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RESEARCH TRENDS IN EMPLOYEE MOTIVATION
IN REMOTE WORK CONDITION:
A BIBLIOMETRIC ANALYSIS

The COVID-19 pandemic has not only fundamentally transformed organizational practices, but
leading to an unprecedented shift toward remote work at the same time. This study focuses on under-
standing the relationship between remote work and employee motivation, which has attracted increased
interests in the post-pandemic era. The purpose of this study is to conduct a bibliometric review of the
literature, highlighting key research trends, central themes, and influential contributions in this field.

Based on 50 publications retrieved from the Web of Science Core Collection, the analysis employs
mapped publication trends, citation structures, keyword co-occurrence networks, and leading countries
by using scientific research tools include VOSviewer and CiteSpace. The findings reveal significant
research clusters addressing psychological well-being, job satisfaction, autonomy, and the integration
of digital tools in modern organizational practices. Notably, the results show an exponential growth in
academic interest beginning in 2020, driven by the global adoption of remote work and its implications
for employee motivation.

The analysis contributes to the existing theoretical system by providing a comprehensive overview
of research developments in remote work and employee motivation. The analysis identifies three poten-
tial future research directions: exploring the dynamic evolution of motivational needs in remote work
environments, assessing the long-term impacts of remote work on mental health and organizational
outcomes, and evaluating the effectiveness of new motivational strategies, such as autonomy support, in
mitigating employee burnout.

The significance of the research is informing organizational leaders and policymakers about emerg-
ing trends and effective motivational strategies, helping them to enable better adaptation to remote and
hybrid work environments in the future.

Key words: employee motivation, remote work, bibliometric analysis.
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KawbIKTaH )KYMbIC icTey XaFAaibIHAAFbl KbI3METKepAepAi
bIHTAAQHADBIPY CAaAACbIHAAFbI 3€PTTey TEHAEHLMSAAPbI: OMOAMOMETPUSIABIK, TAaAAQY

COVID-19 naHAeMMSICbl YbIMADBIK, TOXipubOeHi Tyberenai e3repTin KaHa Konmar, CoOHbIMeH bipre
KaLLbIKTaH XXyMbIC icTeyre OypbIH-COHAbI GOAMaraH aybiCyFa 8KeAAi. byA 3epTTey naHAemMusiAaH KeiHri
Ke3eHAE KbI3bIFYLUbIAbIKTbl apTThIPFaH KALIbIKTAH >KYMbIC MeH KbI3METKEPAEPAIH MOTUBALMSCBIHbIH,
apacblHAafbl 6arMAaHBICTbI TyCiHyre OGarbiTTaAFaH. ByA 3epTTeyaiH MakcaTbl — Herisri 3eptrey
TEHAEHUMSIAAPbIH, OPTaAbIK, TaKbIPbINTAPAbl YX&HE OCbl CAAAAAFbI bIKMAAAbI YAECTEPAI KOpCeTe OTbIpbIM,
aaebuerTepre GUOAMOMETPUSIABIK, LLIOAY Kacay.

Web of Science Core Collection iwiHeH aAbiHFaH 50 >kapusinaHbiMFa HEri3AEAreH TanAayAa
VOSviewer xaHe CiteSpace cMsKTbl FbIAbIMMW 3€PTTEY KYPaAAaAPbIH NManAdAaHa OTbIPbIM, CAAbICTbIPbIAFAH
JKAPUSIAGHBIM TEHAEHLMSIAAPbI, ABMEKCO3 KYPbIABIMAAPbI, KIAT CO3AEPAIH Oipiryi >keAirepi >xoHe
JKeTeKWi eAAep KOAAAHbIAaAbl. HeTmXKeAep NCUXOAOTUSABIK, 8A-ayKaT, >KYMbICKQ KaHaraTTaHy,
ABTOHOMMS JKOHE 3amaHaym YMbIMAACTbIPYLIbIAbIK, TOXipubeAepAeri UMMPABIK KyparAapAbl 6ipikTipy
MOCeAeAepiH KapacTblpaTbiH MaHbI3Abl 3epTTey KAACTepiH kepceTeai. ATamn anTKaHAd, HaTUXKeAep
2020 >xblAAaH 6acTarn KallbIKTaH XXyMbIC icTey Al >kahaHAbIK, KaObIAAQYFa )KOHE OHbIH KbI3METKEPAEPAIH,
MOTMBALMSICBIHA 8CeP eTeTiH aKaAEMMSABIK, KbI3bIFYLUbIAbIKTbIH 3KCMOHEHLMAAABI ©CYiH KepCeTeAi.

KyprisiareH Tanaay KAWbIKTbIKTAH >KYMbIC iCTey >K8He KbI3METKEPAEPAI bIHTAAQHAbBIPY
CaAaCbIHAAFbl FbIABIMU B3ipAEMeAepre XKaH->KaKTbl LOAY acai OTbIPbIN, KOAAAHBICTaFbl TEOPUSIAbIK,
>KYWMeHi TOAbIKTbIpaAbl. XXyprisiareH Taanaay 60AaLlak, 3epTTeYAEPAiH YL bIKTUMAA 6aFbITbIH aHbIKTaAbI:
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WbIKTAH >XYMbIC iCTEeYAEri MOTMBALMSABIK, KQXKETTIAIKTEPAIH AMHAMMKAABIK, 3BOAIOUMSICbIH 3epTTey,
KALbIKTaH >KYMbIC ICTEYAIH NMCUXMKAABIK, AEHCAYAbIKKA Y3aK, MEP3IMAI 8CepiH XX8He YIbIMHbIH, HOTUXKe-
AepiH baranay >kKoHe KbI3METKEPAEPAIH LiapLIaybliH a3alTy YLUiH aBTOHOMMSIHBI KOAAQY CMSIKTbI >KaHa
MOTMBALMSIABIK, CTPATErMSIAAPAbIH, TUIMAIAIrH GaraAay.

3epTTeyAiH MaHbI3AbIAbIFbI YbIM XKeTeKLIiAepi MEH CcasgcaTKepAEpAi KeAellekTe KallbIKTaFbl KaHe
TMOPUATI XKYMbIC OpTaAapbiHa >KakKCbl OEMIMAEAYTE KOMEKTECETIH >KaHa TPEHATEP MEH TUIMAI MOTMBa-
UMSABIK, CTpaTernsAap TypaAbl aknapaTTaHAbIPY GOAbIN TabblAaAbI.

Tyiin ce3aep: KbI3METKEPAEPAI bIHTAAAHABIPY, KalIbIKTaH >KYMbIC icTey, OMOAMOMETPUSIAbIK,
TaApay.
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TeHAEHUMM B UCCAEAOBAHUM MOTHUBALLMM COTPYAHUKOB
B YCAOBUSIX YAQAE€HHOH paboTbl: 6MOGAMOMETPUYECKMIA aHAAU3

Manaemurs COVID-19 He TOAbKO KapAMHAAbHO M3MEHMAQ OpraHM3aLMOHHbIE NMPAKTUKKM, HO U OA-
HOBPEMEHHO MPUBEAa K 6eCnpeLeAeHTHOMY CABUIY B CTOPOHY YAAAEHHOM paboTbl. TO MCCAEAOBAHME
hoKyCHMpPyeTCS Ha MOHUMAHUM B3aMMOCBSI3U MEXKAY YAAAEHHOM PabOTOM M MOTMBALIMEN COTPYAHMKOB,
YTO MPMBAEKAO MOBbILLIEHHbIM MHTEPEC B 3MOXY MOCAE MaHAeMun. LleAblo 3TOro MccaepoBaHUS SBAS-
eTcs npoBeaeHne 6MBAMOMETPUYECKOro 0630pa AMTEPaTYpPbl, BbIAEGAEHME KAIOUEBbIX TEHAEHLMIA UC-
CAEAOBaHWM, LEHTPAAbHBIX TEM M BAUSITEAbHbIX BKAAAOB B 3TOM 06AaCTU.

Ha ocHose 50 ny6amkaumi, nssaedeHHbix 13 Web of Science Core Collection, aHaAn3s ncnoabsyet
COMOCTABAEHHbIE TEHAEHLMM MyOAMKaALMIA, CTPYKTYPbl LIMTUPOBAHMUS, CETU COBMECTHOIO TMOSIBAEHMS!
KAIOUEBbBIX CAOB M BEAYLLME CTPaHbl C UCMOAb30BaHMEM Hay4YHO-UCCAEAOBATEAbLCKUX MHCTPYMEHTOB,
BkAtouas VOSviewer n CiteSpace. Pe3yabTaTbl Moka3blBalOT 3HAYMMble MCCAEAOBATEAbCKME KAACTe-
pbl, MOCBSLIEHHbIE MCUXOAOTMYECKOMY OAArOMOAYUMIO, YAOBAETBOPEHHOCTM PabOTOM, aBTOHOMMMU M
MHTerpauumn UMgpPOBbIX MHCTPYMEHTOB B COBPEMEHHble OpraHM3alMoHHble MPakTMKKU. B vyacTHoCTH,
pe3yAbTaTbl MOKa3bIBAlOT 3KCMOHEHUMAAbHbIA POCT aKaAEMMUYECKOoro nHTepeca, HaumHas ¢ 2020 roaa,
00YCAOBAEHHDIN TAOOAABHBIM MPUHSITUEM YAAAEHHOM PaboThbl M ee MOCAEACTBUAMM AAS MOTMBaALMM
COTPYAHUKOB.

AHAAM3 BHOCUT BKAQA B CYLLECTBYIOLLYIO TEOPETUUYECKYIO CUCTEMY, MPEAOCTaBASS BCECTOPOH-
HMIA 0630p Hay4HbIX Pa3paboToK B 06AACTM YAAAEHHOM PabOThbl M MOTMBALMKM COTPYAHUKOB. AHAAM3
OMPEAEASIET TPU MOTEHLMAAbHBIX OYAYLIMX HArMpPaBAEHWUSI MCCAEAOBAHMIA: M3yUeHMEe AMHAMMYECKON
3BOAIOLIMM MOTMBALIMOHHBIX MOTPEOHOCTEN B YAAAEHHOM paboyen Cpeae, OLeHKa AOATOCPOYHOrO BO3-
AENCTBUS YAAAEHHOM PabOTbl Ha MCUXMYECKOE 3A0POBbE M OPraHM3aLMOHHbIE PE3YAbTATbI, a Tak>Ke
oueHka 3(P(EKTUBHOCTM HOBbIX MOTMBALMOHHbIX CTpATErmii, TakMx Kak MOAAEpP>KKa aBTOHOMMM, B
CMSIr4eHnn BbIrOpaHms COTPYAHMKOB.

3HaUMMOCTb MCCAEAOBaHMS 3aKAOYAETCS B MUH(DOPMMPOBAHUM PYKOBOAUTEAE OpraHn3aLmii U Mo-
AUTUKOB O HOBbIX TEHAEHLMSIX 1 3(P(EKTUBHBIX MOTUBALIMOHHBIX CTPATErMSX, UTO MOMOXKET UM Ayullie
aAanNTMPOBaTbCA K YAAAEHHOM 1 TMOPUAHON pabouert cpeae B OYAYLLEM.

KAroueBble cAOBa: MOTMBALMS COTPYAHMKOB, YAAaAeHHast paboTa, 6GUOAMOMETPUYECKMI aHAAM3.

Introduction

Employee motivation is a crucial factor in or-
ganizational success, influencing employee perfor-
mance and productivity. It is defined as the driving
force that compels employees to use their abilities
to complete tasks and achieve organizational goals
(Riak PhD, 2022). Motivation plays a vital role in
both public and private sector organizations, sig-
nificantly impacting service quality and employee
performance (Riak PhD, 2022). The concept of em-
ployee motivation is multifaceted, encompassing
various factors such as individual needs, personal

preferences, and work environment (Mohd Said,
2015)

However, COVID-19 has brought profound
changes in work environments, accelerating the
adoption of remote work models and fundamentally
reshaping the thought of organizations about how to
approach employee motivation.

Remote work brought notable benefits such as
cost reduction, flexibility, and a possibility to im-
prove work-life balance. At the same time, remote
work also caused challenges. Employees have re-
ported social isolation, increased stress, and difficul-
ties maintaining boundaries between personal and
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professional life, which have negatively affected
their job satisfaction and performance (Khorakian,
2023).

The traditional employee motivation system
has shown its limitation on effectively dealing with
changes brought by higher popularity of remote
work. Therefore, it is necessary to conduct research
on new employee motivation methods in remote and
hybrid environments.

Research on employee motivation has a long his-
tory. Back to 1943, Maslow proposed the hierarchy
of needs, which is driven by a progression of needs.
57 years later, Ryan and Deci (2000) proposed the
self-determination theory (SDT), which emphasizes
that autonomy, competence, and relatedness have
strong influence on employee motivation. From the
last century, there are many classic theories pro-
posed by scholars, but the research combining re-
mote work and employee motivation has only been
around for a short time, and the comprehensiveness
of the research needs to be improved. Combining
with remote work and employee motivation, the
most recent research has explored topics such as
“job satisfaction, happiness, and remote work en-
gagement”, but there is still a lack of comprehensive
analysis on how these factors interact with organi-
zational results. In addition, there is still a gap in
the research on effectively distinguishing between
“employee burnout and performance decline caused
by remote work™ and “employee burnout and per-
formance decline caused by traditional factors.”
For the problem of employee burnout, traditional
methods include providing employees with vaca-
tions, and the mental state of employees will be sig-
nificantly relaxed after leaving a fixed work location
(such as the company). However, in a remote work
environment, it is difficult for employees to get out
of work through changes in the physical work en-
vironment, such as employees working from home.
How to help employees effectively get out of work
mentally could be a new research direction.

To better analyze the current state of research,
this study uses bibliometric analysis to systemati-
cally explore the trends, relationships, and emerging
topics in the literature by using scientific tools such
as VOSviewer and CiteSpace. Bibliometric analysis
uses statistical techniques to examine large datasets
of scholarly publications, identify co-occurrence
networks, citation patterns, and research clusters.
By analyzing publications indexed in the Web of
Science Core Collection, this study maps the knowl-
edge structure and development of remote work and
employee motivation research. VOSviewer is used
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to visualize keyword co-occurrence networks and
cluster major research topics, while CiteSpace re-
veals citation dynamics and emerging trends over
time.

The results of this study contribute to the aca-
demic discussion of employee motivation and re-
mote work by providing a comprehensive under-
standing of the evolution of knowledge in this field.
It highlights key research topics and trends, iden-
tifies gaps in the existing literature, and proposes
areas for future research. By providing an in-depth
bibliometric analysis, this study provides a valuable
reference for scholars seeking and exploring inno-
vative ways to motivate employees in remote and
hybrid work environments.

Literature review

The COVID-19 pandemic has brought tremen-
dous changes to society and accelerated the transi-
tion from traditional working models to new work-
ing models. Before the pandemic, although many
companies were already technically capable of re-
mote work, remote work was more of an emergency
way of working. During the pandemic, many com-
panies were forced to adopt online remote work for
all or most of the employees to maintain their opera-
tions due to the requirements of quarantine and so-
cial distancing policies. It is precisely because of the
change in objective conditions that people’s way of
thinking has also changed. Therefore, even though
the pandemic is over, remote work has become an
indispensable way of working in the modern work-
place. This shift has brought opportunities and chal-
lenges to organizations and employees. On the one
hand, remote work provides flexibility, cost savings,
and access to a wider talent pool. Studies have found
that remote work has a generally positive impact on
short-term employee well-being (Crawford, 2022),
and some employees reported that their work ef-
ficiency has increased, and their work-life balance
has improved due to the flexibility of working from
home (Adnan Jawabri, 2022). On the other hand,
employees have also experienced challenges such as
social isolation and remote work stress, which have
had a negative impact on job satisfaction and perfor-
mance (Khorakian, 2023).

Employee motivation is a key driver of organi-
zational success, and the pandemic has had a signifi-
cant impact on it. Traditional motivational strategies
rely on face-to-face interactions and structured en-
vironments that are not available under remote work
conditions.
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On the one hand, in the context of remote work,
traditional extrinsic motivators may not be as ef-
fective as previously thought. In the traditional em-
ployee motivation system, manager managers can
set an example by rewarding individuals, thereby
exerting a positive and leading effect on the people
around him. For example, a study on environmental
protection found that when a company encouraged
employees to choose a vegetarian lunch to protect
the environment, more employees would choose
a vegetarian lunch in a collective environment
of company employees due to the herd mentality
(Kaiser, 2020). However, if this happens under
remote working conditions, when employees are
not in a group environment, it is uncertain whether
they will choose a vegetarian lunch. Therefore, it
is also a worth research direction that whether the
original group-oriented motivational measures are
still applicable to individuals who are out of the
group effect.

On the other hand, researchers are exploring
whether intrinsic motivational factors, such as au-
tonomy, and individual goals, can play a greater
role under remote working conditions, because
these factors are consistent with the psychologi-
cal needs emphasized by self-determination theory
(Ryan, 2000). To balance the remote working model
with the traditional face-to-face working model and
take into account the advantages of both, the hy-
brid working model has been proposed as a poten-
tial solution. The research shows that hybrid work
models can improve employee motivation and job
satisfaction by providing greater flexibility, as the
same time, addressing the problems and challenges
brought by fully remote work (Sonnenschein, 2022).
Some studies also point out that improving employ-
ees’ remote work experience will also generate posi-
tive motivation for employees. Innovative methods
such as gamification and digital engagement tools
can effectively improve employee work engage-
ment (Pura, 2022). Gamification platforms enable
organizations to reward employee achievements and
encourage participation, while digital tools promote
seamless collaboration and engagement among dis-
tributed teams.

Despite these advancements, several research
gaps remain. First, there is limited exploration of
how different work models affect employees’ mo-
tivational needs across diverse organizational and
cultural contexts. Second, the interplay between
psychological well-being, such as burnout and job
satisfaction, and organizational outcomes requires
further investigation. Third, while digital tools are

increasingly used for motivation, their long-term ef-
fectiveness and ethical implications warrant deeper
analysis.

This review underscores the need for a compre-
hensive understanding of how employee motivation
evolves in response to remote and hybrid work set-
tings. By addressing these gaps, future studies can
contribute to the development of tailored motiva-
tional strategies that align with the evolving needs
of employees and organizations.

Methodology

A statistical review is always used for research-
ers to better understand the trend and knowledge
structure within a specific topic in a subject field.
A bibliometric analysis primarily reviews the infor-
mation on publications, keywords, productivity of
countries, etc. It will be helpful for researchers to
summarize the most current direction and trends of
research fields through bibliometric analysis, which
will also provide ideas and directions for future re-
search

According to the previous study, bibliometric
analysis is used to review the recent situation and
trends of remote work and employee motivation re-
search. The article uses VOSviewer, which is a vi-
sualization tool of bibliometric analysis, to conduct
data analysis and visualization for the remote work
and employee motivation visual analysis.

Web of Science Core database is used as the
source for collecting data of publications. It is con-
sidered as a more authoritative source for citation
spatial analysis and bibliometric analysis.

Motivation is the “willingness to exert high lev-
els of effort toward organizational goals, conditioned
by the effort’s ability to satisfy some individual
need.” (Ramlall, 2004) This study concerns remote
work and employee motivation as an integrated part.
Considering this factor, search topic keywords are
defined as “remote work™ and “employee motiva-
tion” in the research element. Time span was not set.
Therefore, the entire research history is displayed in
a clear and completely visualized way.

Figure 1 shows the selection process of selecting
target articles:

Based on the categories of Web of Science, lit-
erature that not related to management fields and
economic fields was excluded, and the categories of
management, business, business finance, industrial
relations labor, economics, educational research,
communication, behavioral science, psychology re-
lated categories remained;
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The analysis will only include literature reviews
and articles;

The language of the papers is limited in English.
102 publications were obtained in the research, and

Web of Science Core Collection database
searching(n=102)

another 52 publications, which containing 36 non-
management and economic categories were excluded.

Finally, 50 articles were downloaded and pro-
cessed for further analysis.

' ™
Categories of management, business, economics,
> industrial relations labor, communication,
v behavioral science, psychology related
L "
Records screened
(n=66)
e ~\
Record excluded
#| + Proceeding papers (n=12)
p ¥ . \_* Other languages (n=4) y

Eligible articles(n=>50)
*«  Language: English
+  Download tume: December 2024

A 4
Articles in Analysis
(n=50)

Figure 1 — Selection process for including articles in the study
Note — complied by author

Results and discussion

Analysis of the number of publications shows
the changes in the attention paid to this field. Fig. 2
shows the clear trend of citations and publications.
It can be sliced into three periods.

Pre-2019 Stability: Prior to 2018, the field had
a low level of activity, reflecting its niche status.
Employee motivation and remote work were not yet
seen as urgent or interdependent areas of research.

2020 dual Growth: The onset of the pandemic
in 2020 likely led to an initial increase in research
interest as scholars began addressing emerging chal-
lenges in employee motivation and remote work ad-
aptation.

2021-2024 Surge: A sharp rise in both publi-
cations and citations suggests that the field gained
significant traction during this period. The increase
in citations reflects the growing recognition of these
studies as foundational or highly relevant to the
evolving workplace context

There are five potential reasons to explain this
trend. The first is the impact of the COVID-19 Pan-
demic. The COVID-19 pandemic served as a ma-
jor catalyst for the proliferation of research in re-
mote work and employee motivation. Organizations
worldwide adopted remote work models as a neces-
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sity, prompting academic inquiry into its implica-
tions for productivity, employee well-being, and
motivation. Researchers began exploring how tradi-
tional workplace dynamics were disrupted and what
new strategies were needed to maintain employee
engagement in a virtual environment.

The second reason is the emergence of remote
and hybrid work as a new norm. Even as the imme-
diate crisis subsided, many organizations continued
with remote or hybrid work models. This change
creates opportunities for longitudinal research as
scholars seek to understand how these changes will
affect organizational culture, communication, and
motivational strategies. Topics such as flexibility,
autonomy, and work-life balance have attracted
more interest among researchers and further drive
the volume of publications.

The third reason is the increased awareness of
mental health and well-being. As a result of the pan-
demic, people are beginning to pay more attention to
mental health. Coincidentally, the negative effects
of remote work on employees are mainly concen-
trated in the mental aspects, such as stress or burn-
out. Therefore, personal motivation and well-being
are attracting more interests, and further promoting
research on the psychological aspects of remote
work.
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Figure 2 — Remote work and employee motivation papers published annually
Note — The result is obtained from Web of Science

The fourth reason is the rise in funding and
collaboration opportunities. Governments and
private organizations have significantly increased
investments in research focused on helping em-
ployee to better adapt new work patterns brought
by Covid. More sufficient funds provide better re-
sources for scholars to conduct related research.
Therefore, the number of new studies and cita-
tions has increased.

The last reason is the shift in organizational pri-
orities. Companies became more interested in aca-
demic research to develop evidence-based practices
for motivating employees in a remote or hybrid set-
up. This increased practical relevance likely contrib-
uted to the rising citations, as practitioners turned to
academic literature for solutions.

Furthermore, citation structure analysis is help-
ful for identifying articles contributing and key au-
thors on remote work and employee motivation re-
search. Table 1 lists top 15 cited papers from past
to present. The top one paper belongs to D. Sandy
Staples(1999), who observed that remote employ-
ees’ self-efficacy assessments will generate obvious
impact on remote work effectiveness, job satisfac-
tion, perceived productivity, and ability to cope.
The second most cited paper was written by Bartsch
(2021), who confirmed that relation- and task-orient-
ed leadership behavior is closely related employee
motivation, at the same time, maintain service em-

ployees’ work performance during crisis situations.
Delfino(2021) proposed that compared with past,
employees now are paying more attention on get-
ting noted by their superiors. Covid-19 has brought
some new challenges such as increased stress lev-
els of employees, a weakened sense of relatedness
with others, and changed perceptions of hierarchies.
All of these changes brought the new challenge to
employee motivation. In the fourth position, Jim-
sen & Sivunen(2022) comprehensively explored
the challenges brought by remote work to relational
communication in organizations, highlighting its
importance to coping and employee well-being. Im-
proving relational communication in organizations
can bring brightly positive impact to employee en-
joyment and personal satisfaction, which are con-
sided as the main part of intrinsic motivation (Ann
Renninger, 2000)

Analyzing paper citation structure by year is
helpful in understanding the popularity of research
field. The analysis classified and counted the cita-
tion structure. The result was presented as shown in
Table 2. There are 4% of the publications had more
than 200 citations, and 32% of them had more than
10 citations. More importantly, 62% of the papers
on remote work and employee motivation were
cited at least once, showcasing moderate academic
engagement. Besides, a significant jump in publica-
tion volume occurred in 2023 (12 papers) and 2024
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(19 papers), suggesting increased research output or
funding in the field. Compared with 2019 and 2020,
the total citation of 2021 and 2022 increased rapidly.
Even total citation dropped in 2023 and 2024, con-

sidering the average period of SSCI article publica-
tion, the trend is still clear. The research of remote
work and employee motivation is receiving wide-
spread attention.

Table 1 — Top 15 cited papers about remote work and employee motivation

Rank

Total
citations

Title

Author

Publication
Year

Citations per
paper(C/Y)

372

A self-efficacy theory explanation for
the management of remote workers in
virtual organizations

Staples, DS; Hulland, JS; Higgins,
CA

1999

15

229

Leadership matters in crisis-induced
digital transformation: how to lead
service employees effectively during
the COVID-19 pandemic

Bartsch, S et al.

2021

76

63

Remote working, management control
changes and employee responses
during the COVID-19 crisis

Delfino, GF; van der Kolk, B

2021

21

43

Employees’ perceptions of relational
communication in full-time remote
work in the public sector

Jamsen, R; Sivunen, A; Blomqvist,
K

2022

22

40

An organizational analysis of how
managers must understand the mental
health impact of teleworking during
COVID-19 on employees

Shipman, K et al.

2023

40

26

Employees’ dedication to working from
home in times of COVID-19 crisis

Prodanova, J; Kocarev, L

2022

13

25

Leadership behaviour, team
effectiveness, technological flexibility,
work engagement and performance
during COVID-19 lockdown: An
exploratory study

Koekemoer, L et al.

2021

17

Motivation and Productivity of
Employees in Higher Education during
the First Lockdown

Rietveld, JR et al.

2022

17

Workplace Spirituality and Employee
Wellbeing in the Hospitality Sector:
Examining the Influence of Fear of
COVID-19

Aboobaker, N

2022

10

15

Leading Innovative Work-Behavior
in Times of COVID-19: Relationship
Between Leadership Style, Innovative
‘Work-Behavior, Work-Related Flow,
and IT-Enabled Presence Awareness
During the First and Second Wave of
the COVID-19 Pandemic

Coun, MJH et al.

2021

11

12

If I had known, I would have
applied: poor communication, job
dissatisfaction, and attrition of rural
health workers in Sierra Leone

Narayan, V et al.

2018

12

11

Remote working and occupational
stress: Effects on IT-enabled industry
employees in Hyderabad Metro, India

Prasad, KDV; Vaidya, R; Rani, R

2023

11
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Continuation of the table

Total . Publication | Citations per
Rank citations Title Author Year paper(C/Y)
Employment risks under the conditions
13 jp  |ofthe COVID-19 pandemicand |\ ey e H; Bilan, Y; Mishehuk, V | 2023 1
their impact on changes in economic
behaviour
Remote working in Italian SMEs
14 10 during COVID-19. Learning challenges | Barabaschi, B et al. 2022 5
of a new work organization
New insights on employee adaptive
15 jo  |performance during the COVID-19 1., | o A pionio. F 2022 5
pandemic: Empirical evidence from
Indonesia
Note — The result is based on data from Web of Science Core Collection database
Table 2 — Paper citation structure by year
Year | Total paper| 1Ot >200 >100 >50 >20 >10 >5 >1
citations
1999 1 392 1
2018 1 12 1
2019 1 9 1
2020 1 4 1
2021 4 332 1 1 1 1
2022 11 147 2 4 3 2
2023 12 74 1 2 5
2024 19 15 1 3
Ratio(%) 0 O 4 4 6 14 32 40 62
Note — The result is based on data from Web of Science Core Collection database
>200, >100, >50, >20, >10, >5 and >1 represent number of papers equal to or greater than 200, 100, 50, 20, 10, 5, and 1 citation,
respectively.

By analyzing the number of publications and
citations from different countries, researchers can
better understand which countries have greater in-
fluence in this academic field and provide guidance
for subsequent cooperation and case studies. Table
3 shows the top 5 countries with the most productive
and influential publications on employee motivation
and remote work. The USA leads in research output
due to its advanced academic infrastructure, strong
funding for research, and a significant emphasis on
workplace trends like remote work. The pandemic
further fueled studies on employee motivation in
remote settings, driven by large corporations transi-
tioning to hybrid models.

Compared with other countries, the economic
size and level of development of South Africa are
relatively backward, however, the amount of pub-

lished paper have proved the significance of con-
ducting research on remote work and employee mo-
tivation. South Africa focuses on local challenges
and contexts, such as economic inequality and infra-
structure limitations. The country’s strong academic
interest in social sciences and international collabo-
rations also supports research in this field. Besides,
South Africa’s economic structure includes indus-
tries with strong potential for remote work, such as
information technology (IT), outsourcing, and fi-
nancial services. Notably, South Africa holds a sig-
nificant position in the global Business Process Out-
sourcing (BPO) industry, becoming a destination for
many international companies seeking outsourcing
services. Remote work is highly compatible with
these industries, which may drive more research on
remote work and employee motivation.
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The total amount of research paper produced by
Spain is less than US and South Africa. However, its
research quality is exceptionally high (highest cita-
tions per paper). This is likely due to targeted stud-
ies on workplace motivation and the country’s focus
on labor reform and employee well-being, particu-
larly in the context of the EU’s work-life balance
initiatives.

China’s large economic size and rapid digitiza-
tion during the pandemic created a fertile ground for

Table 3 — Top 5 productive and influential countries

remote work studies. However, the research may be
relatively new, which explains its low citation im-
pact as it takes time to gain academic recognition
globally.

The Netherlands, with its focus on innovation,
flexible working policies, and strong academic part-
nerships, has contributed significantly to research on
remote work. Its emphasis on employee satisfaction
and sustainability in workplace practices drives re-
search output.

Rank Country Total paper ciFtr;E?)Ls (;i;ggft(lég)e)r >50 >20 >5 >1

1 USA 8 86 10.8 2 1 2

2 South Africa 6 38 6.3 1 1 1

3 Spain 4 1 0.3 1 1 2

4 China 4 0 0.0

5 Netherland 3 41 13.7 ad ad 2 1
Note — The result is based on data from Web of Science Core Collection database
>200, >100, >50, >20, >10, >5 and >1 represent number of papers equal to or greater than 200, 100, 50, 20, 10, 5, and 1 citation,
respectively.

Analysis of keywords is generally used as an
effective method to review the relationship among
research topics. It is helpful in discovering research
structure and research hotspots by counting the co-
occurrence of keywords. In the study, all keywords
were selected as statistical objects for keyword analy-

Table 4 — Top 15 author keyword occurrences

sis. In the analysis, keywords that appeared at least
four times are set for analysis. Among all 345 key-
words, there are 28 keywords that met the threshold.
By using VOSviewer software, Fig. 3 shows the co-
occurrence network of the keywords cluster. In addi-
tion, Table 4 shows the top 15 keywords occurrences.

Rank Keyword Cluster Occurrences Total Link Strength
1 Motivation 1 22 79
2 Performance 1 19 83
3 Remote work 3 19 68
4 Covid-19 2 14 59
5 Telework 3 9 40
6 Impact 3 9 36
7 Work 3 7 33
8 Resources 1 7 32
9 Intrinsic motivation 2 6 28
10 Satisfaction 1 6 25
11 Remote working 3 6 22
12 Antecedents 3 5 25
13 Workplace 3 5 23
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Continuation of the table

Rank Keyword Cluster Occurrences Total Link Strength
14 Self-determination ) 5 19
theory
15 Outcomes 2 4 25

Note — The result is based on data from Web of Science Core Collection database

employeeimotivation

proddctivity telewigrking

co@1 9

self-determipation theor’

automomy Ve

remWork

telework
impact

models

workplace remotejworking

antecedents

wWark

burpout

engageément
job perfermance

satisfgetion

mo*ion

'reSWCes

job satisfaction

perf‘(*ance

work engagement

madel

covid-19¢pandemic

L@Q VOSviewer

Figure 3 — Co-occurrence network of the keywords cluster
Note — The result is obtained using the Vosviewer platform

According to the major keywords, the main top-
ics are divided into three aspects: the psychology of
employee motivation (red cluster), the role of the
COVID-19 pandemic (green cluster), and telework
models and organizational impact (blue cluster).

1) The psychology of employee motivation (red
cluster)

Employee motivation is a central theme in re-
mote work research, focusing on the psychological
and resource-related aspects of performance. Some
scholars emphasize keywords like motivation, per-
formance, job satisfaction, engagement, resources,
and job performance. These terms represent the
critical relationship between individual employee
factors and organizational outcomes in a remote set-
ting.

Remote work environments often require strate-
gies to enhance engagement and satisfaction, which
in turn improve job performance. The availability of
resources, both physical and psychological, plays a
pivotal role in maintaining high performance. Fre-
quently co-occurring keywords, such as job satis-
faction and resources, highlight the importance of
intrinsic and extrinsic motivators for employees.

With the increasing prevalence of remote work,
researchers are examining how motivation theories,
such as self-determination theory, can be applied
to understand employees’ behaviors and outcomes.
This cluster underscores the need for organizations
to focus on personalized motivation strategies, en-
suring alignment with individual needs and organi-
zational goals.
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2) The role of the COVID-19 pandemic (green
cluster)

COVID-19 has fundamentally changed how
organizations and employees think about remote
work. The pandemic has accelerated the pace at
which companies are shifting from traditional to re-
mote work models. It also brings challenges related
to autonomy, outcomes, and employee well-being.
The high-frequency keywords show this shift in
the Cluster analysis, including COVID-19, remote
work, autonomy, and self-determination theory.

Remote work during the pandemic highlights
the dual impact of autonomy: on the one hand, it
promotes flexibility and empowerment, but on the
other hand, it may also bring challenges such as
social isolation and burnout. As can be seen from
keywords such as burnout and outcomes, employee
motivation should focus more on striking a balance
between autonomy and structured support to miti-
gate negative effects.

In addition, the pandemic has greatly changed
organizational expectations and employee experi-
ence. As analyzed previously, intrinsic motivation
is playing a more important role. Researchers are
increasingly interested in how to explain employ-
ees’ responses to the pandemic-driven remote work
culture through psychological frameworks (such
as self-determination theory) and find targeted em-
ployee motivation methods.

3) Telework models and organizational impact
(blue cluster)

Remote work has become an indispensable
working mode in the modern workplace. In order to
better adapt to this new working mode, companies
need to adjust their organizational structures and
practices. The keywords of the blue cluster reflect
these changes, including remote work, workplace,
model, impact and antecedents.

The blue cluster emphasizes the importance of
designing a remote work model that meets employ-
ee needs and organizational goals. For example, ex-
ploring how antecedents such as workplace culture
and leadership affect the success of remote work im-
plementation. The study found that keywords such
as model and impact often appear at the same time.
This also shows that in order to build an effective
remote work model and framework, it is necessary
to address not only productivity issues but also em-
ployee satisfaction issues.

At the same time, the keywords show that the
current research is also designed to explore the
broader impact of remote work, such as the impact
on workplace dynamics and organizational adapt-
ability. As remote work becomes more and more
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mainstream, organizations need to adjust traditional
methods and provide employees with a more inno-
vative and inclusive consolidation environment by
exploring new employee motivation system.

CiteSpace software is combined in the research
to further reveal the trends of remote work and em-
ployee motivation.

1) Keyword Frequency Analysis

Through the analysis of keyword frequency, as
Table 5 shows, “remote work” (rank 1) and “perfor-
mance” (rank 2) have the highest frequency, indi-
cating that these are central themes in the research
field. Other frequently occurring keywords include
“motivation” (rank 3), “impact” (rank 4), and “job
satisfaction” (rank 7). Keywords like “Covid-19
pandemic” (rank 10) and “autonomy” (rank 12) high-
light the influence of the pandemic on the research
direction. The emergence of “Covid-19 pandemic”,
“Remote work”, and “Autonomy” reflects the surge
in interest in remote work practices during and after
the pandemic. Keywords such as “Job satisfaction”,
“Work engagement”, and “Resources” emphasize
the importance of psychological and practical sup-
port for remote employees. Keywords like “Hybrid
work” and “Adaption strategies” suggest that hybrid
work models and organizational flexibility are be-
coming increasingly relevant.

2) Centrality Analysis

Based on Table 6, it's easy to find that remote
work” and “performance” rank highly in central-
ity, reaffirming their importance as central nodes in
the research network. Keywords such as “motiva-
tion”, “autonomy”, and “resources” are significant
in linking different research themes, reflecting their
integrative role in the field. Emerging concepts like
“self-determination theory” and “burnout” appear in
the centrality analysis, indicating growing interest in
psychological frameworks and mental health chal-
lenges associated with remote work.

3) Emerging Trends and Future Directions

Recent keywords like “hybrid work™ and “work
from home” reflect shifts in organizational practices
post-pandemic. The focus on “adaptation strategies”
signals a need for practical solutions to remote work
challenges. Based on this analysis, this study pres-
ents three remote work and employee motivation
research trends.

First is the impact of hybrid work models on em-
ployee motivation and organizational performance.
While remote work has been extensively studied,
the hybrid work model-—combining remote and
in-office work—represents a growing trend that re-
quires further research. Future studies could explore
how hybrid work affects employee motivation, col-
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laboration, and productivity across various indus-
tries and cultural contexts.

For example, some scholars have suggested that
the advantages of traditional working mode and
remote working mode can be taken into account
through hybrid working mode. Then subsequent re-
search can build on this and further study how to
balance the relationship between the two, or how
hybrid work affects team management and employ-
ee motivation. Researchers can focus on whether the
effects of different factors on employee motivation
have changed under the new hybrid working mode.
For example, for multicultural international compa-
nies, it is possible to study how cultural differences
affect the adoption and results of hybrid working
modes, to gain a broader understanding of its global
impact.

The second is the psychological and behavioral
mechanisms in remote working environments. In
remote working environments, due to the increased
distance between managers and employees, the psy-
chological state of employees becomes more diffi-
cult to detect and grasp. As mentioned earlier, the
problems and challenges brought about by remote
work are mainly concentrated on the psychologi-
cal level of employees, so strengthening the under-
standing of the psychological state of employees is
crucial to developing effective new employee mo-
tivation methods. Future research can further study

Table 5 — Statistical information of top 30 keywords by frequency

motivational theories such as self-determination
theory and study how autonomy, ability and related-
ness affect remote workers.

Additionally, studies could focus on the inter-
play between psychological well-being (e.g., burn-
out, job satisfaction) and behavioral outcomes, such
as employee engagement and retention. Interdisci-
plinary approaches incorporate insights from differ-
ent aspects such as psychology, neuroscience, and
organizational behavior. It will provide a more nu-
anced understanding about how to foster long-term
motivation and resilience in remote workers.

The third research direction is related to digi-
talization and modern technology. The industry is
promoting the use of modern digital technology
to improve employee motivation and increase em-
ployee engagement and happiness. The increasing
reliance on digital tools for remote and hybrid work
provides an opportunity to study their effectiveness
and ethical impact. Future research can explore how
to use artificial intelligence, machine learning, and
digital platforms to improve employee motivation
and make employee motivation more personalized
and targeted. For example, research can explore the
role of digital tools in reducing burnout, improving
team collaboration, and promoting inclusion in vir-
tual environments. In addition, research can also be
conducted on protecting employee privacy and the
ethical use of employee monitoring technology.

Rank Keyword Frequency | Centrality Year Rank Keyword Frequency | Centrality Year
1 Remote work 18 0.27 2020 16 Engagement 4 0.05 2022
2 Performance 17 0.18 2019 17 Support 3 0.07 2019
3 Motivation 11 0.14 2021 18 rﬁgfvl;’zzfl 3 0.09 2022
4 Impact 9 0.35 2019 19 Satisfaction 3 0 2024
5 Resources 7 0.16 2023 20 Covid 19 3 0.08 2024
6 Work 6 0.02 2022 21 Telework 3 0 2022
7 Job satisfaction 6 0.22 2018 22 Consequences 3 0.04 2022
8 Remote working 5 0.04 2021 23 Hybrid work 3 0.03 2024
9 engx%ﬁen t 5 0.17 2019 24 Meta analysis 3 0.03 2021
10 nfggj;illgn 5 0.11 2022 25 Employees 2 0 2024
11 Antecedents 5 0.34 2021 26 Benefits 2 0.05 2023
12 ga‘;‘ggr'r}iz 4 0.27 2021 27 Quality 2 0 2024
13 Autonomy 4 0.16 2021 28 Challenges 2 0.05 2022
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Continuation of the table

Rank Keyword Frequency | Centrality Year Rank Keyword Frequency | Centrality | Year
14 Job performance 4 0.06 2023 29 Context 2 0.09 2022
15 Workplace 4 0.03 2019 30 Work from home 2 0.02 2024

Note — The result is based on data from Web of Science Core Collection database
Table 6 — Statistical information of top 30 keywords by centrality
Rank Keyword Frequency | Centrality Year Rank Keyword Frequency | Centrality Year
1 Impact 9 0.35 2019 16 Job 4 0.06 2023
performance
2 Antecedents 5 0.34 2021 17 Engagement 4 0.05 2022
3 Remote work 18 0.27 2020 18 Benefits 2 0.05 2023
4 Covid-19 4 0.27 2021 19 | Challenges 2 0.05 2022
pandemic
5 | Job satisfaction 6 0.22 2018 | 20 Remote 5 0.04 2021
working
6 Performance 17 0.18 2019 21 Consequences 3 0.04 2022
7 Work 5 0.17 2019 22 Workplace 4 0.03 2019
engagement
8 Resources 7 0.16 2023 23 Hybrid work 3 0.03 2024
9 Autonomy 4 0.16 2021 24 Meta analysis 3 0.03 2021
10 Motivation 11 0.14 2021 25 Adaption 1 0.03 2024
strategies
11 Intrinsic 5 0.11 2022 26 Work 6 0.02 2022
motivation
12 Employee 3 0.09 2022 | 27 | Wokfrom 2 0.02 2024
motivation home
13 Context 2 0.09 2022 28 Burnout 2 0.02 2024
Self-
14 Covid 19 3 0.08 2024 29 determination 2 0.02 2024
theory
15 Support 3 0.07 2019 30 Models 2 0.02 2024
Conclusion publications and citations on remote work and em-

The main purpose of this study is to explore the
research trends of remote work and employee mo-
tivation during and after the COVID-19 pandemic.
The article uses bibliometric analysis methods to
search the Web of Science Core Collection database
and apply analysis tools such as VOSviewer and
CiteSpace for analysis. In this way, the paper con-
structs a co-occurrence network, identifies research
hotspots, analyzes citation patterns, and comprehen-
sively outlines the knowledge development and the-
matic evolution in this field.

The analysis reveals several key findings. First,
since 2020, there has been a significant increase in
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ployee motivation. The increase indicates that after
the pandemic, researchers and scholars have in-
creased their academic interest in remote work and
employee motivation. Through keyword co-occur-
rence analysis, the study found that the key research
topics mainly include mental health, job satisfaction,
and autonomy. The paper also further identified the
influence of various countries on this research field
through citation and publication analysis, and the re-
sult shows that United States, South Africa, Nether-
land, and China have made particularly outstanding
contributions. The analysis highlights central role of
“remote work” and “performance” in the research,
with emerging trends focusing on hybrid work mod-
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els, psychological mechanisms, and the impact of
digitalization on employee motivation. Future re-
search could focus on how to make reasonable use
of hybrid work systems and address employee men-
tal health issues caused by employee work.

At the same time, this study also has certain
limitations. The database studied use data from the
Web of Science Core Collection, and only selected
relevant disciplines of management, economics, and
psychology for research. The database selection is
relatively simple, and the types of research only in-
clude articles and review articles, which may cause
some related research to be ignored. In addition, in
the keyword co-occurrence analysis, the research
set a high threshold, only keywords that appear at

least four times will be included in keyword anal-
ysis, so the overall identification may not be com-
prehensive enough. Of course, this also provides a
direction for other studies and follow-up research.
Future research can use other databases for analysis
or explore more potential research directions by set-
ting lower threshold in the keyword co-occurrence
analysis.

This study provides a comprehensive review of
the research on remote work and employee motiva-
tion after the epidemic for the academic community
and provides a reference for enterprises to optimize
employee motivation strategies under the new work
mode. Future in-depth research will further enrich
the theory and practice in this field.
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