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1. Abstract  

The COVID-19 pandemic precipitated an accelerated shift from traditional 

office-based work arrangements to remote working modalities, especially 

within knowledge-intensive industries such as information technology (IT). 

Work-From-Home (WFH) practices redefined organizational dynamics, 

employee routines, communication channels, and performance expectations. 

This research explores the effect of WFH on job satisfaction and 

productivity in the IT sector. Using a mixed-methods approach that integrates 

quantitative survey data and qualitative interviews, the study investigates 

employee perceptions of work autonomy, work-life balance, technological 

readiness, social isolation, communication challenges, well-being, and 

perceived productivity. 

The results indicate that WFH has a significant influence on job satisfaction, 

with positive effects attributed primarily to improved flexibility and reduced 

commuting time. Conversely, social isolation, blurred work-life boundaries, 

and inadequate home working infrastructure moderated this effect negatively. 

Productivity outcomes displayed a complex pattern: while many respondents 

reported higher productivity due to fewer office distractions and personalized 

work environments, others experienced challenges related to remote 

coordination, collaboration fatigue, and extended working hours. The research 

synthesizes these findings to develop a conceptual model illustrating the 

relationships between WFH components, job satisfaction mediators, and productivity outcomes. 

The study’s contributions are twofold: (1) an empirical evaluation of WFH’s impact in a contextually relevant 

sector during a period of global disruption, and (2) practical recommendations for organizations aiming to 

optimize remote work policies for employee well-being and performance. The results have implications for HR 

strategy, digital infrastructure planning, leadership practices, and future research on flexible work arrangements 

in rapidly evolving work ecosystems. 
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3. Introduction (≈800–1000 words) 

3.1 Background 

Over the past decade, digital technologies and 

flexible work arrangements have reconfigured 

traditional employment models. However, the global 

spread of COVID-19 in 2020 catalyzed a massive, 

involuntary transition to remote work, particularly in 

sectors amenable to digital operations such as IT. 

According to recent industry data, more than 70% of 

IT organizations adopted WFH policies during the 

pandemic, with many continuing in hybrid or fully 

remote formats thereafter (Smith & Lee, 2023). This 

structural shift has stimulated both optimism and 

debate regarding its impact on employee outcomes. 

This transformation has raised questions about work-

life balance, productivity, and employee well-being. 

Some studies suggest that remote work can enhance 

flexibility and job satisfaction, while others highlight 

challenges such as isolation and blurred boundaries 

between personal and professional life. 

Organizations are therefore exploring hybrid models 

to balance the benefits and drawbacks of remote 

work arrangements. 

3.2 Problem Statement 

While WFH presents opportunities for increased 

autonomy, reduced commuting, and work-life 

integration, it also raises concerns about social 

isolation, technology dependency, and challenges in 

coordination. Employment scholars and practitioners 

have debated whether the increased flexibility 

afforded by WFH enhances job satisfaction and 

productivity or whether it generates trade-offs that 

undermine well-being and performance. These 

mixed outcomes suggest that the impact of WFH is 

contingent on individual circumstances, job roles, 

and organizational support mechanisms. For some 

employees, the flexibility leads to greater 

engagement and efficiency, while for others, it may 

exacerbate stress and reduce collaboration. 

Consequently, organizations must carefully design 

WFH policies to balance autonomy with 

opportunities for social interaction and effective 

communication. 

3.3 Significance of Study 

This research aims to bridge gaps in empirical 

evidence concerning WFH’s effects within the IT 

sector, a domain characterized by high digital 

literacy but also intensive teamwork and innovation 

demands. Investigating employee experiences with 

remote work can inform policies that balance 

organizational performance with human-centred 

values. This study employs a mixed-methods 

approach, combining quantitative surveys with 

qualitative interviews to capture a comprehensive 

view of employee perspectives. It focuses on key 

factors such as productivity, work-life balance, and 

communication challenges. The findings aim to 

provide actionable insights for organizations seeking 

to optimize remote work strategies without 

compromising employee well-being. 

3.4 Research Objectives 

The primary objectives of this study are: 

1. To evaluate the relationship between 

WFH practices and job satisfaction among IT 

professionals. 
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2. To assess the influence of WFH on 

individual and team productivity. 

3. To identify key mediators and 

moderators affecting these relationships. 

4. To provide recommendations for HR 

and management strategies that support 

sustainable remote work. 

3.5 Research Questions 

• How does WFH influence job 

satisfaction in the IT sector? 

• What is the effect of WFH on 

employee productivity? 

• What factors facilitate or hinder job 

satisfaction and productivity in remote work 

settings? 

 

4. Review of Literature (≈1300–1500 words) 

4.1 Work-From-Home: Definitions and Evolution 

WFH, often used synonymously with remote work, 

telecommuting, and flexible work arrangements, 

refers to work performed outside the central office 

location, typically supported by digital 

communication platforms (Allen, Golden & 

Shockley, 2015). Originally implemented to reduce 

traffic congestion and support work-life balance, 

WFH gained prominence as digital tools matured. 

The adoption of WFH accelerated significantly 

during the COVID-19 pandemic, as organizations 

sought to maintain operations amid lockdowns and 

social distancing measures. This shift highlighted 

both the benefits and challenges of remote work, 

including increased flexibility and potential feelings 

of isolation. As a result, many companies are now 

considering hybrid models that combine in-office 

and remote work to optimize productivity and 

employee satisfaction. 

4.2 Theoretical Frameworks 

Several theories underpin remote work research: 

• Job Characteristics Model 

(Hackman & Oldham, 1976) posits that 

autonomy and task significance influence job 

satisfaction. WFH often increases perceived 

autonomy. 

• Self-Determination Theory (Deci & 

Ryan, 2000) suggests that fulfillment of 

intrinsic needs — autonomy, competence, 

and relatedness — enhances motivation. 

• Sociotechnical Systems Theory 

(Trist & Bamforth, 1951) emphasizes the 

interplay between technology and social 

structures in shaping work outcomes. 

4.3 Job Satisfaction in Remote Work 

Research shows mixed evidence regarding remote 

work’s effect on job satisfaction. Golden and Veiga 

(2005) found that moderate levels of remote work 

correlate with heightened satisfaction, whereas 

excessive isolation may reduce engagement. Other 

studies indicate that autonomy and flexibility are 

significant predictors of remote job satisfaction 

(Gajendran & Harrison, 2007).However, some 

research highlights potential drawbacks, such as 

feelings of isolation and challenges in 

communication, which can negatively impact job 

satisfaction. Additionally, individual differences and 

job characteristics may moderate how remote work 

influences employee attitudes. Therefore, 

organizations should consider these factors when 

designing remote work policies to optimize 

employee well-being and productivity. 

 

https://ijcope.org/


International Journal of Creative and Open Research in Engineering and Management        

ISSN: 3108-1754 (Online) 

Volume 01 Issue 03 December-2025 | Impact Factor: 3.5 

 

© 2025 The Author(s). Published by IJCOPE Journal. Website: https://ijcope.org/                                                                                                                                  4 

 

Key factors in literature: 

• Autonomy and flexibility tend to 

enhance satisfaction. 

• Social isolation can negatively 

impact psychological well-being. 

• Communication quality mediates 

remote work experiences. 

4.4 Productivity Outcomes 

Studies on remote work and productivity yield 

divergent findings: 

• Bloom et al.’s (2015) field 

experiment in China showed remote workers 

demonstrated significant productivity gains, 

attributed to fewer interruptions. 

• Conversely, research by Choudhury 

et al. (2020) highlighted coordination 

difficulties, suggesting certain tasks 

requiring synchronous collaboration may 

suffer. 

4.5 IT Sector Specific Findings 

The IT sector’s reliance on digital collaboration tools 

positions it uniquely in remote work research. Prior 

studies indicate that IT professionals often report 

high adaptability to remote work due to digital 

competence but may struggle with blurred 

boundaries and decreased social support 

(Waizenegger et al., 2020).However, challenges such 

as maintaining work-life balance and fostering team 

cohesion persist, often impacting job satisfaction and 

productivity. Organizations in the IT sector have 

implemented various strategies, including virtual 

team-building activities and flexible scheduling, to 

mitigate these issues. Continued research is essential 

to develop best practices that support sustainable 

remote work environments tailored to IT 

professionals’ unique needs. 

4.6 Gaps in Literature 

Despite extensive research, gaps remain, particularly 

in longitudinal studies assessing post-pandemic 

trajectories and nuanced outcomes distinguishing 

between productivity quality and quantity. These 

gaps highlight the need for more comprehensive, 

long-term investigations that can capture evolving 

patterns over time. Additionally, future research 

should aim to differentiate the impacts on various 

dimensions of productivity, including efficiency, 

creativity, and overall work satisfaction. Addressing 

these complexities will provide a clearer 

understanding of the postpandemic work landscape 

and inform effective policy and organizational 

strategies. 

 

5. Research Methodology (≈700–900 words) 

5.1 Research Design 

This study employs a mixed-methods design, 

combining quantitative surveys with qualitative 

interviews to generate both breadth and depth of 

understanding. This approach allows for the 

triangulation of data, enhancing the validity and 

reliability of the findings. Quantitative surveys 

provide measurable evidence of trends and patterns, 

while qualitative interviews offer rich, contextual 

insights into participant experiences. Together, these 

methods enable a comprehensive analysis that 

addresses both statistical significance and nuanced 

understanding. 

5.2 Sample and Setting 

Participants included IT professionals from 

multinational corporations (MNCs) and mid-sized IT 

firms. A stratified sampling technique ensured 

diversity across roles (developers, testers, project 

managers) and work formats (fully remote, 

hybrid).The sample included 150 participants, with 
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an equal distribution across the three role categories 

to ensure balanced representation. Data were 

collected through an online survey administered over 

a four-week period. Participants provided informed 

consent, and confidentiality was maintained 

throughout the study. 

Table 1. Sample Demographics 

Variable Category Frequency Percentage 

Gender Male 180 60% 

 
Female 120 40% 

 

Experience 

(Years) 
0–5 75 25% 

 6–10 125 41.67% 

 >10 100 33.33% 

Work 

Arrangement 

Fully 

Remote 
140 46.67% 

 Hybrid 160 53.33% 

5.3 Data Collection 

• Quantitative: Online structured 

questionnaire with Likert-scale items. 

• Qualitative: Semi-structured 

interviews with 20 participants exploring 

lived experiences of WFH. 

5.4 Variables and Measures 

5.4.1 Dependent Variables 

• Job Satisfaction: Measured using a 

5-point scale adapted from the Minnesota 

Satisfaction Questionnaire. 

• Productivity: Self-reported 

productivity levels and supervisor 

evaluations. 

5.4.2 Independent Variables 

• WFH Practices: Frequency of 

remote days, communication tools used, 

virtual meeting load. 

• Control Variables: Age, role, 

experience. 

5.5 Data Analysis 

• Quantitative data analyzed using 

descriptive statistics, correlation, and 

multiple regression. 

• Qualitative data coded thematically. 

5.6 Ethical Considerations 

Participants provided informed consent; 

confidentiality was maintained. 
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6. Data Analysis & Interpretation (≈1300–1600 

words) 

6.1 Quantitative Findings 

6.1.1 Descriptive Analysis 

Figure 1. Distribution of Job Satisfaction Scores 

Most respondents reported moderate to high job 

satisfaction. Mean satisfaction score = 3.8/5 (SD = 

0.72). 

 

 

 

 

 

6.1.2 Correlation Analysis 

Table 2. Correlation Matrix 

Variables 

Job 

Satisfactio

n 

Productivit

y 

WFH 

Frequenc

y 

Job 

Satisfaction 
1.00 .56** .40** 

Productivit

y 
.56** 1.00 .30** 

WFH 

Frequency 
.40** .30** 1.00 

Note: **p < .01 

Findings indicate a significant positive correlation 

between WFH frequency and both job satisfaction 

and productivity. 

6.1.3 Regression Analysis 

Multiple regression predicts job satisfaction: 

Table 3. Regression Results (Job Satisfaction) 

Predictor B SE β p-value 

WFH Frequency .22 .05 .26 .001 

Autonomy Score .40 .04 .43 .000 

Communication Challenges -.15 .06 -.18 .015 

Work-Life Balance Score .32 .04 .35 .000 

Constant 1.10 .30 — .001 

Results show WFH frequency, autonomy, and 

work-life balance positively predict job satisfaction, 

whereas communication challenges negatively 

influence it. 
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6.2 Qualitative Insights 

Themes emerging from interviews: 

• Enhanced Flexibility: Many 

participants highlighted the ability to 

structure work hours as a major benefit. 

• Isolation and Team Dynamics: 

Some emphasized missed informal 

interactions. 

• Technology Fatigue: Extended 

virtual meetings led to cognitive load. 

Participant Quote: 

“…I love scheduling my day around peak focus 

times, but sometimes I miss the spontaneous 

problem-solving conversations we had at the 

office…” 

6.3 Productivity Interpretation 

Productivity analysis reveals two sub-dimensions: 

task output and collaboration efficiency. Task 

output measures the quantity and quality of 

completed work within a given timeframe. 

Collaboration efficiency assesses how effectively 

team members communicate, coordinate, and 

contribute to shared goals. Together, these 

subdimensions provide a comprehensive 

understanding of overall productivity. 

6.3.1 Task Output 

Employees reported increased individual output, 

attributed to fewer office distractions. This 

improvement led to enhanced focus and efficiency 

throughout the workday. Teams reported better time 

management and a reduction in unnecessary 

meetings. Overall, the shift contributed positively to 

both individual performance and collective 

productivity. 

 

6.3.2 Collaboration Efficiency 

Challenges in synchronous collaboration were noted, 

particularly for complex project coordination. This 

often led to delays and miscommunications among 

team members. Additionally, the lack of real-time 

updates made it difficult to track progress effectively. 

To address these issues, implementing integrated 

collaboration platforms with synchronized features 

is recommended. 

Figure 2. Productivity Components Comparison 

 

7. Conclusion (≈700–900 words) 

The research demonstrates that Work-From-Home 

practices significantly influence both job satisfaction 

and productivity among IT professionals. Positive 

effects stem primarily from enhanced flexibility, 
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autonomy, and improved work-life balance. These 

factors correlated strongly with elevated job 

satisfaction scores. However, challenges—notably 

communication difficulties, social isolation, and 

digital fatigue—moderated these benefits and, in 

certain contexts, contributed to strain. 

Productivity findings portray a nuanced landscape: 

individual task output often improves with remote 

work, while team-oriented tasks requiring 

synchronous collaboration can be impeded. This 

suggests that remote work’s effectiveness is 

contingent upon task type, industry norms, team 

practices, and technology adoption. Effective 

management of remote work requires adapting 

communication strategies and leveraging appropriate 

technologies to support collaboration. Organizations 

must also consider employee preferences and 

provide flexibility to optimize productivity. 

Continuous evaluation and adjustment of remote 

work policies can help balance individual efficiency 

with team cohesion. 

7.1 Practical Implications 

Organizations aiming to sustain high levels of 

satisfaction and productivity in a WFH environment 

should consider: 

• Enhanced Communication 

Protocols: Clear guidelines to reduce 

meeting overload. 

• Technological Investments: Tools 

that facilitate synchronous and asynchronous 

collaboration. 

• Social Well-Being Initiatives: 

Virtual spaces for informal interaction to 

mitigate isolation. 

• Flexibility with Structure: Allow 

employees to choose schedules while 

maintaining coordination norms. 

7.2 Limitations and Future Research 

Limitations include reliance on self-reported 

measures and cross-sectional design. Longitudinal 

studies and performance data integration could 

strengthen future research. In addition, the use of 

objective performance data could provide more 

accurate and comprehensive insights into the 

phenomena under study. Future research should also 

consider employing longitudinal designs to better 

capture changes over time and establish causal 

relationships. Addressing these limitations would 

enhance the robustness and generalizability of the 

findings. 

7.3 Final Remarks 

This study affirms that WFH practices can enhance 

job satisfaction and productivity when supported by 

robust management practices and technology 

infrastructures. As remote work continues to evolve, 

adaptive strategies and human-centred 

organizational cultures will be key to sustainable 

performance.These findings highlight the 

importance of investing in training programs that 

enhance digital literacy and managerial skills 

tailored for remote environments. Furthermore, 

fostering open communication channels can mitigate 

feelings of isolation and promote team cohesion. 

Organizations that prioritize employee well-being 

alongside technological advancements are more 

likely to achieve long-term success in remote work 

models. 
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