for work motivation are 

essentially incentives, which can only be partially 

influenced by the employer [32]. Factors that exert an 

external influence on the employee are referred to as 

extrinsic, like for example, remuneration, recognition by the 

management or workplace conditions. Intrinsic motivation, 

on the other hand, arises from the existing personal interest 

in an activity. This arises when a task gives pleasure, leads 

to desirable outcomes or is related to personal values [33]. 

It should be noted that an extrinsic incentive may reduce the 

intrinsic interest in the activity [34].  

Motivational Theories as the Basis 

Motivated employees and business success correlate [35], 

but there are very different views on how motivation arises. 

This paper follows the differentiation of motivation theories 

between content and process theories. While content 

theories aim to examine the original motive and goal for a 

person's behaviour as an object, process theories consider 

the individual as a subject who makes rational decisions 

based on expectations towards efforts and outcomes. The 

focus is particularly on the cognitive processes and the 

resulting behaviour and people act in a benefit-oriented way 

[32]. No theory is undisputed. Nevertheless, some theories 

are presented here as examples to illustrate which factors 

can be relevant to this research and why. These were then 

taken into account in the design of the questionnaire. 

Content theories of motivation are based on the 

assumption that dissatisfaction and satisfaction do not 

represent contrary states on a bipolar scale; they are 

considered independent of each other. Herzberg [36], for 

example, assumes that job satisfaction and job 

dissatisfaction are not opposing states but represent 

different dimensions. He thus distinguishes between four 

states of motivation: dissatisfaction, no dissatisfaction, 

satisfaction and non-satisfaction. These are influenced by 

motivators on the one hand and hygiene factors (the lack of 

which can cause dissatisfaction) on the other. Hygiene 

factors include, in particular, working conditions, 

interpersonal relationships in the workplace, internal 

corporate culture, rewards and job security. According to 

this, employees cannot be motivated directly by managers 

or external circumstances such as digital equipment. Rather, 

a basis must be created through the corporate culture, 

atmosphere and structure of the processes that enable 

employees to motivate themselves intrinsically on the basis 

of the activity [37].  

Another content theory is the ERG theory according to 

[38], who further developed Maslow's pyramid of needs of 

1954. This theory builds on the assumption that motivation 

is based on the three central needs of existence, 

relationships and growth. In contrast to Maslow, however, 

they do not build on each other but can be present 

simultaneously. While the existence needs, for example, 

monetary rewards, are directed at material and 

physiological needs for security; the relational needs 

include interpersonal relationships and social contacts, for 

example, the feeling of cohesion and consideration. The 

simultaneity of such needs is relevant in the design of 

motivating workplaces, as is Alderfer's statement that needs 

become dominant if they are not fulfilled, and thus take 

precedence. The relevant motivating factors also include the 

behaviour of management, e.g. by showing appreciation, 
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which can have a significant influence on employees' work 

performance [39].  

McClelland's achievement motivation theory, on the 

other hand, assumes that human action cannot be traced 

back to individual motives, but consists of basic motives 

that are learned. He distinguishes between achievement 

motives, power motives and relationship motives. The 

degree to which these are expressed varies from person to 

person, but determines what is perceived as motivating by a 

particular individual [40]. People with a strong power 

motive, for example, often choose management positions in 

which they have a high degree of creative freedom. 

McClelland adds to this the avoidance motive, i.e. striving 

to avoid failure and loss of power or of recognition [37].  

Process based theories, on the other hand, look at the 

procedural structures and cognitive processes of 

goal-directed action. The focus is thus on the aspects of 

goal setting, goal attainment and final reflection, which can 

be achieved through specific behaviour and which take 

place in consideration of the expected results. These include, 

for example, Vroom's VIE theory in which motivation is the 

result of a rational "calculation" [41] or goal-setting theory, 

according to which employees with clear goals perform 

better than others [42]. However, since complex 

decision-making processes lie behind the responses to 

incentives in these models, these theories are not relevant to 

the present work to the same extent as content theories. 

Observing or assessing these processes would require a 

more comprehensive and longer study than planned here. 

Relevant for the discussion of the results, however, is the 

aspect that a delay between the execution of an action and 

the consequences of this action influences motivation. For 

example, the motivational factor of wage receipt depends 

on the time lag between the execution of the performance 

and the receipt [43]. 

Digitalisation, Motivation and the Aim of the Study 

As shown above, digital work and communication tools 

have empowering effects on employees on the one hand, 

but on the other hand, content loss and stress factors have to 

be taken into account. Although some studies suggest that 

video communication allows richer, cognitive content, most 

elements of non-verbal communication are missing [10]. 

Implementing digital work also requires extensive 

preparation. Mitterweger and Wellhöfer [44], for example, 

recommend paying attention to five aspects: the 

competencies of employees (skills), the burden on 

employees (e.g. through increased amounts of information 

and associated extra work), the change in the company itself 

in terms of structure and processes, data protection and the 

intrinsic prerequisites of employees, i.e. acceptance and 

willingness to support the changes. However, this can 

change: some results suggest that independent work in the 

home office may bring about an increase in autonomy and 

one's own professional competencies, but in contrast, 

intrinsic motivation and productivity can decrease. 

Amongst other factors, this might be due to the detachment 

from the office community [45].  

Productivity losses can also result from unmanaged or 

even pre-determined work, and hybrid solutions - consisting 

of home office work as well as working in the office where 

communication is possible in person - seem to have better 

motivational effects and show fewer productivity losses 

than pure "remote" solutions [46]. In this context, 

Waizenegger, McKenna, Cai and Bendz [5, p. 439] speak of 

the "double-edged sword" of telework - on the one hand, it 

enables people such as project managers to work in a more 

organised, distributed way and to improve cooperation in 

the (distributed) team, but on the other hand, the symptoms 

of fatigue already described can occur. Maintaining contacts 

and networking may also be more effective with personal 

exchange, but they are certainly more motivating. 

Moreover, the COVID pandemic has shown that there is 

not always enough time to prepare for change. If electronic 

communication becomes part of crisis management, there 

are also "best practices" that help to reduce negative effects 

such as loss of information [27]. However, most of the 

preparatory activities already mentioned to ensure staff 

motivation require more time than is available during crises. 

A consideration of the general motivational effects of 

digital communication is therefore helpful information for 

management. 

The aim of this study is therefore to gain insights into 

whether digitisation of the workplace - with a focus on 

digital communication, especially in the home office - 

influences employees' motivation to work. On the one hand, 

the influence of employees who already work at least 

partially digitally is considered, but also whether the lack of 

such flexibility options has a negative effect. In addition, it 

will be examined whether a hybrid work model can have a 

positive effect on work motivation. The ultimate goal is to 

be able to give a recommendation for action for companies, 

especially those with little experience with employee 

motivation in the context of digitalisation projects or home 

office solutions. 

4. Methodology 

The present work was subject to time restrictions. In 

order to achieve the goal of initial findings relatively 

quickly, a target of approximately 100 participants was set. 

This was pragmatically assessed as achievable within the 

available time frame by using personal contacts. Since the 

collected data are largely based on personal assessments 

and experiences, a qualitative approach was chosen. 

Therefore, beyond frequencies, no figures are analysed. As 

changes, including those in crises such as COVID-19, are 

also an emotional experience, a qualitative approach is 

appropriate and may also yield surprising results that cannot 

be derived from statistics [47]. 
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Means of Data Collection 

To ensure high response rates, a questionnaire was 

designed so that answering was possible in less than 10 

minutes, which was tested on five people who later did not 

participate in the survey. The questionnaire contained a 

total of 16 questions. Free-text questions were avoided as 

much as possible in order to shorten the response time. 

Thus, there was only one open question in the main part (on, 

if applicable, why home office is not possible in the 

company) and the last two, optional questions on other 

comments on the topic. 

The first four questions concern demographic data. The 

subsequent main part comprised ten questions, either with 

multiple-choice answering options or with the option of 

rating several statements such as "I know what is expected 

of me" on a five-point Likert scale. The main part focused 

on questions on the use of digital communication and home 

office work, self-organisation options and the effects of the 

changes on working in a team and with superiors. It also 

asked about the proportion of digital work and inquired 

about the participants' ideal ideas in this regard.  

The last two questions took up the aspects of motivation 

discussed above. First, an attempt is made to determine the 

degree of current work motivation. On the one hand, we 

asked for an assessment of one's own motivation and 

well-being at work, but also for the presence of some 

motivators and hygiene factors (based on Herzberg [36]), 

specifically praise, clear expectations, the possibility of 

meeting deadlines or time pressure and the perceived 

importance of one's own role. These aspects are 

representative of many others and served as a general 

assessment of whether participants feel "motivated" – and 

to what extent. Finally, participants were asked to rate their 

satisfaction with a number of variables such as performance, 

praise, general work situation or infrastructure. Both 

extrinsic and intrinsic factors are taken into account. These 

questions serve to get an impression of which factors 

besides digitalisation could have an influence on the 

participants' motivation to work. 

The subsequent analysis is purely qualitative, also 

because a clear, mathematical separation of the 

above-mentioned effects is not possible on the basis of the 

sample. Although the results of the first and second part of 

the main section could also be evaluated statistically in part, 

this was judged to be insufficiently meaningful due to the 

small number of participants (for a confidence level of 95% 

with a margin of error of 5%, for example, a number of 

participants of approx. 385 would have been necessary), 

and to be able to discuss the variety of considered and 

otherwise conceivable influences on motivation in detail 

would have required a more extensive approach. 

Microsoft Forms was used to create the questionnaire. 

Although face-to-face interviews offer more chances to 

build trust and a relationship with the interviewee [48], it 

was also decided to simply send the questionnaires for 

answering. The channels used for this were social media 

such as WhatsApp and Instagram. In the first step, a pilot 

test was sent to seven personally known participants, and 

the questionnaire or the electronic implementation of the 

processing was adapted according to the results. Then, the 

questionnaire was put online for four weeks and the 

invitations to participate were sent out. The invitations 

contained an introductory text with an explanation of the 

purpose of the survey and information on anonymity and 

the use of the data. According to feedback from participants, 

it took about five minutes on average to complete, with a 

response of 92 out of 110. 

Data collection and Sampling 

As existing work experience and exposure to electronic 

means of communication were necessary to answer the 

questions, the survey was aimed at office employees with at 

least one year of work experience. While age specifications 

were not made, the aim was to reach, within the target 

group, as diverse a sample of participants as possible, all, 

however, in Germany. For this purpose, personal contacts 

from different age groups, types of companies and with 

differently designed workplaces were approached first, 

including people without home office experience. In 

addition, participants were requested to forward the calls to 

their acquaintances in order to achieve a "snowballing" 

effect.  

The goals regarding response rate and participant 

structure were largely achieved. The total of 92 participants 

was roughly half female and half male (no one "diverse"), 

with ages ranging from 18 to 62. However, about half of the 

participants were between 20 and 25 years old. This is 

relevant for the interpretation of the results due to the 

greater openness of younger workers to digital solutions 

discussed in 2.2. The majority of respondents, however, 

were between 26 and 50 years old, and the average age was 

32,2 which is about ten years below the German average 

[49]. 

Accordingly, the professional experience of most 

participants (59%) is between one and five years, 4% stated 

that they had no professional experience. However, the 

results of these participants could not be taken out of 

consideration of the figures, but should not significantly 

distort the overall picture due to their small number. About 

40% of the participants have between seven and 40 years of 

work experience. In terms of position, 46% of the 

participants stated that they had a permanent full-time job 

(including four young professionals), 29% worked as 

interns or temporary workers. 9% were in training and the 

remaining participants were either self-employed or - in the 

majority - in management positions. Thus, the planned 

diversity among the participants was achieved, even though 

with a large share of younger workers. 
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5. Findings and Discussion 

This section will first look at the current situation at work 

and digitalisation-related preferences, and then at the 

discerned effects on motivation. 

Home office options and employee preferences 

First, the current possibilities of the respondents and the 

wishes associated with home office or "remote work" were 

asked. The vast majority of respondents stated that they 

could work in a home office. Only 4% work in companies 

that do not offer this option, although it would make sense 

from the respondents' point of view. Just under a quarter 

cannot work remotely because the type of work does not 

allow this, see Table 1. The participants could give reasons 

for this; the majority of them work in location-based trade 

and personal services.  

 

Table 1: Possibility of working in a home office (N=92) 

Opportunities for working 

from home 

Share of Participants 

Working from home not 

permitted 

4% 

Working from home not possible 

because of the nature of the 

participant's work 

24% 

Working from home possible 

already before the pandemic 

34% 

Working from home made 

possible because of 

pandemic-related measures 

38% 

 

What is striking is the large proportion of respondents 

whose companies’ home office options were only created as 

a reaction to the pandemic. This confirms observations 

made elsewhere [e.g. 1]. The high proportion of participants 

who already have home office experience is also important 

for the relevance of the following answers. However, it is 

higher than the German average of about 25% [50], which 

may also be due to sampling bias (where possible, potential 

participants were approached who were known to have 

relevant experience). 

Table 2 shows the percentage of respondents by days per 

week that are actually working remotely as well as the 

desired value stated by the participants in this regard. It is 

particularly striking that a large majority would like to work 

remotely at least some of the time. This confirms current 

data: in 2018, the proportion of employees who wanted 

home office options was 20%; currently, it is around half 

[51]. The higher proportion in this survey may be due, 

among other things, to the fact that, as shown, the 

proportion of young participants who are more open to 

digital and remote working [31] is significantly higher than 

the German average. 

 

Table 2: Home office days per week, actual and desired 

value and deviation (N=92) 

Number of 

days of WFH 

As is Preferred Deviation 

None 37% 13% 24% 

1 day 12% 26% -14% 

2 days 14% 23% -9% 

3 days 18% 24% -6% 

4 days 8% 9% -1% 

5 or more days 11% 5% 6% 

(WFH = working from home) 

 

However, the table also shows that only a few 

respondents would like to work 4 or more days in a home 

office. This confirms findings such as Messenger, Llave [46] 

and [27] that despite the advantages employees see in 

digital and "remote work" solutions, a certain amount of 

presence is still desired. This is also confirmed by the direct 

question about preferences in the format of communication: 

37% of participants generally prefer face-to-face meetings, 

only 11% prefer purely digital communication and 52% 

want hybrid forms. Nevertheless, digital work is seen 

positively, 75% of the participants stated that digital tools 

make their tasks easier at least to some extent, 13% saw the 

effects neutrally. Only 12% saw negative effects, but 

without specifying which ones. A connection with the 

challenges and stress factors caused by digitalisation 

described in 2.2 is at least possible. In general, however, the 

results confirm [28], who report mostly positive experiences 

with digital communication. 

The participants were also asked which means of 

communication they mainly use for digital work, whereby 

multiple answers were possible and thus 187 answers were 

available from the 92 participants. It is noticeable that pure 

data exchange is still the predominant variant of electronic 

collaboration: e-mail (71 answers) and the storage of data 

on shared data carriers (45) were named significantly more 

frequently than platforms that allow joint and simultaneous 

processing (34) or company-specific collaboration solutions 

(9). 28 participants even stated that they also use or 

exchange paper-based information in the context of the 

home office. 

This suggests that the measures to ensure successful 

implementation, such as those described and recommended 

by Ternès and Englert [11] or Safar [23], were not or only 

partially followed during the introduction of new forms of 

work. Due to the high proportion of participants whose 

companies only made remote work possible with the 

COVID pandemic, this may also be due to the fact that the 

introduction there had to take place in a short time as a 

crisis management measure and thus with insufficient 

preparation. Due to the anonymous survey, it remains 

unclear which companies this could have affected. 
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It may be due to the advantages and disadvantages of the 

introduction of digital work and the home office discussed 

above, yet the result of the question on cooperation with 

superiors is surprising: apparently the change in the quality 

of cooperation is largely neutral. 62% of the respondents 

see no difference, of the others 23% see a negative and 15% 

a positive change. As many as four participants even see a 

significant improvement in cooperation, although some 

respondents also indicate a significant deterioration. 

Nevertheless, the results show satisfaction with the situation 

on average. As shown, the home office creates new 

challenges in cooperation for both employees and 

supervisors [13, 20], but at least up to the time of the survey, 

this seems to have been addressed in a satisfactory manner.  

Effects on motivation 

As described above, it is first determined whether the 

participants feel motivated and, based on the question about 

the presence of some motivators and hygiene factors such 

as praise, clear expectations, the possibility of meeting 

deadlines or time pressure and perceived importance of 

one's own role, whether the description of the environment 

confirms these self-assessments. On a five-point Likert 

scale, the factors for self-assessment of motivation resulted 

in values between approx. 3.6 and 3.9. Accordingly, the 

participants assessed themselves as motivated on average 

(corresponding to "largely true"). The most frequently 

mentioned value was "4" in all cases, the rarest "2". Some 

less satisfied participants stated "does not apply at all" and 

thus lower the mean value, but many fives show the picture 

of a largely motivated and satisfied sample. 

This is confirmed by the fact that, according to the 

respondents, the above-mentioned motivating factors are 

largely present (values between approx. 3.6 and 4.2); only 

in the case of praise do 45% state that it does not occur to a 

sufficient extent. The frequencies of the statements on 

motivation and well-being with simultaneously high values 

for clear expectations - which would confirm the 

assessments of McClelland [37] - and the assessment of the 

importance of one's own work (as would also be shown by 

calculated correlations) also suggest a participant group that 

on average has a positive attitude towards work and 

performance and also experiences motivation through this. 

The next step is to examine whether there are 

recognisable correlations between motivation according to 

self-assessment and the following factors already presented 

in the last section: 

• Possibility to work in a home office or remotely 

• Frequency of work away from the office 

• Assessment of the change in cooperation with 

superiors 

The difference in perceived motivation is largely the 

same for all groups with home office options or the group 

that cannot work remotely due to their job. Only the 

respondents who consider digital working possible and 

useful, but are not allowed to do so, are visibly less 

motivated: the result is close to the (neutral) average 

self-assessment value of three, and for the other groups 

close to the positive value of four. The desire for at least 

partially offered opportunities for remote work [see also 28, 

45, 52] is thus recognisable. No meaningful pattern can be 

discerned when comparing the motivation values with the 

digitally worked days. 

What is clear, however, is the correlation between the 

improvement in collaboration after the introduction of 

digital working and perceived motivation, which confirms 

that it is not only important whether home office and digital 

working are made possible, but also how the introduction 

has worked and what the implementation looks like [44]. 

However, the picture regarding the causal relationship 

between the introduction of remote working and high 

motivation is not as clear as in Toscano and Zappalà [14], 

and subsequently, other factors that may have led to the 

high motivation of participants are considered. 

 

Table 2: Home office days per week, actual and desired 

value and deviation (N=92) 

Influence on Motivation 

Potential 

motivational factors 

in general 

High to 

very high 

Medium 

influence 

Low to 

very low 

Regular feedback 62% 26% 12% 

Career opportunities 63% 24% 13% 

Salary 78% 17% 5% 

Training 

opportunities 

59% 27% 14% 

Appreciation by 

superiors 

83% 11% 6% 

Potential motivatio- 

nal factors around 

digitalisation 

High to 

very high 

Medium 

influence 

Low to 

very low 

Technical equipment 63% 22% 15% 

Flexible working 

times 

75% 15% 10% 

Autonomy at work 76% 22% 2% 

 

The factors with the strongest effect according to the 

participants were, in addition to general factors such as 

salary and appreciation by superiors, also the aspects of 

autonomy and flexible time management associated with 

digitalisation. Interestingly, the quality of the technical 

equipment also plays an important role. This might be 

linked to how this supports the other motivational factors. 

Even if academic research still remains sparse, grey 

literature material can be found, and surveys support this 

result and show that a large proportion of the people who 

worked in a home office during the pandemic would also 

like to continue doing so [53, 54].  

The results thus support that the advantages of 
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digitalisation and the associated possibilities of remote 

working offer attractive, new opportunities for employees 

and can also be an option for employers to position 

themselves successfully in the "war for talent" [16]. 

However, the results of the free-text question, which a total 

of 26 participants used, show that this should also be linked 

to opportunities for personal exchange: almost all of the 

respondents named aspects of interpersonal relationships as 

important for motivation, for example "exchange", 

"personal interaction" and "team".  

6. Conclusion, Limitations and Suggestions for 
Next Steps 

The study shows that despite - also due to the pandemic - 

increasing use of digitally supported remote work, many 

work steps still represent a simple data exchange. On the 

one hand, this may be due to the fact that the digital 

solutions had to be introduced under time pressure during 

the crisis, but on the other hand, the results also indicate 

that, at least for employees, flexibility and autonomy appear 

to be more important than the actual, digital process support. 

In this case, companies would have to actively push this 

aspect to the fore in order to be able to leverage the benefits 

of technological development. The COVID pandemic has 

accelerated digitisation [1], but at least for the participants 

in this study, it appears to be only in the area of information 

exchange and less with real, digital collaboration tools. 

In general, the individual differences in the answers also 

show that the situation and motivation of the participants 

are very different. Which companies prepared and carried 

out the introduction of digital and remote work how well - 

and which aspects they paid attention to - remains 

anonymous, but large differences depending on the acting 

persons and companies are common [see 55].   

However, the results show that a pure remote solution 

seems to be less attractive than a hybrid one, a finding that 

is also found in other studies from both employer and 

employee perspectives [23, 26, 45]. It also shows that 

companies run the risk of creating negative motivational 

influences if no digital or home office options are offered, 

at least if the activities seem suitable from the employee's 

perspective, which is true for about 60-70% of workplaces, 

depending on the source, but is deliberately not 

implemented by many supervisors [56]. 

The present study takes into account the data of a 

relatively small sample, which is also younger on average 

than the average German employee, and thus assesses some 

aspects differently, confirming Andresen, Lips [31] and 

Cabell, Wood [30]. Information on self-assessment of 

motivation, among other things, is also requested, which 

can only be answered subjectively, and the influence of 

social desirability cannot be ruled out in the answers. The 

results must therefore be analysed with caution and can 

only indicate tendencies, all the more so as an exact 

assignment of motivation influences in addition to 

digitalisation could not be carried out on the basis of the 

available data. 

A positive motivational effect from the introduction of 

digitalisation and remote working alone cannot be clearly 

deduced from the available data. The question is obviously 

not only whether digitisation is introduced, but also how. 

The results lead to the recommendation to companies to 

continue to treat motivation in the introduction of 

digitalisation as a complex construct dependent on many 

factors, to plan the introduction of new forms of work more 

meticulously than has been done so far, at least on average, 

and to take personal aspects of employees into account. 

Digitisation can be motivating, but it is not equally suitable 

for every person and poses risks to efficiency and 

well-being [13, 26]. Moreover, even when satisfying desires 

such as flexibility, other factors such as salary and 

appreciation remain important. 

The work also offers some approaches for further studies, 

such as clarifying why hybrid forms are more popular and 

what advantages employees and employers see in them. 

Publication in the media in particular show that many 

managers would like to reduce remote working options 

again after the end of the pandemic in order to be able to 

exercise better control and to limit "bumming around" [57]. 

In turn, some papers show that even opposite effects such as 

the autonomy paradox can occur [58]: self-regulating 

employees in some cases even tend to work more instead of 

less. The results on productivity in digital remote working 

are still inconclusive [27] and require further investigation.   

A relevant aspect can also be whether the digital 

solutions only concern the exchange of information or 

represent more complex collaboration solutions, and why 

this is so. No less important for companies, however, is 

differentiation in the labour market, especially among 

younger, tech-savvy workers seeking flexibility [16, 30] - a 

challenge for which the offer of thoughtfully introduced, 

digital or digitally supported remote working can be 

attractive and motivating. 
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