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Abstract: 

Job satisfaction is a crucial element of the professional sphere, as it has the potential to influence the 

productivity, dedication, and retention of employees within an organization. Therefore, it is vital to 

understand the impact of remote work on employee job satisfaction. Scientific research has examined 

the elements that influence employee job satisfaction in the context of remote work. These 

characteristics include, but are not limited to, family-supportive supervisory practices, positive work-to-

family spillover, and work–life balance. A key concern with analyses such as ours is that unobserved 

differences in job satisfaction or intent-to-leave are correlated with selection into different WFH 

arrangements. For example, higher productivity workers tend to have greater bargaining power (e.g., 

better outside options), thereby potentially enabling them to select into more flexible work 

arrangements. Employees who always WFH also have a higher intention to leave their job than 

employees who never work from home. In contrast, less frequent WFH arrangements relate to higher 

satisfaction but no difference in intention to leave, and their impact is limited relative to workplace 

environment characteristics. 
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Introduction: 

The advent of digital technologies and the increasing emphasis on flexibility in employment practices 

have catalyzed this shift, particularly in the service sector. This sector, which encompasses a wide array 

of industries such as information technology, finance, customer service, and consulting, has witnessed a 

surge in remote work adoption. The concept of WFH refers to a work arrangement where employees 

perform their job duties from a location other than the traditional office setting, typically from their 

homes. This arrangement offers numerous benefits to both employers and employees, including reduced 

commuting time and costs, greater flexibility in managing work-life balance, and potentially higher 

productivity. However, the transition to remote work also poses challenges, particularly concerning 

employee satisfaction and performance 

working hours, free time, appropriate physical activity, the frequency of remote work, work location, 

social interaction and technical support, position, company training, relationship with supervisors and 

environmental conditions at work. Beyond that, scholars initially investigated the associations between 

WFH and employee job satisfaction in terms of individual needs. According to signalling theory, 

observable organizational actions can be interpreted as a signal of unobservable characteristics, such as 
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the organization’s concern for employee welfare. After receiving the signal, employees tend to adopt a 

more positive attitude. 

 

 
Source: Dodi Wirawan (2021) 

 

Research based on this theory proposes that WFH is traditionally presented as an employee benefit that 

contributes to a positive work attitude and is usually seen as a work–family enrichment measure. Role 

balance theory suggests that individuals who can successfully balance multiple roles (employee, spouse, 

etc.) will experience more positive effects than those who achieve less balance. According to these 

studies, WFH enhances job satisfaction by contributing to work–family life balance. On the other hand, 

self-determination theory emphasizes how WFH fulfils personal psychological needs (e.g., autonomy, 

competence, relatedness) as a driver of job satisfaction. Scholars have subsequently noted that individual 

and job characteristics can moderate the relationship between WFH and job satisfaction. Both social 

exchange theory and organizational justice theory posit that people seek a balance between an 

investment in a relationship and what they receive in return. Studies based on social exchange theory 

contend that social support in the workplace can strengthen home-based workers’ job satisfaction and 

sense of embeddedness. According to justice theory, employees who are unable to participate in WFH 

because of technical or management issues tend to compare their situation with that of home office 

workers, perceive inequity and unfairness, and attempt to remove such feelings by reducing their job 

satisfaction and intention to stay. The essence of job characteristic theory is that certain job 

characteristics may increase the probability that individuals will find their work meaningful, take 

responsibility for work outcomes, and have trustworthy knowledge of the results of their work, which 

can motivate task completion and enhance job satisfaction. On that basis, job demands–resources theory 

divides job characteristics into demands and resources. Studies based on these theories identify a 

suitable home workspace and job autonomy as likely sources of high-level job satisfaction. Role theory 

notes that individuals play multiple different roles in daily life that make different demands on time and 

energy commitments. These roles are often incompatible, which may lead to “inter-role conflict”, and 

WFH mitigates work–family conflict by reducing “inter-role conflict”, therefore increasing job 

satisfaction. 
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Literature Review: 

Battacharya. T (2024) Understanding and addressing these dynamics can help organizations create 

inclusive and effective remote work settings that enhance employee well-being, performance, and 

satisfaction across diverse demographic groups and job roles. These findings highlight the significance 

of offering WFH opportunities in modern work environments, aligning with established theoretical 

frameworks and yielding positive outcomes for both employees and organizations. Leveraging these 

theoretical principles, organizations can develop interventions and policies to effectively improve 

employee well-being, performance, and satisfaction within remote work contexts. 

Khor & Tan, (2023) before the pandemic, only a limited number of senior-level managers worldwide 

were permitted to work remotely. Many senior-level managers were resistant to allowing their 

subordinates to work from home, citing reasons such as inadequate technology, concerns about 

productivity, challenges in compliance with employee regulations, and difficulties in supervision. 

Farooq & Sultana, (2022).The findings hold practical relevance for organizations, emphasizing the need 

for gender inclusive WFH policies, training programs, flexible work arrangements, and a continuous 

monitoring and adaptation strategy. Overall, the study supports the Organizational Adaptation Theory 

and underscores the importance of tailored and inclusive WFH strategies in response to evolving 

organizational behaviour 

Angelici and Profeta (2020) also find that granting employees some flexibility over when and where to 

work raises productivity in a field experiment at a large Italian firm. Our results on the link between 

various WFH arrangements and employee job satisfaction and intention to leave the firm broaden our 

understanding beyond employee productivity effects. 

The second stream of research considers how WFH arrangements impact aspects of the work 

relationship. For instance, in a field experiment involving persons seeking call-center jobs, Mas and 

Pallais (2017) find that applicants will accept an 8 percent wage cut for the option to work from home in 

a full-time job. DeFilippis et al. (2020) find that WFH involves more (but shorter) meetings per day, 

more email, and longer workdays. Using an RCT in Bangladesh, Choudhury et al. (2021b) vary the 

number of days that employees come into the office, finding that more days in the office are associated 

with more emails and emails directed towards more diverse employees in the organization. This is part 

of a broader literature on alternative working arrangements and work-life balance. 

Finally, recent research examines the extent and incidence of WFH during the COVID19 pandemic in 

particular and associated outcomes, including: Adams-Prassl et al. (2020), Mongey et al. (2021). There 

is evidence of adverse and unintended effects, especially when remote work arrangements were adopted 

poorly or in a rush (e.g., Gibbs et al. (2021)), and that remote work during the pandemic may have 

reduced family satisfaction (Mohring et al., 2021). Other work, including Davis et al. (2021), and 

Papanikolaou and Schmidt (2020), examines the association between firm level stock returns during the 

pandemic and the capacity of employees to work from home. Regardless of its net benefits and their 

source, it appears that WFH work arrangements will remain in place for some time. 

 

Methodology 

Objectives: 

1. To know the highly influencing factors for job satisfaction during remote work. 

2. To identify compensation related issues pertaining to serious pandemic time. 

3. To asses job satisfaction impact with productivity of employees in IT sector. 

https://www.ijfmr.com/
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Hypothesis: 

H01: There is no significance relation between work target pressures by management during WfH time. 

H02: There is no association between team members’ cooperation and job satisfaction during remote 

working time. 

 

Sample: 

The study sample consist of software professionals with at least three years of work experience, out of 

one year is work from home mode and it includes people with titles like software programmers, software 

testing analysts, system administrators, and team leaders. 

 

Sample Unit: 

All software professional who are with more than 3 years of experience (companies listed in NSE) in 

Cyberabad/ GHMC region which is also treated as one of the biggest IT hub in India. 

 

Sample Size 

A sample of 100 software professionals with above profile will be considered for data collection to get 

valid input for the proposed study. 

 

Data Analysis: 

Factor Analysis ( Job Satisfaction) 

Kaiser-Meyer-Olkin Measure of Sampling 

Adequacy. 
.756 

Bartlett's Test of 

Sphericity 

Approx. Chi-Square 737.830 

df 66 

Sig. .000 

 

The KMO value is 0.756 >06. Bartlett's Test of Sphericity indicates a measure of the multivariate 

normality of set of variables (Sig. value is less than 0.05 indicates multivariate normal and acceptable for 

factor analysis). Both the sampling adequacy and Bartlet’s values are statistically valid. The below 

variance matrix indicating 84.96 % (statistically 60% variance valid) variance on tested variable, i.e 26 

% of other factors are influencing to decide employee job satisfaction factors. 

 

Total Variance Explained 

Componen

t 

Initial Eigenvalues 

Extraction Sums of Squared 

Loadings 

Rotation Sums of Squared 

Loadings 

Total 

% of 

Varianc

e 

Cumulativ

e % Total 

% of 

Varianc

e 

Cumulativ

e % Total 

% of 

Varianc

e 

Cumulativ

e % 

1 7.124 64.762 64.762 7.12

4 

64.762 64.762 6.79

7 

61.787 61.787 

2 1.211 11.006 75.767 1.21

1 

11.006 75.767 1.53

2 

13.932 75.718 
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3 1.011 9.195 84.962 1.01

1 

9.195 84.962 1.01

7 

9.243 84.962 

4 .649 5.897 90.858       

5 .417 3.795 94.654       

6 .287 2.613 97.267       

7 .177 1.610 98.877       

8 .076 .688 99.565       

9 .039 .356 99.921       

10 .009 .079 100.000       

11 -

1.043E

-15 

-9.483E-

15 

100.000 

      

Extraction Method: Principal Component Analysis. 

The total variance is made up to common variance and unique variance, and unique variance is 

composed of specific and error variance. 

 

Rotated Component Matrixa 

 

Component 

1 2 3 

Flexi. working Chance .717 .339 .036 

Team Cooperation .855 .141 .035 

Work Life Balance .082 .833 -.081 

Senior Guidance -.034 -.024 .994 

Appraisal Ratings .206 .769 .054 

Health safety .909 .048 -.053 

Pay Cuts .779 .135 -.051 

Family Care .847 .167 .048 

Work Targets .753 .105 -.081 

Tension less work .978 .163 -.027 

Extraction Method: Principal Component Analysis. 

Rotation Method: Varimax with Kaiser Normalization. 

a. Rotation converged in 4 iterations. 

 

The rotated component matrix, sometimes referred to as the loadings, is the key output of principal 

components analysis. It contains estimates of the correlations between each of the variables and the 

estimated components. 

The above Rotated component matrix filtered (Based on Eigen values which is greater than 1) 03 factors 

among all tested 10 factors which are impacting job satisfaction on employees during pandemic time. 

The most influencing factors tension less work to employees , where they need not follow strict timings 

and no pressure on rush to office intime to complete task and also gives a freehand to work whenever 

you free. The second influence factor is work life balance, where the employee can take utmost care to 

their family members health & hygiene concern issues during pandemic and it improves employees job 
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satisfaction a lot. The final factor is senior guidance , even though they are in remote work place all the 

seniors and team leader are guided in fair manner to complete the task without any hurdle. 

H01: There is no significance relation between work target pressures by management during WfH time. 

The one-sample t-test is a statistical hypothesis test used to determine whether an unknown population 

mean is different from a specific value. If your sample sizes are very small, you might not be able to test 

for normality. You might need to rely on your understanding of the data. When you cannot safely 

assume normality, you can perform a nonparametric test that doesn’t assume normality. 

 

One-Sample Statistics 

 N Mean 

Std. 

Deviation 

Std. Error 

Mean 

Work Targets 100 1.82 1.184 .118 

 

The above descriptive table indicating that, the standard deviation with reference to work target pressure 

and job satisfaction was relatively dependable. 

 

One-Sample Test 

 

Test Value = 0 

t df 

Sig. (2-

tailed) 

Mean 

Difference 

95% Confidence Interval of 

the Difference 

Lower Upper 

Work Targets 15.373 99 .011 1.820 1.59 2.05 

Inference: The above significant table indicating that, the significant value was 0.011 ( less than 0.05) 

reject the null Hypothesis, i.e the work targets by management in obviously a influencing factor for job 

satisfaction of IT employees , it means the work targets in WfH created mental pressure on employees 

leads to  job dissatisfaction. 

H02: There is no association between team members’ cooperation and job satisfaction during remote 

working time. 

 

One-Sample Statistics 

 N Mean 

Std. 

Deviation 

Std. Error 

Mean 

Team 

Cooperation 

100 2.04 1.333 .133 

The above descriptive table indicating that, the standard deviation with reference to team mates 

cooperation during remote work time was quite impressive. 

 

One-Sample Test 

 

Test Value = 0 

t df 

Sig. (2-

tailed) 

Mean 

Difference 

95% Confidence Interval of 

the Difference 

Lower Upper 
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Team 

Cooperation 

15.307 99 .000 2.040 1.78 2.30 

Inference: The above significant table indicating that, the significant value was 0.005 ( Less than 0.05) 

reject the null Hypothesis, i.e the team members cooperation was highly appreciable while employee 

working in a remote location and without proper cooperation once cannot complete the task successfully 

and it’s a major contributor for job satisfaction. 

 

Discussion of Results: 

Incorporating gender, age, and designation into theoretical frameworks like Social Exchange Theory, 

Self-Determination Theory, and Job Characteristics Theory offers comprehensive 27 insights into how 

individual traits interact with WFH arrangements to shape employee outcomes. These frameworks shed 

light on the intricate dynamics of remote work environments, considering aspects such as social 

reciprocity, intrinsic motivation, and job characteristics. Understanding and addressing these dynamics 

can help organizations create inclusive and effective remote work settings that enhance employee well-

being, performance, and satisfaction across diverse demographic groups and job roles. These findings 

highlight the significance of offering WFH opportunities in modern work environments, aligning with 

established theoretical frameworks and yielding positive outcomes for both employees and 

organizations. Leveraging these theoretical principles, organizations can develop interventions and 

policies to effectively improve employee well-being, performance, and satisfaction within remote work 

contexts. 

The researcher found employee satisfaction towards work from home during covid 19 with reference IT 

Professionals has revealed that, they are very satisfied with the work from home and most of the 

respondents can able to balance their work life balance during WFH most of the organization also 

encouraging, boosting and supporting the employee during their work from home they can able to work 

productively equal to traditional method of working. The main challenges faced by employee during 

work from home is there is lagging of internet connectivity issues during their meetings and clients calls 

they are facing challenges at the same time the work from home environment is new to many employee 

so for many it takes time to adapt the work from home culture most of the time employees are being 

pressured and work more during the work from home comparing to the office. 

Employees – Employees can benefit by advocating for flexible work arrangements, leveraging the 

positive correlation between remote work and job performance. Setting clear boundaries, establishing 

dedicated workspaces, and managing time effectively contribute to productivity and well-being. Society 

– Remote work's increasing prevalence offers opportunities for policymakers to shape labor policies and 

infrastructure development. Policies supporting remote work adoption can boost economic productivity, 

reduce traffic congestion, and minimize environmental impact. Community leaders can advocate for 

shared remote work facilities to ensure inclusivity. 
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