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Abstract 

The widespread adoption of remote and hybrid work arrangements has transformed the nature of work, placing greater emphasis 
on employee autonomy and managerial trust. While remote work autonomy is generally associated with positive employee 
outcomes, its effectiveness may depend on contextual leadership factors. This study examines the relationship between remote 
work autonomy and job satisfaction and investigates the moderating role of managerial trust in strengthening this relationship. 
Drawing on Self-Determination Theory and Social Exchange Theory, the study proposes that autonomy enhances job satisfaction 
by fulfilling employees’ psychological needs, while managerial trust acts as a critical boundary condition that reinforces the 
benefits of autonomy in remote work settings. 
Using a quantitative, cross-sectional research design, data were collected through a structured questionnaire administered to 
employees working in remote or hybrid modes across service-oriented industries. Structural Equation Modeling (SEM) was 
employed to test the hypothesized relationships and examine the interaction effect. The findings indicate that remote work 
autonomy has a significant positive impact on job satisfaction. Moreover, managerial trust significantly moderates this 
relationship, such that the positive effect of autonomy on job satisfaction is stronger when employees perceive high levels of trust 
from their managers. 
The study contributes to the growing literature on remote work by integrating autonomy and trust mechanisms and offers 
practical insights for organizations seeking to improve employee satisfaction in flexible work environments. Implications for 
theory, managerial practice, and future research are discussed. 
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1. Introduction 
The nature of work has undergone a significant transformation in recent years, largely driven by technological 
advancements and accelerated by global disruptions that necessitated remote working arrangements. Remote and 
hybrid work models have shifted traditional supervisory practices and altered how employees experience control, 
flexibility, and support in their roles. As organizations continue to institutionalize flexible work arrangements, 
understanding the determinants of employee satisfaction in remote contexts has become a critical concern for 
managers and scholars alike. 
Remote work autonomy—defined as the degree of discretion employees possess over work schedules, methods, and 
decision-making—has emerged as a central feature of flexible work environments. Prior research consistently 
highlights autonomy as a key predictor of positive job attitudes, including job satisfaction, motivation, and 
engagement. However, empirical findings also suggest that autonomy alone may not guarantee favorable outcomes, 
particularly when employees operate with limited physical interaction and reduced managerial oversight. 
Managerial trust plays a pivotal role in shaping employees’ remote work experiences. Trust reflects employees’ 
beliefs that their managers have confidence in their competence and intentions. In remote settings, trust substitutes 
for direct supervision and monitoring, influencing employees’ perceptions of psychological safety and organizational 
support. When employees perceive high managerial trust, autonomy is more likely to be interpreted as 
empowerment rather than abandonment. 
Despite the relevance of these factors, existing research has largely examined autonomy and trust independently, 
with limited empirical investigation into their interactive effects in remote work settings, especially within emerging 
economy contexts. This study addresses this gap by examining how managerial trust moderates the relationship 
between remote work autonomy and job satisfaction. 
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The objectives of this study are threefold: 
(1) to examine the direct relationship between remote work autonomy and job satisfaction; 
(2) to assess the role of managerial trust in remote work environments; and 
(3) to test the moderating effect of managerial trust on the autonomy–job satisfaction relationship. 
 

2. Literature Review and Hypotheses Development 

2.1 Remote Work Autonomy 
Work autonomy refers to the extent to which a job provides employees with freedom and discretion in scheduling 
work, making decisions, and determining how tasks are performed. In remote work arrangements, autonomy is 
particularly salient, as employees operate with reduced direct supervision and greater responsibility for structuring 
their workday. Autonomy has been associated with improved work–life balance, enhanced intrinsic motivation, and 
reduced job stress. 
Self-Determination Theory posits that autonomy is a fundamental psychological need whose satisfaction leads to 
enhanced well-being and positive work attitudes. When employees are allowed to exercise control over their work 
processes, they experience greater ownership and meaningfulness, which translates into higher job satisfaction. 
 
2.2 Job Satisfaction 
Job satisfaction represents a positive emotional state resulting from an individual’s appraisal of their job experiences. 
It is influenced by multiple factors, including job characteristics, leadership practices, and work environment 
conditions. In remote work contexts, satisfaction is shaped by flexibility, communication quality, technological 
support, and managerial behavior. Given the reduced social cues and informal interactions in remote work, structural 
and relational factors gain heightened importance. 
 
2.3 Remote Work Autonomy and Job Satisfaction 
Prior studies consistently report a positive relationship between work autonomy and job satisfaction. Autonomy 
allows employees to align work demands with personal preferences, manage energy levels, and integrate work with 
non-work responsibilities. In remote work settings, autonomy is particularly valued as it mitigates feelings of isolation 
and role ambiguity. Therefore, it is proposed that: 
H1: Remote work autonomy has a positive and significant effect on job satisfaction. 
 
2.4 Managerial Trust 
Managerial trust refers to employees’ perception that their managers rely on them, value their contributions, and 
believe in their capability to perform job tasks effectively. Trust reduces uncertainty and fosters high-quality social 
exchange relationships. In remote work arrangements, trust becomes a substitute for physical monitoring and direct 
supervision. 
From a Social Exchange Theory perspective, trust enhances reciprocity norms between employees and managers. 
When employees feel trusted, they are more likely to reciprocate through positive attitudes, commitment, and 
satisfaction. Conversely, low levels of trust may lead to excessive monitoring, reduced autonomy, and psychological 
strain. 
 
2.5 Moderating Role of Managerial Trust 
While autonomy can enhance job satisfaction, its effectiveness may depend on the level of managerial trust. In 
high-trust environments, autonomy is perceived as empowerment and support, reinforcing its positive effects. In 
low-trust environments, autonomy may be interpreted as lack of guidance or managerial disengagement, weakening 
its impact. 
Accordingly, it is hypothesized that managerial trust strengthens the relationship between remote work autonomy 
and job satisfaction. 
H2: Managerial trust moderates the relationship between remote work autonomy and job satisfaction, such that the 
relationship is stronger when managerial trust is high. 
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3. Conceptual Framework 
The conceptual model proposes remote work autonomy as the independent variable, job satisfaction as 
the dependent variable, and managerial trust as a moderating variable. 

 
Figure 1 illustrates the conceptual framework. 

 
Source: Developed by the authors. 
 

4. Research Methodology 

4.1 Research Design 
The study adopts a quantitative, cross-sectional research design using survey methodology. This approach is 
appropriate for examining relationships among latent constructs and testing moderation effects. 
 
4.2 Sample and Data Collection 
Data were collected from employees working in remote or hybrid work arrangements across service-based industries 
such as information technology, consulting, finance, education, and professional services. Respondents were 
required to have at least six months of experience working remotely to ensure familiarity with remote work practices. 
A structured questionnaire was distributed electronically. A total of 312 usable responses were obtained after data 
screening, which is adequate for Structural Equation Modeling. 
 
4.3 Measurement Instruments 
All constructs were measured using established scales adapted from prior studies and modified to suit the remote 
work context.  
Responses were recorded on a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). 

• Remote Work Autonomy: Adapted from the Work Design Questionnaire. 

• Managerial Trust: Measured using items adapted from McAllister’s trust scale. 

• Job Satisfaction: Measured using a widely used global job satisfaction scale. 
 
4.4 Data Analysis Techniques 
Data analysis was conducted using a two-step approach. First, Confirmatory Factor Analysis (CFA) was performed to 
assess reliability and validity. Second, Structural Equation Modeling (SEM) was employed to test the hypotheses, 
including moderation analysis using interaction terms. 
 

5. Results 

5.1 Reliability and Validity 
All constructs demonstrated satisfactory reliability, with Cronbach’s alpha and composite reliability values exceeding 
the recommended threshold of 0.70. Convergent validity was confirmed through Average Variance Extracted (AVE) 
values above 0.50. Discriminant validity was established using the HTMT criterion. 
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Table 1 Reliability and Validity Statistics 

Construct No. of Items 
Cronbach’s Alpha 
(α) 

Composite 
Reliability (CR) 

Average Variance 
Extracted (AVE) 

Remote Work 
Autonomy (RWA) 

5 
0.86 0.88 

0.59 

Managerial Trust 
(MT) 

6 
0.89 

0.91 0.63 

Job Satisfaction 
(JS) 

4 
0.85 

0.87 0.62 

 
Panel B: Discriminant Validity (HTMT Ratios) 

Constructs RWA MT JS 

Remote Work 
Autonomy (RWA) 

—   

Managerial Trust (MT) 0.63 —  

Job Satisfaction (JS) 0.58 0.61 — 

 
Note: All Cronbach’s alpha and composite reliability values exceed the recommended threshold of 0.70, indicating 
satisfactory internal consistency. AVE values are above 0.50, confirming convergent validity. HTMT values are below 
the conservative cut-off value of 0.85, establishing discriminant validity. 
Source: Authors’ calculations. 
 
5.2 Hypotheses Testing 
The structural model demonstrated acceptable model fit indices. The results indicate a significant positive 
relationship between remote work autonomy and job satisfaction, supporting H1. The interaction term between 
remote work autonomy and managerial trust was also significant, confirming the moderating effect proposed in H2. 
 
Table 2 Structural Model Results and Hypotheses Testing 

Hypothesis Relationship Path 
Coefficient (β) 

t-value p-value Result 

H1 Remote Work 
Autonomy → 
Job 
Satisfaction 

0.42 6.87 < 0.001 Supported 

H2 Remote Work 
Autonomy × 
Managerial 
Trust → Job 
Satisfaction 

0.21 3.94 < 0.001 Supported 

 
Model Fit Indices: 
χ²/df = 2.31, CFI = 0.94, TLI = 0.92, RMSEA = 0.064 
Note: All hypothesized relationships are statistically significant at the 0.001 level, indicating strong support for the 
proposed structural model. 
Source: Authors’ calculations. 
 
Graph 1. Moderating Effect of Managerial Trust on the Relationship between Remote Work Autonomy and Job 
Satisfaction 
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Source: Developed by Authors 
 

6. Discussion 
The findings confirm that remote work autonomy is a critical driver of job satisfaction in flexible work arrangements. 
Autonomy allows employees to manage work demands effectively and enhances intrinsic motivation. More 
importantly, the results demonstrate that managerial trust significantly strengthens this relationship. 
Employees who perceive high levels of trust from their managers derive greater satisfaction from autonomy, as trust 
reduces uncertainty and legitimizes flexible work practices. This highlights the importance of relational leadership in 
remote work environments and suggests that autonomy without trust may yield limited benefits. 
 

7. Implications 

7.1 Theoretical Implications 
The study extends Self-Determination Theory and Social Exchange Theory by integrating autonomy and trust 
mechanisms in the context of remote work. It identifies managerial trust as a key boundary condition, contributing 
to a more nuanced understanding of remote work outcomes. 
 
7.2 Practical Implications 
For managers, the findings underscore the need to cultivate trust-based leadership practices rather than relying on 
control and monitoring. Organizations should design remote work policies that combine autonomy with supportive 
managerial behaviors to enhance employee satisfaction. 
 

8. Limitations and Future Research 
The study’s cross-sectional design limits causal inference. Future research may adopt longitudinal designs to examine 
changes over time. Additionally, exploring other moderating variables such as organizational culture or technological 
support could further enrich understanding. 
 

9. Conclusion 
This study demonstrates that remote work autonomy positively influences job satisfaction and that managerial trust 
plays a crucial moderating role. As remote work becomes a permanent feature of organizational life, fostering 
trust-based autonomy emerges as a strategic imperative for enhancing employee well-being and organizational 
effectiveness. 
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