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Abstract
Work from Home (WFH) as a concept of Human Resource 
Management has been relatively new to Indian corporate 
culture and confined to comparatively few business sectors. 
In recent times and with the unfortunate backlash of the 
Covid-19 pandemic, almost all businesses and workplaces 
were forced to adopt this concept of ‘work from home’ as 
the only alternative to keep the employees productive and 
functional to whatever extent possible. This paper seeks to 
look at the concept of work from home as a new paradigm 
and preference under the sub-heads of Employee Efficiency 
and Perceived Productivity; Environmental Effects; Socio-De-
mographic Changes and Employer Factors. The methodology 
will be to obtain feedback from the current workforce about 
existing perceptions on these specific areas. Each group of 
individuals’ feedbacks will be collated and analysed to see the 
perceptions between females vs. males; senior management 
vs. junior management; those with and without commitments 
at home; their income brackets, etc. The outcome of the study 
aims to corroborate if the concept of Work from Home can 
be effectively accepted and utilized to boost valuable human 
resources and prove beneficial to both employers and em-
ployees of a rapidly transforming digital India. 
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1 Introduction
The concept of Work from Home (WFH) has been 

almost an alien and relatively unknown concept for 
many industries in India, barring a few, such as IT-
based businesses and few others. However, the recent 
scale of global events and the ensuing health crisis as-
sociated with the Covid-19 pandemic has also affected 
and disrupted several businesses and industries on a 
never-before scale. The sudden and rapid rise in cases 
and the fatalities that followed in the first few weeks 
led governments all over the world to issue directives 
that forced people to remain indoors and to order of-
fices to function with just a skeleton staff.

The enforced application of strict social and phys-
ical distancing measures that have been of late an-
nounced owing to the coronavirus pandemic have 
forced many people and companies to work from 
home [1]. Literally overnight, numerous companies 
had to permit their employees to WFH without any 
of the infrastructure, planning, or resources actually 
in place. This was a real challenge for both employees 
and managers [2]. This called for urgent measures and 
for everyone to improvise and make the most of a bad 
situation. Initially, despite the challenges with no pre-
cedence, everyone adapted, collaborated, and discov-
ered how to survive in this new ‘living-with-Covid-19 
reality. Despite the apprehensions and Doomsday 
predictions, the concept and reality of WFH have suc-
ceeded and appear to have become acceptable to all 
sides [3]. 

This study was conceptualized, planned, and exe-
cuted with this aim in mind. It was designed to eval-
uate the impact of work from home under four vari-
ables [4]. A secondary aim was to assess the opinion 
of people in India under certain demographic param-
eters [5]. The outcome of the paper will help Human 
Resources Managers to understand if work from home 
can be a new reality for a new India learning to adapt 
and succeed in a post-Covid world [6].

2 Literature review
In the past, three to four decades, the concept of 

remote working/ working from home/flexible work 
arrangements has become more and more common 
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and acceptable to both employers and employees alike 
[7]. At present, the sharp increase in Cloud-based 
computing technology and internet bandwidth makes 
working remotely a viable option using distant serv-
ers and an arrangement of convenient hardware and 
software [8].

Initially, it was mainly the I.T. and allied industries 
that considered these an option for both individuals 
and businesses for some flexibility to increase employ-
ees’ quality of life (QOL) for the employees, increased 
work productivity, and reduce expenditure on over-
heads [9]. Instantaneous sharing of slides, documents, 
and interactive video conferencing has become a part 
of day-to-day life - even for primary school children, 
teachers, and of course, employees across all streams 
of business [10]. 

2.1 Employee efficiency, productivity, 
and work-life balance policies. 

Today the need for an ideal work-life balance has 
grown into an important area of concern for employ-
ers and employees alike. The workforce, too, has been 
greatly diversified, and hence looking beyond profit 
margins and return on investment [11], there is a fo-
cus on human capital management and the rising of 
employees to achieve a decent and fulfilling work-life 
balance [12].

Work-family problems are relatively seen more in 
organizations where the number of female employees 
outnumbers men [13]. It has also been observed that 
women in managerial positions can bargain for more 
conducive working arrangements from their employ-
ers when seen in comparison with fellow male man-
agers [14]. Hence, it is seen that businesses, where a 
greater percentage of females are employed as man-
agers, offer better alternatives such as longer materni-
ty leave, improve flexibility as well as child assistance 
which support a WFH policy [15]. The overall analy-
sis supports the view that WFH options are beneficial 
for personnel to balance better their responsibilities of 
their family as well as work [16]. This, in turn, also 
has a positive outcome on employee attitude and be-
havior, commitment and loyalty, professional satisfac-
tion, and a decreased possibility to quit the job [17]. 
Again, this translates into a significant improvement 
in organizational functioning and efficiency QOL for 
employees who are allowed to WFH increases as they 
can adapt better [18]. WFH also supports welfare and 
social justice as it allows employees such as new moth-

ers, the elderly, those physically-challenged, who face 
challenges in commuting, the chance to be gainfully 
employed [19]. 

2.2 Socio-demographic changes
The shift in demography of the workforce means 

that there are many more women in the workplace who 
have to balance the challenges of both ‘working wom-
an’ and ‘Indian wife and mother [20]. The rising cost 
of living coupled with higher aspirations of the middle 
classes has led to dual-career family set-ups [21]. 

The recent range of changes seen on the socio-de-
mographic fronts has forced employers to plan for 
something more than usual welfare benefits and pro-
vide a just, humane and family-friendly work envi-
ronment [22]. This will empower employees to better 
balance family and work responsibilities, thereby en-
suring an acceptable work-life balance, and yet they 
will continue to be productive at the workplace [23]. 
The present pandemic of Covid-19 has forced many 
organizations to suddenly work on a virtual basis 
even though they were not prepared in terms of infra-
structure and planning [24]. However, this may be the 
pattern that is more likely to become common even 
after the pandemic because of reduced investment in 
infrastructure, fewer outflows of travel cost, employ-
ees’ flexibility, and minimizing the office space and 
expense on daily utilities [25]. 

2.3 Environmental effects
WFH plays a vital role because of its potential 

benefits and implication on the community and per-
sonal transportation, overcrowding with traffic, and 
air-quality [26]. The loss of person-hours due to urban 
traffic congestion leads to employee and corporate ef-
ficiency losses. Bottlenecks during the peak hours of 
the day are an enormous source of air pollution [27]. 
When people remain at home instead of commuting 
to the workplace, it decreases petrol/diesel consump-
tion and reduces environmental pollution [28]. 

WFH also saves us from harmful discharges from 
factories and the resultant pollution from the produc-
tion of vehicles. Since a lesser number of motor ve-
hicles will be necessary to commute, vehicle produc-
tion can be reduced. An added advantage is a reduced 
amount of infrastructure will be required, reduction 
of cost of construction and maintaining roads, and 
reducing pollutants into nearby lakes and rivers. One 
report found reduced energy use resulted in increased 
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real estate savings of US$25 million. Additionally, not 
having to construct these buildings would reduce36.4 
million metric tons of greenhouse pollution [29].

2.4 Employer’s factors
Initially, the concept of WFH was limited to IT-

based businesses where face-to-face interaction was 
less; projects and software could be developed through 
an independent working model. Today, many busi-
nesses across the spectrum are seriously looking at 
disbanding their offices and permitting their employ-
ees to work from home. In the WFH model, employers 
can provide flexible work schedules to the employees. 
Employees can choose their shift depending on their 
convenience, which motivates them and increases 
output. All of these factors result in increased effi-
ciency and productivity. It was discovered that a lesser 
amount of work/family conflict was correlated to re-
duced levels of absenteeism. The results have implica-
tions that employers can apply while addressing their 
workforce’s child care concerns [30].

In light of the pandemic, WFH also keeps work-
ers safe and reduces the transmission of contagious 
illnesses [31]. When an employer offers the option 
of WFH, it leads to an increase in the number of ap-
plicants. It allows top-notch employees to be selected 
who may not have applied for the job due to personal 
constraints in normal circumstances. This may give 
the business a significant competitive advantage by 
being an employer of choice. 

2.5 Research gap
The concept of Work from Home (WFH) has not 

been universally accepted in India across all business 
sectors. With the ensuing Covid-19 pandemic, many 
employers and employees were forced to undertake 
this methodology to ensure that businesses could 
function at some degree of efficiency. No study looked 
at Work from Home as an acceptable alternative to the 
management of human resources in India, taking into 
account a wide array of variables.

2.6 Objectives
The purpose of this research study is
To assess the preference of WFH in the long run con-

cerning employee satisfaction, employer satisfaction, en-
vironmental impact, and socio-demographic factors.

To assess employees’ opinions working from home 
concerning various demographic variables such as 

age, years of experience, sex, family size, and compo-
sition, etc.

2.7 Hypothesis statement
Work from home can be successfully accepted as a 

modality for managing human resources in a digitally 
transforming India.

H0: Preference to Work from Home is not signifi-
cantly affected by the chosen studied parameters.

H1: Preference to Work from Home is significantly 
affected by employee efficiency and perceived produc-
tivity.

H2: Preference to Work from Home is significantly 
affected by environmental effects.

H3: Preference to Work from Home is significantly 
affected by socio-demographic changes.

H4: Preference to Work from Home is significantly 
affected by employer factors.

H5: Preference to Work from Home is significantly 
affected by certain demographic conditions. 

3 Research methodologies
Due to the exceptional circumstances of the 

Covid-19 pandemic lockdown and to achieve a wider 
range of respondents, it was decided to use an online 
questionnaire format to collect data for this study. A 
literature review gave us a range of topics that could be 
covered, but no pretested questionnaire was available.

A self-designed questionnaire was prepared and 
field-tested both for face validity and content validity. 
For face validation, it was sent to a random group of 
English-speaking teachers and administrators. Minor 
corrections were carried out based on the inputs re-
ceived. Content validation was done by sending the 
questionnaire to a select group of H.R. Professionals. 
The questionnaire proved to be adequate to capture all 
aspects of the data variables vital to this study. Follow-
ing this, the now validated questionnaire was forward-
ed to a randomly selected list of respondents distribut-
ed via social media. The survey was launched on May 
24th and closed on July 24th, 2020. 

The variables were scored on a five-point Likert 
scale, varying from strongly-agree to strongly-disagree.

Study setting: 
Data was collected from a random list of H.R. Pro-

fessionals, employees from a range of industries, and 
employers. All respondents were above 18 years of age. 

Study design: 
Cross-sectional.
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Sample size, sample type and sampling procedure
Sampling: Purposive sampling type
Sample Size: sample size is 162
Formula used

 n = (Z α/2)2pq 
 12

Where, Z α/2 at α = 0.05 is 1.96; l (allowable error) 
= 5%; p (prevalence) = 88% q = 100-p = 12 n = 162.2 

Therefore, sample size comes out to be 162.
Justification of the sample size
According to a published study, the prevalence of 

people willing to work from home during the pan-
demic of Covid-19 was 88% α =0.05. Therefore, the 
sample size comes out to be 162.

Subject selection
Inclusion criteria: All English-speaking employers/

employees currently working in India. 
Exclusion criteria: A) Individuals who are currently 

unemployed. 
B) Respondents less than 18 years of age

3.1 Materials
Variables studied
Impact of Work from Home w.r.t Employee Satis-

faction, Employer Satisfaction, Environment Impact, 
and Socio-Demographic Factors. 

Primary outcome variable
To examine the impact of work from home under 

various parameters like employee factors, employer 
factors, environmental impact, and socio-demograph-
ic factors.

Secondary outcome variable
To assess opinions of people regarding the accept-

ability of work from home related to demographic fac-
tors

3.2 Responses 
A total of 178 responses were recorded. A major-

ity of the respondents fell in the category of 46-60 
years of age. The male-to-female ratio was 75:25, re-
spectively. The largest income bracket, as seen by the 
respondents, was more than 20 LPA. 73% of the pop-
ulation is married, while 26% are single and 1% are 
divorced or widowed. Mid-level jobs were the most 
occupied in the organization, with 45% of respon-
dents falling in that category. Nuclear families were 
most prevalent amongst the respondents, having 
76% people living in a family of 1-4 members. There 

are varied industries that the respondents are from, 
with 59% of them having over 15 years of experience 
in their industry. The average daily commute time 
to and from the office was recorded at 70 minutes. 
From the above respondents, 54% of individuals had 
the option to work from home before the lockdown, 
and 46% of respondents did not. 

3.3 Data Analysis and Interpretation
Odds Ratio (OR) is a degree of association between 

exposure and an outcome. This value represents the 
odds that an outcome will follow related to a particular 
exposure, compared to the odds of the outcome that 
will occur when the exposure is absent.

The OR signifies the odds that an outcome, in this 
case, the probability of work from home employed as 
a long-term solution, will occur, given a specific expo-
sure, in this case, the demographic conditions com-
pared to the outcome’s odds occurring in the non-ex-
istence of that exposure.Table1 shows the 2 signifies 
preference to WFH, while 1 signifies no preference to 
WFH.

3.3.1 Interpretation 
According to Table 1, the demographic features of 

Age, Marital Status, Work Level, Industry Type, Years 
of Experience, and Daily Commute Time have a posi-
tive effect on the outcome of ‘work from home’ being 
employed as a long-term solution since these factors 
have an Odds Ratio value > 1. These demographic fac-
tors incline an individual to choose work from home 
rather than working in an office post-lockdown in the 
Covid-19 pandemic scenario. It is evident that mar-
ried people, middle and top work level employees and 
employers, and industries that can arrange their work-
force to work remotely, even before the times of the 
pandemic, are seen as more likely to continue to work 
from home. Employees and employers above the age 
of 30, individuals with more than six years of expe-
rience in their industries, and respondents having to 
commute more than 2 hours per day will also prefer 
to work from home. The above factors will affect their 
personal decision. 

On the other hand, gender, income, family type, 
and employers permitting their employees to work 
from home have no significant effect on these respon-
dents’ decision to work from home. 

Hence, it can be seen that demographic factors can 
adversely affect people’s decision to work from home 
post lockdown, proving hypothesis statement H5.
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Table 1
2 signifies preference to WFH

Demographic Criteria 2 or 1 % High Count High % Low Count Low Odd’s Ratio
Age > 30 2 73.52941176 100 26.47058824 36 1.388888889

< 30 1 66.66666667 28 33.33333333 14
Gender Female 2 66.66666667 30 33.33333333 15 0.714285714

Male 1 73.68421053 98 26.31578947 35
Income > 20 LPA 2 68.80733945 75 31.19266055 34 0.665926748

< 20 LPA 1 76.8115942 53 23.1884058 16
Marital Status Married 2 75.96899225 98 24.03100775 31 2.002150538

Other 1 61.2244898 30 38.7755102 19
Family Type < 4 2 71.11111111 96 28.88888889 39 0.846153846

> 4 1 74.41860465 32 25.58139535 11

Work Level Mid & Top 
Level 2 74.83443709 113 25.16556291 38 2.378947368

Entry Level 1 55.55555556 15 44.44444444 12
Industry Can WFH 2 75.93984962 101 24.06015038 32 2.104166667

Cannot WFH 1 60 27 40 18
Years of Experience > 6 2 74.32432432 110 25.67567568 38 1.929824561

< 6 1 60 18 40 12
Daily Commute Time > 2 Hours 2 77.5 31 22.5 9 1.455899198

< 2 Hours 1 70.28985507 97 29.71014493 41
Employer Permit WFH Yes 2 70.52631579 67 29.47368421 28 0.862997658

No 1 73.4939759 61 26.5060241 22

3.3.2 Pearson’s Correlation

Table 2
Correlations

Preference_
To WFH

Employee 
Efficiency and
_Productivity

Environmental
_Factors

Socio 
Demographic_

Factors

Employer 
Factors

Preference to WFH Pearson Correlation 1 .136 .062 -.206 -.099
Sig. (2-tailed) .070 .413 .006 .190
N 178 178 178 178 178

Employee_Efficiency 
and Productivity

Pearson Correlation .136 1 .710 * * -.128 .385

Sig. (2-tailed) .070 .000 .089 .000
N 178 178 178 178 178

Environmental 
Factors

Pearson Correlation .062 .710 * * 1 -.016 .461 * *

Sig. (2-tailed) .413 .000 .829 .000
N 178 178 178 178 178

Socio_Demographic 
Factors

Pearson Correlation -.206 * * -.128 -.016 1* * .249

Sig. (2-tailed) .006 .089 . 829 .001
N 178 178 178 178 178

Employer_Factors Pearson Correlation -.099 .385 * * .461 * * .249 1* *
Sig. (2-tailed) .190 .000 .000 .001
N 178 178 178 178 178

* * Correlation is significant at the 0.01 level (Shown in Table 2).
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3.3.3 Pearson correlation
The range of correlation coefficient is between -1 

to 1, where -1 or 1 signifies a perfect relationship. 
A positive correlation- indicates a direct relation-

ship between variables; an increase of one variable 
leads to the increase of the other.

A negative correlation -denotes an inverse relation-
ship between variables; when one variable increases, 
the other decreases.

The independent variable, employee efficiency, 
and productivity directly correlate with environ-
mental factors and employer factors but have an 
indirect relationship with socio-demographic fac-
tors. 

The independent variable, environmental factors, 
directly relate to employee efficiency and productivity 
and employer factors, but an indirect relationship with 
socio-demographic factors. 

The independent variable, employer factors, di-
rectly relate to employee efficiency and productivity, 
socio-demographic factors, and environmental fac-
tors.

The independent variable, the socio-demographic 
factor, has an indirect relationship with all other fac-
tors.

Sig (2-tailed)- The relationship between the inde-
pendent and dependent variables.

N- Refers to the number of cases that helped ob-
tain the correlation. All the values are 178 signifies 
that there was no missing data set in the correlation 
analysis.

3.3.4 Binomial logistic regression
Model Summary
Estimation terminated at iteration number 4 be-

cause parameter estimates changed by less than .001.
The dependent variable shows a variance ranging 

between 6.6% and 8.9% in the model chosen for the 
study in Table 3. 

Table 3
Model Summary

Step -2 Log Likelihood Cox & Snell R2 Nagelkerke 
R2

1 233.743a 0.066 0.089

Classification Table
The cut value is .500
The calculated probability of an event occurring 

is greater than or equal to 0.5. It is classified as oc-
curring. If the calculated possibility is less than 0.5, 
it is classified as not occurring. Since the cut value 
is .500, the likelihood of individuals preferring work 
from home in the long run when compared to the 
independent values of employee efficiency and pro-
ductivity, environmental factors, social and demo-
graphic factors, and employer factors is likely to oc-
cur with a predictability percentage of 58.4% shown 
in Table 4.

Table 4
Classification Table

Observed
Preference to WFH Percentage 

Correct1.00 2.00
Preference to WFH 1.00 35 48 42.2
Step 1 2.00 26 69 72.6
Overall Percentage 58.4

Variable(s) entered on step 1: Employee_ Efficien-
cy_ and_ Productivity, Environmental_ Factors, So-
cio_ Demographic_ Factors, Employer_ Factors.

The Wald Column determines the significance of 
the independent variables using the Wald test. The 
significance column shows the overall test significance 
wherein we can note that employee efficiency and 
productivity (.130), socio-demographic factors (.050), 
and employer factors (.168) added significantly to our 
predication for the model wherein environmental 
factors (.994) did not add to the model significantly 
shown in Table 5. 

Table 5
Variables in the Equation

Step 1a

B S.E. Wald df Sig. Exp(B) 95% C.I. 
for EXP(B)

Lower Upper
Employee_ Efficiency_ and_ Productivity .440 .290 2.297 1 .130 1.552 .879 2.740
Environmental_ Factors .002 .312 .000 1 .994 1.002 .544 1.847
Socio-Demographic_ Factors -.536 .274 3.831 1 .050 .585 .342 1.001
Employer_ factors -.494 .358 1.902 1 .168 .610 .302 1.231
Constant 2.400 1.451 2.738 1 .098 11.025
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3.3.5 Interpretation 
The binomial logistic regression was performed to 

establish the effects of employee efficiency and pro-
ductivity, socio-demographic factors, environmental 
factors, and employer factors on the likelihood that 
participants are likely to prefer switching to working 
from home post the Covid-19 pandemic. The mod-
el explained 8.9% (Nagelkerke R2) of the variance in 
preference to work from home and correctly classified 
58.4% of the respondents. Employees were 1.5 times 
more likely to choose to work from home if they felt 
more efficient and productive in such an environ-
ment. Since there was a statistically significant effect of 
the independent variables of employee efficiency and 
perceived productivity, socio-demographic changes, 
and employer factors on our dependent variable of 
preference to work from home, the hypothesis state-
mentsH1, H3 and H4 are proved. H2 cannot be ac-
cepted as there was no statistically significant effect 
of environmental factors on the preference to choose 
work from home as a long-term solution.

3.3.6 Employee efficiency, productivity, and work-
life balance policies. 

Transportation from residences to reach the offic-
es or factories remains a challenge for everyone across 
most parts of our country. Poor maintenance of roads, 
the rising cost of four-wheelers and two-wheelers, 
hike in the price of diesel and petrol are issues that af-
fect everyone in the working classes. As an effect of 
the above, there is a significant loss of person-hours as 
people reach late for work, death, or disability, while 
commuting adds-on to a burden that our country’s 
business systems cannot afford. 

In contrast, if allowed to work from Home (WFH), 
the same employees can save precious hours of the day 
which they would normally spend commuting to and 
from the workplace. The working period is maximized 
as the employee does not waste time to start his/her 
work, and all employees can log-in and be connected 
right at the start of working hours. Normally, this would 
be a practical issue as all employees need not have 
reached the office at the same time, making some wait 
for the others, etc. Traveling from home and using pub-
lic transport or driving one’s own vehicle is very strenu-
ous and employees are already mentally and physically 
fatigued right at the beginning of the workday. 

Weather and climate, as well as political and social 
unrest in the form of rains, storms, floods, roadblocks, 
strikes, and the like, can affect commute times due to 

no fault of the employee; yet his own output and the 
overall productivity of the office can be adversely af-
fected. Allowing people to WFH means that they can 
switch over to their personal mode immediately at the 
end of the workday, and this will enhance their work-
life balance. Overall benefits will ensure that employ-
ees can build stronger social connections and get time 
to maintain their physical and mental health. Pitney 
Bowes recommends telecommuting “to enhance em-
ployee effectiveness and positively impact the quali-
ty of life of workers by minimizing the stress, fatigue, 
time and cost associated with commuting to and from 
work.” They will save associated costs of commuting, 
wear and tear of the vehicles, fuel expenses, road taxes, 
parking, and so on. For certain classes of employees, it 
may also include expenses on professional attire, foot-
wear, and maintenance of those. 

Work from home is a great boon, especially for la-
dies, as they need to look after their older children as 
well. For infants and small children, however, WFH 
may not be the best solution as these age groups of 
children need expert hands-on care, and the presence 
of infants can even hamper the employees’ ability to 
concentrate or work efficiently. 

Today the need of the hour is to achieve an ideal 
work-life balance. With the change in social policies 
and governmental support to females, more and more 
women are better educated and take unemployment 
outside the home. This major change in the demogra-
phy of the workforce means that there are many more 
women in the workplace who have to balance the chal-
lenges of both holding down a job as well as fulfilling 
the aspirations of being a wife and mother. The rising 
inflation in the economy, fueled by increased expec-
tations of the middle-class, has forced many families 
into making dual-career choices. The outlook of em-
ployees has changed in recent times, and many indi-
viduals today look beyond just profit margins and a 
return-on-investment. Instead, there is a greater focus 
on human capital management and the aspirations of 
employees to achieve a decent and fulfilling balance of 
both the family and the workplace.

Work-family problems are relatively seen more in 
organizations where the number of female employees 
outnumbers men. It has also been observed that wom-
en managers are able to ensure better quality of work 
arrangements from their employers when equated 
with male managers. Hence, it is observed that busi-
nesses having a larger percentage of females in mana-
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gerial posts do offer more wide-ranging packages that 
encourage WFH, such as complete maternity leave, 
flexible work schedules, and child-care support.

Overall research conclusions suggest that WFH 
options not only help employees better balance their 
responsibilities of work and family but also have a 
positive outcome on employee attitude and behavior, 
commitment and loyalty, job satisfaction, and reduced 
likelihood to resign from the job. All these have a pos-
itive correlation, as has been proven in this study, to 
organizational performance and effectiveness.

3.4 Socio-demographic changes
The globalization of the economy and the resulting 

changes in socio-demographic concerns have made 
it obligatory for employers to aspire beyond routine 
welfare measures and employee benefits and instead 
provide for just, humane and family-friendly work-
places. This is to ensure that employees can balance 
both the family pressures and work need sand enjoy 
a better work-life balance while continuing to being 
productive at work. 

Some of the negative outcomes of WFH could be 
the reality that employees tend to work longer hours, 
there is more overlap between office and personal 
life, resulting in undesirable work intensification. The 
present pandemic of Covid-19 has forced many or-
ganizations to suddenly work on a virtual basis even 
though they were never prepared for such an eventual-
ity. There were issues of providing necessary hardware 
and software, implement the latest communication 
technology, market uncertainties, paperless admin-
istration, virtual meetings, online training, and em-
ployees unable to return or join their duties due to the 
lockdown. Added to this was the fear of being infect-
ed, managing office-space with a quiet environment at 
home, and even sharing laptops and desktop comput-
ers with family members. 

However, as time went past and everyone slowly 
adapted to this pattern of work from home, employees 
and institutions suddenly discovered that this might 
be the pattern that is more likely to become common 
even after the Covid-19 pandemic. The industry lead-
ers realized that this new reality could be beneficial 
because of reduced investment in infrastructure, fewer 
outflows of travel cost, employees’ flexibility, and min-
imizing the office space and expense on daily utilities.

Research from the literature and even the results 
of our study reflect major beneficial opportunities for 

both employees and employers. When work/family 
conflict reduces, it translates into lower levels of em-
ployees missing work. This has a direct outcome for 
employers and helps them to address the child-care 
concerns of employees. The quality of life for employ-
ees who are allowed to WFH increases as they can 
adapt better. They can help out with chores at home 
during breaks from working. They will additionally 
assist their children in reaching and being picked up 
from school or make sure they can welcome the chil-
dren back as well. The results of this study also reflect 
the same and are in agreement.

WFH also carries with it the benefits of social jus-
tice as it allows employees who find it challenging to 
commute, namely new mothers, older individuals, 
and the physically disabled, the chance to be gainfully 
employed. 

3.5 Environmental effects
The probability of Environmental factors having 

an effect on the choice of WFH was not significant. 
This implies that while environmental protection is 
important, it is still not a factor that would influence 
the choice of WFH. This could be due to the fact that 
in India, we are still not sufficiently sensitized about 
environmental protection when making choices such 
as WFH. From a nationwide and strategy-making per-
spective, WFH is important because of its prospective 
benefits and implication on community and personal 
transportation, traffic congestion, including ambient 
air quality. Loss of person-hours due to urban traffic 
congestion leads to losses in productivity and efficien-
cy. Traffic jamming during the peak hours of the day 
is a key source of air pollution. Reducing the number 
of fumes will also decrease health-related problems, 
especially respiratory disorders, which are aggravated 
by particulate pollution. 

Other studies indicate that if even if an individu-
al had to work from home for more hours, they had 
fewer complaints compared to some people who were 
commuting a long distance every day as they could still 
make time for their family due to no commute. Further, 
people were happy to save the expense on transporta-
tion and remain satisfied despite the added pressure of 
increased and more frequent virtual meetings. 

In India, carpooling is still rarely practiced despite 
many educated professionals being aware of the ad-
vantages it. Thus, when people remain at home instead 
of commuting, it saves valuable fuel and also lessens 



198 | Cardiometry | Issue 23. August 2022

pollution of the environment. Since lesser vehicles are 
needed, WFH also saves us from life-threatening ve-
hicular missions and environmental damage resulting 
from the production of automobiles. Since lesser ve-
hicles are needed for transport, car production can be 
reduced. An added benefit is that there is a lesser need 
for newer buildings, construction, which will all bring 
down the levels of environmental damage. 

If WFH becomes the new norm in H.R. manage-
ment, there are significant long-term benefits as well; 
there will be as energy saved as the number of build-
ings will be reduced and also due to the reality that 
residential-offices use significantly lesser energy when 
compared to commercial offices. 

3.6 Employer’s factors
Since the last few decades, the concept of WFH 

was limited to certain industries where personal in-
teraction was minimal; the IT-related software de-
velopment could be created through a distance or re-
mote-working model. After seeing the related effects 
of remote working, many business models that never 
considered WFH as being suitable or viable are seri-
ously considering employee’s requirements and infra-
structural cost factors related to the business. In the 
near future, many businesses across the spectrum may 
end up disbanding their offices and permitting their 
employees to work from home. 

Some of the concerns that employers would face:
Conduct of routine meetings: Present communica-

tion platforms have proved to be adequate for face-to-
face meetings on digital platforms that are as good as 
routine departmental meetings. This helps essential in-
formation related to the business to be shared regularly, 
and this ensures that the employees keep in touch with 
the rest of their colleagues and other stakeholders. 

Flexible Work Schedule: In the WFH model, em-
ployers can provide flexible work schedules to the em-
ployees. Employees can choose their shift depending 
on their convenience, which motivates them and in-
creases efficiency. Certain agencies can then actually 
provide around-the-clock services in this model.

Increased Efficiency and Productivity: Most of the 
research supports the reality that employees who work 
from home are more productive as compared to those 
who typically work in an office. 

This has also been reflected in our study as well. Em-
ployees that are permitted to WFH have greater auton-
omy, face fewer interruptions, and can focus on their 

work. All of these factors result in increased efficiency 
and productivity Absenteeism and present is m: WFH 
options mean that even with minor illnesses, both their 
own or that of the immediate family, staff would con-
tinue to complete their jobs, albeit at their convenience. 
Without this option, they would have to take a day off, 
resulting in added absenteeism. In light of the pandemic, 
WFH also keeps workers safe and reduces the transmis-
sion of contagious illnesses. When working from home, 
distraction and social interaction between employees is 
limited; hence the productivity increases. Thus, both ab-
senteeism and presenteeism decrease. 

An attraction of talent: When an employer offers 
the option of WFH, it increases the talent pool of ap-
plicants and allows the best applicants to be selected 
who in normal circumstances may not have applied 
for the job due to personal constraints. This may give 
the business a significant competitive advantage by 
being an employer of choice. 

4 Discussions
In recent times and of course, in the light of the 

present pandemic, the acceptability and certainty of 
working from home/flexible work arrangements have 
become a reality. Both employers and employees have 
been forced to adopt this as the new reality in a digi-
tally transforming India. This has become a reality due 
to the availability of cheaper, faster, and more efficient 
home computers, laptops, and better connectivity via 
high-speed data networks. The greatest benefit has 
been advances in Internet technology and better Wi-
Fi dissemination to small towns and villages. WFH 
has become viable option. The net result is that there 
can be a seamless collaboration between teams. 

Instantaneous sharing of slides, documents, and in-
teractive video conferencing has become a part of day-
to-day life - even for primary school children, teachers, 
and of course, employees across all streams of business. 
WFH has become a realistic option for both individuals 
and businesses and has been proven to enhance qual-
ity-of-life (QOL) for employees, maximize work-pro-
ductivity, and minimizes overhead expenditure.

5 Conclusions
The Covid-19 pandemic of 2020 has transformed 

human life in a manner that nobody could have imag-
ined. Like all other sectors, the small, large, and me-
dium business that had never before even considered 
a WFH model, are were suddenly forced to find ways 
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to keep work going on even as the lockdown was en-
forced, offices were closed, or working with a skeleton 
staff, and people were forced to stay indoors. This new 
reality of human resource management encouraged us 
to study the concept of work from home being accept-
ed as a reality of a new and digitally transformed India 
under various parameters. 

The study’s limitations were that the study sam-
ple might not reflect the true picture of WFH choic-
es across the country and be a true representation of 
all business models. Furthermore, the short period of 
this forced WFH choice may be a factor that affects 
WFH choices. However, it is accepted that the option 
of WFH has become a reality that Human Resource 
Managers will have to consider in the days to come 
seriously. Larger studies across the country and an in-
dustry-specific focus may give us more definite out-
comes and a deeper understanding of the situation.

6 Implications of the study
Our study results’ heartening reality proves that 

WFH can be considered a viable option for many busi-
ness models. As a new way of life in a post-Covid-19 
scenario works out, many business models can be 
transformed to employing WFH due to the multiple 
benefits on various study parameters and the evident 
significance of Employee Efficiency and Perceived Pro-
ductivity; Socio-Demographic Changes and Employer 
Factors. It is paramount that Human Resource Manag-
ers at all levels be aware of the benefits and few draw-
backs of WFH, as this promises to be the new paradigm 
of a digitally transformed India in the future. 
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