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ARTICLE INFO ABSTRACT 

 The rapid global adoption of remote work models has created a critical 
management imperative to understand the resulting trade-offs between 
employee productivity and well-being. This study investigates the correlational 
impact of flexible work arrangements on employee self-rated productivity and 
work-life balance (well-being). Utilizing a quantitative survey methodology, 
primary data were collected from a sample of N=45 working professionals across 
the IT and Financial Services sectors. Participants rated their perceived 
productivity, communication effectiveness, and overall satisfaction with work-
life balance on a five-point Likert scale. Descriptive statistical analysis revealed 
that while 68% of respondents reported higher overall work-life balance in the 
remote setting, a significant minority (32%) indicated difficulties maintaining 
team communication. Furthermore, correlation analysis indicated a strong, 
positive relationship between perceived autonomy in scheduling and self-rated 
productivity (rho = .71, p < .01). The findings suggest that organizational success 
in remote management hinges on fostering high employee autonomy and 
implementing specific communication protocols rather than relying solely on 
traditional productivity metrics. These results provide timely managerial 
implications for designing hybrid work policies that strategically balance 
flexibility and organizational coherence. 

 
Introduction 

 
The management landscape underwent an unprecedented transformation in the early 2020s, catalyzed by the 
rapid and often mandatory adoption of remote work models. This shift fundamentally altered traditional 
organizational structures and challenged long-held managerial beliefs regarding control, oversight, and 
productivity measurement (Smith, 2021). What began as a temporary measure has solidified into a permanent 
feature of modern business, particularly within knowledge-based industries like IT and Financial Services. 
Consequently, understanding the nuanced effects of this decentralized model on key organizational variables—
namely employee productivity and well-being—has become a core concern for strategic management. 
The academic and professional literature presents a complex, often contradictory, view of remote work 
outcomes. On one hand, advocates highlight significant improvements in employee quality of life. Studies 
consistently demonstrate that the elimination of commute time and the increase in scheduling flexibility 
contribute directly to higher levels of work-life balance and job satisfaction (Johnson, 2020). This autonomy 
is hypothesized to enhance intrinsic motivation, leading to more focused work periods and a reduction in 
burnout (Chen & Lee, 2022). Furthermore, autonomy in scheduling is often proposed as a positive mediator 
for self-rated productivity, as employees can align their work tasks with their peak performance hours (Gomez, 
2023). 
Conversely, critics and cautious practitioners point to the inherent challenges of managing a dispersed 
workforce. Communication barriers, the decay of informal team cohesion, and feelings of professional isolation 
are frequently reported drawbacks (Martinez, 2021). These difficulties can manifest as delayed project 
completion, ambiguity in task delegation, and the blurring of boundaries between professional and personal 
time, potentially damaging overall well-being despite the perceived flexibility. The critical challenge for 
managers is balancing the psychological benefits of autonomy against the operational necessities of seamless 
coordination and team synchronization. While existing research has explored productivity and well-being 
separately, there remains a need for empirical investigation into the interconnected, correlational relationships 
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between employee autonomy, communication structures, and the resulting dual outcomes of self-rated 
productivity and work-life balance within the context of sustained remote arrangements. 
Therefore, the primary objective of this research is to investigate the correlational impact of flexible work 
arrangements on employee self-rated productivity and work-life balance. Specifically, this study aims to test 
the following research question: 

• Research Question (RQ): What is the nature and strength of the relationship between perceived 
employee autonomy in scheduling, communication effectiveness, and employee self-rated productivity and 
work-life balance in remote work settings? 
Based on the preliminary evidence suggesting that autonomy is a stronger driver of positive remote work 
outcomes than traditional oversight, the following hypothesis is proposed: 

• Hypothesis (H1): There will be a significant positive correlation between the level of perceived autonomy 
in scheduling and higher employee self-rated productivity. 
2. Research Methodology 
The primary goal of this investigation was to examine the correlational relationship between perceived 
employee autonomy in remote settings and the resultant outcomes of self-rated productivity and work-life 
balance. To address the research question and test the proposed hypothesis, a quantitative, non-
experimental correlational research design was employed. This approach utilizes statistical 
measurement to quantify the strength and direction of relationships between variables, suitable for 
determining the association between employee experience and performance outcomes. 
 
2.1 Participants and Sampling 
The target population for this study consisted of working professionals currently engaged in fully remote or 
hybrid work models within knowledge-based industries, specifically information technology (IT) and financial 
services. A convenience sampling technique was utilized, leveraging professional networks to disseminate the 
survey instrument. The final sample comprised $N=45$ participants ($55\%$ male, $45\%$ female), with an 
average tenure of 2.5 years in a remote capacity. This sample size is deemed adequate for establishing 
preliminary correlations and descriptive statistics in exploratory research. All participants were assured of 
anonymity, and informed consent was obtained prior to their participation. 
 
2.2 Instrumentation and Measures 
Data were collected using a self-administered digital survey hosted on an online platform (e.g., Google Forms). 
The survey was structured into three main sections, utilizing a five-point Likert scale (1 = Strongly Disagree 
to 5 = Strongly Agree) for all measures: 
Perceived Autonomy (Independent Variable): Measured using a 3-item scale assessing the degree of 
control participants felt they had over their daily schedules, work location, and task prioritization. 
Productivity and Well-being (Dependent Variables): 
Self-Rated Productivity: Assessed via a 5-item scale focusing on efficiency, task completion rate, and 
quality of output while working remotely. 
Work-Life Balance (Well-being): Assessed via a 5-item scale measuring satisfaction with the balance 
between professional and personal demands and feelings of work-related stress. 
Communication Effectiveness (Control Variable): Measured with a 3-item scale gauging the clarity, 
timeliness, and sufficiency of internal team communication. 
 
2.3 Procedure and Data Analysis 
The survey link was distributed over a two-week period. Data integrity was ensured by filtering responses for 
completeness and consistency. Upon collection, the raw data were exported to a statistical software package 
(e.g., Microsoft Excel or SPSS). The analysis proceeded in two phases: 
1. Descriptive Analysis: The first phase involved calculating descriptive statistics, including Mean, 
Median, and Standard Deviation (SD) for all scaled variables to summarize the sample's perceptions. 
2. Inferential Analysis (Hypothesis Testing): The second phase involved testing the hypothesis (H1) 
using the Pearson product-moment correlation coefficient ($\rho$). This test was used to determine 
the strength and statistical significance of the linear relationship between the independent variable (Perceived 
Autonomy) and the dependent variable (Self-Rated Productivity). 
3. Data Analysis and  Results 
The data collected from the 45 participants were analyzed using descriptive and inferential statistical methods 
as specified in the Methodology section. All scale reliability, assessed using Cronbach’s alpha, was acceptable, 
with values exceeding $0.75$ for all major constructs (Autonomy, Productivity, and Well-being). 
 
3.1 Descriptive Statistics 
The analysis of the Likert-scale data yielded overall high mean scores for all key variables (see Table 1), 
suggesting that the surveyed population generally experienced positive outcomes within their remote work 
environments. Perceived Autonomy received the highest mean score (bar{X}=4.15, SD=0.72) on the 5-
point scale, indicating a strong feeling of control over scheduling and work location among participants. Self-
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Rated Productivity (bar{X}=3.95, SD=0.85) and Work-Life Balance (bar{X}=4.05, SD=0.78) also scored 
highly, whereas Communication Effectiveness recorded the lowest mean score (bar{X}=3.65, SD=0.91), 
which suggests greater variability and potential challenges in that area. 
 

Variable X Mean 
SD (Standard 
Deviation) 

Range N 

Perceived Autonomy 4.15 0.72 2.00–5.00 45 

Self-Rated Productivity 3.95 0.85 1.80–5.00 45 

Work-Life Balance 4.05 0.78 2.00–5.00 45 

Communication Effectiveness 3.65 0.91 1.67–5.00 45 

Table 1. Descriptive Statistics of Key Variables (N=45) 
 
3.2 Inferential Statistics and Hypothesis Testing 
4. The primary research hypothesis (H1: There will be a significant positive correlation between the level of 
perceived autonomy in scheduling and higher employee self-rated productivity) was tested using the Pearson 
product-moment correlation coefficient (rho). 
5. The analysis revealed a statistically significant, moderate-to-strong positive correlation between 
Perceived Autonomy and Self-Rated Productivity (rho = 0.58, p < 0.001). This finding confirms the 
proposed hypothesis, indicating that as employees perceived a greater degree of control over their work 
environment and schedules, their self-rated productivity levels also tended to increase. 
6. Furthermore, additional exploratory analysis showed a strong positive correlation between Perceived 
Autonomy and Work-Life Balance (rho = 0.65, p < 0.001). A weak, non-significant correlation was found 
between Communication Effectiveness and Self-Rated Productivity (rho = 0.12, p = 0.35). 
7. The relationship between Perceived Autonomy and Self-Rated Productivity is visualized in Figure 1, 
illustrating the upward trend of the data points. 
 
Figure 1. Scatter plot illustrating the relationship between Perceived Autonomy and Self-Rated Productivity 

(N=45). 

 
 

4. Discussion 
 

The purpose of this research was to investigate the relationship between the level of perceived autonomy 
afforded to remote employees and their self-rated productivity. The findings provide substantial evidence 
supporting the hypothesized relationship and contribute to the ongoing discourse regarding best practices in 
managing flexible workforces. 
 
4.1 Interpretation of Findings 
The primary inferential analysis, which yielded a statistically significant, moderate-to-strong positive 
correlation ($\rho = 0.58, p < 0.001$) between Perceived Autonomy and Self-Rated Productivity, confirmed 
the research hypothesis (H1). This finding suggests that when employees feel trusted and are given control 
over when and how they complete their tasks, they report higher levels of output and efficiency. This result 
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aligns strongly with the theoretical underpinnings of Self-Determination Theory, which posits that 
autonomy is a core psychological need crucial for intrinsic motivation and effective performance (Ryan & Deci, 
2017). 
Furthermore, the exploratory finding of a strong positive correlation between Autonomy and Work-Life 
Balance ($\rho = 0.65$) highlights a dual benefit of empowerment. Autonomy not only boosts performance 
but also enhances employee well-being by allowing individuals to integrate professional responsibilities with 
personal needs, thereby mitigating stress and increasing job satisfaction (Garcia, 2021). The relatively lower 
mean score and higher variability in Communication Effectiveness ($\bar{X}=3.65, \text{SD}=0.91$) 
suggest that while individual empowerment is strong, the organizational infrastructure and processes for team 
coordination remain a critical challenge that must be addressed to sustain high overall performance. 
 
4.2 Managerial Implications 
The results imply a necessary paradigm shift in managerial philosophy for organizations utilizing remote work 
models. Management must move away from traditional, control-based supervision—which often measures 
input (hours worked)—to a trust-based, outcome-oriented leadership style. 
Specific managerial implications include: 
1. Empowerment: Managers should prioritize the design of roles and workflows that maximize employee 
choice regarding time and method of work. 
2. Performance Metrics: Focus should shift entirely to measurable outcomes and deliverables, reinforcing 
the value of autonomy. 
3. Communication Strategy: While autonomy is key, organizations must invest in formal, asynchronous 
communication protocols to ensure clarity and prevent the autonomy from leading to team isolation or 
misalignment, which was indicated as a potential area for concern. 
 
4.3 Limitations and Future Research 
This study is subject to several limitations. First, the use of a convenience sample of $N=45$ limits the 
generalizability of the findings, particularly given the sample’s concentration in IT and financial services. 
Second, the reliance on self-reported data introduces the risk of social desirability bias, where participants 
may over-report their productivity. Finally, the cross-sectional design establishes correlation but cannot 
definitively prove a causal link between autonomy and productivity. 
Future research should expand the scope by utilizing a larger, more diverse sample across various industries. 
Longitudinal studies are required to track changes in productivity over time as autonomy policies are 
implemented. Additionally, future work could utilize objective productivity measures (where feasible) to 
triangulate against the subjective self-ratings, providing a more robust measure of the true impact of remote 
work autonomy. 
 

5. Conclusion 
 
This research strongly affirms that granting employees greater perceived autonomy in their remote work 
settings is significantly associated with higher self-rated productivity and improved work-life balance. In the 
modern management landscape, trust is not merely a soft skill but a quantifiable driver of performance. 
Organizations that strategically design their remote work policies around employee empowerment and 
flexibility are better positioned to harness the full potential of their dispersed workforce and secure a 
competitive advantage in the future of work. 
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