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Abstract: This paper reports on the well-being and work motivation interactions of people working from
home. Therefore, whether demographic variables could create differentiation is the second issue of this
research. For their benefit, companies prefer to switch remote working formats to be financially efficient and
innovative for the most necessities, led by knowledge and computer-based innovation communication
technologies. However, on the employee’s side, it is still debated whether this approach is good, bad or
sustainable for a long time. The relevance of this scientific problem decision is arguable because there are
many aspects of remote working practices and employer/employee interactions for finding an optimum.
Therefore, well-being and work motivation were selected as the research aspects because these factors could
reflect the perceived status of people working from home. The survey was administered in Turkey 4 months a
time via an online questionnaire, which consisted of the Multidimensional Working Motivation Scale, the
Well-Being Index and demographic variables related to a total of 19 questions with 214 participants. The
gathered data revealed that work motivation and well-being interact in a positive manner according to the
correlation coefficient. was 0.177 (p<0.01). The interaction between the Amotivation subscale and Well-Being
was negative. was found to be -0.306 (p<001). However, demographic variables impacting the differentiation
of work motivation and well-being are considered demographic variables, as not all demographic variables
have the same impact on work motivation and well-being. The identified Regulation, Intrinsic Motivation and
Well-Being interaction were also found to be positive, as they had correlation coefficients of 0.383 and 0.351,
respectively. On the other hand, for demographic variable differential effect purposes, age and income had
meaningful differential effects on well-being; 35- to 44-year-old people had more well-being points (57.2),
and those whose income was higher had a better well-being situation (56.45) than others. However, for work
motivation evaluation, there was no meaningful effect of demographic variables.
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1. Introduction. Remote working policies are now recognized as new innovative solutions for financial,
social, environmental, etc. In this manner, in the second quarter of 2020, 557 million workers (17.4% of all
world) worked from home (ILO, 2021), and in the European Union, people working from home as a
percentage of total workers were found to be 5.1% in 2017, 5.4% in 2019, 12% in 2020 and 13.4% in 2021
(EUROSTAT, 2021). It will be fair to say that the COVID-19 pandemic has played a large role in this, as
lockdowns acted as catalysts, as in the post-COVID-19 world, WFH has started to become a new normal.

Determining the impact of remote working practices should be key for business affairs. Several studies
have shown that poorly organized remote working practices could cause "work-family conflicts, increased
workload and stress" (Palumbo, 2020; Seal et al., 2010). Moreover, the "surreal”" work environment created
by COVID-19 lockdowns, which involved staying connected while also staying socially distanced, has led to
freedom of structure and order, but it has also created an increase in work intensity and pressure (Hodder,
2020). On the other hand, other researchers mention the affirmative outcomes of remote working (Hashmi et
al., 2021), as working from home is mostly associated with "more flexibility and autonomy", "minimizing
commuting times", and "being more fluidly in home or personal tasks" (Yang et al.,2022). Similarly,
companies’ attitudes toward remote work seem to be perceived as more positive outcomes than negative
outcomes; as they indicate, "remote work had worked better than expected because" "reduction of nonessential
meetings, increasing schedule flexibility, and no commuting as no wasting time" (Ozimek, 2020). Therefore,
in both ways, remote working seems to be extended in the coming years.

In this vein, this study aims to determine how both sides of working organization demand could be satisfied
at the optimum level by examining Well Being (WB) and Work Motivation (WM) interactions as reflections
of innovation-based working organization demands and necessities. There are many studies about the effects
of remote work on humans, but research on well-being and work motivation interactions via remote working
policies seems rare. Therefore, this study is thought to constitute a research gap because both factors are
considered essential parts of mental health and should be important for working performance or demands in
business affairs. For this purpose, a survey will be conducted of people involved in remote work. The
questionnaire comprises 3 parts: the demographic determinative part, the well-being determinative part and
the work motivation determinative part. People working in remote working organizations will be selected,
and the data gathered from the survey will be used to investigate WB-WM interactions and demographic
determinants of WB-WM.

2. Literature Review. Organizations are mostly spaces and places of work; they are associated with
collections of actors working jointly to get through a work and are therefore embedded in a cultural, social,
political and economic context (Delbridge & Sallaz, 2015). However, technological innovations, the progress
of information and communication technology (ICT), enabled working at a physical distance from the
employer's location. Moreover, flexibility options in workplaces—in line with the demands of employees—
play an important role in many employees' evaluations of job quality and work-life balance (Gandini &
Garavaglia, 2023). Likewise, in a study in 2023, survey participants about remote working employees
expressed their affirmative thoughts about remote working policies as follows: easierly balancing their private
and professional life, spending less time on the road, satisfying more flexibility, being less stressful and having
fewer distracting factors. Thus, different names, such as Telework, Remote Work, Remote Workplace, and
Home Office, generally called Working from Home (WHF), started to find more places in working life and
expanded faster due to mandatory closure processes during the pandemic period. On the other hand, although
the main desire for this trend is linked to more superior conditions for concentration and uninterrupted work,
some recent studies about younger generations of employees who often live in homes unsuited for
concentration work are less productive at home than at the office (Smite et al., 2023). In addition, several
researchers mention that increased working hours compensate for cross-work flexibility, especially for women
(Fan & Moen, 2022). In addition to changes in working hours as well as difficulty reconciling work and
childcare due to the closure of childcare facilities, these changes are interpreted as other downsides of working
from home (Bryhm et al., 2023). In this manner, the WHF phenomenon should be well analysed from many
aspects, as if unproperly constructed remote work policies are a burden.

Therefore, the first aspect, considered useful for analysing this paradigm, will be well-being (WB). WB is
defined as "judging life positively and feeling good" (CDC, 2023) and is associated with "a positive state
experienced by individuals and societies and similar to health, determined by social, economic and
environmental conditions". In addition to mental disorders such as depression, stress, burnout and other
psychological infirmities, low WB levels are considered to interact with cardiological and neurological
illnesses (Topp et al., 2015). Moreover, low WB is related to high rates of errors, turnover, absenteeism,
decreased productivity, and customer satisfaction (Davis, 2021). Similarly, people who have started to work

167



14

-
[ ] . . .
l’T? ggr')g Marketing and Management of Innovations, 14(4), 2023 % sclen d (o)

Driersity ISSN 2218-4511 (print) ISSN 2227-6718 (online)

from home have higher levels of WB and job satisfaction, but extension of WFH creates risks for employers
as job desires increase due to increased working hours, job pressure and work-family conflicts. Therefore, this
study confirmed that WB from people working from home is not a defined issue and should be analysed from
many perspectives.

The other key element thought to be useful for the research was "work motivation (WM)". Motivation is
the determination of effort toward achieving a goal (Robbins & Judge, 2017), and there is a positive
relationship between motivation and employees’ emotional and normative commitments (Sabuncuoglu,
2007). Well-motivated and satisfied people have high morale, and employees with good morale work more
willingly; their desire to work is high, the organization they cooperate on their goals, their loyalty increases,
and staff turnover and absenteeism decrease (Kucuk, 2010).

The success of a business is not just about profit or market share; employees’ job satisfaction and
motivation are important elements for the success of the business. Motivation and job satisfaction affect the
physical and mental health of employees, the working environment, productivity, performance, economic
development, and social peace. Therefore, WB and WM are both useful indicators of working organization
efficiency and sustainability for WFH purposes. The main research hypothesis concerns this idea.

Based on these debates, two main questions have emerged: Q1: “Is there a correlation between work
motivation and well-being? ”, and Q2: “Among demographic variables which has a differentiation impact on
work motivation and which variable has a differentiation impact on well-being?”. With respect to these two
questions, the main research hypotheses are established as follows, and the research model is illustrated in
Figure 1. H2 and H3 will be scrutinized via specific determinants, such as age, sex, income, and marital status,
and will infer demographic differences.

HI: There is a correlation between WM and WB among people working from home

H2: Demographic Determinants Have Meaningful Differentiation Effects on WBs

H3: Demographic Determinants Have a Meaningful Differentiation Effect on WM

Work Motivation |« —> Well-Being

—~— -

Demographic Variables (Gender, Age, Education, Marital Status, Income)

Figure 1. Research Model
Sources: developed by the authors.

3. Methodology and research methods. This study aimed to evaluate the relationships between WM and
WB among people working from home. Second, whether demographic variables create a difference in both
WB and WM is another issue. For this purpose, the data were collected from WFH employees via an online
survey. The questionnaire included the "Multidimensional Work Motivation Scale (MWMS)" and the Well-
Being 5 Index (WBI), as well as demographic information related to a total of 19 questions. The MWM was
created by Gagné et al. (2015) and was adapted into Turkish by Civilidag and Sekercioglu in 2017. The
MWMS consists of 6 subscales: "Amotivation", "Extrinsic Motivation-Social”, "Extrinsic Regulation-
Material", "Introjected Regulation", "Identified Regulation", and "Intrinsic Motivation". The other scale, the
WBI, is a 5-point questionnaire developed by the WHO (1998) and reviewed by Topp et al. (2014).

Both the MWMS and WBI were tested in previous studies and published as valid and reliable. However,
data gathered from the surveys and analysed with SPSS showed that both the MWMS (including 6
subdimensions) and the WBI have AFA (Cronbach’s alpha analyses) values greater than 0.70 and skewness
and kurtosis scores £1.5, which means that each scale is valid and reliable and has a normal curve/distribution.
(Pallant, 2020; Tabachnick & Fidel, 2013). In addition, the Pearson correlation test was used to evaluate the
associations between the MWMS score and Dimensions and between the MWMS score and the WBI score.
A relationship between 0.00 and 0.30 was considered low, between 0.30 and 0.70 was considered to indicate
a medium relationship, and between 0.70 and 1.00 was considered to indicate a high level of correlation
(Buyukozturk, 2020). In addition to the theoretical background in the Literature Review section, the WB-WM
interaction relationship was mentioned before this research in the literature with different samples and studies.
For example, Luo (1999) suggested that motivation is positively related to overall job satisfaction and that
extrinsic motivation is positively related to depression (Luo,1999). Additionally, it has been suggested that
WM is a crucial factor contributing directly or indirectly to WB and that WM has positive impacts on WB
(Um et al., 2018), as high motivation triggers psychological WB (Park et al., 2004). Therefore, retesting or
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re-examining the correlation between WB and WB data for people with WHF would be useful for optimizing
the trend of innovative remote working issues. The other issue concerns whether demographic variables could
differentially affect WM and WB. For this purpose, Wocke & Hayman (2012) indicate that age, race and
gender influence labor issues; specifically, education level has a stronger relationship with employee mobility
than does race (Wocke & Hayman, 2012). Moreover, Lee et al. (1991) noted that some of the demographic
variables, such as age and education, had weaker correlations, while other variables, such as marital status,
could consistently predict subjective WB, in which married people are happy and have more content with
their lives than unmarried people, divorced people, separated people, single people, etc. (Lee et al., 1991). In
contrast, Javadi-Pashaki & Darvishpour (2018) and Mewafarosh et al. (2020) mentioned that there was no
significant association between WB and marital status, employment, age, or gender based on an investigation
of well-being and demographic variable interactions with students. (Javadi-Pashaki & Darvishpour, 2018;
Mewafarosh et al., 2020)

4. Results. The sociodemographic characteristics obtained based on the research conducted with a sample
of 214 people are presented in Table 1. This sample was assessed to be fair, as in 2020, Eurostat mentioned
that approximately 3% of all workers (630,000 people) were working from home (Birgun, 2021).

Table 1. Demographic Data of Participants Working from Home

Variable Category Frequency (N)  Percentage (%)
Sex Women 139 65.0
Men 75 35.0
Age 15-24 9 4.2
25-34 70 32.7
35-44 87 40.7
44+ 48 22.4
Education Bachelor 85 39.7
PhD and Above 129 60.3
Marital Status Married 146 68.2
Single 68 31.8
Income 8.506 TL and Below 13 6.1
8.507-16.000 TL 31 14.5
16.001-24.0000. TL 90 42.1
+24.001 TL 80 37.4
Total 214 100

Sources: developed by the authors.

One of the issues that differed from the survey data and Table 1 was educational level, as 4 people had less
than a bachelor’s degree. These data were excluded because they were considered not statistically significant.
As if, it has been inferred that either a person who works from home has at least a bachelor’s degree or,
although the sample of participants in the research was thought to be sufficient compared to the total
population WFH, the sample can be broadened for future studies on education level. The other limitation was
that both WM and WB can be reflections of perceptions among workers, and these factors can be affected by
many other factors rather than working places. Specifically, this survey was conducted in Turkey between
February and May 2023, and during this period, there was a devastating earthquake in the eastern region in
which thousands of people were affected both emotionally and psychically. There have been thousands of
deaths, injured people, and those who have survived through the western region, as there was not enough
room to reside. Additionally, university dormitories closed or allowed to the people who survived from
earthquakes, etc. In this environment, WB and WM levels might be affected as many people feel emotionally
tired or unpleasant. Therefore, this environment can be considered the other limitation of this research.

For the scale evaluation, the MWMS data were distributed into levels according to percentage proportions.
The average general total score on the MWMS among the participants was 76.89, as the total score on the
scale ranged between 19.00 and 133.00 points. The results obtained from the study revealed that there was
"average work motivation". Among the participants, the MWMS subscale scores were as follows:
"Amotivation", 6.18 (low level); "Extrinsic Motivation-Social", 8.54 (low level); "Extrinsic Regulation-
Material", 14.15 (moderate level); "Introjected Regulation", 17.20 (high level); "Identified Regulation", 16.68
(high level); and "Intrinsic Motivation", 14.15 (high level).

The other scale, the WBI-5, has a defined scoring procedure of "All of Time = 5, At No Time=0". The raw
score, ranging from 0 to 25, is multiplied by 4 to obtain the final score. Generally, a score less than 50 points
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indicates a bad WB, a score less than 28 points indicates early depression, and a score less than 20 points
indicates heavy depression (Topp et al., 2015). WB was used to evaluate the participants in this study; the
mean score was 52.80 points. Then, for the participant, the WB level was considered moderate, but as close
to 50 points, it was inferred that the WB was moderate.

Table 2. Age-related Variable Differentiation According to the WBI, MWMS and Subscales

Scales Age N Mwan. S.D. F p Diff
MWMS 15-24 9 77.11 10.61 0.020 0.996
25-34 70 76.60 13.78
35-44 87 77.11 13.26
44 + 48 76.88 13.10
Amotivation 15-24 9 7.56 3.84 1.326 0.267 -
25-34 70 6.73 4.71
35-44 87 5.72 3.35
44 + 48 5.94 3.28
WBI 15-24 A 9 48.00  20.49 2.782 0.042*%* C>B
25-348 70 49.20 18.53
35-44 ¢ 87 57.20 18.71
44 +P 48 51.00 19.06

*<0,01, **p<0,05, F: one-way ANOVA test, Diff. : post hoc tests.
Sources: developed by the authors.

Table 2 shows the impact of age. The age variable differentiates between "Amotivation” and “WB” as
follows: "Those who work from home in the 15-24 age group have a slightly higher job amotivation score
than do those who work from home in other age groups, and the well-being scores and levels of those who
work from home in the 35-44 age group are relatively higher than are those of the other age groups". In this
manner, aging and WB seem to interact, but as mentioned before, WB can be affected by many factors.
Therefore, to support the results of the literature review, it is reasonable that for people working from home,
WB scores increase slightly with age. Table 3 shows the impact of the education variable. There were no
significant differences in overall MWMS, but there was a meaningful difference in intrinsic motivation
(p<0,05); moreover, although there was no significant difference, it can be inferred that education had a slight
enhancing effect. In this context, those who work from home with a graduate degree have higher intrinsic
motivation scores than do those who do not. However, as mentioned above, the data gathered from the
participants had at least a bachelor’s or PhD education or above. This may be a limitation of this research, but
as Table 3 shows, as education increases, both WB and intrinsic motivation increase slightly.

Table 3. Education Variable Differentiation on the WBI, MWMS and Subscales

Scales/Subscales Education N Mean S.D. t p
MWMS Bachelor 85 76.20 14.32 -0.621 0.535
PhD and Above 129 77.35 12.47
Intrinsic Motivation Bachelor 85 13.22 5.10 -2.447 0.015**
PhD and Above 129 14.76 4.05
WBI Bachelor 85 50.64 20.33 -1.355 0.177
PhD and Above 129 54.23 18.08

*0<0,01, **p<0,05, t: Independent sample t test.
Sources: developed by the authors.

In Table 4, the impact of marital status variable on WBI is shown, as marital status does not distinguish
between the MWMS and its subscales.

Table 4. Marital Status Variable Differentiation on the WBI, MWMS and Subscales

Scale Marital Status N Mean S.D. t p
CBIMO Married 146 77.06 13.27 0.274 0.785
Single 68 76.53 13.20
WBI Married 146 54.85 18.89 2.327 0.021**
Single 68 48.41 18.74

*<0,01, **p<0,05, t: Independent sample t test
Sources: developed by the authors.
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According to the results, married workers have higher well-being scores and levels than do those working
from home who are single. However, for married participants, the WB score reached 54,85 points. As we
believe that the cut-off point for a good WB is approximately 50 points, we can see that for married
participants, the WB score is very close to the edge. Therefore, marital status should be investigated through
the use of additional subscales, as the WB scores of married people could be related to household, child care
and job-related stress-related dissatisfaction and other daily home routines that can cause work-life conflicts
(Yucel & Chung, 2023). Table 5 shows the impacts of the income variables. For the MWMS subscale’s
review, those who worked from home with a monthly income of "8.506 TL or less had higher Amotivation
scores than did those with a monthly income between 16.001-24.000 TL and over 24.001 TL had higher
Identified Regulation scores than did others, and those with a monthly income between 16.001-24.000 TL and
over 24.001 TL had higher Intrinsic Motivation scores than did the others. For the Well-Being evaluation
aspect, it can be said that people with higher incomes have slightly better WB scores.

Table 5. Income variable differentiation on the WBI, MWMS and subscales

Scales Income N Mean S.D. F P Diff.
MWMS 8.506 TL and Below 13 80.38 15.33 1.355 0.258 -
8.507-16.000 TL 31 73.03 16.06
16.001-24.000 TLe 90 76.80 13.39
+24.001 TL 80 77.93 11.25
Amotivation 8.506 TL and BelowA 13 11.38 5.06 10.104 0.000* A>B,C.D
8.507-16.000 TL® 31 6.58 3.39
16.001-24.000 TLe 90 5.87 3.76
+24.001 TL P 80 5.53 3.30
Identified Regulation 8.506 TL and Below# 13 14.69 5.33 5.161 0.002* C,D>A.B
8.507-16.000 TL® 31 14.65 4.78
16.001-24.000 TLe 90 17.11 3.59
+24.001 TL P 80 17.30 3.40
Intrinsic Motivation 8.506 TL A 13 12.46 5.03 3.959 0.009* C,D>B
8.507-16.000 TL® 31 12.03 5.36
16.001-24.000 TLe 90 14.39 4.33
+24.001 TL P 80 14.98 4.11
WBI 8.506 TL and Below 13 44.00 24.06 2.328 0.076 -
8.507-16.000 TL 31 49.42 18.17
16.001-24.000 TL 90 52.00 18.75
+24.001 TL 80 56.45 18.34

*<0,01, **p<0,05; F: one-way ANOVA test,; Diff: post hoc test.
Sources: developed by the authors.

Table 6 shows the correlation between the MWMS and the subscale WBI. The scores of the
"Multidimensional Work Motivation Scale (MWMS)" and "External Regulation Material" subdimensions of
working from home and the scores of the "Extrinsic Motivation-Social", "Introjected Regulation", "Identified
Regulation" and "Intrinsic Motivation" subdimensions are high.

Table 6. Variable Correlations between the MWMS and the Subscales and WBIs

Variables Coef. MWMS AM EMS ERM INR IDR IM WB
MWMS r 1
p
Amotivation r 0.044 1
p 0.518
Extrinsic Motivation-Social r 0.615* 0.251* 1
p 0.000 0.000
Extrinsic Regulation-Material T 0.702* 0.123 0.578* 1
p 0.000 0.072 0.000
Introjected Regulation r 0.542* -0.429*  -0.014  0.143** 1
p 0.000 0.000 0.837 0.036
Identified Regulation T 0.466* -0.546*  -0.123 -0.040 0.654* 1
p 0.000 0.000 0.072 0.565 0.000
Intrinsic Motivation T 0.510* -0.332*%  -0.082 -0.021 0.430*  0.625* 1
p 0.000 0.000 0.233 0.762 0.000 0.000
WBI T 0.177* -0.306*  -0.090 -0.002 0.243*  0.383* 0.351* 1
p 0.009 0.000 0.191 0.977 0.000 0.000 0.000

*<0,01, **p<0,05, r: Correlation Coef., MWMS: Multidimensional Work Motivation Scale, AM: Amotivation, EMS: Extrinsic
Motivation-Social, ERM: Extrinsic Regulation-Material, INR: Introjected Regulation, IDR: Identified Regulation, IM: Intrinsic

Motivation, WBI: Well-Being Scale. Sources: developed by the authors.
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There was a moderate positive correlation between the WBI score and a low positive correlation (p<0.05).
According to these results, as the MWMS scores of those who work from home increase, it can be expected
that external regulatory material, extrinsic motivation-social, introjected regulation, identified regulation,
intrinsic motivation and WBI scores also increase. According to our evaluation, MWMS and its
subdimensions were related to WB Issues. High "Amotivation" subdimension scores in home workers may
cause a decrease in Introjected Regulation, Identified Regulation, Intrinsic Motivation and WBI scores, while
an increase in Introjected Regulation scores can lead to an increase in Identified Regulation, Intrinsic
Motivation and WBI scores. Similarly, an increase in intrinsic motivation scores could lead to an increase in
WBI scores. All of the above arguments and hypotheses are evaluated in Table 7.

Table 7. Hypothesis evaluation

Hypothesis No Evaluation
HI Accepted
H2 Accepted
H3 Rejected*

Sources: developed by the authors.

5. Discussion. The data gathered via the analysis from the research revealed that work motivation interacts
with well-being and that demographic determinants affect differentiation in well-being. On the other hand, we
could not find any meaningful difference in the effects of demographic determinants on work motivation.

In this manner, compared with the literature and previous investigations, the results of the WM-WB
correlation seem compatible. As mentioned above, low WB scores are related to early signs of depression,
which makes sense, and Bjorklund et al. (2013) reported that workers with a low WM had a greater risk of
experiencing more exhaustion and depression in the future. Similarly, Salmela-Aro and Nurmi (2004)
suggested that individual motivation is one of the key issues in the development of burnout and in the
maintenance of WB at work (Salmela-Aro & Nurmi, 2004). This idea is another similar supportive evaluation
of WM—WB interactionality. Therefore, a good level of working motivation should affect people in a positive
way through mental conditions. Therefore, high WM should drive WB upwards, whereas high WB will play
a key role in WM. In other words, it can be inferred that the WB and WM relationships are positively
correlated. For the demographic determinants affecting WM, the results seem to be complex enough to reach
an absolute conclusion. Compared with those of previous investigations, the complexity or debated outcomes
of these previous investigations and our results seem comparable. In other words, demographic determinant
effects can vary widely depending on which factor we selected. For example, in this survey the data points
out there is no significant effect of age, education level, marital status about MWMS but on the other side it
can be seen that at subscale level Amotivation with Age and Intrinsic Motivation with WM have somewhat
linkage situation by the result of Independent T-Sample Tests.. By literature view "with older age, emotion
regulation improves: positive emotionality increases while negative emotionality decreases" (Helson & Soto,
2005) and older people feel less distress and in conflict times they act with less anger compared to the younger
ones (Inceoglu et al., 2012). Therefore, these results may not be consistent with the literature, as generally,
for overall MWMS, one demographic determinant factor does not have a meaningful difference in action.
However, at the subscale level, these determinants seem to create differences. Therefore, it is appropriate to
investigate more specific demographic determinants of the effect of these interventions and expand the sample
for further investigation. An evaluation of the effects of demographic determinants on WB revealed more
apparent results than for WM. For example, for the age factor, Argyle suggested that happiness or contentment
increases slightly with age, possibly due to a declining goal-achievement gap, and as time passes, people
realize that their expectations are set too high during younger times and learn to settle for their lives (Argyle,
2001). In addition, on the educational side, some studies have mentioned that education has an affirmative
correlation with WB (Liu & Heshmati, 2022). Marital status also has similar effects on WB, as married people
have more WB points according to the data gathered from our survey. Shapiro & Keyes (2008) reported that
married people have better well-being than nonmarried people (Shapiro & Keyes, 2008). This result is
compatible with this idea. Therefore, our results concerning aging and having higher educational levels of
WB increase are similar. Finally, income was the other demographic factor we scrutinized for both WM and
WB. Temnitskii (2007) suggested that decent pay is a deciding factor in people’s work behavior and work,
regardless of their social and demographic characteristics (Temnitskii, 2007), as seen as compatible with the
results. Although money/income cannot buy happiness, financial strain has a negative effect on WB (Yates,
2020). Therefore, money/income may be not only a factor that creates a differentiation effect on both WB and
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WM but also a factor that affects at least decent income, which is compulsory for life satisfaction and work-
related issues. Therefore, although there was no significant difference in the WB score at p<0.05, there was a
positive increase in the WB and WM subscale scores as income increased. In this manner, income has a
meaningful effect on WB.

6. Conclusions. This study aimed to examine two main issues: WM and WB are correlated, and
demographic variables create meaningful differences in WB-WM. As a result, WB and WM are mostly
positively correlated, but the impact of demographic variables varies according to the selected demographic
variable. Most importantly, in this study, demographic factors seemed to have an effect on WB but not on
WM. It will be fair to say that the results are limited by the data gathered from the participants who participated
in this survey. As the number of people working from home is increasing daily because organizations prefer
this type of organization because of its effectiveness, financial benefits, employee demands, etc., it will be
better to re-examine these hypotheses with larger samples.

Another aspect of this study is that it would be useful to re-examine work motivation and well-being issues
with other scales to widen the literature. The main idea behind this issue is that there are many scales for work
motivation and well-being, and it would be better to retest these hypotheses at different scales to ensure that
the results would approve itself similarly. Remote working practices are still in their infancy and are evolving
with new working trends due to technological progress. Therefore, as many people associate with remote
working organizations, it can be foreseen that there will be many more working or human-related obstacles
that will emerge as both the demands and necessities of working organizations change due to many
environmental, technological or sociological factors. For these issues it will be suitable to say human resources
managements should be in a close affair about this phenomenon, as much more studies should be proceeded
to keep pace with the changes of working organizations and employee demands.
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Cauix Ixinske, Cakapcskuii yHiBepeuret, TypeudunHa

Eanpan Minaipum, Cakapcrkuii yrisepcurer, Typeuunna

InHoBauiiiniii TeHaeHnwii B opranizamii podoTn: B3aemMo3ajieKHiCTh MiK piBHAMH 700po0yTy Ta MoTHBAaMii
cepen oci0, 110 MPATIIOTH 3 TOMY

VY cTatTi mpoaHaIi30BaHO B3a€MO3ATICKHICTh MiXK 0araTOMOIIPHOCTI Ta MOTHBAIIIT ITPaIli 0Ci0, SKi MPAIFOIOTH 3 IOMY.
JIpyruM acrmeKkToM IbOTo JOCTI/DKEHHS € BU3HAUCHHS PiBEHb BIUIMBY AeMorpadiyHux GakTopiB Ha B3a€MO3AJICKHICTh
MDK 0araTomnossipHOCTI Ta MOTHBALi mpari ocid, siki mpamooTh 3 JoMy. Kommanii BuObnpaioTs Gopmary BijgnaneHol
poboTH 115t Bi1acHO1 e(heKTUBHOCTI Ta IHHOBaLiHOCTI, 00yMOBJIEHI TpaHC(OpMalli€elo MoTped, 3HaHb Ta TEXHOIOTIYHUX
KOMyHiKalili, mo 0a3yloTbcs Ha iHHOBawisx. HaykoBe muraHHS om0 BianaineHoi poOOTH € NUCKYCIHHUM cepen
HayYKOBOI CITIJIBHOTH, OCKUIBKH iICHY€ 0araTo acneKTiB MPaKTHKH BiJiaieHoi poOOTH Ta B3aeMOii MK poboToaBIeM
Ta CHiBPOOITHUKOM JUIS TIOIIYKY ONTHUMAIBHOTO pimeHHs. TakuM 4uHOM, piBHI 700poOyTy Ta MOTHBALil mpari Oynn
oOpaHi K (axTopy, M0 MOXYTh BioOpaXkaTh HAcTpii ociO, sKi mpaioroTh 3 JoMy. Bubipky nocmimkeHHs Oyio
c(hOopMOBaHO Ha OCHOBI PE3yJIbTATIB ONMUTYBaHHS 214 PeCOHICHTIB, 1110 TpoBoAMiIocs B TypeuunHi npoTsrom 4 micsis
3a JOTIOMOTOI0 OHJIaiH-aHKeTH, sKe BKJIIOYaJo B ceOe MUTAaHHS MO0 MOTHBamlii A0 Ipami, iHAeKc no0podyty Ta
nemorpadiuni 3MiHHI. EMnipudHi pe3yabTaTi JOCITiHKEHHS JO3BOJIIIIN 3pOOUTH BUCHOBOK, III0 MOTHBALLIS 710 TIparli Ta
JI0OpoOYTY MalOTh IIO3UTHBHUI B3a€MO3B’5130K (koedinienT kopersuii 0.177, p<0,01). Oxnak nemorpadiyni 3MiHHI, sSKi
BIUIMBAIOTH Ha PI3HOMAHITHICTh MOTHBALI1 10 Tpalli Ta 100poOyTy, pPO3IIISAAIOTECS SIK ieMoTpadivdHi 3MiHHI, OCKUTBKH
He Bci JemorpadivHi 3MiHHI MalOTh OJHAKOBMI BIUIMB Ha MOTHBALil0 A0 Tpani Ta n00poOyT. Buseieno, mo
B33a€MO3AICKHICTh MK PETYJIIOBaHHSM, BHYTPIIIIHBOIO MOTHBALIIEIO Ta I0OPOOYTOM TaKOX € MO3UTHBHOIO, KOE(ILiEHTH
kopessinii BigmosizHo 0.383 ta 0.351. 3 iHmoro 60Ky, A1 TOCSATHEHHS Hijel nudepennianii reMorpadiqaux 3MiHHAX,
BUSIBJICHO, 1110 BiK Ta JIOXOJ MalOTh 3HaUyIIi qudepeHniioBadi epekTn Ha piBeHb J0OpoOyTY; 0coOu BikoM Bix 35 no 44
POKIB MaJIM BUIMH piBeHb 100po0yTy (57.2), Ti, y KOTo 10Xix OyB BUIIMM, MM BUIIUN piBeHB 100po0yTy (56.45) HiX
THII

KurouoBi ciioBa: rHyuka po6ota; podoTa 3 1oMy; 100poOyT; MOTHBALLIS JI0 Tpalli; TeHACHII] IHHOBaNiifHOT mparti.
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