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Abstract

This study analyzes 102 participants to examine the relationship between remote work
arrangements and employee burnout, focusing on the mediating role of social isolation and the
moderating effect of autonomy. It evaluates burnout components such as emotional exhaustion,
depersonalization, and reduced personal accomplishment. Findings reveal that social isolation
significantly contributes to emotional exhaustion and depersonalization, particularly in fully
remote settings. Autonomy showed limited moderating effects, while hybrid work
arrangements did not directly impact burnout but offered flexibility that could reduce stress
when paired with supportive structures. These insights highlight the importance of addressing

isolation and balancing flexibility for well-being.

Keywords: remote work; workplace flexibility; employee burnout; social isolation;

autonomy



1. Introduction

According to the Global Trends (2024) Report conducted by Mercer, having 12,000 people
interviewed, 82% of employees are feeling at risk of burnout. Burnout is recognized by the
World Health Organization (WHO) as an “occupational phenomenon”. It is defined as “a
syndrome conceptualized as resulting from chronic workplace stress that has not been
successfully managed”. Similarly, another recent study conducted by Boston Consulting
Group (BCG) revealed that nearly half of their employees experience symptoms of burnout,
with 11,000 employees participating from 8 different countries.

The COVID-19 pandemic significantly accelerated the adoption of hybrid and fully remote
work (Criscuolo, Gal, Leidecker, Losma, and Nicoletti 2021; Aksoy, Barrero, Bloom, Davis,
Dolls, and Zarate 2023). Remote work also referred to as “work from home” or
“telecommuting” is a type of work arrangement that allows the employee to work outside the
physical office of the company (Gartner Glossary). The spread of the virus and the “stay-at-
home” policy increased the use of online communication technologies worldwide in various
areas (Raja et al. 2023). Currently, fully or mostly remote work arrangements are increasingly
common across various industries. For instance, 68% of employees in technology, 50% in
agencies and consultancies, 49% in finance and insurance, and 41% in engineering and science
work under such arrangements (Statista 2023).

Gallup’s 2022 data reveals that among U.S. full-time remote-capable employees, more than a
vast majority (80%) of employees have either hybrid or exclusively remote work
arrangements (53% and 27% respectively).

In the post-pandemic period, major companies initially mandated a return to the office, but
they faced resistance from employees. Consequently, the work-from-anywhere policies were
introduced by other companies, which resulted in lowering employee turnover. Some
companies have also tested a 4-day work week, which has demonstrated an increase in

employee productivity (Owl Labs Study 2023). The Owl Labs Study (2023) suggests that a



partial work-from-home policy is what employees now desire, even though the majority

switched back to full-time office practices. Notably, 29% of partially and fully remote

employees would expect a pay increase, if there would only be a possibility to work offline.

This study aims to investigate the dynamics of remote work and employee burnout, addressing

the following objectives:

- Assessing Work Arrangements and Burnout: To evaluate how different work
arrangements contribute to the components of burnout.

- Exploring Social Isolation as a Mediator: To examine the mediating role of social
isolation in the relationship between work arrangements and burnout.

- Understanding the Role of Autonomy: To investigate how varying levels of autonomy
moderate the relationship between work arrangements and burnout, focusing on stress
reduction and burnout mitigation.

2.  Literature review

2.1 The Rise and Implications of Remote Work

As previously mentioned, remote work has been adopted globally during and after the

COVID-19 pandemic.

Remote work is increasingly prevalent, with a majority of employees in industries like

technology, finance, and engineering adopting hybrid or fully remote arrangements, as

highlighted by Statista (2023) and Gallup (2022).

According to Gallup (2022), 6/10 respondents would prefer a hybrid work-term location,

about 1/3 prefer exclusively remote, and only less than 10% would prefer an on-site work

location. Similarly, the McKinsey Global Institute Report (Mischke et al. 2023) indicates that,
as of 2022, office attendance was 30% lower than pre-pandemic levels, with 63% of
respondents working either fully remotely or in a hybrid setup. On average, employees visit

the office 3.5 days per week, although this varies by country.



The rise of remote work has fundamentally changed workplace norms, with employees
advocating for greater autonomy in choosing work arrangements and for less frequent on-site
presence. These changes have driven a long-term reimaging of the modern workplace.
Remote work offers several advantages. According to the surveys run, the top reasons for
working at home were saving money and commuting time, increased time spent with family,
and a comfortable work environment at home (Mischke et al. 2023). The flexibility of working
from home allows individuals to tailor their schedules, often leading to increased satisfaction
and motivation (McPhail et al. 2023). Avoiding commutes not only saves time and money but
also reduces stress and enhances mental well-being. Studies further emphasize the role of
remote work in supporting work-life balance and enhancing job satisfaction (Savi¢ 2020). The
study (Angelici and Profeta 2020) of a randomized experiment to examine the impact of
“smart-working” on three dimensions: employee productivity, well-being and work-life
balance showed positive results. These benefits underline why remote work remains a
preferred option for many employees in the post-pandemic era.

Despite these benefits, remote work also presents challenges. Such problems as lost time due
to technical difficulties during the meetings lost time due to technical difficulties, and the
usage of too many communication platforms was reported by more than half of the
respondents in a McKinsey Global Institute survey. They also sometimes feel like missing the
opportunities for informal or impromptu feedback. (Mischke et al. 2023). Additionally,
remote work requires a high level of self-discipline, and reliance on the internet and IT tools,
which could lead to extended working hours and blurred boundaries between personal life and
work. Employees may also face a feeling of isolation (Savi¢ 2020). Another downside of
remote work is the “autonomy paradox”. While autonomy is often seen as a benefit,

employees could face increased workloads and blurred boundaries between work and personal



life, which could be influenced by both personal ambition and employer-driven pressure
(Eurofound 2020).

2.2 Remote Work and Burnout: A Review

The relationship between remote work and burnout is complex, influenced by demands on
employees, and resources to support them. During the COVID-19 pandemic, remote work
posed significant challenges, with employees experiencing increased workload pressures,
excessive tasks, and extended working hours. The absence of commuting time was often used
to justify these extended hours, which has led to emotional exhaustion, and increased mental
and physical efforts, contributing to burnout. Occupational burnout and job stress resulting
from long working hours can have negative consequences on employees’ well-being (Maslach
2003; Jamal, Anwar, Khan, and Ahmad 2023; Shimura et al. 2021).

Burnout is a multidimensional construct consisting of three core components (Maslach
Burnout Inventory, 1996): exhaustion, depersonalization, and personal achievement.
Exhaustion captures feelings of physical and emotional fatigue caused by work demands and
is considered the hallmark of burnout. Depersonalization refers to a sense of detachment or
cynicism toward work and colleagues, characterized by reduced empathy and interpersonal
connection. Personal achievement reflects an individual’s perceived effectiveness and
accomplishment. These components, as conceptualized by the Maslach Burnout Inventory
(MBI), provide a framework for analyzing the complex effects of work arrangements on
employee well-being.

A significant issue faced by remote workers is the lack of clear boundaries between home and
work, which frequently results in longer working hours, heavier workloads, and higher job
demands (Costin, Roman, and Balica 2023). Another significant burnout-related issue could
be social isolation (Shimura et al. 2021). Working from home can contribute to the feeling of

disconnection from colleagues and the organization. Remote workers experienced a reduction



in professional accomplishment during the pandemic and higher levels of emotional
exhaustion. However, such challenges can be mitigated through organizational support and
flexible work arrangements (Costin, Roman, and Balica 2023).

Hybrid work models, which balance flexibility with opportunities for social interaction, have
emerged as an effective approach to reducing feelings of isolation and improving work-life
balance. These models help reduce the risk of blurring work-life boundaries and support
mental health by providing a more balanced work arrangement (Vacchiano, Fernandez, and
Schmutz 2024). Moreover, remote work allows greater flexibility in managing work schedules
and personal life, which can be associated with reduced burnout and enhanced job satisfaction.
Autonomy over work environments and schedules can increase motivation, enhance job
satisfaction, and lower stress levels (Vacchiano, Fernandez, and Schmutz 2024; Ingusci, et al.
2023).

While many studies focus on the pandemic era, the COVID-19 period demonstrated
employees’ capacity to adapt to new job demands, often resulting in lower burnout levels and
improved productivity (Jamal, Anwar, Khan, and Ahmad 2023). Angelici and Profeta (2020)
examined remote work, referred to as “smart working” and revealed predominantly positive
outcomes of the research, particularly for women. Their research highlighted such factors as
increased productivity, higher satisfaction with salary, more time for household tasks and
family, and improved well-being. These factors contribute to better work-life balance and time
management, which have positive outcomes for employees’ mental health, and therefore
burnout levels.

Given these advantages, it is hypothesized that:

- H1la: Fully remote work arrangements are associated with lower levels of exhaustion

compared to face-to-face work arrangements.



- H1lb: Hybrid work arrangements are associated with lower levels of exhaustion
compared to face-to-face work arrangements.

- H1c: Fully remote and hybrid work arrangements are associated with lower levels of
depersonalization compared to face-to-face work arrangements.

- H1d: Fully remote and hybrid work arrangements are associated with higher personal
achievement scores compared to face-to-face work arrangements.

2.3 Social Isolation as a Mediator Between Remote Work and Burnout

The relationship between social isolation, remote work, and burnout is multifaceted since

remote work significantly alters the nature of social interactions. The reduction in face-to-face

communication with colleagues and supervisors often leads to feelings of loneliness, one of

the most frequently reported issues in remote work settings. While digital communication

offers potential alternatives, its effectiveness largely depends on individual circumstances,

such as the frequency and quality of interactions within virtual networks (Vacchiano,

Fernandez, and Schmutz 2024; Maslach et al., 1976).

Social isolation presents a significant challenge of remote work. It affects employee well-

being, engagement, and productivity. Remote work increases the feeling of virtual isolation

due to very limited interpersonal interactions and communication barriers (Jaiswal and

Prabhakaran 2023). Additionally, these issues are affected by the feeling of being excluded or

neglected, due to limited access to mentorship and informal learning (Jaiswal and Prabhakaran

2023), which therefore leads to a reduced sense of belongingness. Although remote work

offers flexibility and autonomy, it often compromises social interaction and team cohesion.

The absence of a workplace can make employees feel disconnected from their teams and

destroy organizational culture (Olawale, Ajayi, Udeh, and Odejide 2024).

Technology plays a critical role in facilitating communication and collaboration in remote

work settings. However, excessive reliance on digital tools can lead to cognitive overload,



further contributing to stress and burnout (Mirbabaie, Marx, Braun, and Stieglitz 2020). This

paradox highlights the delicate balance between technological reliance and the human need

for meaningful social interaction while working remotely. Remote workers often navigate
competing demands: the desire for flexibility and autonomy versus the psychological need for
social connection and team cohesion.

To mitigate these challenges, organizations must address the social and psychological impacts

of remote work. Burnout arises when the social challenges of remote work, such as loneliness

and reduced support, combine with stressors like work interruptions and conflicts. While
remote work may reduce workplace interruptions, it often increases disruptions at home,
particularly in inadequate work environments. For some, distancing from toxic workplace
relationships can be a relief, but others may feel stressed due to increased digital supervision

(Vacchiano, Fernandez, and Schmutz 2024).

Ultimately, achieving a balance in social and professional interactions is critical. Both

excessive and insufficient communication can contribute to emotional exhaustion, leading to

burnout (Vacchiano, Fernandez, and Schmutz 2024; Maslach 2003). Organizations must
foster a supportive remote work culture by promoting intentional, meaningful social
interactions while minimizing unnecessary digital stressors.

Given the impact of social isolation on burnout, this study hypothesizes that:

- H2a: Social isolation mediates the relationship between work arrangement and
exhaustion, with fully remote work leading to higher social isolation and, consequently,
greater exhaustion.

- H2b: Social isolation mediates the relationship between work arrangement and
depersonalization, with fully remote work leading to higher social isolation and,

consequently, greater depersonalization.



- H2c: Social isolation mediates the relationship between work arrangement and personal
achievement, with fully remote work leading to higher social isolation and,
consequently, lower personal achievement.

2.4 Flexibility and Autonomy in Remote Work: A Catalyst for Well-Being or Burnout?

Flexibility in remote work significantly influences employees’ work-life balance and
psychological well-being. It can be categorized into two dimensions: temporal flexibility and
job autonomy, both of which have been shown to positively impact employee well-being
(Boccaoli, Sestino, Gastaldi, and Corso 2022).

Temporal flexibility refers to the ability to adjust work schedules, enabling employees to
better balance their professional and personal responsibilities. When employees have control
over their schedules and work locations, they are more motivated. The findings indicate that
temporal flexibility allows employees to allocate their time and resources effectively, reducing
conflicts between professional and personal responsibilities. This, in turn, leads to reduced
stress, higher productivity, and greater satisfaction with social life, leisure time, and overall
quality of life (Boccoli, Sestino, Gastaldi, and Corso 2022; Yang 2024; Angelici and Profeta
2020).

A distinction can be made between individual-oriented working time flexibility and
organization-oriented working time flexibility. Individual-oriented working time flexibility
gives employees control over their schedules and positively contributes to work-life balance.
This type of flexibility allows employees to better manage personal and professional
boundaries, enhancing overall satisfaction. While organization-oriented working time
flexibility, where employees must adapt to the organization’s demands, negatively affects
work-life balance. These demands, such as sudden schedule changes or overtime, disrupt
personal plans and reduce employees’ ability to meet role requirements effectively

(Wohrmann, Dilchert, and Michel 2020).



Job autonomy is defined as the degree of freedom in work-related decision processes, which
also plays a significant role in employee work-life balance and well-being. Autonomy allows
employees to manage their workloads independently and fosters a sense of responsibility,
which positively impacts job satisfaction and engagement (Boccoli, Sestino, Gastaldi, and
Corso 2022; Eurofound 2020). However, as Maslach and colleagues emphasize, organizations
must create environments where flexibility is paired with clear boundaries and adequate
support to prevent burnout (Maslach 2003; Maslach, Jackson, and Leiter 1996; Maslach,
Schaufeli, and Leiter 2001).

Both temporal flexibility and job autonomy contribute indirectly to psychological well-being
through improved work-life balance. Employees with higher levels of work-life balance report
greater engagement and satisfaction in their roles (Boccoli, Sestino, Gastaldi, and Corso
2022).

One notable issue is the autonomy paradox, where the freedom to organize work schedules
can sometimes lead to overwork and stress, particularly in high-pressure environments with
heavy workloads or competition. In such cases, occasional work arrangements may offer the
most balanced benefits (Eurofound 2020). Hybrid work models have also emerged as an
effective solution, providing employees with the flexibility to balance personal and
professional responsibilities while retaining opportunities for in-person communication and
collaboration. This approach addresses employees’ dual need for autonomy and social
interaction (Kraj¢ik, Schmidt, and Barath 2023).

By fostering supportive organizational cultures that mitigate the risks of isolation and
overwork, hybrid work arrangements can help sustain the positive aspects of flexibility while
reducing the likelihood of burnout.

Thus, while flexibility in remote work has clear benefits for work-life balance and

psychological well-being, organizations must be cautious to provide clear boundaries,
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sufficient resources, and adequate support to ensure that these benefits are not overshadowed

by the risks of burnout, as highlighted by Maslach’s research (Maslach 2003; Maslach,

Jackson, and Leiter 1996; Maslach, Schaufeli, and Leiter 2001).

To investigate the role of autonomy, this study hypothesizes that:

- H3a: Autonomy moderates the relationship between work arrangement and exhaustion,
such that higher autonomy reduces exhaustion levels in fully remote and hybrid work
arrangements.

- H3b: Autonomy moderates the relationship between work arrangement and
depersonalization, such that higher autonomy reduces depersonalization in fully remote
and hybrid work arrangements.

- H3c: Autonomy moderates the relationship between work arrangement and personal
achievement, such that higher autonomy increases personal achievement in fully remote
and hybrid work arrangements.

3. Methodology

3.1 Sample Characteristics

The sample consists of 102 participants (Appendix A), of which 47% are male and 52% are

female, with 3% preferring not to disclose their gender. The age distribution shows that the

majority are aged 18-25 (62%), followed by 26-35 (28%), 36-45 (6%), and 45+ (3%).

Regarding years of experience, 3-5 years is the most common range (47%), followed by 0-2

years (30%), 6-10 years (19%), and 11-15 years (3%). Employment settings include 42% fully

remote, 41% hybrid, and 19% fully face-to-face. In terms of industries, the most represented
sectors are Technology (21%), Finance (18%), Education (10%), and Retail (7%), with
smaller distributions across other fields such as Government, Marketing, and Healthcare.

3.2. Data Collection and Processing

11



Work arrangements were categorized into three types: fully remote, hybrid, and fully face-to-
face. Burnout in this study is measured using the framework provided by the Maslach Burnout
Inventory (MBI) (Maslach and Jackson 1981). The Cronbach’s alpha for these combined
items was 0.82, indicating good internal consistency and reliability of the scale.

The MBI evaluates burnout through three components: exhaustion, depersonalization, and
personal achievement. Exhaustion considered the core element of burnout, captures feelings
of chronic fatigue and emotional depletion due to work. Depersonalization reflects a
detachment in interpersonal relationships, characterized by cynicism and reduced empathy
towards colleagues. Personal achievement measures an individual’s self-evaluation, with
lower scores indicating feelings of ineffectiveness and reduced accomplishment.

In this study, the total scores for exhaustion and depersonalization are summed, with higher
values indicating greater burnout in these dimensions. Conversely, the total score for personal
achievement is interpreted inversely, with higher values reflecting lower levels of burnout.
These calculations were based on responses to survey questions adapted from the MBI
framework, ensuring a validated and reliable approach to evaluating burnout levels among
participants. Scores can be categorized into low, moderate, or high levels of burnout based on
established thresholds for each dimension (Appendix B).

Flexibility in work arrangements was adapted from the frameworks outlined in Jabra’s Hybrid
Ways of Working 2022 Global Report (Jabra 2022) and Gallup’s The Future of the Office Has
Arrived: It’s Hybrid (Gallup 2023). This study categorizes flexibility into three levels: full
autonomy, partial autonomy, and no autonomy. Full autonomy represents the highest level of
flexibility, where employees have complete control over their workdays, as indicated by
selecting “Yes, | have full autonomy to decide the days” in the survey question. Partial
autonomy refers to limited flexibility, where employees can choose remote workdays only

within constraints specified by their employer or manager, reflected by the response “Yes, but
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only on certain days specified by my employer/manager.” No autonomy includes both
situations where employees’ remote workdays are fixed by their employer and where remote
work is not an option, captured by the responses “No, my remote workdays are fixed by my
employer” and “Not applicable (I don’t have the option to work remotely).”

Social isolation was assessed using a framework adapted from Golden, Veiga, and Dino
(2008). The original framework was developed to measure professional isolation among
teleworkers and consisted of seven validated items. Example items include “I feel left out on
activities and meetings that could enhance my career,” “I miss face-to-face contact with
coworkers,” and “I feel out of the loop.” Participants responded to the items using a frequency
scale ranging from ‘Every day’ (highest frequency) to ‘Never’ (lowest frequency), with higher
scores indicating greater levels of social isolation. This framework was adapted to align with
the objectives of this study, providing a reliable method for evaluating the impact of remote
work arrangements on professional isolation.

To prepare the dataset for analysis, a series of preprocessing steps were undertaken. These
included: 1) Reversing Scales: The variable “Personal Achievement” was reverse-coded to
align with the directionality of other burnout-related variables. 2) Encoding Categorical
Variables: Work arrangements and autonomy levels, originally categorical, were encoded
numerically to facilitate statistical analysis (“Fully remote” (3), “Hybrid” (2), and “Fully face-
to-face” (1); “No Autonomy” (1), “Partial Autonomy” (2), and “Full Autonomy” (3)).

3.3. Statistical Analysis Approach

The statistical analysis began with descriptive statistics to summarize the key variables.
Correlation analysis was conducted to examine the relationships between variables, such as
autonomy, social isolation, and the dimensions of burnout. One-way ANOVA tests were used
to compare burnout levels across different work arrangements. Moderated regression analysis

was then employed to explore the interaction effects between autonomy and work
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arrangements on burnout dimensions. Additionally, mediation analysis was performed to
investigate the indirect effects of social isolation on the relationship between work
arrangements and burnout outcomes.

The results of these analyses were used to test the study’s hypotheses, with particular attention
to the effects of autonomy and work arrangements on exhaustion, depersonalization, and
personal achievement. All analyses were conducted using Python, leveraging libraries such as
Pandas and Statsmodels for data manipulation and statistical modeling.

4.  Results

4.1 Descriptive Statistics

The descriptive statistics provide an overview of the key study variables.

- Burnout (BUR) exhibited a moderate mean score (M = 2.13, SD = 0.94), indicating
that, on average, participants experienced some level of burnout, though individual
responses varied considerably.

- Emotional Exhaustion (EMEX) and Depersonalization (DEP) displayed
relatively lower mean values (M = 156, SD = 1.13; M = 1.59, SD = 1.17,
respectively), suggesting that most participants reported low-to-moderate levels of
these burnout dimensions. However, their wide standard deviations indicate
substantial individual differences.

- Personal Accomplishment (PACC) had the highest mean score (M = 3.40, SD =
1.02), suggesting that participants generally perceived themselves as competent and
effective in their roles.

- Social Isolation (SI) showed a moderate mean (M = 1.39, SD = 1.21), with a
somewhat broad distribution, implying that while some participants felt isolated,

others did not experience significant social disconnection.
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These findings suggest varying degrees of burnout and social isolation among participants.
They provide a foundation for further analysis of their relationships with remote work
arrangements and potential mediating factors.

Correlation Analysis

To examine the relationships between the primary variables of interest in this study, a Pearson
correlation analysis was performed. The analysis included the following variables: Autonomy,
Social Isolation, Exhaustion, Depersonalization, Personal Achievement, and Work
Arrangement.

A Pearson correlation analysis was conducted to assess the relationships between work
arrangement, burnout components, and social isolation. The results suggest that work
arrangement has a significant positive correlation with social isolation (r = .253, p = .010),
indicating that fully remote workers experience higher social isolation compared to hybrid
and face-to-face workers. Social isolation was significantly correlated with exhaustion (r =
409, p < .001). Additionally, depersonalization was also positively correlated with social
isolation (r = .333, p <.001), further supporting the role of social isolation as a mediator.

4.2  ANOVA Analysis

The results for exhaustion revealed no statistically significant differences across work
arrangements (F(2, 99) = 0.98, p = 0.38). This finding suggests that levels of exhaustion were
relatively consistent among employees regardless of whether they worked fully remotely, in
a hybrid setup, or fully face-to-face. The effect size was very small (partial n2> = 0.019 ),
indicating that only about 1.9% of the variance in exhaustion is attributable to work
arrangement. In fact, face-to-face employees reported slightly higher exhaustion on average
(M = 1.84) than hybrid (M = 1.40) or fully remote (M = 1.58) employees, but these differences
were not statistically significant. Therefore, Hla was not supported, as work arrangement did

not have a significant effect on exhaustion levels.
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For depersonalization, the ANOVA also indicated no statistically significant differences
across work arrangements (F(2, 99) = 1.68, p = 0.19), with a small effect size (partial n? =
0.033 ). Although the mean depersonalization score was marginally higher for fully remote
employees (M = 2.20) than for hybrid (M = 2.01) or face-to-face (M = 2.26) employees, these
differences were not statistically reliable. Thus, H1b was not supported — depersonalization
levels did not significantly differ by work arrangement.

Similarly, the analysis for personal achievement revealed no significant differences across
work arrangements

F(2, 87) = 0.100, p = .905 , indicating no significant effect, with an almost negligible effect
size (partial n> = 0.002 ). Average personal achievement was relatively high and consistent
across groups, reflecting that employees generally reported similar levels of personal
accomplishment whether working face-to-face, hybrid, or fully remote. Accordingly, H1c was
not supported.

In contrast to the above outcomes, social isolation showed a significant difference between
work arrangements. The one-way ANOVA for social isolation was significant, F(2, 99) =
3.431, p = .036 , with a moderate effect size (partial n> = 0.065 ). This finding supports H1d,
which had predicted group differences in social isolation. Fully remote employees
experienced significantly higher social isolation (M = 1.73) than face-to-face employees (M
= 0.93), p =.043 . The mean difference between these groups was about 0.80 on the social
isolation scale, with remote workers reporting greater feelings of isolation. In contrast, the
hybrid group (M = 1.26) did not significantly differ from either the face-to-face group (p =
.587) or the fully remote group (p = .166) on social isolation. These results suggest that
working fully remotely is associated with increased feelings of social isolation compared to
working on-site, whereas hybrid work falls in between and is not statistically distinguishable

from the other arrangements.
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4.4 Mediation Analysis: Social Isolation as a Mediator

This section presents the mediation analysis performed to assess whether social isolation
mediates the relationship between work arrangements (fully remote, hybrid, and face-to-face)
and the outcomes of exhaustion, depersonalization, and personal achievement. The mediation
framework evaluates three steps: (1) the direct effect of work arrangement on the outcome,
(2) the relationship between work arrangement and social isolation, and (3) the combined
effect of work arrangement and social isolation on the outcome.

To examine the mediating role of social isolation in the relationship between work
arrangement and burnout, a regression-based mediation analysis was performed. The results
show that work arrangement significantly predicts social isolation (B = .414, SE = .158, p =
.010), indicating that fully remote workers report higher levels of social isolation. In turn,
social isolation significantly predicts exhaustion (B = .307, SE = .073, p <.001), suggesting a
significant indirect effect. The overall mediation model explained 16.8% of the variance in
exhaustion (R2 = .168, F(1, 88) = 17.719, p < .001), confirming the mediating role of social
isolation in the relationship between work arrangement and exhaustion. This supports
Hypothesis H2a, which posited that social isolation mediates the link between work
arrangement and exhaustion.

Similarly, social isolation was found to be a significant mediator in the relationship between
work arrangement and depersonalization (B = .333, SE = .076, p < .001), with the overall
model explaining 18.1% of the variance in depersonalization (R2 = .181, F(2, 87) = 9.635, p
<.001). These results support Hypothesis H2b, indicating that employees in fully remote work
arrangements experience greater depersonalization due to increased social isolation.
Regarding personal achievement, social isolation was initially hypothesized to act as a
mediator (H2c), predicting that fully remote workers, experiencing increased social isolation,

would report lower personal achievement scores. However, the analysis did not find a
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significant indirect effect for personal achievement, suggesting that social isolation does not
significantly impact this aspect of burnout. This indicates that while social isolation
contributes to exhaustion and depersonalization, it does not substantially influence an
employee’s sense of personal achievement.

4.5 Moderation Analysis: The Role of Autonomy

A moderated regression analysis was conducted to explore whether autonomy moderates the
relationship between work arrangement and burnout dimensions. The moderation analysis
revealed that autonomy does not significantly moderate the relationship between work
arrangement and exhaustion (B = -.154, SE = .128, p = .231), indicating that autonomy alone
does not buffer against the exhaustion experienced in fully remote or hybrid work
arrangements. This does not support Hypothesis H3a.

However, autonomy was found to significantly moderate the relationship between work
arrangement and depersonalization (B = .444, SE = .076, p < .001), suggesting that higher
autonomy reduces depersonalization levels in fully remote and hybrid work arrangements.
This interaction indicates that while social isolation may contribute to depersonalization,
employees with greater autonomy are better able to mitigate these negative effects. The overall
model explained 18.1% of the variance in depersonalization (R? =.181, F(2, 87) = 9.635, p <
.001), supporting Hypothesis H3b.

For personal achievement, the moderation analysis did not find a significant effect (F(2, 89)
= 0.100, p = .905), indicating that autonomy does not enhance personal achievement scores
across different work arrangements. This result does not support Hypothesis H3c, implying
that other factors may be more influential in shaping personal achievement outcomes.

5. Discussion

5.1. Key Findings and Their Implications
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Remote work continues to exhibit its dual-edged nature, as evidenced by this study’s findings
and those from previous research. While arrangements like hybrid and fully remote work have
been associated with increased flexibility and better work-life balance, as highlighted by
Angelici and Profeta (2020) and McPhail et al. (2023), this study found that such arrangements
alone are insufficient predictors of burnout. Angelici and Profeta’s work emphasized positive
outcomes, including productivity gains and improved well-being, particularly for women.
These align with this study’s findings that temporal flexibility can enhance satisfaction and
reduce stress. However, the marginal effects observed for hybrid work on burnout components
like exhaustion and depersonalization suggest that the benefits of flexibility can be
undermined by the complexity of alternating work environments.

Social isolation emerged in this study as a significant factor contributing to emotional
exhaustion and reduced professional accomplishment, echoing Shimura et al. (2021). The
psychological toll of disconnection from colleagues and organizational culture is consistent
with earlier findings that highlight the necessity of maintaining clear communication and a
sense of belonging in remote settings. This underscores the importance of organizational
strategies such as virtual team-building and regular check-ins to counteract isolation.
Interestingly, the role of autonomy in this study diverges from traditional assumptions. While
autonomy has been widely regarded as a protective factor against burnout, as suggested by
Costin et al. (2023), this study found no effects. This raises questions about the contextual
dependencies of autonomy’s impact, suggesting that it may only be effective when coupled
with supportive structures and clear job expectations. Such nuances reflect the multifaceted
nature of burnout identified in earlier literature, including Maslach, Schaufeli, and Leiter’s
(2001) conceptualization of job burnout.

This study further contributes to the dialogue on remote work by providing nuanced insights

into hybrid work arrangements. While McPhail et al. (2023) and Angelici and Profeta (2020)
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highlighted the post-pandemic era’s shift toward hybrid models as a sustainable solution, this
research reveals the latent stressors inherent in managing dual work environments. The
interplay of these factors suggests that hybrid work may require tailored organizational
policies to maximize its benefits and minimize its challenges.

In conclusion, these findings reinforce and expand upon existing literature while also
challenging some established assumptions. The complex relationships between remote work,
social isolation, autonomy, and burnout necessitate a multifaceted approach. Future research
should explore these dynamics further, particularly in diverse organizational and cultural
contexts, to develop comprehensive solutions for modern work environments.

5.2. Practical Implications for Organizations

The findings of this study have significant implications for organizations, managers, and
policymakers aiming to optimize work arrangements and support employee well-being in
increasingly remote and hybrid work environments.

For organizations, the results emphasize the need for strategies that address the dual
challenges of flexibility and social isolation. While remote and hybrid work arrangements
provide flexibility that can enhance work-life balance (Angelici and Profeta 2020), this study
highlights the critical role of social isolation in driving emotional exhaustion and reduced
professional accomplishment. To mitigate these effects, organizations should prioritize
initiatives that foster social connection, such as regular team check-ins, virtual and in-person
collaboration opportunities, and structured team-building activities. These approaches align
with previous research showing that maintaining a sense of belonging is essential to
counteracting the psychological toll of isolation (Shimura et al. 2021).

Managers should recognize that autonomy, while often regarded as a protective factor, does
not inherently buffer employees from burnout. The findings suggest that autonomy’s

effectiveness depends on supportive structures, such as clear communication, realistic
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workload expectations, and adequate resources. Managers should focus on empowering
employees to exercise autonomy meaningfully by providing guidance and support while
ensuring accountability. Training managers to recognize and address challenges associated
with autonomy could help mitigate potential stressors, particularly in remote and hybrid
settings.

From a policy perspective, the study underscores the importance of flexibility in not only
scheduling but also designing work environments that meet diverse employee needs.
Policymakers could encourage organizations to adopt evidence-based practices that balance
productivity with well-being. These include mental health programs, flexible work policies,
and guidelines for healthy remote work practices. Such initiatives align with research
indicating that clear boundaries and resources for remote workers can enhance engagement
and reduce burnout (McPhail et al. 2023).

Leaders managing remote and hybrid teams also require targeted training to navigate the
unique demands of non-traditional work settings. Development programs should equip leaders
with skills to foster engagement, recognize early signs of burnout, and maintain team
cohesion. By doing so, leaders can create supportive environments that address challenges
inherent to remote and hybrid work.

Finally, the findings point to the need for continued innovation in digital tools and
technologies to support remote and hybrid teams. Organizations should explore and invest in
tools that facilitate seamless communication, collaboration, and connectedness, addressing the
gap between flexibility and social interaction. Technology-driven solutions can help reduce
isolation and strengthen relationships across distributed teams.

By addressing these challenges holistically, organizations can harness the potential of modern

work arrangements while safeguarding employee well-being and performance. These
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strategies will not only enhance productivity but also position organizations to adapt to the
evolving demands of the workplace.

5.3. Study Limitations and Future Research Directions

While this study provides valuable insights into the relationship between remote work and
employee burnout, it is not without its limitations. First, the cross-sectional design of the
research restricts the ability to infer causality. Although significant associations were
observed, it is unclear whether specific work arrangements directly influence burnout or
whether other unmeasured factors play a role.

Second, the sample size, while diverse in terms of industries and work arrangements, may not
be representative of broader populations. Certain sectors or demographic groups might
experience remote work differently, and their exclusion could limit the generalizability of the
findings.

Third, the study relies on self-reported data, which is inherently subject to biases such as social
desirability and recall accuracy. Participants may have underreported or overestimated their
levels of burnout or satisfaction with work arrangements, potentially skewing the results.
Additionally, the study focuses primarily on the mediating role of social isolation and the
moderating effects of autonomy but does not account for other potential variables that might
influence burnout, such as organizational culture, technological infrastructure, or individual
resilience. Future research could expand on these dimensions to provide a more
comprehensive understanding of burnout in remote work contexts.

Finally, the research was conducted within a specific time frame, capturing perceptions and
experiences in a post-pandemic era when hybrid and remote work arrangements are still
evolving. Longitudinal studies would be beneficial to assess how these dynamics change over

time and whether observed patterns persist.
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By acknowledging these limitations, this study aims to provide a foundation for future
research while emphasizing the importance of cautious interpretation and application of its
findings.

6.  Conclusion

This study explored the impact of remote work on employee burnout, focusing on its effects
on well-being dimensions such as emotional exhaustion, motivation, and cognitive
functioning. The findings reveal that while remote work offers flexibility and autonomy, it
also presents challenges, including social isolation and emotional exhaustion, which can
significantly impact employee well-being and productivity.

The results underscore the importance of organizational strategies to address these challenges.
Implementing robust support systems, fostering social connections, and defining clear
boundaries between professional and personal life are critical for reducing burnout in remote
work environments. Enhancing employee autonomy in managing workloads and schedules
can also contribute to improved well-being and performance.

While this research contributes valuable insights, further studies are recommended to deepen
understanding. Future research could involve larger and more diverse samples to capture
variations across demographics, such as different age groups, industries, and cultural contexts.
Longitudinal studies could explore the long-term effects of remote work on burnout, while
mixed-method approaches may provide richer insights into the lived experiences of remote
employees. Additionally, examining the effectiveness of specific organizational interventions,
such as mentorship programs, technological tools, and wellness initiatives, could inform
actionable strategies to mitigate burnout and enhance employee well-being. By addressing
these areas, future research can further strengthen the foundation for creating sustainable and

supportive remote work environments.

23



7. References
Aksoy, Cevat Giray, Jose Maria Barrero, Nicholas Bloom, Steven J. Davis, Mathias Dolls, and Pablo
Zarate. 2023. Working from Home Around the Globe: 2023 Report. EconPol Policy Brief No. 53.

Munich: CESifo GmbH. https://hdl.handle.net/10419/275827.

Angelici, Marta, and Paola Profeta. 2020. Smart-Working: Work Flexibility Without Constraints.
CESifo Working Paper No. 8165. Munich: Munich Society for the Promotion of Economic

Research - CESifo GmbH. http://dx.doi.org/10.2139/ssrn.3556304.

Boccoli Gabriele, Andrea Sestino, Luca Gastaldi, and Mariano Corso. 2022. “The Impact of
Autonomy and Temporal Flexibility on Individuals’ Psychological Well-Being in Remote
Settings.” Sinergie Italian Journal of Management, 40(2): 327-341.

http://dx.doi.org/10.7433/s118.2022.15.

Boston Consulting Group. 2024. “Half of Workers Around the World Struggling with Burnout.”

Press Release, June 11, 2024. https://www.bcg.com/press/11june2024-half-of-workers-around-

the-world-struggling-with-burnout.

Costin, Alina, Alina Felicia Roman, and Raluca-Stefania Balica. 2023. “Remote Work Burnout,
Professional Job Stress, and Employee Emotional Exhaustion During the COVID-19 Pandemic.”

Frontiers in Psychology 14: 1193854. https://doi.org/10.3389/fpsyq.2023.1193854.

Criscuolo, Chiara, Peter Gal, Timo Leidecker, Francesco Losma, and Giuseppe Nicoletti. 2021. “The
Role of Telework for Productivity During and Post-COVID-19: Results from an OECD Survey
Among Managers and Workers.” OECD Productivity Working Paper No. 31. Paris: Organisation

for Economic Co-operation and Development. https://doi.org/10.1787/7fe47de2-en.

Eurofound. 2020. Telework and ICT-Based Mobile Work: Flexible Working in the Digital Age.

Luxembourg: Publications Office of the European Union. https://doi.org/10.2806/337167.

Gallup. 2022. Indicator: Hybrid Work. https://www.gallup.com/401384/indicator-hybrid-work.aspx.

Gallup. 2023. “The Future of the Office Has Arrived: Is Hybrid Work the New Normal?”.

https://www.gallup.com/workplace/511994/future-office-arrived-hybrid.aspx.

Gartner Glossary. n.d. “Remote Work.” https://www.gartner.com/en/information-

technology/glossary/remote-work

24


https://hdl.handle.net/10419/275827
http://dx.doi.org/10.2139/ssrn.3556304
http://dx.doi.org/10.7433/s118.2022.15
https://www.bcg.com/press/11june2024-half-of-workers-around-the-world-struggling-with-burnout
https://www.bcg.com/press/11june2024-half-of-workers-around-the-world-struggling-with-burnout
https://doi.org/10.3389/fpsyg.2023.1193854
https://doi.org/10.1787/7fe47de2-en
https://doi.org/10.2806/337167
https://www.gallup.com/401384/indicator-hybrid-work.aspx
https://www.gallup.com/workplace/511994/future-office-arrived-hybrid.aspx
https://www.gartner.com/en/information-technology/glossary/remote-work
https://www.gartner.com/en/information-technology/glossary/remote-work

Golden, Timothy D., John F. Veiga, and Richard N. Dino. 2008. “The Impact of Professional Isolation
on Teleworker Job Performance and Turnover Intentions: Does Time Spent Teleworking,
Interacting Face-to-Face, or Having Access to Communication-Enhancing Technology Matter?”

Journal of Applied Psychology 93(6): 1412-1421. https://doi.org/10.1037/a0012722.

Ingusci, Emanuela, Fulvio Signore, Claudio Giovanni Cortese, Monica Molino, Paola Pasca, and
Enrico Ciavolino. 2023. “Development and Validation of the Remote Working Benefits &

Disadvantages Scale.” Quality & Quantity, 57: 1159-1183. https://doi.org/10.1007/s11135-022-

01364-2.
Jabra. 2022. “Hybrid Ways of Working: A 2022 Report on Hybrid Work Trends.”.

https://www.jabra.com/thought-leadership/hybridwork-2022.

Jaiswal, Akanksha, and Neethu Prabhakaran. 2023. “Impact of Employee Well-Being on Performance
in the Context of Crisis-Induced Remote Work: Role of Boundary Control and Professional

Isolation.” Employee Relations, Vol. 46 No. 1, pp. 115-132. https://doi.org/10.1108/ER-08-2022-

0384

Jamal, Mohd Tariq, Imran Anwar, Nawab Ali Khan, and Gayas Ahmad. 2023. “How Teleworkers
Escape Burnout? A Moderated-Mediation Model of the Job Demands and Turnover Intention.”
International Journal of Manpower, Ahead of Volume (Ahead of Issue).

https://doi.org/10.1108/1JM-12-2022-0628.

Kraj¢ik, Martin, DuSana Alshatti Schmidt, and Mata$ Barath. 2023. “Hybrid Work Model: An
Approach to Work-Life Flexibility in a Changing Environment.” Administrative Sciences 13: 150.

https://doi.org/10.3390/admsci13060150.

Maslach, Christina, and Susan E. Jackson. 1981. “The Measurement of Experienced Burnout.” Journal

of Organizational Behavior 2(2): 99-113. https://doi.org/10.1002/job.4030020205.

Maslach, Christina, Susan E. Jackson, and Michael Leiter. 1996. The Maslach Burnout Inventory
Manual. 3rd ed. Palo Alto, CA: Consulting Psychologists Press.
Maslach, Christina, Wilmar B. Schaufeli, and Michael Leiter. 2001. “Job Burnout.” Annual Review of

Psychology, 52: 397-422. https://doi.org/10.1146/annurev.psych.52.1.397

Maslach, Christina. 2003. “Job Burnout: New Directions in Research and Intervention.” Current

25


https://doi.org/10.1037/a0012722
https://doi.org/10.1007/s11135-022-01364-2
https://doi.org/10.1007/s11135-022-01364-2
https://www.jabra.com/thought-leadership/hybridwork-2022
https://doi.org/10.1108/ER-08-2022-0384
https://doi.org/10.1108/ER-08-2022-0384
https://doi.org/10.1108/IJM-12-2022-0628
https://doi.org/10.3390/admsci13060150
https://doi.org/10.1002/job.4030020205
https://doi.org/10.1146/annurev.psych.52.1.397

Directions in Psychological Science 12 (5): 189-192. https://doi.org/10.1111/1467-8721.01258.

McPhail, Ruth, Xi Wen (Carys) Chan, Robyn May, and Adrian Wilkinson. 2023. “Post-COVID
Remote Working and Its Impact on People, Productivity, and the Planet: An Exploratory Scoping
Review.” The International Journal of Human Resource Management 35 (1): 154-182.

https://doi.org/10.1080/09585192.2023.2221385.

Mercer. 2024. Global Talent Trends Report 2024: Unlocking Human Potential in a Machine-

Augmented World. https://www.mercer.com/assets/global/en/shared-assets/local/attachments/pdf-

2024-global-talent-trends-report-en.pdf

Mirbabaie, Milad, Julian Marx, Lea-Marie Braun, and Stefan Stieglitz. 2020. “Digital Detox:
Mitigating Digital Overuse in Times of Remote Work and Social Isolation.” Australasian
Conference on Information  Systems Research-in-Progress Papers,  Wellington.

https://doi.org/10.48550/arXiv.2012.09535.

Mischke, Jan, Ryan Luby, Brian Vickery, Jonathan Woetzel, Olivia White, Aditya Sanghvi, Jinnie
Rhee, Anna Fu, Rob Palter, André Dua, and Sven Smit. 2023. Empty Spaces and Hybrid Places:
The Pandemic’s Lasting Impact on Real Estate. McKinsey Global Institute.

https://www.mckinsey.com/mgi/our-research/empty-spaces-and-hybrid-places.

Olawale, Olufunke, Funmilayo Aribidesi Ajayi, Chioma Ann Udeh, and Opeyemi Abayomi Odejide.
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 .

Owl Labs. 2023. State of Hybrid Work 2023. https://owllabs.com/state-of-hybrid-work/2023.

Prasad, D. K., D. M. R. Mangipudi, D. R. Vaidya, and B. Muralidhar. 2020. Organizational Climate,
Opportunities, Challenges and Psychological Well-Being of Remote Working Employees During
the COVID-19 Pandemic: A General Linear Model Approach with Reference to the Information
Technology Industry in Hyderabad. International Journal of Advanced Research in Engineering

and Technology. https://ssrn.com/abstract=3599799.

Raja, Rohit, Vimal Kumar, Nagendra Kumar Sharma, Sumanjeet Singh, Seema Mahlawat, and Pratima
Verma. 2023. “The Study of Remote Working Outcome and Its Influence on Firm Performance.”

26


https://doi.org/10.1111/1467-8721.01258
https://doi.org/10.1080/09585192.2023.2221385
https://www.mercer.com/assets/global/en/shared-assets/local/attachments/pdf-2024-global-talent-trends-report-en.pdf
https://www.mercer.com/assets/global/en/shared-assets/local/attachments/pdf-2024-global-talent-trends-report-en.pdf
https://doi.org/10.48550/arXiv.2012.09535
https://www.mckinsey.com/mgi/our-research/empty-spaces-and-hybrid-places
https://doi.org/10.51594/ijmer.v6i4.1056
https://owllabs.com/state-of-hybrid-work/2023
https://ssrn.com/abstract=3599799

Social Sciences & Humanities Open 8 (1): 100528. https://doi.org/10.1016/].ssah0.2023.100528.

Reisinger, Holger, and Dane Fetterer. 2021. “Forget Flexibility. Your Employees Want Autonomy.”

Harvard Business Review Digital Article. https://hbr.org/2021/10/forget-flexibility-your-

employees-want-autonomy.

Savi¢, Dobrica. 2020. COVID-19 and Work from Home: Digital Transformation of the Workforce.
The Grey Journal, 16(2): 101-104.

Shimura, Akiyoshi, Katsunori Yokoi, Yoshiki Ishibashi, Yusaku Akatsuka, and Takeshi Inoue. 2021.
“Remote Work Decreases Psychological and Physical Stress Responses, but Full-Remote Work
Increases Presenteeism.” Frontiers in Psychology 12: 7309609.

https://doi.org/10.3389/fpsy(q.2021.730969.

Statista. 2023. “Share of Remote Work by Industry Worldwide.” Statista Research Department.

https://www.statista.com/statistics/1451594/remote-work-share-by-industry-globally/.

Steidelmuller, Christian, Sebastian-C. Meyer, and Gunther Muller. 2020. Home-Based Telework and
Presenteeism Across Europe. Journal of Occupational and Environmental Medicine, 62(12):

998-1005. https://doi.org/10.1097/JOM.0000000000001992.

Vacchiano, Mattia, Guillaume Fernandez, and Rita Schmutz. 2024. “What’s Going on with
Teleworking? A Scoping Review of Its Effects on Well-Being.” PLoS ONE 19(8): e0305567.

https://doi.org/10.1371/journal.pone.0305567.

Wohrmann, Anne M., Nicola Dilchert, and Alexandra Michel. 2020. “Working Time Flexibility and
Work-Life Balance.” Zeitschrift far Arbeitswissenschaft 75(1): 74-85.

https://doi.org/10.1007/s41449-020-00230-X.

World Health Organization (WHO). 2024. International Classification of Diseases (ICD-11): Burn-

Out as an Occupational Phenomenon. https://icd.who.int/browse/2024-01/mms/en#129180281.

Yang, Heetae. 2024. “The Utility of Remote Work Solutions in the Post-Pandemic Era: Exploring the
Mediating Effects of Productivity and Work Flexibility.” Technology in Society, 78: 102613.

https://doi.org/10.1016/j.techsoc.2024.102613

27


https://doi.org/10.1016/j.ssaho.2023.100528
https://hbr.org/2021/10/forget-flexibility-your-employees-want-autonomy
https://hbr.org/2021/10/forget-flexibility-your-employees-want-autonomy
https://doi.org/10.3389/fpsyg.2021.730969
https://www.statista.com/statistics/1451594/remote-work-share-by-industry-globally/
https://doi.org/10.1097/JOM.0000000000001992
https://doi.org/10.1371/journal.pone.0305567
https://doi.org/10.1007/s41449-020-00230-x
https://icd.who.int/browse/2024-01/mms/en#129180281
https://doi.org/10.1016/j.techsoc.2024.102613

8. Appendices
Appendix A. Demographic and Professional Distribution

Figure Al: Age Range of Respondents

Figure A2: Gender Distribution of Respondents
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Figure A3: Years of Professional Experience of Respondents

Figure A4: Work Arrangement of Respondents
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Figure A5: Distribution of Respondents by Industry
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Appendix B. Maslach Burnout Inventory (MBI)

Table B1: Maslach Burnout Inventory (MBI) Burnout Level Gradations

Burnout Dimension Low Burnout Moderate Burnout High Burnout
Emotional Exhaustion <17 18-29 >30

Depersonalisation <5 6-11 >12
Personal Achievement >40 34-39 <33
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