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Abstract 
 

Employee satisfaction is crucial for organizational success, influencing productivity, as well as retention morale. The IT sector's shift 

towards remote work, driven by technological advancements, has altered traditional work dynamics. Remote work offers flexibility but 

also poses challenges to employee satisfaction. To address these, human resource management (HRM) development practices must evolve. 

By identifying and prioritizing key factors, the research provides insights for optimize HRM practices to enhance the remote work envi-

ronment. Sampling done through stratified random sampling, A questionnaire on the Likert scale was distributed to IT workers from Indian 

businesses. The t-test and structural equation modeling (SEM) were utilized for inferential and illustrative insights in the information 

analysis. HRM practices and employee satisfaction were found to have a significant positive correlation, according to the study. One of the 

most important findings is that counseling, career development, teamwork spirit, and training and development all have a significant impact 

on employee satisfaction and career growth. Career development and counseling had a negative impact on employee satisfaction, whereas 

teamwork, training, and development have a positive impact on employee performance. The findings emphasize the significance of indi-

vidualized HRM practices for increasing remote employee satisfaction. Organizations can improve overall performance and employee 

well-being by recognizing and meeting the specific needs of remote workers. Understanding the crucial role of Remote employees this is 

the first work that aims to understand the factors that promote satisfaction of these employees with particular reference to IT sector in India. 

Although there have been studies conducted on IT sector employees but none of the studies have been conducted on those employees that 

work remotely. 
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1. Introduction 

Remote work originated in the 1970s when telecommunications and personal computers enabled some individuals to work remotely. Free-

lancers and consultants utilized fax machines and early email systems to communicate with clients and employers [1]. Despite these tech-

nological advancements, remote work was uncommon due to the high cost of equipment and limited internet capabilities, which hampered 

communication and collaboration. The landscape of remote work began to change dramatically around the turn of the 21st century with 

the rapid improvement in digital connectivity. High-speed internet, affordable personal computers, and mobile devices made remote work 

more feasible for larger segment of the workforce. Organizations began to perceive the expected advantages of remote work, for example, 

diminished office space costs and the capacity to draw in ability from a more extensive geological region [2] [3]. The IT area, known for 

its adaptability, saw especially outstanding expansion in remote work reception. In 2020, the COVID-19 pandemic significantly accelerated 

remote work adoption. Companies quickly invested in digital infrastructure, and employees were forced to adapt to new work patterns. 

The pandemic demonstrated that many jobs could be effectively performed remotely, prompting organizations to reconsider remote work 

policies. Effective human resource management (HRM) practices [4] are crucial for maintaining accountability and productivity among 

remote employees who are physically distant from their supervisors and coworkers. HRM practices that focus on employee well-being and 

development enhance workplace satisfaction, retention, and overall workforce readiness. When companies invest in their remote work-

force, employees feel valued and motivated [5]. Providing opportunities for skill development and career advancement can increase job 

satisfaction and loyalty. Recognizing and rewarding remote employees' accomplishments can further boost morale and productivity. In the 

remote work, employees rely heavily on digital communication technologies, which lead to misunderstandings and delays. Remote workers 

may also find it challenging to disconnect from work, resulting in longer hours and potential burnout [6]. To address these issues, companies 

can implement clear performance metrics and conduct regular check-ins. Project management tools and measurable targets can help remote 

workers stay on track and achieve their goals, ensuring effective and efficient work processes. 

HRM practices are generally classified into two categories: hard and soft approaches [7] [8]. The hard approach places an emphasis on 

increasing efficiency and lowering costs. In this methodology, HR are seen only as an element of creation, as opposed to the novel asset 
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equipped for changing creation inputs into benefit. Alternately, the delicate or "high-responsibility" move toward targets further develops 

representative execution by enabling them to accomplish authoritative objectives through common interest. High-commitment HRM prac-

tices involve employee participation in decision-making processes, increased accountability, and management trust in employees [9]. Com-

prehensive training programs that assist employees in developing relevant skills and personal development, teamwork activities that en-

courage the exchange of creative ideas and solutions, reward packages that reflect employees' commitments, and efforts to close the status 

chasm between management and employees are examples of these practices. The perceptions of HRM strategies held by employees may 

be even more significant than their actual implementation [10], [11]. How employees view organizational decisions has a significant impact 

on the relationship between HRM practices and employee performance and commitment. When employees believe that the company values 

their efforts and cares about their well-being, it has a positive effect on their levels of satisfaction, involvement, and commitment. Employ-

ees' discretionary behavior and positive attitudes can improve an organization's performance, according to research [12], [13]. One im-

portant aspect of managerial practice research programs comprehends the underlying factors that influence these work attitudes and be-

haviors.  

To succeed with remote work in the future, it is essential to manage its challenges. A Gartner survey revealed that 82% of business pioneers 

plan to continue to offer remote works, either totally remote or crossbreed, post-pandemic [14]. Twenty percent of the workforce would 

remain entirely remote, according to another study [15]. Surprisingly, many employees are willing to accept hybrid remote jobs with lower 

pay. Workers in Poland, for instance, were found to be willing to sacrifice 5.1% of their income for a hybrid work-from-home option over 

a remote one in a study [16] [17]. Another study in 27 countries [18] found that workers wanted an average of 1.7 work-from-home days 

per week and valued a hybrid option with 2-3 days per week at 5% less than their current pay. Employees' and businesses' attitudes toward 

remote work have changed significantly, according to these findings [19]-[20]. Remote work has transformed the global workforce, par-

ticularly after the COVID-19 pandemic. While various studies have examined remote work dynamics in Western economies, limited re-

search has explored how Human Resource Development (HRD) practices affect remote employee satisfaction in the Indian IT sector—one 

of the most rapidly digitizing and dynamic industries. This study aims to fill this critical gap by analyzing the role of HRD practices in 

enhancing the satisfaction of remote employees in India’s technology-driven corporate environment. The uniqueness of this study lies not 

only in its focus on an under-researched geographic and sectoral context but also in its theoretical contribution. By integrating both the JD-

R theory and the AMO framework—an approach not yet applied together in recent literature—this study provides a novel and comprehen-

sive lens for understanding the mechanisms behind employee satisfaction in remote work settings. As a result, the purpose of this study 

was to investigate the personal and organizational factors that influence remote IT workers' levels of job satisfaction and advancement. 

This study utilized the Ability, Motivation, Opportunity (AMO) framework to investigate career advancement and employee satisfaction. 

Particularly, it anticipated: 

• Identify the significant predictors of employee satisfaction. 

• Identify the significant predictors of career growth. 

• Map the relationships between significant predictors of employee satisfaction and career growth. 

• Explore the role of HR practices and organizational culture in remote work environment. 

2. Literature review and hypothesis development 

Among the most significant outcomes derived from enlightened HRM practices, employee satisfaction and employability hold primary 

roles. Employability is a complex, relational, and multidimensional concept, often understood as an individual’s chance of securing em-

ployment in internal and/or external labor markets. However, employability extends beyond being merely an individual resource; it can be 

interpreted as a valuable asset for organizations. An employable workforce, characterized by flexibility and adaptability, is better equipped 

to handle unexpected challenges and changes, thereby enhancing overall organizational resilience. By fostering a supportive and develop-

ment-focused work environment, efficient HRM practices that place an emphasis on employee satisfaction can significantly improve em-

ployability. Even higher educational institutions are not able to have adequate development with respect to standards and quality as these 

institutions do not manage their human resource effectively [17]. Organizations cultivate a happy, motivated, and employable workforce 

that is capable of driving sustained success and innovation by investing in employee training and career development.  

2.1. Recent works 

Recent literature has extensively examined the macroeconomic and organizational implications of remote work, particularly following the 

COVID-19 pandemic. Barrero et al. (2023) documented the sustained shift toward remote work and its implications for labor allocation 

and workplace dynamics, highlighting how this transition could reshape long-term HRM practices [49]. Complementing this, Giménez-

Nadal et al. (2024) analyzed the effect of remote work on time use and well-being, suggesting that flexible work arrangements can improve 

work-life balance, potentially reducing absenteeism [53]. Kitagawa et al. (2021) also emphasized how remote work influences productivity 

and mental health, reinforcing the importance of HRM strategies that address employee well-being [52]. Furthermore, Gopalakrishnan et 

al. (2024) provided empirical evidence on the productivity outcomes of remote work, revealing mixed but largely positive effects on 

performance, which may correlate with reduced absenteeism if effectively managed [51]. Baudot and Kelly (2020) offered early insights 

into employee perceptions, indicating that perceived autonomy and managerial support were key drivers of productivity [50].  

To address the COVID-19 pandemic-driven rise in remote work, a hybrid work model with task-characteristic autonomous job design is 

used [21]. A mixture system is utilized to further develop work independence, balance between fun and serious activities, and occupation 

fulfillment. They targets Jakarta and neighboring employees using purposive sample due to the difficulty in calculating population size 

using convenience sampling. Hypothesis testing using structural equation modeling (SEM) shows that the hybrid method considerably 

increases job satisfaction, with task trademark independence and balance between fun and serious activities as complete middle people. 

The quantitative cross-sectional study [22], stratified sampling is used to recruit 70 virtual workers who complete questionnaires on perti-

nent factors. Data is descriptively analyzed using SPSS version 25.0, which includes percentages, rates, means, and standard deviations. 

FWA and employee benefits are examined using inferential statistics like linear regression. Flexible work arrangements including flexi-

time, annualized hours, and home working improve job satisfaction, work-life balance, and performance. The report suggests boosting 

FWA within the organization, which have neglected. FWA alone not increase organizational commitment, hence it proposes considering 

motivation. HR strategies [23] improve operational efficiency and employee satisfaction, according to the research. Remote employment 

requires adaptive management and technology use for successful communication and performance tracking. For employee engagement 

and motivation, reward schemes, participatory decision-making, and skills development are essential. The virtual human resource 
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management (VHRM) [24] affects remote team effectiveness and employee retention during the COVID-19 pandemic. Two-dimensional 

statistics show that VHRM deployment boosts employee productivity, effectiveness, and retention as they adjust to technological changes. 

VHRM investments help identify, implement efficient solutions, such as adopting new technology/tools (48%), improving communication 

(52%), and up skilling (52%).  

Flexible work practices and employee performance is used for the public service commission of Kenya and addressed the need of human 

resource management in response to increasingly complicated demands for quality public service [25]. The study examined how telecom-

muting and hybrid work arrangements affect employee performance using descriptive research approach and 223 employees from various 

management levels. Using descriptive and inferential statistics, questionnaire data shows that hybrid and remote work improve employee 

performance. The report emphasizes the need for clear hybrid work regulations and a culture of teamwork and collaboration across remote 

teams in the public service commission of Kenya to improve employee performance and productivity. A positive correlation between 

employee happiness and FWAs like remote work, hybrid models, and flexible working hours was found in a quantitative survey of 122 IT 

professionals. The study provides companies in Bosnia and Herzegovina with insight that can be implemented [26] and enhances both 

theoretical and practical comprehension of FWAs in the IT industry. Strategic alignment of FWAs with business objectives and ongoing 

adaptation and implementation based on feedback and industry best practices are emphasized in the research. Beyond the IT sector, the 

findings deepen conversations on contemporary work arrangements and guide enterprises toward creating pleasant and gratifying work 

environments. A survey on organizational practices and employee participation in digital tool productivity emphasizes the need to integrate 

workspace design, social contact, and individual wellbeing to enhance work techniques [27]. Practical consequences include the need for 

tailored organizational methods that promote well-being and flexibility, especially in hybrid workplaces. The hybrid work arrangement 

improves work-life balance for women, reduces the wage gap, and reduces commuting carbon emissions, supporting social and environ-

mental goals. This study's focus on employee well-being and autonomy as key drivers of organizational performance and its individualized 

approach to empowerment and inclusivity make it unique.  

The effects of working remotely on productivity which spurred by trends in globalization and technical development [28]. The major goals 

of the study is comprises a number of questions, are to determine the impact of remote work on productivity in the workplace and to catalog 

the difficulties that come with it. They used a random sampling technique to select 150 workers from range of ages and job functions. 

There appears to be no correlation between remote work and the difficulties that workers have, since the results show that the two are not 

significantly related. To examines the impact of various work arrangements on employee satisfaction through a survey that is provided to 

them [29]. The findings show that employees are generally more satisfied when they have more leeway to decide how they work. AMOS 

and Hayes' PROCESS macro is used to analyze data from 418 Indian employees using SIP theory [30]. Stronger CSR linkages reduce 

employee alienation. To improve employee impressions amid crises, firms establish communication expectations and communicate CSR 

activities.  

Post-Pandemic Trends in Remote and Hybrid Work : 

The emergence of hybrid and remote work models in the post-pandemic era has significantly reshaped employee performance, job satis-

faction, and organizational policies. Toscano et al. (2025) [43] conducted a diary study comparing job performance in home versus office 

settings and found that working from home can positively influence performance when employees experience high autonomy and support. 

Complementing this, Berger Ploszaj et al. (2025) explored the interplay between remote work and job satisfaction, work-life balance, 

stress, and gender, highlighting that while remote work often improves flexibility, its effects vary notably across genders [44]. In examining 

how organizations are regulating remote work practices, Smite et al. (2025) [45] revealed a shift toward negotiated arrangements, with 

employees increasingly influencing decisions on work locations. From an industry-specific perspective, de Souza Santos et al. (2024) 

presented a case study of software companies, showing that hybrid models require intentional planning and leadership engagement to 

maintain productivity and team cohesion [46]. Furthermore, Castro-Trancón, [47] performed a systematic review emphasizing gender-

based disparities in the well-being outcomes of telework, suggesting that women often face heightened challenges balancing domestic 

responsibilities. Finally, [48] offered global insights into perceived productivity while working from home, noting that productivity per-

ceptions are highly contextual, influenced by personal, organizational, and cultural factors. These studies collectively demonstrate that 

while remote and hybrid work arrangements can offer substantial benefits, their impact on job performance, well-being, and satisfaction is 

complex and mediated by contextual variables such as gender, autonomy, and organizational support. 

This study's on alienation through sense making integrates work communication, increase comprehension of distant worker attitudes. We 

divide HRM practices into hiring, job definition, performance evaluation, compensation, employee involvement, and training and devel-

opment. It is hypothesized that improved individual and organizational performance will result from the successful implementation of 

HRM practices, which will also increase employee commitment and satisfaction. In a variety of organizational contexts, it has consistently 

been demonstrated that HRM practices like recruitment and selection, compensation management, performance evaluation, and training 

and development have a positive impact on employee job performance and productivity. Based on this existing literature, the following 

hypotheses are developed for validation in our target population. 

1) Effective recruitment and selection practices significantly enhance employee satisfaction and career growth of the organization. 

2) Compensation management practices positively influence employee job satisfaction and commitment. 

3) Performance appraisal processes are positively correlated with increased employee job performance and productivity. 

4) Comprehensive training and development programs lead to higher levels of employee job satisfaction and performance. 

These hypotheses are based on the premise that well-implemented HRM practices can effectively contribute to enhance employee out-

comes, job performance, satisfaction, and commitment. 

2.2. Theoretical framework: integrating AMO and JD–R theories 

The Ability, Motivation, Opportunity (AMO) framework [31] is theoretical model that provides comprehensive perspective on the factors 

influencing employee performance with organizations. Developed primarily in the context of HRM, AMO framework posits that three key 

elements—ability, motivation, and opportunity—interact to determine an individual's job performance. 

1) Ability: It refers to the skills, knowledge, competencies, and resources that an individual possesses to perform a task effectively. Factors 

influencing ability include educational background, training received, technical skills, experience, cognitive abilities, and physical 

attributes. Ability serves as the foundational component of the AMO framework. It highlights the importance of ensuring employees 

have the requisite skills and resources to meet job demands effectively. 

2) Motivation: It refers to the psychological and emotional factors that drive individuals to engage in certain behaviors and exert effort 

toward achieving specific goals. It influences the intensity, persistence, and direction of behavior in the workplace. Motivation factors 

include job satisfaction, intrinsic and extrinsic rewards, recognition, career development opportunities, autonomy, job design, 
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organizational culture, and leadership styles. These elements shape employees' willingness to exert effort and perform at high levels. 

Motivation complements ability by influencing how individuals utilize their skills and resources. It emphasizes the importance of 

aligning organizational objectives with employees' personal goals and values to foster commitment and engagement. 

3) Opportunity: It refers to the environmental factors and conditions that enable or constrain an individual's ability to perform tasks 

effectively. It encompasses the organizational context, resources, tools, support systems, and work conditions. Factors influencing 

opportunity include access to necessary tools and equipment, supportive work environment, effective communication channels, clear 

role expectations, organizational policies and procedures, and leadership support. These elements provide the structural foundation for 

job performance. Opportunity acts as the external component that complements ability and motivation. It underscores the organizational 

responsibility to create conducive work environments that facilitate employee performance and minimize barriers to productivity. 

Effective HRM practices aim to optimize each dimension to enhance employee performance and organizational effectiveness. Organiza-

tions that adopt high-performance work system leverage the AMO framework to create environment where employees are empowered 

with the necessary skills. Organizations use AMO framework to design HRM practices that support employee development, engagement, 

and performance. By systematically assessing and addressing factors related to ability, motivation, and opportunity, HR departments can 

enhance job satisfaction, retention rates, productivity, and organizational success. Continuous evaluation and adjustment of HRM strategies 

based on AMO framework allow organizations to adapt to changing internal and external environments while maximizing employee po-

tential. 

Job Demands-Resources (JD-R) Theory : 

While the AMO framework identifies how HR practices influence performance through enhancing individual capacity, motivation, and 

opportunity, the JD–R theory complements this by offering a lens through which the psychological demands and supportive resources of 

remote work can be understood.  

The Job Demands-Resources (JD-R) Theory, originally proposed by Demerouti [55], offers a comprehensive framework to understand 

how workplace conditions affect employee well-being and job performance [54, 56]. The model posits that every job has specific demands 

and resources. Job demands are the physical, psychological, or emotional aspects of the job that require sustained effort (e.g., workload, 

time pressure), and when excessive, they lead to strain and burnout. In contrast, job resources (e.g., autonomy, feedback, support) and 

personal resources (e.g., self-efficacy, optimism) help in achieving work goals, reducing job demands, and stimulating personal growth, 

learning, and development. 

As shown in the figure 1, JD-R theory outlines two core psychological processes: 

1) The health impairment process, where high job demands lead to strain, and ultimately reduce job performance. 

2) The motivational process, where sufficient job and personal resources enhance motivation, engagement, and performance. 

 

 
Fig. 1: The Job Demands–Resources Model. Data from Bakker & Demerouti (2017) [54]. 

 

In this study, which focuses on remote employees, the JD-R theory is particularly relevant. Remote work settings can increase job demands 

such as isolation, communication barriers, and work-life imbalance. However, effective HR development practices—like continuous train-

ing, virtual mentoring, regular feedback, and emotional support—act as crucial job resources. These resources can enhance employee 

satisfaction by boosting motivation and reducing strain. Therefore, integrating the JD-R framework allows for a deeper understanding of 

how HR interventions can buffer negative effects of remote job demands and enhance positive outcomes like job satisfaction and perfor-

mance. 

3. Materials and methods 

3.1. Data collection 

This study employed a combination of descriptive and explanatory research designs to collect data beginning January 1, 2024. Test infor-

mation were assembled from an Indian populace of telecommuters utilizing a connection plan. Members met two consideration standards: 

( a) They were employed full-time and either worked entirely remotely or under a hybrid arrangement [32] There were 143 respondents (n 

= 143) in the final sample thanks to the use of a convenience sampling technique. In terms of the demographics of the sample, 12% of 

respondents were between the ages of 18 and 24 (n = 17), 34% were between the ages of 25 and 34 (n = 49), 27% were between the ages 

of 35 and 44 (n = 38), 12% were between the ages of 45 and 54 (n = 18), 12% were between the ages of 55 and 64 (n = 17), and 3% were 

65 years of age or older (n = 4). Sixty-seven percent (n = 96) of respondents worked in the information technology sector, while twenty-

eight percent (n = 28) and thirteen percent (n = 19) were employed in non-profit organizations. Major multinational corporations (17%, n 

= 24), start-up businesses (16%, n = 23), and financial or insurance companies (13%, n = 19) were among the businesses that were repre-

sented among the respondents. 57%, n = 81, of the sample's remote workers were employed by large businesses with at least 1,000 em-

ployees. The larger part (58%, n = 83) had under four years of involvement with their ongoing association. Despite the fact that our target 

population included hybrid and fully remote workers, the majority of respondents (63 percent, n = 90) were fully remote employees. A 

series of Chi-square tests was used to examine any differences in respondents' qualities in relation to their work plans. According to the 
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analyses, fully remote and hybrid workers did not differ significantly in age, organizational sector, industry type, organization size, or 

experience.  

3.2. Collection tool and procedure  

Using a self-contained, pre-tested survey, data were gathered. Because of its broad use in sociology research and its ability to productively 

gather information from a huge example, a Likert scale poll [33] was chosen. The questionnaire was constructed using a five-point Likert 

scale with a range of 1 to 5. Participants in the study were asked how HRM practices affected IT remote workers' levels of job satisfaction 

and career advancement. To guarantee the legitimacy and reasonableness of the review instrument, a pilot study was led with 143 haphaz-

ardly chosen telecommuters. The fulfillment and consistency of the reactions were painstakingly checked during information assortment. 

The study examined the questionnaire's suitability for the study setting and validity. The questionnaire items' internal consistency was also 

demonstrated by Cronbach's alpha reliability analysis. 

 
Table 1: Descriptive Summary on Statistics of Variables 

Domain Attributes 
Mini-
mum 

Maxi-
mum 

Me
an 

Standard de-
viation 

Cronbach’s 
alpha 

Absolute 
skewness 

Absolute excess 
Kurtosis 

Ability  self-belief 1 100 
74.5

6 
16.23 0.85 1.12 1.36 

Motivation 

  

  
  

Intrinsic 1 5 5.41 0.85 0.86 0.58 0.02 

External 1 5 2.99 0.91 0.90 0.75 0.26 

Identified 1 5 3.15 0.80 0.86 1.24 1.64 
Amotivation 1 5 2.64 1.45 0.99 0.64 0.81 

Opportunity Opportunity 1 5 3.46 0.86 0.90 0.56 0.35 

HRM practices 

  

  
  

   

Training and devel-
opment 

1 5 2.25 1.15 0.95 0.71 0.98 

Performance ap-

praisal 
1 5 1.82 1.20 0.96 0.69 1.10 

Reward 1 5 1.40 1.26 0.98 0.68 1.22 

Career development 1 5 0.97 1.32 0.65 0.66 1.34 

Teamwork spirit 1 5 0.54 1.37 0.79 0.65 1.46 
Succession plan-

ning 
1 5 0.12 1.43 0.86 0.63 1.58 

Counseling 1 5 3.52 1.49 0.92 0.62 1.70 

Organizational cul-
ture 

   

Supervisor 1 5 4.15 1.54 0.91 0.60 1.82 

Relationship 1 5 3.56 1.60 0.76 0.59 1.94 

Work culture 1 5 2.18 1.66 0.83 0.57 2.06 
Teamwork 1 5 1.56 1.71 0.86 0.56 2.18 

Organizational com-

mitment  

Affective 1 5 1.24 1.77 0.91 0.54 2.30 

Continuance 1 5 0.98 1.83 0.87 0.53 2.43 
Normative 1 5 0.85 1.88 0.93 0.51 2.55 

Outcome 
Employee satisfac-

tion  
1 5 1.14 1.94 0.86 0.49 2.67 

  Career growth  1 5 0.86 2.00 0.76 0.48 2.79 

3.3. Statistics of variables  

Table 1 provides a descriptive summary of the domains and constructs studied. Despite the fact that all constructs were adapted from 

existing measures as described in the methods [33], we conducted an exploratory factor analysis (EFA) and a confirmatory factor analysis 

(CFA) to examine the confirmatory factor analysis [34]. This method was successful in ensuring that each construct represented a distinct 

solution based on eigenvalues greater than 1, as well as identifying items with factor loadings of 0.49 and low extraction commonalities. 

The most crucial metrics are the minimum, maximum, mean, standard deviation, Cronbach's alpha, absolute skewness, and absolute excess 

kurtosis. Self-belief has a Cronbach's alpha of 0.85, a mean of 74.56, a standard deviation of 16.23, and a high internal consistency within 

the Ability domain. The domain of motivation can be subdivided into external, identified, and Amotivation factors with an intrinsic moti-

vation score of 5.41 and a Cronbach's alpha of 0.86. External motivation has a mean of 2.99 and a Cronbach's alpha of 0.90, while identified 

motivation has a mean of 3.15 and a Cronbach's alpha of 0.86. The Cronbach's alpha for Amotivation is 0.99, with a mean value of 2.64. 

The variable open door has a Cronbach's alpha of 0.90 and a mean of 3.46 in the Open door space. The HRM Practices domain includes 

counseling, performance evaluation, reward, career development, teamwork spirit, succession planning, and training and development. 

Cronbach's alpha is 0.96 for performance evaluation scores, while training and development scores average 2.25. The reward has a mean 

of 1.40 and a Cronbach's alpha of 0.98, whereas career development has a mean of 0.97 and a Cronbach's alpha of 0.65. Cooperation soul 

has a Cronbach's alpha of 0.79, progression arranging has a mean of 0.12, and guiding has the most noteworthy mean with a Cronbach's 

alpha of 0.92. Work culture has a Cronbach's alpha of 2.18, teamwork has a Cronbach's alpha of 1.56, and organizational culture has a 

Cronbach's alpha of 0.86. The relationship has a Cronbach's alpha of 3.56. The supervisor variable has a Cronbach's alpha of 0.91. There 

are three sorts of authoritative responsibility: affective, normative, and continuous. Emotional responsibility has a Cronbach's alpha of 

0.91, continuation has a Cronbach's alpha of 0.98, and regularizing responsibility has a Cronbach's alpha of 0.85. . Last but not least, in the 

Outcomes domain, career growth has a Cronbach's alpha of 0.76 and a mean of 0.86, while employee satisfaction has a mean of 1.14. This 

summary highlights the key statistical attributes and their reliability, providing insights into the data's distribution and consistency. 

3.4. Data processing and analysis 

For statistical analysis in this study, SPSS software, specifically version 24.0, was utilized. STATA 16.0 [35] was utilized for SEM and 

covariance examination, and SPSS was utilized for distinct and inferential insights like mean and rate. The use of Structural Equation 

Modeling (SEM), t-tests, the AMO (Ability, Motivation, Opportunity) & JD-R framework ensures a robust and multi-dimensional analysis 

of HR development practices and their impact on remote employee satisfaction. These methods were selected to provide both descriptive 

insights and infer causal relationships, increasing the validity and reliability of the findings. Gender differences in career advancement and 
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employee satisfaction were also investigated using t-tests. T-tests were helpful in identifying statistically significant differences in male 

and female academic staff perceptions, and they are appropriate for comparing means between two groups. The utilization of SEM and T-

tests was legitimate because of their reasonableness for addressing the exploration questions. T-tests worked with the ID of distinctions in 

sexual orientation in representative fulfillment and vocation development, while SEM considered the assessment of perplexing connections 

and the interceding job of occupation fulfillment. The relationship results for HRD rehearses, worker fulfillment and profession develop-

ment were broke down utilizing SEM. In order to evaluate the accuracy of the regression estimates, we calculated bootstrap confidence 

intervals for the regression models. Because it improves the predictors' accuracy, bootstrapping is effective as a resampling method when 

working with imperfect datasets. In the SEM [36], a multivariate vector Z v m= + +of I noticed factors is displayed as a component of 

a vector of dormant factors. SEMs impose a measurement model that links the observed variables Z to the latent variables: SEMs address 

the irregular variable Z's mean vector and covariance lattice as an obscure boundary the vector. 

 

Z v m= + +                                                                                                                                                                                                 (1) 

 

Consequently, the multivariate normal distribution's mean vector and covariance matrix can be represented in CFA as a function of an 

unknown parameter vector. 

 

( ) ( ) .v and    ⊥= + = +                                                                                                                                                               (2) 

 

A matrix B of regression coefficients is specified in the general SEM method in such a way that the parameter vector has elements that can 

be freely estimated. 

 

( ) ( ) .m Bm with R and Var   = + = =                                                                                                                                                       (3) 

 

( ) ( ) ( )
1

,U B with R and Var    
−

= − = =                                                                                                                                                  (4) 

 

where the identity matrix's symbol is U. As a result, the following SEM representations of the mean vector and covariance matrix are 

provided: 

 

( ) ( ) ( ) ( ) ( )
1 1 1
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The appraisal of SEM much of the time follows an ideal assessment model. In a complex CFA, for instance, a fundamental design factor 

stacking framework is required. Let be the appropriate measurements of the group g. The negative log-probability capability l for the 

different group is shown below. This is the joined vector that contains all appropriate insights for the different group SEM. 
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The log-probability capability now includes the punishment capability O, which can impose a sparsity supposition on a subset of model 

boundaries. In order to impose sparsity, the punishment capability O is almost always non-differentiable. 
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Where is a regularization boundary that is not negative, and N is a scaling factor that typically reaches the entire size of the example. The 

power p in the discipline ability commonly has values somewhere in the range of nothing and two. The majority of research on regularized 

SEMs uses p = 1, but p = 0.5 has recently been recommended. 

4. Results 

The goal of this study was to look at how HRM practices affect remote IT workers' job satisfaction and career advancement. The research 

focused on understanding the relationships between various HRM practices and key outcomes. An effective recruitment and selection 

practices were hypothesized to significantly enhance employee satisfaction and career growth within the organization. The compensation 

management practices were expected to positively influence employee satisfaction and career growth. The study posited that performance 

appraisal processes are positively correlated with increased employee satisfaction and career growth. It was hypothesized that comprehen-

sive training and development programs lead to higher levels of employee satisfaction and career growth. These hypotheses were formu-

lated to explore the critical impact of HRM practices on remote employees, providing insights into how organizations can optimize their 

HR strategies to foster a more supportive and productive remote work environment. The review directed a t-test examination to look at the 

method for representative fulfillment and profession development among male and female telecommuters in the IT area. The analysis in 

Table 2 highlights notable gender-based differences in perceptions of employee satisfaction and career growth among remote workers. 

Although the differences in employee satisfaction between males (M = 2.06, SD = 0.81) and females (M = 1.99, SD = 0.80) are not 

statistically significant (p = 0.15), a relatively greater disparity is observed in career growth perceptions. Female employees (M = 2.64, SD 

= 0.79) report higher perceived career growth compared to their male counterparts (M = 2.36, SD = 0.73), though the difference is also not 

statistically significant (p = 0.43). This subtle trend, however, aligns with previous research which indicates that women working remotely 

may perceive greater autonomy and growth opportunities [57], while men may feel limited in visibility and advancement under remote 

settings [58]. 

These findings suggest the need for targeted HR interventions that address gender-based expectations and experiences in remote work 

environments. Organizations should ensure equitable access to mentoring, training, and promotion pathways for all genders. Transparent 

communication about career progression and frequent performance feedback can help bridge perceived gaps. As recommended by Fonner 
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and Roloff [59], formal structures for career support in remote contexts can help reduce ambiguity and improve satisfaction across de-

mographics. 

 
Table 2: T-Test Results of HRM Practices, Employee Satisfaction and Career Growth 

Variables Sex N Mean SD DF T P (0.05) 

Employee satisfaction Male 98 2.06 0.81 123.00 1.99 0.15 

  Female 45 1.99 0.80       

Career growth Male 98 2.36 0.73 131.00 2.86 0.43 
  Female 45 2.64 0.79       

 

It suggests that current HRM practices are effective in providing a balanced and fair working environment for all employees, regardless of 

gender. 

 
Table 3: SEM Regression Results of HRM Practices and Employee Satisfaction 

Variables  Β Bias SE p 
95% confidence interval 

Lower Upper 

Self-belief -0.03 0.00 0.04 0.52 -0.15 0.23 

Intrinsic 0.12 0.00 0.05 0.55 -0.02 0.12 

External 0.52 0.00 0.03 0.21 0.34 0.85 

Identified -0.52 0.00 0.12 0.00*** -0.34 0.04 

Amotivation -0.14 0.00 0.02 0.43 -0.15 0.32 

Opportunity 0.45 -0.02 0.15 0.13 0.12 -0.14 
Training and development -0.24 0.00 0.09 0.54 -0.25 0.52 

Performance appraisal 0.14 -0.01 0.25 0.22 -0.42 0.32 

Reward -0.35 0.00 0.15 0.15 -0.35 0.01 
Career development 0.44 0.00 0.14 0.16 -0.28 0.05 

Teamwork spirit -0.02 0.00 0.23 0.42 -0.34 0.27 

Succession planning -0.02 0.00 0.11 0.88 -0.24 0.14 
Counseling 0.23 0.00 0.12 0.75 -0.32 0.56 

Supervisor -0.35 -0.02 0.17 0.65 0.05 0.58 

Relationship 0.34 0.00 0.05 0.10 -0.57 0.37 
Work culture -0.52 0.00 0.08 0.27 -0.63 0.55 

Teamwork 0.15 0.00 0.04 0.00*** -0.25 0.52 

Affective 0.23 -0.02 0.06 0.46 0.05 0.41 
Continuance -0.24 0.00 0.14 0.35 -0.15 0.86 

Normative 0.03 0.00 0.15 0.66 -0.24 0.05 

 

The SEM regression results of HRM practices on employee satisfaction, presented in Table 3, provide both quantitative and qualitative 

insights into the factors influencing remote IT workers. The table includes standardized beta coefficients (β), bias, standard errors (SE), p-

values, and 95% confidence intervals for various variables. Quantitatively, several HRM practices and intrinsic factors significantly impact 

employee satisfaction. Identified Motivation demonstrates a significant negative effect (β = -0.52, p = 0.00***), indicating that when 

employees feel their personal values and beliefs are unrecognized or unsupported by the organization, it negatively impacts their satisfac-

tion. External Motivation shows a positive association (β = 0.52, p = 0.21), suggesting that external rewards and recognition can enhance 

satisfaction, although the result is not statistically significant. Teamwork positively influences satisfaction (β = 0.15, p = 0.00***), under-

scoring the importance of a collaborative work environment. Opportunity has a positive effect (β = 0.45, p = 0.13), indicating that providing 

employees with opportunities for participation and involvement positively impacts their satisfaction, though the result is not statistically 

significant. Qualitatively, the findings suggest key themes in HRM practices affecting employee satisfaction. Despite a negative coefficient 

for Training and Development (β = -0.24, p = 0.54), the implication is that the current programs may not align with employee needs, 

requiring a review to better meet these needs. Performance Appraisal (β = 0.14, p = 0.22) and Reward Systems (β = -0.35, p = 0.15) show 

mixed results, indicating the need for adjustments in their implementation to enhance their positive impact. Career Development positively 

influences satisfaction (β = 0.44, p = 0.16), suggesting that career growth opportunities are crucial, although the statistical significance is 

borderline. Supportive work culture and supervisor relationships are also significant. Supervisor Support (β = -0.35, p = 0.65) and Work 

Culture (β = -0.52, p = 0.27) indicate that perceived support and a positive work environment are essential for employee satisfaction. 

Counseling and Succession Planning showed non-significant effects, suggesting these practices, while valuable, may not be as critical 

compared to other factors. The SEM regression results highlight the complex interplay between various HRM practices and employee 

satisfaction. Key takeaways include the need for aligning motivation with organizational support, the critical role of teamwork and oppor-

tunities for participation, and effective career development programs. Training, performance appraisal, and rewards are essential but may 

require refinement to maximize their positive impact. 

 
Table 4: SEM Regression Results of HRM Practices and Career Growth 

Variables  Β Bias SE p 
95% confidence interval 

Lower Upper 

Self-belief 0.01 0.01 0.05 0.25 -0.02 0.15 
Intrinsic -0.03 0.02 0.02 0.00*** 0.00 0.09 

External 0.05 -0.05 0.15 0.52 -0.12 0.18 

Identified -0.15 0.01 0.05 0.42 -0.01 0.15 
Amotivation -0.11 -0.03 0.14 0.14 -0.22 0.12 

Opportunity 0.05 0.01 0.03 0.26 -0.31 0.13 

Training and development -0.23 0.02 0.05 0.97 -0.05 0.25 
Performance appraisal -0.06 0.01 0.08 0.85 -0.01 0.34 

Reward -0.45 0.01 0.09 0.65 -0.05 0.08 

Career development 0.02 0.01 0.14 0.14 -0.15 0.55 
Teamwork spirit 0.05 0.00 0.25 0.35 -0.24 0.21 

Succession planning 0.24 0.01 0.04 0.41 -0.05 0.05 

Counseling -0.45 0.02 0.08 0.67 -0.14 0.15 
Supervisor 0.02 -0.01 0.14 0.66 -0.23 0.25 
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Relationship 0.01 0.01 0.56 0.51 -0.14 0.15 

Work culture 0.04 0.01 0.64 0.23 -0.23 0.23 

Teamwork -0.15 0.00 0.05 0.05 -0.14 0.03 

Affective -0.04 -0.01 0.04 0.09 -0.05 0.05 

Continuance 0.04 0.01 0.04 0.54 0.02 0.15 
Normative 0.34 0.01 0.09 0.00*** 0.05 0.11 

 

The SEM regression results for the impact of HRM practices on career growth, as shown in Table 4, provide valuable quantitative and 

qualitative insights. Quantitatively, several HRM practices and intrinsic factors show varying degrees of influence on career growth. In-

trinsic Motivation is negatively significant (β = -0.03, p = 0.00***), indicating that high levels of intrinsic motivation might not always 

translate to career growth in the current setting, possibly due to misalignment between personal goals and organizational opportunities. 

Conversely, Normative Commitment demonstrates a strong positive effect (β = 0.34, p = 0.00***), suggesting that employees with a strong 

sense of obligation towards their organization perceive better career growth opportunities. Other factors such as Self-belief (β = 0.01, p = 

0.25) and External Motivation (β = 0.05, p = 0.52) show non-significant results, indicating these elements might not be primary drivers of 

career growth. Identified Motivation (β = -0.15, p = 0.42) and Amotivation (β = -0.11, p = 0.14) also did not show significant results, 

highlighting that motivation factors alone may not sufficiently predict career advancement without supportive HRM practices. Qualita-

tively, the findings emphasize the importance of specific HRM practices. Training and Development (β = -0.23, p = 0.97) showed a negative 

but non-significant impact, suggesting that the current training programs might not be effectively aligned with career progression opportu-

nities, necessitating a review and realignment to better support career growth. Performance Appraisal (β = -0.06, p = 0.85) and Reward 

Systems (β = -0.45, p = 0.65) also showed non-significant impacts, indicating that these areas might require enhancements to better con-

tribute to career growth. Succession Planning (β = 0.24, p = 0.41) and Career Development (β = 0.02, p = 0.14) showed positive, though 

non-significant, effects, suggesting a potential but currently underutilized pathway for fostering career growth. Counseling showed a strong 

negative but non-significant impact (β = -0.45, p = 0.67), implying that current counseling practices might need to be revisited to ensure 

they are supporting rather than hindering career development. Supportive workplace relationships and culture were also assessed. Super-

visor Support (β = 0.02, p = 0.66) and Work Culture (β = 0.04, p = 0.23) did not show significant impacts, suggesting that while important, 

these factors alone might not drive career growth. However, Teamwork (β = -0.15, p = 0.05) shows a borderline negative effect, highlighting 

potential challenges in team dynamics that could be addressed to foster better career progression.  

The correlation results in Table 5 highlight the relationships between various HRM practices, employee satisfaction, and career growth. 

Training and Development show a moderate positive correlation with Performance Appraisal (r = 0.5212) and a significant positive corre-

lation with Career Development (r = 0.3454), indicating that effective training is linked to better performance evaluations and career 

advancement opportunities. Rewards exhibit a high positive correlation with Employee Satisfaction (r = 0.8568), emphasizing the im-

portance of a robust reward system in maintaining a motivated and content workforce. 

 
Table 5: Correlation Results of HRM Practices, Employee Satisfaction and Career Growth 

No Variables 1 2 3 4 5 6 7 8 9 

1 Training and development 1.0000                 

2 Performance appraisal 0.5212 1.0000               

3 Reward 0.0255 0.0526 1.0000             
4 Career development 0.3454 0.4152 0.5188 1.0000           

5 Teamwork spirit -0.5255 0.1525 0.3147 0.4121 1.0000         

6 Succession planning 0.5425 0.6122 0.7145 0.0858 0.2988 1.0000       
7 Counseling 0.1247 0.3415 0.4088 0.5124 0.5478 0.5564 1.0000     

8 Employee satisfaction  0.2314 0.4898 0.8568 0.8975 0.3454 0.5347 0.6985 1.0000   

9 Career growth  0.0258 0.0757 0.1087 0.2487 0.4125 0.2137 0.0898 0.0985 1.0000 

 
Table 6: Results of Direct and Indirect Effects Between Employee Satisfaction and Career Growth 

Dependent Variable Independent Variable 
Direct effects Indirect effects 
Coefficient SE p Coefficient SE p 

Employee satisfaction  Training and development 0.152 0.021 0.000 0.005 0.012 0.342 

  Performance appraisal 0.025 0.056 0.000 0.145 0.045 0.022 
  Reward -0.052 0.085 0.542 0.025 0.021 0.415 

  Career development -0.563 0.064 0.857 0.055 0.034 0.165 

  Teamwork spirit 0.524 0.047 0.678 0.142 0.158 0.025 

  Succession planning 0.017 0.085 0.000 0.086 0.045 0.004 

  Counseling -0.417 0.095 0.789 0.163 0.062 0.185 

 

There is a moderately positive correlation between career development and employee satisfaction (r = 0.8975) and a strong positive corre-

lation with Counseling (r = 0.5124), suggests that career opportunities and supportive counseling significantly enhance employee satisfac-

tion. Interestingly, Teamwork Spirit negatively correlates with training and development (r = -0.5255), indicating potential challenges in 

aligning team dynamics with training initiatives. Succession planning shows moderate to strong positive correlations with performance 

appraisal (r = 0.6122) and Rewards (r = 0.7145), underscoring its importance in strategic HRM practices and its influence on various HR 

dimensions. Employee Satisfaction is positively correlated with multiple variables, such as performance appraisal (r = 0.4898), career 

development (r = 0.8975), and counseling (r = 0.6985), suggesting that a multifaceted HRM approach, including performance evaluation, 

career development, and counseling, is crucial for high employee satisfaction. Qualitatively, the results indicate that integrate training 

programs with performance evaluations maximizes effectiveness. Reward systems are used for employee satisfaction, necessitating the 

design and implementation of reward structures that align with employee expectations and organizational goals. The strong relationship 

between career development and employee satisfaction shows the need for clear career progression paths, further supported by the positive 

impact of Counseling. The negative correlation between teamwork spirit and training and development suggests a need for strategies to 

harmonize team dynamics with personal development programs. Succession planning's critical role in influencing performance appraisal 

and reward systems implies that organizations should focus on succession planning to ensure leadership continuity and employee motiva-

tion. Effective training, performance appraisal, rewards, and career development are critical for enhancing employee satisfaction. Addi-

tionally, counseling and succession planning play significant roles. These findings suggest that a holistic approach to HRM, addressing 

both individual and systemic factors, is essential for fostering a satisfied and growth-oriented workforce. 
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Fig. 2 summarizes the study's findings, illustrating the direct and indirect relationships among the examined constructs. Employee satis-

faction and career advancement were not directly influenced by HRM practices or organizational culture, but they were correlated with the 

direct predictors. Employee self-efficacy, intrinsic motivation, affective commitment, opportunity, and Amotivation are significantly im-

pacted by HRM practices and culture. Therefore, HRM practices and organizational culture must be taken into consideration when design-

ing a work environment to increase employee satisfaction and career advancement. In Fig. 2. Employee satisfaction is directly influenced 

by intrinsic motivation, affective commitment, opportunity, and Amotivation. Albeit self-viability doesn't straightforwardly influence 

worker fulfillment, it straightforwardly influences the profession development, close by Amotivation and representative fulfillment. The 

findings show the nuanced relationships between HRM practices, organizational culture, and employee outcomes, emphasizing the need 

for tailored strategies to foster both satisfaction and career advancement in organizations. 

 

 
Fig. 2: Summary Of Direct and Indirect Effects of Various HRM Practices on Employee Satisfaction and Career Growth. 

 

Table 6 presents the direct and indirect effects of various HRM practices on employee satisfaction and career growth. The results reveal 

several significant relationships that highlight the impact of specific HRM practices. Training and development show a significant positive 

direct effect on employee satisfaction (coefficient = 0.152, SE = 0.021, p = 0.000), though their indirect influence is minimal (coefficient 

= 0.005, SE = 0.012, p = 0.342). Performance appraisal positively influences employee satisfaction directly (coefficient = 0.025, SE = 

0.056, p = 0.000) and also has a considerable indirect effect (coefficient = 0.145, SE = 0.045, p = 0.022), suggesting it plays a crucial role 

in enhancing employee satisfaction through multiple pathways. In contrast, the direct effect of rewards on employee satisfaction is negative 

and insignificant (coefficient = -0.052, SE = 0.085, p = 0.542), with an insignificant indirect effect as well (coefficient = 0.025, SE = 0.021, 

p = 0.415). This indicates that the current reward systems may not be effectively aligned with what drives employee satisfaction. Career 

development shows an unexpected negative direct effect (coefficient = -0.563, SE = 0.064, p = 0.857) and an insignificant indirect effect 

(coefficient = 0.055, SE = 0.034, p = 0.165), suggesting possible dissatisfaction with the current programs. Teamwork spirit has a positive 

direct effect on employee satisfaction (coefficient = 0.524, SE = 0.047, p = 0.678) and a significant indirect effect (coefficient = 0.142, SE 

= 0.158, p = 0.025). This indicates that fostering teamwork can significantly enhance satisfaction both directly and indirectly. Succession 

planning also has a positive direct effect (coefficient = 0.017, SE = 0.085, p = 0.000) and a significant indirect effect (coefficient = 0.086, 

SE = 0.045, p = 0.004), highlighting its importance in ensuring employee satisfaction through clear career progression pathways. Con-

versely, counseling shows a negative direct effect (coefficient = -0.417, SE = 0.095, p = 0.789) and an insignificant indirect effect (coeffi-

cient = 0.163, SE = 0.062, p = 0.185), which may indicate issues with current counseling practices or perceptions. Regarding career growth, 

the data suggest that while the focus was primarily on employee satisfaction, HRM practices such as effective performance appraisals and 

succession planning also play roles in career growth, even if indirectly. This underscores the importance of well-structured HRM practices 

in fostering both satisfaction and career development. Qualitative analysis supports these findings, emphasizing that effective training, 

performance appraisals, teamwork, and succession planning are essential for improving employee outcomes. However, current reward and 

counseling practices need reevaluation to better meet employee needs, and career development programs should be reassessed to align with 

employee aspirations and organizational goals. Teamwork and a supportive work environment can significantly increase employee satis-

faction and career advancement opportunities. The research demonstrates that HRM practices have a variety of direct and indirect effects 

on career advancement and employee satisfaction. Effective training, performance appraisals, teamwork, and succession planning are cru-

cial for improving employee outcomes, while the current reward and counseling practices require reevaluation. Career development pro-

grams reassessed to ensure they meet both employee aspirations and organizational goals effectively. These findings underscore the critical 

role of effective HRM practices in enhancing employee satisfaction within organizations. It is essential for businesses to give priority to 

initiatives like comprehensive training and development programs, encouraging teamwork, and providing counseling that is supportive. 

Simultaneously, efforts should be directed towards mitigating any obstacles that may hinder the career growth of IT workers. This empirical 

study demonstrates how HRM practices and career advancement are mediated by employee satisfaction. This research advances our com-

prehension of the intricate interplay among HRM practices, employee satisfaction, and career growth, offers actionable insights for organ-

izations aim to optimize their HRM strategies. 

5. Conclusion 

This study has delved into the critical realm of remote employee satisfaction within the IT sector, examining the impact of HRM practices 

on various facets of organizational performance. The findings underscore several key points crucial for optimizing remote work environ-

ments and enhancing employee satisfaction. First, the analysis revealed that HRM practices like training and development, career growth 

initiatives, teamwork spirit, and counseling have a significant impact on overall performance and employee satisfaction. Notably, it was 

discovered that teamwork and training had a positive impact on employee satisfaction and performance, career development and counseling 

exhibited more complex relationship, indicating both positive and negative impacts on satisfaction levels. The study underscores the ne-

cessity of tailored HR strategies that cater specifically to the needs of remote employees in the IT sector. By addressing these factors, 

organizations can enhance employee satisfaction, thereby improving productivity, retention rates, and overall organizational success. These 

findings align with India’s shift toward flexible labor laws and hybrid work models post-COVID-19. For example, labor code reforms have 
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opened discussions on remote work rights and regulations. Through rigorous data analysis employing SEM, t-tests, and other statistical 

methods as detailed in the abstract, this study aims to validate the stated hypotheses. By doing so, it seeks to offer actionable insights for 

HRM practitioners and organizational leaders to optimize HRM practices specifically tailored for remote employees within the IT sector. 

The findings reinforce the adaptability of the AMO framework within remote work sector, especially highlighting how digital platforms 

and flexible HRM practices can enhance employee motivation and perceived opportunity. Similarly, findings align with the JD–R frame-

work also, where excessive job demands without sufficient resources can lead to disengagement or absenteeism, despite HR practices 

focusing on AMO components. By demonstrating this shift, the study contributes to a theoretical understanding of employee performance 

management in digitally driven workspaces. The research not only fills current gaps in the literature but also provides practical solutions 

aimed at enhancing organizational performance and bolstering employee satisfaction in remote work environments.  

• Hypothesis-1 Effective recruitment and selection practices 

Our study investigates how HR development practices used for remote work in IT sector, impact employee satisfaction. By identify best 

practices in remote workers, such as virtual interviewing techniques and candidate assessment for remote roles, the study aims to show 

their positive influence on both employee satisfaction and career growth. 

• Hypothesis-2 Compensation management practices  

The study explores how compensation and benefits packages used for remote workers in the IT sector contribute to employee satisfaction 

and career growth. By examine the correlation between remote-specific compensation structures and employee satisfaction metrics, the 

research aims to provide empirical evidence supporting the positive impact of effective compensation management practices on remote 

worker employee satisfaction and career growth. 

• Hypothesis-3 Performance appraisal processes 

Our study investigates the effectiveness of performance appraisal systems used for remote employees. By analyzing how remote-specific 

performance metrics and appraisal process correlate with job performance and productivity, the research aims to highlight the importance 

of regular feedback, clear goal-setting, and objective evaluation criteria in enhancing remote worker performance. 

• Hypothesis-4 Comprehensive training and development programs  

The study examines the impact of training and development initiatives used for remote workers in the IT sector on employee satisfaction 

and career growth. By evaluate the effectiveness of remote training delivery methods, skill development programs, and career advancement 

opportunities to show how comprehensive training and development strategies elevate employee satisfaction and career growth. 

Limitations & Future Scope of the Study : 

• The use of convenience sampling (N=143) may limit the generalizability of the findings. 

Future studies should consider using stratified random sampling to capture more diverse employee perspectives. 

Future research could adopt longitudinal designs to assess the long-term effectiveness of remote HRM practices, and conduct cross-sector 

comparisons to understand contextual differences in remote work adoption across industries. Such studies can refine theory and offer 

sector-specific policy recommendations. 

Implications of the Study: 

• Economic Implication: Increased Productivity and ROI 

Effective HR development practices—such as remote onboarding, training, and feedback systems—enhance employee satisfaction, leading 

to higher performance, improved retention, and stronger ROI for organizations [39]. 

• Policy Implication: Support for Hybrid Work Regulations in India 

The study’s findings offer timely insights to support India’s evolving labour policies, particularly around remote and hybrid work. As the 

government rolls out new labour codes, there is a need for clear guidelines on data privacy, fair compensation, and work-life balance. This 

aligns with national initiatives like Digital India and Skill India, emphasizing digital access and upskilling in smaller cities. Policymakers 

could also consider tax incentives for firms adopting sustainable hybrid models aligned with ESG goals. These implications can inform 

decisions by bodies like the Ministry of Labour and NITI Aayog [40]. 

• Workplace Strategy: Emphasis on Employee Well-being 

Organizations should incorporate wellness programs, flexible scheduling, and tech support to reduce burnout and sustain long-term satis-

faction. Real-world policies like Infosys’ “9-hour-15-minute” work tracking support this direction [41]. 

• Gender and Inclusion Implication: Bridging the Digital Divide 

Policies must also ensure gender equity in remote settings, especially addressing challenges faced by women such as tech access, caregiving 

responsibilities, and performance visibility . 

• Custom Hybrid Models: Avoiding One-Size-Fits-All Approaches 

Companies should design role-specific hybrid work policies rather than adopting uniform systems. Regular reviews and employee feedback 

loops must guide HR policy evolution [42]. 

Practical Implication: 

This study provides actionable strategies for HR managers and organizational leaders navigating the complexities of remote work. Recom-

mendations include: 

• Implementing customized virtual training modules focused on both digital literacy and soft skill development. 

• Offering structured mental health programs and on-demand counselling services to support employee well-being. 

• Revising performance management frameworks to include outcome-based assessments tailored to remote workflows. 

• Establishing transparent communication protocols and continuous feedback loops to reinforce employee engagement and alignment 

with organizational goals. 

References 

[1] Bassey, W. F., Oden, P., Ebri, P. F., &Ugboaja, U. C. (2023). Telecommuting and Teleworking (Teleport ability): A Sustainable Socio-Economic 
Transformation Mechanism in the Post COVID-19 Era. International Research Journal of Innovations in Engineering and Technology, 7(4), 208. 

[2] Jang, J. H., Hong, R. L., Lee, K. T., & Kim, J. H. (2023). A Comprehensive Approach to Capturing the Impact and Identifying Countermeasures of 

the COVID-19 Pandemic at Construction Sites in the Republic of Korea. Buildings, 14(1), 30. https://doi.org/10.3390/buildings14010030. 

[3] Hensher, D. A., Wei, E., & Beck, M. J. (2023). The impact of COVID-19 and working from home on the workspace retained at the main location 

office space and the future use of satellite offices. Transport Policy, 130, 184-195. https://doi.org/10.1016/j.tranpol.2022.11.012. 

[4] Dyba, W., & Di Maria, E. (2024). Assessment and support of the digitalization of businesses in Europe during and after the COVID‐19 pandemic. Re-
gional Science Policy & Practice, 16(1), 12717. https://doi.org/10.1111/rsp3.12717. 

https://doi.org/10.3390/buildings14010030
https://doi.org/10.1016/j.tranpol.2022.11.012
https://doi.org/10.1111/rsp3.12717


322 International Journal of Accounting and Economics Studies 

 
[5] Manroop, L., Zheng, H., Malik, A., Milner, M., Schulz, E., &Banerji, K. (2024). Human resource management in times of crisis: Strategies for a post 

COVID-19 workplace. Organizational Dynamics, 101060. https://doi.org/10.1016/j.orgdyn.2024.101060. 

[6] Mijung Kim,Yeonu Lee. (2023). A Strategic Human Resource Management Approach in Chaebol Hotels. Global Business and Finance Review, 

28(4), 1-19. 10.17549/gbfr.2023.28.4.1 https://doi.org/10.17549/gbfr.2023.28.4.1. 

[7] Aripin, Z., Matriadi, F., &Ermeila, S. (2024, February). Optimization of worker work environment, robots, and marketing strategy: the impact of 
digital-based spatiotemporal dynamics on human resource management (HRM). In Journal of Jabar Economic Society Networking Forum (Vol. 1, 

No. 3, pp. 33-49). 

[8] Hoogeveen, D. J. W. (2024). Exploring the Effects of Remote Onboarding and Management Styles on Employee Productivity, Job Satisfaction, and 
Autonomy: An exploratory case study at NL-ix (Doctoral dissertation, Tilburg University). 

[9] America, S. Management of Public Sector Employee Engagement During the COVID-19 Era: Implications for Policies, Practices and Training Needs. 
[10] Ekune, K. E., & Anthony, O. A. (2024). Challenges Of International Human Resource Management and the Way Forward. International Journal of 

Agribusiness and Sustainable Development Research, 1(1), 21-30. 

[11] Ajayi, F. A., &Udeh, C. A. (2024). Combating Burnout in the it industry: a review of employee well-being initiatives. International Journal of Applied 
Research in Social Sciences, 6(4), 567-588. https://doi.org/10.51594/ijarss.v6i4.1010. 

[12] Uy, F., Abendan, C. F., Andrin, G., Vestal, P., Suson, M., &Kilag, O. K. (2024). Exploring Strategies for Fostering a Culture of Continuous Profes-

sional Development and Learning: A Systematic Literature Review. International Multidisciplinary Journal of Research for Innovation, Sustainability, 
and Excellence (IMJRISE), 1(3), 191-198. 

[13] Stephen, A., Sundari, D. M., Thayumanavar, B., Shakya, R. K., &Muthukumar, E. (2024). Technology And Its Role In Shaping The Future Of Work-

Life Balance. Educational Administration: Theory and Practice, 30(5), 1045-1053. https://doi.org/10.53555/kuey.v30i5.3005. 
[14] Olawale, O., Ajayi, F. A., Udeh, C. A., &Odejide, O. A. (2024). Remote work policies for it professionals: Review of current practices and future 

trends. International Journal of Management & Entrepreneurship Research, 6(4), 1236-1258. https://doi.org/10.51594/ijmer.v6i4.1056. 

[15] LaGree, D., Olsen, K., Tefertiller, A., & Vasquez, R. (2024). Combatting the “great discontent”: the impact of employability culture and leadership 
empowerment on career growth, loyalty and satisfaction. Corporate Communications: An International Journal, 29(3), 291-311. 

https://doi.org/10.1108/CCIJ-04-2023-0058. 

[16] Lee, C. H., & Yuan, C. W. (2024, May). The Hidden Toll of Instant Messaging Use in Remote Work: Interaction Dynamics Between Subordinates 
and Supervisors. In Proceedings of the CHI Conference on Human Factors in Computing Systems (pp. 1-15). 

https://doi.org/10.1145/3613904.3642913. 

[17] Li, G., & Onputtha, S. (2025). Measurement Model of Human Resource Management: Evidence from Educational Organizations in China. Global 
Business and Finance Review, 30(4), 48-59. https://doi.org/10.17549/gbfr.2025.30.4.48. 

[18] Gajendran, R. S., Ponnapalli, A. R., Wang, C., &Javalagi, A. A. (2024). A dual pathway model of remote work intensity: A meta‐analysis of its 

simultaneous positive and negative effects. Personnel Psychology. https://doi.org/10.1111/peps.12641. 
[19] Parmar, J., L’Heureux, T., Lobchuk, M., Penner, J., Charles, L., St. Amant, O., ...& Anderson, S. (2024). Double-duty caregivers enduring COVID-

19 pandemic to endemic:“It’s just wearing me down”. Plos one, 19(4), e0298584. https://doi.org/10.1371/journal.pone.0298584. 

[20] Afzal, A. (2024). Adapting to Remote Work: Challenges and Opportunities for Business Managers. Center for Management Science Research, 2(01), 
58-69. 

[21] Zeebaree, I. (2024). The Distributed Machine Learning in Cloud Computing and Web Technology: A Review of Scalability and Efficiency. Journal 

of Information Technology and Informatics, 3(1). 
[22] Garg, M. A., &Ranga, P. (2024). Beyond The Office: Unlocking Well Being Through Remote Work. Migration Letters, 21(S3), 697-708. 

[23] Purba, S. D., Nilawati, L., Nugroho, Y. A. B., Budianto, E., &Geat, J. L. K. (2024). Unlocking Work Autonomy: A Hybrid Approach for Sustainable 

Job Satisfaction in the Post-Covid Era. JDM (JurnalDinamikaManajemen), 15(1), 133-148. https://doi.org/10.15294/jdm.v15i1.50277. 
[24] Dwomoh, J. A. N., Opoku, O. A., Mensah, A., Bashiru, A. W. A., & Kelvin, D. P. (2024). Assesing the Dynamics of Employee Benefits for Virtual 

and Flexible Work Arrangements of Obapack Company Limited, Ghana. https://doi.org/10.55529/jpome.43.21.29. 

[25] Mashudi, M., Fitriani, A., Nurhamzah, N., Radi, R., &Gymnastiar, I. A. (2024). EMPOWERING EMPLOYEES THROUGH INNOVATIVE HU-
MAN RESOURCE MANAGEMENT PRACTICES IN THE AGE OF REMOTE WORK. Branding: JurnalManajemendanBisnis, 3(1). 

https://doi.org/10.15575/jb.v3i1.35116. 

[26] Depoo, L., &Hermida, A. (2024). The role and factors impacting virtual human resource management capacity to build remote teams' reliability and 
retention. Serbian Journal of Management, 19(1), 187-205. https://doi.org/10.5937/sjm19-46329. 

[27] Ngayai, J. K., &Ndeto, M. (2024). INFLUENCE OF FLEXIBLE WORK PRACTICES ON EMPLOYEE PERFORMANCE IN THE PUBLIC 

SERVICE COMMISSION, KENYA. International Journal of Management and Business Research, 6(1), 253-267. 
[28] Siber, D., & Cero, E. (2024). Impact of flexible working arrangements on employee satisfaction within the it sector in Bosnia and Herzegovina. Eco-

forum Journal, 13(1). 

[29] Zapata, L., Ibarra, G., & Blancher, P. H. (2024). Engaging new ways of work: The relevance of flexibility and digital tools in a post-COVID-19 
era. Journal of Organizational Effectiveness: People and Performance, 11(1), 1-17. https://doi.org/10.1108/JOEPP-04-2022-0079. 

[30] Chmeis, S. T. J., &Zeine, H. M. (2024). The Effect of Remote Work on Employee Performance. Asian Business Research, 9(1), 1. 

https://doi.org/10.20849/abr.v9i1.1424. 
[31] Scheide Miller, C., &Giblin, J. (2024). Improving Job Satisfaction and Belonging Through Flexible Work and Leadership Cohorts. Advances in 

Developing Human Resources, 26(1), 20-47. https://doi.org/10.1177/15234223231212675. 

[32] Kakkar, S., Kuril, S., Singh, S., Saha, S., &Dugar, A. (2023). The influence of remote work communication satisfaction and CSR association on 
employee alienation and job satisfaction: a moderated-mediation study. Information Technology & People, 36(5), 1810-1834. 

https://doi.org/10.1108/ITP-01-2021-0030. 

[33] Hu, X. and Lyu, W., 2024. Strategic asset-seeking acquisitions and marketing capabilities of Chinese multinationals: An ability, motivation, and 
opportunity perspective. Industrial Marketing Management, 118, pp.200-211. https://doi.org/10.1016/j.indmarman.2024.03.002. 

[34] Alabi, A.T. and Jelili, M.O., 2023. Clarifying likert scale misconceptions for improved application in urban studies. Quality & Quantity, 57(2), 
pp.1337-1350. https://doi.org/10.1007/s11135-022-01415-8. 

[35] Aybar, C., Pérez, V. and Pavía, J.M., 2024. Scale matters: unravelling the impact of Likert scales on political self-placement. Quality & Quantity, 

pp.1-22. https://doi.org/10.1007/s11135-023-01825-2. 
[36] Lesia, M.P., Aigbavboa, C.O. and Thwala, W.D., 2024. Factors influencing residential location choice in South Africa: exploratory factor analysis 

(EFA) and confirmatory factor analysis (CFA). Journal of Housing and the Built Environment, 39(1), pp.133-160. https://doi.org/10.1007/s10901-

023-10070-w. 
[37] Sadriddinovich, J.T., 2023. Capabilities of SPSS Software in High Volume Data Processing Testing. American Journal of Public Diplomacy and 

International Studies (2993-2157), 1(9), pp.82-86. 

[38] Aburayya, A., Salloum, S., Alderbashi, K., Shwedeh, F., Shaalan, Y., Alfaisal, R., Malaka, S. and Shaalan, K., 2023. SEM-machine learning-based 
model for perusing the adoption of metaverse in higher education in UAE. International Journal of Data and Network Science, 7(2), pp.667-676. 

https://doi.org/10.5267/j.ijdns.2023.3.005. 

[39] Gupta, S. and Pathak, G.S., 2024. Ethical issues in virtual workplaces: evidence from an emerging economy. European Journal of Training and 

Development, 48(1/2), pp.67-89. https://doi.org/10.1108/EJTD-03-2022-0023. 

[40] Verma, A., Venkatesan, M., Kumar, M. and Verma, J., 2023. The future of work post Covid-19: key perceived HR implications of hybrid workplaces 

in India. Journal of Management Development, 42(1), pp.13-28. https://doi.org/10.1108/JMD-11-2021-0304. 
[41] Aithal, P.S. and Rao, A.S., 2024. Infosys: A Case Study of IT Service Evolution, Technology Adoption & Innovation Strategies. Poornaprajna 

International Journal of Teaching & Research Case Studies (PIJTRCS), 1(2), pp.77-129. 

https://doi.org/10.1016/j.orgdyn.2024.101060
https://doi.org/10.17549/gbfr.2023.28.4.1
https://doi.org/10.51594/ijarss.v6i4.1010
https://doi.org/10.53555/kuey.v30i5.3005
https://doi.org/10.51594/ijmer.v6i4.1056
https://doi.org/10.1108/CCIJ-04-2023-0058
https://doi.org/10.1145/3613904.3642913
https://doi.org/10.17549/gbfr.2025.30.4.48
https://doi.org/10.1111/peps.12641
https://doi.org/10.1371/journal.pone.0298584
https://doi.org/10.15294/jdm.v15i1.50277
https://doi.org/10.55529/jpome.43.21.29
https://doi.org/10.15575/jb.v3i1.35116
https://doi.org/10.5937/sjm19-46329
https://doi.org/10.1108/JOEPP-04-2022-0079
https://doi.org/10.20849/abr.v9i1.1424
https://doi.org/10.1177/15234223231212675
https://doi.org/10.1108/ITP-01-2021-0030
https://doi.org/10.1016/j.indmarman.2024.03.002
https://doi.org/10.1007/s11135-022-01415-8
https://doi.org/10.1007/s11135-023-01825-2
https://doi.org/10.1007/s10901-023-10070-w
https://doi.org/10.1007/s10901-023-10070-w
https://doi.org/10.5267/j.ijdns.2023.3.005
https://doi.org/10.1108/EJTD-03-2022-0023
https://doi.org/10.1108/JMD-11-2021-0304


International Journal of Accounting and Economics Studies 323 

 
[42] Tsipursky, G., 2023. The importance of a tailored hybrid work model decision framework for different departments and roles. Leader to 

Leader, 2023(109), pp.56-62. https://doi.org/10.1002/ltl.20718. 

[43] Toscano, F., González-Romá, V. and Zappalà, S., 2025. The influence of working from home vs. working at the office on job performance in a hybrid 

work arrangement: A diary study. Journal of business and psychology, 40(2), pp.497-512. https://doi.org/10.1007/s10869-024-09970-7. 

[44] Berger Ploszaj, H.H., Rocha Fernandes, B.H., Camou Viacava, J.J. and Nassar Cardoso, A., 2025. Understanding the associations between “work 
from home”, job satisfaction, work-life balance, stress, and gender in an organizational context of remote work. Discover Psychology, 5(1), pp.1-16. 

https://doi.org/10.1007/s44202-025-00342-7. 

[45] Smite, D., Moe, N.B., Baldassarre, M.T., Calefato, F., Travassos, G.H., Floryan, M., Kalinowski, M., Mendez, D., Pereira, G.B., Storey, M.A. and 
Prikladnicki, R., 2025. Who" Controls" Where Work Shall be Done? State-of-Practice in Post-Pandemic Remote Work Regulation. arXiv preprint 

arXiv:2505.15743. https://doi.org/10.2139/ssrn.5269898. 
[46] de Souza Santos, R., Grillo, W.D.N., Cabral, D., De Castro, C., Albuquerque, N. and França, C., 2024, April. Post-pandemic hybrid work in software 

companies: Findings from an industrial case study. In Proceedings of the 2024 IEEE/ACM 17th International Conference on Cooperative and Human 

Aspects of Software Engineering (pp. 68-78). https://doi.org/10.1145/3641822.3641878. 
[47] Castro-Trancón, N., Zuazua-Vega, M., Osca, A., Cifre, E. and García-Izquierdo, A.L., 2024. Effects of teleworking on wellbeing from a gender 

perspective: a systematic review. Frontiers in Organizational Psychology, 2, p.1360373. https://doi.org/10.3389/forgp.2024.1360373. 

[48] Toivonen, S., Blind, I. and Kyrö, R., 2025. Perceived productivity when working from home: Insights into the global experience. International Journal 
of Organizational Analysis, 33(12), pp.56-74. https://doi.org/10.1108/IJOA-10-2024-4945. 

[49] Barrero, J.M., Bloom, N. and Davis, S.J., 2023. The evolution of work from home. Journal of Economic Perspectives, 37(4), pp.23-49. 

https://doi.org/10.1257/jep.37.4.23. 
[50] Baudot, L. and Kelly, K., 2020. A survey of perceptions of remote work and work productivity in the United States during the COVID-19 shut-

down. Available at SSRN 3646406. https://doi.org/10.2139/ssrn.3646406. 

[51] Gopalakrishnan, B., Sampath, A. and Srivastava, J., 2024. Did work from home “really” work during COVID-19?. China Accounting and Finance 
Review, 26(2), pp.229-252. https://doi.org/10.1108/CAFR-09-2023-0118. 

[52] Kitagawa, R., Kuroda, S., Okudaira, H. and Owan, H., 2021. Working from home: Its effects on productivity and mental health. Covid Econom-

ics, 74(30), pp.142-171. 
[53] Giménez-Nadal, J.I., Molina, J.A. and Velilla, J., 2024. Work from home, time allocation, and well-being: the impact of lockdowns. Review of 

Economics of the Household, pp.1-45. https://doi.org/10.1007/s11150-024-09744-3. 

[54] Bakker, A.B. and Demerouti, E., 2017. Job demands–resources theory: taking stock and looking forward. Journal of occupational health psychol-
ogy, 22(3), p.273. https://doi.org/10.1037/ocp0000056. 

[55] Demerouti, E., Bakker, A.B., Nachreiner, F. and Schaufeli, W.B., 2001. The job demands-resources model of burnout. Journal of Applied psychol-

ogy, 86(3), p.499. https://doi.org/10.1037//0021-9010.86.3.499. 
[56] Van Veldhoven, M., Van den Broeck, A., Daniels, K., Bakker, A.B., Tavares, S.M. and Ogbonnaya, C., 2020. Challenging the universality of job 

resources: Why, when, and for whom are they beneficial?. Applied Psychology, 69(1), pp.5-29. https://doi.org/10.1111/apps.12211. 

[57] Choudhury, P., Foroughi, C. and Larson, B., 2021. Work‐from‐anywhere: The productivity effects of geographic flexibility. Strategic Management 
Journal, 42(4), pp.655-683. https://doi.org/10.1002/smj.3251. 

[58] Kossek, E.E., Thompson, R.J. and Lautsch, B.A., 2015. Balanced workplace flexibility: Avoiding the traps. California management review, 57(4), 

pp.5-25. https://doi.org/10.1525/cmr.2015.57.4.5. 
[59] Fonner, K.L. and Roloff, M.E., 2012. Testing the connectivity paradox: Linking teleworkers' communication media use to social presence, stress 

from interruptions, and organizational identification. Communication Monographs, 79(2), pp.205-231. 

https://doi.org/10.1080/03637751.2012.673000. 

https://doi.org/10.1002/ltl.20718
https://doi.org/10.1007/s10869-024-09970-7
https://doi.org/10.1007/s44202-025-00342-7
https://doi.org/10.2139/ssrn.5269898
https://doi.org/10.1145/3641822.3641878
https://doi.org/10.3389/forgp.2024.1360373
https://doi.org/10.1108/IJOA-10-2024-4945
https://doi.org/10.1257/jep.37.4.23
https://doi.org/10.2139/ssrn.3646406
https://doi.org/10.1108/CAFR-09-2023-0118
https://doi.org/10.1007/s11150-024-09744-3
https://doi.org/10.1037/ocp0000056
https://doi.org/10.1037/0021-9010.86.3.499
https://doi.org/10.1111/apps.12211
https://doi.org/10.1002/smj.3251
https://doi.org/10.1525/cmr.2015.57.4.5
https://doi.org/10.1080/03637751.2012.673000

