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Abstract
The study aims to find the different roles of Human Resource 
Managers on employee engagement in the era of the remote 
workforce. With many companies undergoing a digital trans-
formation, the number of employees working remotely across 
different industries increases. Based on the roles defined by 
Dave Ulrich Model, the study has developed a framework to 
determine the HR role – employee engagement relationship. 
The data has been obtained from the primary source – ques-
tionnaire and secondary sources – existing research papers 
for the literature review. For data analysis, this study has used 
SPSS software. The results revealed that the various roles of HR 
Managers under have a significant impact on the practices for 
remote employee engagement. There were three roles of HR 
Managers (Employee Champion, Change Agent, and Strate-
gic Partner) with seven variables considered; for employee en-
gagement, five variables were considered for the study. All the 
variables of HR Roles were found to have a statistical relation-
ship with the different employee engagement parameters for 
the remote workforce. Thus, indicating that HR Managers have 
a role in employee engagement. The scope and limitations of 
the study have also been stated.
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1 Introduction
The role of Human Resource Managers has un-

dergone monumental changes in the past decade; the 
role of HR Managers has shifted from simply being a 
welfare office to becoming a strategic contributor to 
the organization. According to [2], the nature and 
extent of the HR responsibilities depend upon the 
upper management of the organization and the com-
petencies of the HR Manager. Traditionally, [1] has 
identified three major roles of HR: The Administra-
tive role: this role of HR is heavily inclined towards 
record-keeping (legal paperwork) and administration. 
However, over time there has been a shift like work; 
the administrative roles of HR are now reliant on 
technology and outsourcing. Employee Advocate and 
Operational Role: The HR Managers help implement 
identified strategies by the administration and man-
agement and serve as a champion to hear and resolve 
employee issues and concerns.

Strategic Role: The Role of HR as a strategic con-
tributor is often described as “having a seat at the ta-
ble.” The HR manager has an important role in con-
tributing to the organizational strategies and success 
of the organization [3].

Today, employee engagement has become a pri-
ority for companies across different industries. It 
demands constant methods to keep the workforce 
engaged. With the increase in the number of remote 
workers due to greater flexibility offered by organiza-
tions, the pressure to maintain the competitive edge, 
retain, and engage the workforce has also increased. 
There is a need to develop a flexible workforce with 
the changing demands of the 21st century [4]. Stated 
that the link between HR practices and employee en-
gagement is still vague and demands further research 
in this field; Further, [5] concluded that an increase 
in the Human Resources competency level invest-
ment helps implement business strategies and achieve 
desired outcomes. The study concluded that various 
HR practices could have dissimilar impacts on the be-
havior of an employee. So, there is a need to develop 
effective HR practices rather than developing these 
practices in bundles.

However, in all these researchers, there is little fo-
cus on remote employees. Apart from this, the role of 
HR in helping to strike the correct work-life balance, 
the role of HR in reinforcing the organization’s core 
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values, and building organizational commitment for 
the remote workforce has not been covered. The study 
investigates the relationship of the role of HR (uncov-
ered and existing roles) with employee engagement for 
the remote workforce. 

The research paper is articulated in the following 
manner. First, the background of the study is provid-
ed. Second, the definition and details on the existing 
study related to employee engagement and the con-
temporary and traditional roles of HR and the remote 
workforce are described. Third, the relationship and 
impact of the role played by HR on 

Remote employee engagement through hypothesis 
testing is analyzed and discussed. Finally, the discus-
sion, conclusions, and some suggestions for future re-
search are described.

1.1 Background of study
Engaged employees demonstrate a positive atti-

tude towards the organization and a full commitment 
to the organization, both in upswing and downtrend 
situations. 

[6] Described engagement at the workplace as 
harnessing the commitment of the members of the 
organization to work-related jobs. It is described as 
employee engagement as involvement, commitment, 
and satisfaction of an employee with work. Engage-
ment became a trending and popular topic in the early 
2000s when a dot-com bubble burst, 9/11 occurred, 
economic conditions fell, and employment rates were 
very low. There were high disengaged employees 
during this time as having a job was considered equiv-
alent to job satisfaction.

In early 2017, studies were conducted. The scope 
of research on employee engagement was expanded to 
include the remote workforce or tele worker. Engage-
ment in work increases when employees experience 
a blended environment of the office and work from 
home arrangements. As the remote work increases, 
organizations and leaders are now more focused on 
developing a remote employee culture. HR Managers 
have been playing an important role in remote em-
ployee engagement. 

However, the data and literature related to it are 
limited to address this topic. This study intends to ad-
dress the existing gaps of knowledge and contribute 
to the existing knowledge base in remote employee 
engagement and the roles played by HR. There is a 
need for study as it adds content, supports the existing 

literature and knowledge base on the engagement of 
remote employees, and the roles played by HR Man-
agers.

2 Literature review

2.1 Employee engagement
Employee Engagement can be defined as the degree 

to which the employees feel an emotional attachment to 
the organization, passionate about their job, and will-
ing to put discretionary effort into the work. In a study 
conducted by [7], employee engagement was defined as 
having a positive attitude towards the organization and 
its core values. Hewitt defined Employee Engagement 
as energy, passion, and “fire in the belly” that the em-
ployees feel for their organizations to remain loyal to 
the organization, have positive opinions about the or-
ganization, and always strive to go the extra mile.

It is suggested that “Employee engagement is an 
elusive force that encourages an employee to achieve 
better productivity and performance. It is [8] stat-
ed that meaningfulness, availability, and safety were 
significantly related to the level of employee engage-
ment. Role fit and job enrichment opportunities were 
found to be good predictors of meaningfulness. The 
relationship with peers and supportive relations with 
supervisors were good predictors of safety, and avail-
ability was related to engagement. In [9], an employee 
engagement, complexity, and a great deal of scope to 
explore more approaches to engagement are defined. 
In [10] defined employee engagement as the employ-
ees’ mental presence at work assessed through absorp-
tion and attention.

The Social Exchange Theory [11] states that social 
behavior results from exchange processes whose main 
purpose is to minimize related costs and maximize 
the benefits. When people perceive the risk of social 
relationships to outweigh the benefits, they terminate 
that relationship. In [12] proposed the job demand 
resource model that incorporated the organizational 
and social aspects related to work that could give de-
velopment opportunities, help achieve objectives, and 
help reduce job-related demands. However, all these 
studies have not particularly considered the case of the 
remote workforce and their engagement level. Thus, 
these research gaps are addressed in this study. There-
fore, the study aims to capture the impact of HR man-
agers’ role in employee engagement for the remote 
workforce.
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2.2 Role of human resource managers
The [1] compartmentalizes the human resource 

functions into four segments – Strategic partner, the ad-
ministrative expert, Change agent, and Employee cham-
pion. A study conducted by [13] indicated that these four 
HR roles must be fulfilled to add uppermost value to the 
organization and stressed the need for the prominence of 
the HR professional on both the strategy and operational 
front. This model has been used as a theoretical founda-
tion for the study. The roles of HR defined are as follows:
• Strategic Partner – creates and aligns strategies 

with organizational goals, helps resolve work-
force-related problems, change management, fos-
ter system thinking, helps in the strategic objective 
achievements making, and strategically manages 
the workforce management and development.

• Administrative expert – manages and provides effi-
cient services and systems as per the needs of the busi-
ness, people-linked costs, promote customer focus and 
apply technological tools to provide HR services.

• Change Agent –HR understand the culture of the 
organization, institutionalizes change capabilities 
within the organization, assist and lead to man-
age organizational changes, act as a consultant and 
provide development 

• Employee Champion – implements actions and 
develops strategies to better the contribution of hu-
man capital, build workforce commitment, ensure 
the best process and practices in the organization, 
and hear and solve employee issues.

• Apart from the aforementioned roles, the role of 
HR has evolved over the decade, and new roles are 
emerging.

• Digital Role of HR Managers – The use of artificial 
intelligence and machine learning has become an in-
tegral part of people analytics. However, not many 
organizations are sure about using these technolo-
gies. Social Media is now used for HR functions like 
recruitment and selection, but that may also lead to 
ethical, legal, privacy, and discrimination issues [14]. 
Many organizations are now using digital platforms, 
networking devices and websites to keep the employ-
ees engaged in this era of the remote workforce.

2.3 Remote workforce
Remote working (work from home or teleworking) 

is becoming an increasingly popular practice across 
different industries [16]. With the development of re-
mote working trends, the companies have now shifted 

their attention to their capabilities to manage and cre-
ate a good employee engagement culture among the 
remote workforce [15]. The studies emphasized and 
related Kahn’s work on engagement to employee-relat-
ed concerns like performance, retention, attrition, and 
production [17] but none of the studies concludes the 
impact that the HR Manager has on the employee en-
gagement of a remote workforce. However, an emerg-
ing remote working culture is developing; however, re-
searchers have not adequately studied this trend [19].

2.4 Need of study
Today’s society and businesses are undergoing rap-

id changes in work, with many organizations compet-
ing for attracting and retaining talent [18]. There is a 
recent trend, and increased awareness about work-life 
balance, the changing employer-employee relation-
ships, flexibility in work settings, increased scope of 
work for HR Managers in driving the remote employ-
ee engagement, they are all indicating the need to un-
derstand the engagement of employees in the context 
of the remote workforce and the roles played by HR 
Managers in creating a remote employee culture. 

Various studies have been conducted in this context. 
However, the defined roles of HR, specifically in the con-
text of remote employee engagement, have not gained 
enough attention and research. Hence, the gaps have been 
identified, and the present study has been conducted.

3 Purpose of the study
To determine the relationships and impact of HR 

managers’ roles in driving employee engagement of 
the remote workforce

3.1 Scope of research 
The study helps understand the relationships be-

tween different factors related to employee engage-
ment and the different influences that HR Manag-
ers have in the remote workforce. It helps in gaining 
knowledge of whether the HR Managers help drive 
remote employee engagement and helps in making 
strategy for any organization. The study is limited only 
to the remote workforce.

3.2 Hypothesis
The hypothesis of the study is stated below.
Hypothesis 1: HR Managers do not play a crucial 

role in promoting communication and keeping the re-
mote workforce informed 
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Hypothesis 2: HR Managers do not play an im-
portant role in career development opportunities and 
help in driving motivation for the remote workforce

Hypothesis 3: HR Managers do not help in striking 
work-life balance and motivate the remote workforce

Hypothesis 4: HR Managers do not influence the re-
inforcement of desired behaviors by providing rewards 
and recognition for the remote employee engagement

Hypothesis 5: HR Managers do not play an important 
role in promoting the employer brand and building orga-
nizational commitment among the remote workforce 

Hypothesis 6: HR Managers do not help in driving 
transformation and provide organizational support to 
the remote workforce

3.3 Theoretical framework
The theoretical framework is based on the Dave Ul-

rich model is shown in Figure 1. It examines and con-
siders relationships between different variables related 
to the role of HR (as an Employee Champion, Strategic 
Role & change agent) and the variables related to em-
ployee engagement for the remote workforce. 

4 Research methodologies 

4.1 Research design
As suggested by [20], the survey questionnaire 

design is a widely used method for collecting data 

in social sciences research. The responses were ob-
tained from remote employees and HR Managers 
working across different industries. The exploratory 
analyses like the demographic description and mul-
ticollinearity of the responses have been done using 
SPSS. 

4.2 The procedure and participants 
of the survey

The sample of this research incorporates HR Man-
agers and employees remotely working across differ-
ent industries. Self–reporting questionnaires were giv-
en out to employees across different industries to state 
their point of view. Overall, 120 Respondents filled the 
online survey, out of which 114 were correctly filled 
and analyzed. He Gender Distribution is shown in Ta-
ble 1, and the Distribution of Age group is shown in 
Table 2. The demographic profile of the respondents 
was as follows:

Table 1
Gender distribution

Gender

Count % Validity % Additive %

Validity Female 56 49.0 49.0 49.0

Male 58 51.0 51.0

Sum 114

Fig. 1. Ulrich model
Source: Dave Ulrich model (1997)
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Table 2
Age group distribution

Age
Age Count % Validity 

%
Additive 

%
Validity < 24 22 19.3 19.3 19.3

> 50 3 2.6 2.6 21.9
25 - 30 40 35.1 35.1 57.0
31 - 35 27 23.7 23.7 80.7
36 - 40 12 10.5 10.5 91.2
41 - 45 9 7.9 7.9 99.1
46 - 50 1 .9 .9

Sum 114

4.3 Instruments
The Likert scale measures have been used in the 

questionnaire design, and the language used was En-
glish. The questionnaire had three sections, the first 
section comprised of questions related to generic 
demographic and information about the work de-
tails, the second section comprised of the construct 
employee engagement that was related to 6 variables 
contributing to the remote employee engagement are 
the following- organization commitment, motivation 
levels, awareness of the remote employees, organiza-
tional support given to the remote employees and re-
wards and recognition of employees. The third section 
of the questionnaire was based on the construct Role 
of HR, which comprised three roles, namely Employ-
ee Champion, Strategic Role, and Change Agent [1]. 
The questionnaire variables were based on enhancing 
transparency and communication, career develop-
ment opportunities given by HR to the remote work-
ers, Help in striking a work-life balance of the remote 
workforce and building organizational commitment 
(Employee Champion), Role in reinforcing the core 
values of the organization and employer branding 
among the remote workforce (Strategic Role), Role of 
HR in driving the transformation in this era of remote 
working (Change agent).

4.4 Reliability of data
Employee Engagement: The employee engagement 

related to the remote workforce was assessed with 5 
Likert scale questions related to employee engage-
ment. The reliability and internal consistency were as-
sessed with Cronbach’s alpha of 0.745. Thus, the vari-
ables were found acceptable for study as it has a value 
closer to 1

HR Managers play a role in Remote Employee En-
gagement: The different roles played by HR Managers 
have assessed seven different Likert scale questions. 
The reliability and internal consistency were assessed 
with Cronbach’s alpha of 0.849. Thus, these variables 
were found acceptable for the study as it has a value 
closer to 1

5 Analysis and findings
The analysis of the primary data collected was done 

using SPSS. Hypothesized relationships between HR 
Managers and Employee Engagement roles were ex-
amined to determine the role and impact of HR Man-
agers on engaging the remote workforce. To analyze 
the statistics between different variables Chi-square 
method was used:

We find the corresponding value of chi-square re-
sults as per degrees of freedom to determine the tab-
ulated value.

Degrees of freedom are calculated by the n-1 for-
mula where n denotes the number of classes. The re-
sults are determined using the following logic:
• When the table value < value calculated, the null 

hypothesis is accepted
• When the table value > value calculated, the null 

hypothesis is rejected

5.1 Test of Hypothesis 
Testing the relationship between the influence of the 

role of HR Managers in promoting transparency & com-
munication among the remote workforce and employee 
engagement using cross-tabulation is shown in Table 3.

Hypothesis 1: HR Managers do not have a role in 
promoting communication and keeping the remote 
workforce informed for employee engagement

As the p-value is less than 0.05, the null hypothesis 
is eliminated. Therefore, the two variables are statisti-
cally related. Hence, it can be concluded that HR Man-
agers have a role in remote employee engagement by 
promoting communication and transparency among 
the remote workforce. The Relationship test is shown 
in Table 4. 

Testing the relationship between the influence of 
the role of HR Managers in providing career develop-
ment opportunities and employee engagement of the 
remote workforce is shown in Table 6.
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Hypothesis 2: HR Managers do not play an im-
portant role in career development opportunities and 
help drive the remote workforce. The cross-tabulation 
for the hypothesis is shown in Table 5.

As the p-value is less than 0.05, the null hypothesis 
is eliminated. Therefore, the two variables are statisti-
cally related. Hence, it can be concluded that HR Man-
agers have a role in providing organizational support 
and opportunities for career development for employ-
ee engagement of the remote workforce.

Testing the relationship between HR managers’ in-
fluence in striking work-life balance and employee en-
gagement of the remote workforce is shown in Table 8.

Hypothesis 3: HR Managers do not help in striking 
work-life balance and motivate the remote workforce. 
The Cross tabulation for the hypothesis is shown in 
Table 7.

As the p-value is less than 0.05, the null hypothe-
sis is eliminated. Therefore, the two variables are sta-
tistically related. Hence, it can be concluded that HR 

Table 3
Cross tabulation for hypothesis 1

Crosstab
Count

1 HR Managers in your company play an important role 
in promoting transparency and communication among 

the remote workforce.

Sum

2 3 4 5
Your company keeps you informed about the 
policies, values, and new updates during your 
time as a remote worker

1 6 0 1 0 0 7
2 4 5 10 4 0 23
3 0 5 4 6 3 18
4 0 5 15 8 3 31
5 0 0 8 19 8 35

Sum 10 15 38 37 14 114

Table 4
Relationship test

Relationship
Result degrees 2-sided significance

Pearson Chi-Square 88.674a 16 .00
Ratio for likelihood 74.426 16 .00
Association for linear by linear 39.250 1 .00
Valid Case Count 114
68 % of the cells (17) have a count < 5. 0.61 is the minimum count expected

Table 5
Cross tabulation for hypothesis 2

Crosstab
Count

1 HR Managers in your company provide career 
development opportunities for the remote 

workforce.

Sum

2 3 4 5
Your company strongly considers the goals, values, 
and career aspirations of the remote workforce

1 10 2 1 3 0 16
2 5 3 0 8 2 18
3 0 6 7 1 0 14
4 2 5 11 9 2 29
5 0 15 14 2 6 37

Sum 17 31 33 23 10 114
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Managers have a role in striking a work-life balance 
that helps in motivating and engaging the remote 
workforce.

Testing the relationship between HR managers’ in-
fluence in reinforcing the desired core values on the 
remote workforce and rewards & recognition given for 
employee engagement is shown in Table 10.

Hypothesis 4: HR Managers do not influence the 
reinforcement of desired behaviors by providing re-
wards and recognition for remote employee engage-
ment. The Cross tabulation for hypothesis 4 is shown 
in Table 9.

As the p-value is less than 0.05, the null hypothe-
sis is eliminated. Therefore, the two variables are sta-
tistically related. Hence, it can be concluded that HR 

Managers have a role in reinforcing the organization’s 
core values on the remote workforce and rewards & 
recognition given for employee engagement.

Testing the relationship between the influence of 
HR managers’ role in driving the employer branding 
and the organizational commitment of the remote 
workforce is shown in Table 12.

Hypothesis 5: HR Managers do not play an im-
portant role in promoting the employer brand and 
building organizational commitment among the re-
mote workforce. The Cross tabulation for hypothesis 
5 is shown in Table 11.

As the p-value is less than 0.05, the null hypothe-
sis is eliminated. Therefore, the two variables are sta-
tistically related. Hence, it can be concluded that HR 

Table 6
Relationship test

Test
results Degrees 2-sided significance

Pearson Chi-Square 71.261a 16 .000
Ratio for likelihood 76.624 16 .000
Association for linear by linear 8.021 1 .005
Valid cases count 114
68 % of the cells (17) have a count < 5.1.23 is the minimum count expected

Table 7
Cross tabulation for hypothesis 3

Crosstab
Count

1 HR Managers in your company help to strike 
the right work-life balance in the era of remote 

working.

Sum

2 3 4 5
Your company motivates you to go beyond your 
role and be productive in this era of remote working 
(work from home)

1 4 3 0 0 0 7
2 6 10 3 6 0 25
3 4 6 8 7 3 28
4 4 3 13 14 3 37
5 4 3 0 4 6 17

Sum 22 25 24 31 12 114

Table 8
Relationship test

Test
Results degrees 2-sided significance

Pearson Chi-Square 43.291a 16 .000
Ratio for likelihood 47.639 16 .000
Association for linear by linear 14.795 1 .000
Valid cases count 114
56 % of the cells (14) have a count < 5.0.74 is the minimum count expected
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Managers have a role in driving the employer brand-
ing and the organizational commitment of the remote 
workforce.

Testing the relationship between the influence 
of HR managers’ role in driving the transforma-
tional change and organizational support provid-

Table 9
Cross tabulation for hypothesis 4

Crosstab
Count

1 HR Managers in your company play an important 
role in reinforcing the company’s core values on 

the remote workforce.

Sum

2 3 4 5
Your company recognizes the efforts of employees 
working from home by offering online rewards and 
recognition

1 8 0 5 0 2 15
2 7 5 12 1 3 28
3 0 8 16 2 2 28
4 1 6 4 10 3 24
5 1 0 6 2 10 19

Sum 17 19 43 15 20 114

Table 10
Relationship test

Test
Results degrees 2-sided significance

Pearson Chi-Square 75.062a 16 .000
Ratio for likelihood 73.022 16 .000
Association for linear by linear 23.286 1 .000
Valid cases count 114
80 % of the cells (20) have a count < 5.1.97 is the minimum count expected

Table 11
Cross tabulation for hypothesis 5

Crosstab
Count

1 HR Managers in your company drive the impact of 
remote work on the company’s employer branding.

Sum

2 3 4 5
You would accept any job role to continue working 
in your company

1 12 4 3 3 4 26
2 6 5 11 2 3 27
3 3 3 13 0 0 19
4 3 4 6 3 2 18
5 2 3 6 3 10 24

Sum 26 19 39 11 19 114

Table 12
Relationship test

Test
Results degrees 2-sided significance

Pearson Chi-Square 37.362a 16 .002
Ratio for likelihood 38.902 16 .001
Association for linear by linear 10.891 1 .001
Valid cases count 114
68 % of the cells (17) have a count < 5.1.74 is the minimum count expected
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ed for the remote workforce engagement is shown 
in Table 14.

Hypothesis 6: HR Managers do not help drive 
transformation and provide organizational support 
to the remote workforce. The Cross tabulation for hy-
pothesis 6 is shown in Table 13.

As the p-value is less than 0.05, the null hypothe-
sis is eliminated. Therefore, the two variables are sta-
tistically related. Hence, it can be concluded that HR 
Managers have a role in driving the transformational 
change and organizational support provided for the 
remote workforce engagement.

6 Discussion and conclusion
The present study adds to literature studies done 

on HR managers’ different roles in the employee en-
gagement domain.[1] has been for defining different 
roles of HR Managers in this era of remote working 
and is used as the theoretical foundation of the study. 
A model for the different roles played by HR Manag-
ers along with some variables to determine employee 
engagement parameters for the remote workforce has 
been proposed.

The study hypothesized the impact of the different 
roles played by HR Managers for the remote work-
force employee engagement. 

The study concludes Roles of HR: as an Employee 
Champion: enhance communication & transparency, 
provide career development opportunities, building 
organizational commitment, Strategic Role: Reinforce-
ment of core values on the remote workforce, building 
employer branding, Change Agent: driving transfor-
mation all are positively related to different variables 
of employee engagement of the remote workforce. 
However, it was found that the role of HR in striking 
the work-life balance of the remote workforce is neg-
atively related to the motivation to go beyond the role 
provided by the organization.

The current study makes important contributions 
to the organizations that want to invest in employee 
engagement and wellbeing of the remote workforce. 
The study results confirm that HR Managers play an 
important role in driving virtual employee engage-
ment activities across different sectors, so organiza-
tions should accordingly design and implement the 
employee engagement programs support strategies to 
promote the productivity of the remote workforce.

Table 13
Cross tabulation for hypothesis 6

Crosstab
Count

1 HR Managers in your company act as a change 
agent in driving a transformational change in the 

way of work (remote working)

Sum

2 3 4 5
Your company strongly considers the goals, values, 
and career aspirations of the remote workforce

1 9 7 0 0 0 16
2 12 1 5 0 0 18
3 2 8 2 2 0 14
4 4 13 5 4 3 29
5 3 7 12 2 13 37

Sum 30 36 24 8 16 114

Table 14
Relationship test

Test
Results degrees 2-sided significance

Pearson Chi-Square 65.507a 16 .000
Ratio for likelihood 72.649 16 .000
Association for linear by linear 34.651 1 .000
Valid cases count 114
64 % of the cells (16) have a count < 5.0.98 is the minimum count expected
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7 Limitations and future scope of work
Although the research has considered the indepen-

dent HR Managers Roles associated with employee en-
gagement, there is a bundle of other HR Roles that can 
give better insights into remote employee engagement. 
Furthermore, the study has not considered the vari-
ous kinds of organizational support that may include 
co-worker relationships, the team, and supervisor 
support as variables for employee engagement. Thus, 
investigating the role of HR in each of these variables 
could be explored more in future studies. 
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