
www.ijcrt.org                                              © 2025 IJCRT | Volume 13, Issue 10 October 2025 | ISSN: 2320-2882 

IJCRT2510580 International Journal of Creative Research Thoughts (IJCRT) www.ijcrt.org e935 
 

The Impact Of Remote Work On Employee 

Productivity And Job Satisfaction: A Study On 

Post-Pandemic HR Strategies 
 

Author 

Mrs. Manimegalai K, 

Assistant Professor, Department of Management, Hindusthan College of Arts and Science, Nava India, 

Coimbatore. 

Co-Author 

Ms. M. Ayisha, 

Assistant Professor, Department of Management, Hindusthan College of Arts and Science, Nava India, 

Coimbatore. 

Abstract 

The COVID-19 pandemic drastically altered the global work environment, compelling organizations to 

adopt remote work arrangements at an unprecedented scale. As the world transitions into the post-

pandemic era, the sustainability and long-term impact of remote work on employee productivity and job 

satisfaction have become critical areas of focus for both scholars and practitioners. This study 

investigates the relationship between remote work, employee performance, and job satisfaction, while 

exploring the evolving human resource (HR) strategies that emerged during and after the pandemic. A 

mixed-method approach was used, combining quantitative surveys from 150 employees across multiple 

sectors and qualitative interviews with 10 HR professionals. The findings indicate that while remote 

work significantly enhances productivity, work-life balance, and autonomy, it also presents challenges 

such as reduced social interaction, team collaboration issues, and mental fatigue. The study highlights 

the shift toward hybrid HR models, digital performance management, and wellness-oriented policies. 

The paper concludes that sustainable HR strategies must emphasize flexibility, inclusivity, and digital 

competence to maintain organizational resilience in the post-pandemic future. 
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1. Introduction 

1.1 Background of the Study 

The COVID-19 pandemic initiated one of the most transformative shifts in the global labor market since 

the Industrial Revolution. Lockdowns and social distancing measures forced organizations to transition 

to remote work almost overnight (Bloom et al., 2021). Remote work—once a niche arrangement—

became a global standard, reshaping how employees interact, collaborate, and perform. As restrictions 

lifted, organizations faced the challenge of determining whether remote work should remain a 

permanent fixture or revert to traditional office models. 

According to a report by McKinsey (2022), over 70% of employees now express a preference for hybrid 

work models, and more than 80% of global firms have incorporated flexible work arrangements into 

their HR policies. The shift has compelled human resource managers to redefine performance evaluation, 

employee engagement, and organizational culture. 

1.2 Problem Statement 

Despite the widespread adoption of remote work, its long-term impact on employee productivity and 

satisfaction remains ambiguous. Some studies suggest remote work boosts efficiency through autonomy 

and reduced commute times, while others report declines in creativity, collaboration, and engagement 

(OECD, 2022). This divergence raises questions about how HR strategies can balance these trade-offs in 

the post-pandemic context. 

1.3 Objectives of the Study 

1. To examine the impact of remote work on employee productivity. 

2. To analyze the relationship between remote work and job satisfaction. 

3. To identify emerging HR strategies developed to manage remote and hybrid work forces effectively. 

1.4 Research Questions 

 How has remote work influenced employee productivity post-pandemic? 

 What is the relationship between remote work and job satisfaction? 

 What HR strategies are most effective in managing hybrid work models? 

1.5 Scope and Significance 

This study covers employees from multiple sectors—IT, education, banking, and healthcare—to ensure 

generalizability. The findings will assist HR managers, business leaders, and policymakers in designing 

effective hybrid models that sustain both performance and employee well-being. 
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2. Review of Literature 

2.1 The Evolution of Remote Work 

Remote work, often termed telecommuting or virtual work, has existed since the late 20th century but 

gained global significance during the COVID-19 crisis (Allen et al., 2021). According to Bloom et al. 

(2021), employees working remotely reported higher self-perceived productivity due to autonomy and 

flexibility. However, pre-pandemic telecommuting was largely voluntary, while pandemic-induced 

remote work became mandatory, introducing psychological and infrastructural challenges. 

2.2 Remote Work and Productivity 

Research findings on remote work productivity are mixed. While many employees report improved 

efficiency, others struggle with blurred work-life boundaries and digital fatigue. Gajendran and Harrison 

(2022) found that productivity improvements depend on job type, home infrastructure, and managerial 

support. Studies in the IT sector (KPMG, 2022) revealed that digital collaboration tools enhanced 

performance, but industries requiring physical presence, such as healthcare, experienced limited gains. 

2.3 Remote Work and Job Satisfaction 

Job satisfaction is influenced by multiple dimensions—autonomy, recognition, social interaction, and 

career growth (Wang et al., 2022). Remote workers enjoy greater flexibility and autonomy but may 

experience social isolation. Allen et al. (2021) highlighted that job satisfaction improves when remote 

work is voluntary and when employees have adequate technological and organizational support. 

2.4 Post-Pandemic HR Strategies 

The HR landscape has evolved to accommodate hybrid work models. According to SHRM (2023), HR 

departments now emphasize outcome-based performance management, employee well-being, and digital 

leadership. Deloitte (2022) reported that organizations are investing in mental health support, digital 

upskilling, and employee engagement programs to counter the psychological strain of remote work. 

These transformations mark a shift toward employee-centrick HR management. 

2.5 Research Gap 

While numerous studies have explored remote work during the pandemic, few have analyzed its 

sustained impact in the post-pandemic phase. Moreover, there is limited empirical research integrating 

both productivity and job satisfaction with HR strategic responses, creating an opportunity for holistic 

exploration. 
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3. Research Methodology 

3.1 Research Design 

This research employs a mixed-methods design, integrating quantitative and qualitative approaches to 

ensure comprehensive analysis. 

3.2 Sampling and Population 

The study surveyed 150 employees from multiple sectors, including IT, education, finance, and 

healthcare. The sample included 80 males (53.3%) and 70 females (46.7%). Additionally, 10 HR 

professionals were interviewed to gain insights into emerging HR strategies. 

3.3 Data Collection 

Quantitative Data: A structured online questionnaire with 20 items on productivity and job 

satisfaction using a 5-point Likert scale. 

Qualitative Data: Semi-structured interviews focusing on HR responses to remote work 

challenges and adaptations. 

3.4 Data Analysis 

 Descriptive statistics were used to calculate mean and percentage values. 

 Correlation analysis determined relationships between remote work and productivity/satisfaction. 

 Thematic analysis identified key HR strategy themes. 

3.5 Reliability and Validity 

Cronbach’s alpha was used to test reliability (α = 0.89), confirming internal consistency. Triangulation 

of survey and interview data enhanced validity. 

 

 

 

 

 

 

http://www.ijcrt.org/


www.ijcrt.org                                              © 2025 IJCRT | Volume 13, Issue 10 October 2025 | ISSN: 2320-2882 

IJCRT2510580 International Journal of Creative Research Thoughts (IJCRT) www.ijcrt.org e939 
 

4. Data Analysis and Interpretation 

4.1 Demographic Profile 

 

Category Frequency (n=150) Percentage (%) 

Male 80 53.3 

Female 70 46.7 

Age 20–30 45 30 

Age 31–40 60 40 

Age 41–50 35 23.3 

Above 50 10 6.7 

4.2 Impact of Remote Work on Productivity 

Indicators Mean (1–5) Interpretation 

Time management 4.2 Highly effective 

Work quality 4.0 Effective 

Collaboration 3.3 Moderate 

Innovation 3.7 Satisfactory 

Overall productivity 4.1 High 

Employees reported higher efficiency and improved time management, but collaboration challenges 

persisted. 

4.3 Job Satisfaction Factors 

Factors Mean (1–5) Interpretation 

Flexibility 4.5 Very high 

Work-life balance 4.3 High 

Career growth 3.5 Moderate 

Team interaction 3.2 Low 

Overall satisfaction 4.0 High 

Job satisfaction was primarily driven by flexibility and autonomy, while lack of physical interaction 

reduced engagement. 
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4.4 Correlation Analysis 

Variable r-value p-value Interpretation 

Remote work & productivity 0.65 0.01 Strong positive correlation 

Remote work & job satisfaction 0.71 0.00 Very strong positive correlation 

4.5 Chart – Relationship Between Remote Work, Productivity, and Job Satisfaction 

 

Figure 1: Positive correlation between productivity and job satisfaction 
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5. Findings and Discussion 

5.1 Flexibility Improves Productivity: 

 Employees who manage their schedules report higher efficiency and creativity. 

5.2 Collaboration Gaps Persist: 

 Despite digital tools, teamwork and innovation were hindered by limited face-to-face 

communication. 

5.3 Enhanced Work-Life Balance: 

 The elimination of commute time allowed employees to achieve greater personal satisfaction. 

5.4 Evolving HR Practices: 

 HR departments have implemented virtual engagement platforms, flexible policies, and well-

being initiatives. 

5.5 Trust-Based Management: 

 Successful remote work depends on managerial trust and output-focused evaluation systems. 
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Discussion 

 These findings align with global research emphasizing that remote work enhances individual 

autonomy but weakens team dynamics (Wang et al., 2022). HR departments must therefore move 

from supervision to empowerment, prioritizing digital competency, inclusivity, and well-being. 

6. HR Implications and Recommendations 

6.1 Implement Hybrid Models: 

 Organizations should design flexible frameworks combining remote and on-site work to 

maintain collaboration. 

6.2 Digital Upskilling: 

 Invest in training employees on communication platforms, cybersecurity, and time management. 

6.3 Performance Based on Outcomes: 

 Redefine productivity metrics to focus on deliverables rather than hours logged. 

6.4 Employee Well-being Programs: 

 Regular mental health check-ins, counseling, and team-building sessions should be 

institutionalized. 

6.5 Reinforce Communication and Culture: 

 Virtual meetings and open feedback systems can mitigate social isolation. 

7. Limitations and Future Research 

This study is limited by sample size and self-reported data, which may introduce bias. Future 

research could expand across countries or compare industries with different technological 

dependencies. Longitudinal studies would further clarify the long-term effects of hybrid work on 

organizational performance. 

8. Conclusion 

The pandemic-induced transition to remote work has permanently transformed global work 

dynamics. This study confirms that remote work enhances productivity and satisfaction when 

supported by trust, technology, and flexible HR strategies. However, collaboration and mental health 

remain areas requiring strategic attention. The post-pandemic HR paradigm must therefore integrate 

human empathy with digital innovation to ensure sustainable employee engagement and 

organizational success. 
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