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Abstract 
With or without the pandemic, remote working is the new norm for many. Employees 

are enjoying the flexibility that remote working has to offer. Being happy then leads to better 
productivity for workers. Employers need to learn to trust employees more working remotely. 
They need to be prepared to face the difficulties that come with a “no border’ world as the 
benefits of remote working can be better than the disadvantages. This study explores 
workplace needs for remote workers. 94 participants responded to the instrument. The 
instrument is a survey which has 4 sections. Section A has 4 items about the demographic 
profile. Section B has 10 items on Existence Needs through flexibility. Section C has 10 items 
on relatedness through work-life balance and section D has 10 items on growth through work 
performance. Finding reveals interesting finds on the workplace needs of employees who 
work from home. 
Keywords: Workplace Needs, Remote Workers, Existence, Relatedness, Growth 
 
Introduction 
Background of Study 

Technology is now making it easier to work anywhere in the world, as long as one is 
connected to the Internet (Hendricks, 2014). However, The Novel Coronavirus or COVID-19 
brings a new norm to people all over the world. The pandemic changed peoples’ lifestyle as 
well as their work pattern. People start to work from home or start to work remotely. Remote 
work is a style of working that allows the workers to work outside their office. Other than 
remote work, there are also few terms used like telecommuting and teleworking. Remote 
workers can choose to work in any possible way that is possible for their lives. The nature of 
remote work permits associate workers to own a versatile work location and in 2016, the 
number of individuals operating remotely within the U.S. (at least part-time) increased to 43% 
(Darley, 2017). Before the pandemic, workers thought that remote work can save their time 
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in commuting from and to work every day. They can also manage their time with the flexibility 
of work schedule. Nowadays, remote work has become a normal thing to do to avoid mass 
gathering and close contact with other colleagues.  

  
Statement of Problem 

There are various needs concerning the workplace that remote workers require. 
According to Raziq and Maulabakhsh (2015), a good workplace environment is determined 
by factors such as flexible working hours, healthy relationships among co-workers, job 
security and safety for employees, appreciation and acknowledgement for good performance 
of employees, and involvement in the decision-making matters of the organization. Alderfer 
(1969) emphasized that there are three core human needs that coexist to be fulfilled for their 
wellbeing. The first type of need is existence which is the need for good health and safety. 
The second type of need is relatedness which is satisfied through interpersonal relationships, 
affection and community concern.  Employees take comfort in obtaining care, help, and 
support from leaders of their department (Yin & Zeng, 2020). Lastly, is the need for growth 
such as acquiring more knowledge. 

However, ever since employees started working remotely following the events of 
Covid-19, they find themselves struggling with long working hours which affects their work-
life balance. Song and Gao (2019) discovered that employees were less happy and more 
stressed working from home. Their exhaustion levels peaked up due to the amount of 
telework as compared to working in the physical workplace. This is largely caused by the 
unlimited access of the internet which causes them to invest more time working remotely 
with flexible hours than usual office hours. Besides that, employees struggle with the lack of 
social interaction among their co-workers since telecommuting has limited them from 
meeting people face-to-face in real life. According to Abdullah et. al. (2020), employees who 
work remotely are deprived of human interaction which leads them to feel detached from 
the close knitted bonds that they have built priorly with their colleagues. This leads to poor 
work performance and a barrier in communication. Hence, this study is done to investigate 
what consists of a positive work climate for remote workers.  
 
Objective of the Study 

I. To investigate how existence, relatedness and growth being are parts of workplace 
needs. 

 
Research Questions 
Specifically, this study is done to answer the following questions; 

I. How can Existence be a part of workplace needs among remote workers? 
II. How can Relatedness be a part of workplace needs among remote workers? 

III. How can Growth being be a part of workplace needs among remote workers? 
 
Literature Review 
Needs at the Workplace 

There are some needs of the workers that can influence their work motivation. 
According to ERG theory by Alderfer (1969), employees’ motivation at work is impacted by 
three factors (figure 1). The first factor is (a) existence and it refers to the security and 
physiological needs of the worker. This also includes all material needs of the workers. The 
second factor is (b) relatedness which refers to the self-esteem and the social needs of the 
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workers. This also includes the relationships of the workers with family, friends, co-workers 
and employers. The third factor is (c) growth which refers to the self-actualization of the 
workers. This includes the desires of the workers to be more productive. 

 
Figure 1- ERG Theory 

Source: Alderfer (1969) 
 

Past Studies 
Employee satisfaction and productivity can be influenced by workplace flexibility. A 

study conducted by Davidescu et al. (2020) examines the connection between worker 
development and work time and work flexibility as relevant characteristics of property HRM, 
job satisfaction, and job performance among Romanians,, as well as the impact of different 
types of flexibility such as contractual, functional, working time, and workplace flexibility in 
raising overall employee job satisfaction. The analysis is based on information derived from a 
nationally representative survey of 220 Romanian employees. The results of the multiple 
correspondence analysis revealed that only one-third of Romanian employees demonstrated 
high levels of flexibility, whereas logistic regression analysis revealed the importance of 
functional flexibility, working time flexibility, and workplace flexibility in increasing employee 
job satisfaction. 

Flexible scheduling in the workplace has an effect on employee loyalty and job 
satisfaction. A study conducted by Giovanis, (2019) investigates the relationship between job 
satisfaction, employee loyalty, and two types of flexible employment arrangements: 
teleworking and flexible timing. The analysis depends on knowledge derived from the work 
employment relations survey (WERS) in 2004 and 2011 employing a propensity score 
matching approach and least-squares regressions. The study also used Bayesian networks 
(BN) and directed acyclic graphs (DAGs) to confirm the causality between the employment 
types investigated and the desired outcomes. The findings support the existence of a positive 
causal effect from these employment arrangements: teleworking and flexible scheduling on 
job satisfaction and employee loyalty. 

Previous research looked into the impact of precarious-compressed employment 
schemes for casual employees. Casual employees, according to the studies, have less 
flexibility in their everyday work schedules and are more likely to experience depression and 
social instability as a result of job insecurity. (Velayutham, 2013; Wilson and Ebert, 2013). 
Employees who work flexible schedules, especially remote workers, can experience fewer 
distractions than office workers, whose workplaces are marked by disturbances and 
interruptions, which trigger stress about employees' ability to produce the necessary 
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outcome and reduce job satisfaction. (Makin et al., 1988; Mann et al., 2000; Luong and 
Rogelberg, 2005).  

Work-life balance has been described as the balance between work and all other life 
activities that occur outside of work (Guest, 2002). There is a taxonomy of ideologies to work-
life balance. Forsyth (1980) suggested that there are four categories of work-life balance. The 
first is (a) the absolutist. An equal distribution of your time, involvement, and satisfaction 
across work and life domains as suggested by Greenhaus, Collins, and Shaw (2003) is 
supportive of the absolutist assortment. The second category is (b) the exception’s 
perspective which is utilitarian in nature and aims to reveal what balance works best for the 
greatest number of individuals (Reiter, 2007). The subjectivist being the third category (c) and 
(d) situationist being the fourth. Both ideologies are two perspectives in multiple iterations of 
balance. Specifically, the situationist perspective emphasizes trade the definition of balance 
to suit the individual’s personal context. Moreover, balance facilitates the grouping of people 
per similarities in values, together with by career, gender, family structure, life stage, or 
financial gain level with varied definitions of work-life balance (Reiter, 2007)  

Gajendran and Harrison (2007) found that distal outcomes, such as performance, job 
satisfaction, turnover intent, and role stress were partially mediated by perception of 
autonomy. After analysing 46 studies, which included 12 883 employees in qualitative and 
quantitative research, the authors found that the telecommuting industry had small, 
however, beneficial effects on the employee’s proximal outcomes. Gajendran and Harrison 
(2007) also found that distal outcomes, such as performance, job satisfaction, turnover intent, 
and role stress were partially mediated by perception of autonomy.  

Another study by Wong and Ko (2009) was done specifically for the hospitality industry 
which explores the phenomenon of work-life balance through qualitative research. There is 
little quantitative research examining the relationships between work-life balance and the 
factors that achieve it. Wong and Ko (2009) revealed that hotel employees found balance 
when afforded adequate time from work; work-life balance support in the workplace; work 
commitment; scheduling flexibility; life orientation; the ability to voluntarily reduce work 
hours when family life demanded it; and preservation of the work and career. These 
qualitative findings have provided support for quantitative studies on work-life balance. 

Even before the pandemic, remote work is normal to some of the companies 
especially those who are doing freelance work. There are always pros and cons when Working 
from home (WFH) for the workers. Research done by Shafizadeh et al. (2000) claims that 
working from home increases the productivity of the workers. A study by (2020) analysed ten 
research articles to discover factors that influence the productivity of the workers who work 
remotely. Five research articles are taken from the 2000s and the other five articles are from 
recent years (2019-2020). The study indicates that working from home does influence the 
productivity of the workers. The findings showed that while the influences of some of the 
factors can be either positive or negative, the influence of some of the factors depends on the 
characteristics and attitude of the workers and their environment. 

Another research that is related to remote work is by Felstead and Henseke (2017). 
The study assesses the assumption that more works are being detached from the original 
place and that brings advantages to both employers and workers. For the growth of remote 
work, they use the Labour Force Survey to analyse the trend. Almost 40,000 households are 
contacted and 45,000 workers are interviewed. The result shows that remote working is a 
growing trend. This study also shows that while remote working, workers can be associated 
with higher organisational commitment, job satisfaction as well as job related well- being. 
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Conceptual Framework 

 
Figure 2- Conceptual Framework of the Study-Need of Remote Workers 

Source: Alderfer(1069); Abdullah et al., (2020) 
 

Figure 2 presents the conceptual framework of the study. The framework is based on 
Alderfer’s  (1969) ERG theory and the factors combine the characteristics of working from 
home  by Abdullah, Rahmat, Zawawi, Khamsah and Anuarsham (2020). At the basic level, 
existence through flexibility, remote workers need trust from their employers to perform 
their work at home. When flexibility is achieved, the remote workers would feel that they can 
achieve a sense of relatedness with the work while still attending to the needs of their family. 
This helps them to strike a work-life balance while working remotely. The highest level is 
growth and this is achieved through the remote workers’ work performance.  
 
Methodology 
Research Design 

This quantitative study is done to investigate how workplace needs are influenced by 
some factors. 94 participants responded to the instrument. The instrument is a survey 
adapted from Alderfer (1969) and Abdullah, Rahmat, Zawawi, Khamsah and Anuarsham 
(2020). The survey has 4 sections. Section A has 4 items about demographic profile. Section B 
has 10 items on Existence Needs through flexibility. Section C has 10 items on relatedness 
through work-life balance and section D has 10 items on growth through work performance. 
A reliability test is done on the instrument to reveal Cronbach alpha of .906 (table 1) thus 
revealing a high reliability. Data is collected via google form and analysed using SPSS version 
26. Findings are presented in the form of percentages and mean scores. 

 
Table 1- Reliability Statistics for Instrument 
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(Work Performance) 
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(Work-Life Balance) 
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Findings 
Findings for Demographic Profile 

Q2 Age Group 

 
Figure 3- Percentage for Age Group 

 
Figure 3 above shows the demographic of age groups among respondents. The 

majority of respondents were from the age group of 18-29 years with 57.9 %. This was 
followed by 40% of the respondents coming from the age group of 30-39 years and only 2.1% 
were from the age group of 40-49 years. There were no respondents from the last two 
categories of age group. 

 
Q3.Highest Academic Level 

 
Figure 4-Percentage for Academic Level 

 
According to figure 4 above, the highest academic level of respondents came from the 

category of Degree holders with 70.5%, followed by the category of Master holders with 
14.7%. The number of Diploma holders were at 10.5%. There were no respondents from the 
category of STPM holders. The number of PhD and SPM holders were at a tie of 2.1% 
respectively. 
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Q4 Type of Industry  

1 Agricultural, Forestry and Fishing 1.1% 

2 Mining 0.0% 

3 Construction 1.1% 

4 Manufacturing 4.3% 

5 Transportation & Public Utilities 1.1% 

6 Wholesale Trade 0.0% 

7 Retail Trade 3.2% 

8 Finance, Insurance and Real Estate 18.1% 

9 Public Services & Administration 6.4% 

10 Health Services 1.1% 

11 Food & Beverage 1.1% 

12 Oil & Gas 3.2% 

13 Information Technology 11.7% 

14 Education 28.7% 

15 Travel & Lodging 13.8% 

16 Services 1.1% 

17 Telecommunication 1.1% 

18 Audit 1.1% 

19 Design 1.1% 

20 Nanotechnology 1.1% 

21 Others (please specify)  

Table 2- Percentage for Type of Industry 
 

Table 2 shows the industry in which the respondents work. Education has the highest 
percentage of the industry at 28.7%, followed by the other industries at 19.3%, which include 
travel and lodging, services, telecommunication, audit, design, and nanotechnology. The 
percentage of finance, insurance, and real estate is 18.1% and it is followed by information 
technology at 11.7%. The percentage for public services and administration is 6.4%, closely 
followed by manufacturing at 4.3%. Agriculture, forestry and fishing, construction, 
transportation and public utilities, health services, and food and beverage all have the same 
percentage of 1.1%. Mining and wholesale trade have the lowest percentages, both at 0.0%. 
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Findings for Existence through Flexibility 

 
Figure 5 -mean for Existence through Flexibility 

 
The findings for existence (flexibility) among respondents working from home are 

shown in the figure 5 above. According to the table, the majority of respondents agreed that 
working from home reduces their vehicle maintenance costs, with the highest mean value at 
4.6. They mostly agreed that they can save money on commuting costs as it has the second 
highest mean value at 4.5. It is then followed by a mean value of 4.1, indicating that the 
respondents agreed that they could immediately get to work after waking up every day. Both 
Q6 and Q11 have the same mean value of 4, indicating that respondents value not having to 
spend time commuting to work and being able to focus on their work by managing their own 
schedule. Furthermore, the respondents also agreed that they are comfortable to do their 
work anytime and enjoy a healthier life style with both of these questions recording the same 
mean value of 3.9. Both Q13 and Q14, which are respondents who face less stress while 
working from home, and whose work productivity increases with less stress while working 
from home, have the second lowest mean value of 3.4. Finally, Q5, which indicates that 
respondents take less time to complete their tasks, has the lowest mean value of 3. 
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Findings for Relatedness (Work-Life Balance) 

 
Figure 6- Mean for Relatedness through Work-Life Balance 

 
Figure 6 presents the mean for relatedness through work-life balance. The highest 

mean is for Q21 were respondents “no longer have to face traffic jams” (4.5). They also 
reported that they “preferred flexibility for their work as they can take time off during 
workdays” (4.3) and they “no longer have to travel to work, therefore they are able to spend 
more time on their task” (4.3). Respondent also felt that the “flexibility offered to their current 
jab is ideal for them”(4.1). They also felt that “working from home is beneficial for them as 
they are able to simultaneously attend to their family’s needs” (4.1). 
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Findings for Growth through Work Performance 

 
Figure 7- Mean for Growth through Work Performance 

 
With reference to figure 7, respondents reported that they “could detect a fraud 

email” (4) and they are able to “connect efficiently from home using their own broadband 
connection” (4). They also wanted their “employer to have trust in them working from home” 
(3.8) , felt that “working from home did not impact their career progression” (3.8), and that 
their “employer educates employees on cyber security threats” (3.8). They also felt that their 
“superior understands my challenges while working from home” (3.7) and they had a 
“comfortable workstation to perform work at home”(3.7). 
 
Conclusion 
Summary of Findings and Discussions 

This study has reported interesting findings about workplace needs for remote 
workers. It is rather surprising to note that workers actually did not like traveling to work. 
They may like the work but they dread travelling to and from work. Remote workers liked the 
idea of starting work as soon as possible and eliminating travelling time. This is also reported 
by Davidescu et al. (2020)  and Giovanis, (2019) who also found that one thing that makes 
working from home works is the flexibility it offers to the workers. Next, this study also found 
that remote workers liked the fact that they could juggle their time between work and 
attending to their famiily’s needs. According to Guest (2002) ,Gajendran and Harrison (2007), 
and Wong and Ko (2009) also reported one of the benefits of working from home is that 
remote workers can have a work-life balance.  
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Implications 
With or without the pandemic, remote working is the new norm for many. Employees 

are enjoying the flexibility that remote working has to offer. Being happy then leads to better 
productivity for workers. Employers need to learn to trust employees more working remotely. 
They need to be prepared to face the difficulties that come with “no border’ world as the 
benefits for remote working can be better than disadvantages.  
 
Suggestions for Future Research 

It is suggested that future research look at more influencing factors that lead to 
effective remote working. Perhaps, a qualitative can be done to interview both the employers 
and employees to explore deeper about the pros and cons of remote working. 
 
Contribution 

This paper’s main contribution is finding how existence, relatedness and growth being 
are parts of workplace needs especially among remote workers. The study reveals interesting 
findings on the workplace needs of employees who work from home. 
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