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ABSTRACT	
	
This study investigates the impact of remote work on employee satisfaction and work-life balance, particularly in 
the post-COVID-19 era. Using a combination of quantitative surveys and qualitative interviews, the research 
examines how remote work arrangements influence job satisfaction, stress levels, productivity, and the balance 
between personal and professional responsibilities. The findings suggest that while remote work increases flexibility 
and reduces commuting stress, it may also lead to isolation and blurred boundaries between work and personal life. 
Recommendations are provided for organizations to improve remote work policies and enhance employee well-
being. 
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I. INTRODUCTION	

 
The evolution of remote work from a niche concept to 

a widespread practice has been significantly influenced 
by technological advancements and the COVID-19 
pandemic. This shift has transformed traditional 
workplace structures, prompting organizations to adopt 
flexible work models that aim to balance operational 
efficiency with employee safety and satisfaction.  

Remote work offers notable benefits such as 
flexibility, autonomy, and improved work-life 
integration. However, it also introduces challenges like 
blurred personal-professional boundaries, social 
isolation, and communication issues, which can 
negatively impact employee well-being.  

  
This study holds practical and academic importance. 

It provides business leaders and HR professionals with 
insights into the impact of remote work on employee 
satisfaction and engagement, and helps employees better 
understand their evolving expectations around work-life 
balance. Overall, it supports strategic planning for 
effective hybrid and remote work policies within 
organizations.  

  

Objectives of the Study   
The specific objectives of the research are:  

• To study how remote work affects employee 
satisfaction.  

• To understand its impact on work-life balance.  
• To find the benefits and problems of remote 

work.  
• To see how company support helps in remote 

working.  
• To suggest ways to improve remote and hybrid 

work models.  
  

Research Questions   
• What do you like most about working remotely?  
• What challenges do you face while working 

remotely?  
• What suggestions do you have for improving the 

remote work experience in your organisation?   
• What challenges do employees face in 

maintaining boundaries between work and 
personal life while working remotely?  

• How does remote work influence employee 
engagement and motivation? 
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II. LITERATURE	REVIEW	
	
Several studies have highlighted that while remote work 
offers flexibility and autonomy, it also brings new 
complexities:   

   
Employee Satisfaction  

• Bloom et al. (2015): Remote work increases 
satisfaction because there are fewer distractions 
and no travel time.  

• Gajendran & Harrison (2007): People are more 
satisfied when they have control over their work 
schedule.  

 
Work-Life Balance  

• Choudhury et al. (2020): Remote work helps 
employees, especially parents, balance home 
and work better.  

• Allen et al. (2015): Sometimes work and 
personal life mix too much, which can cause 
stress.  

  
Communication Problems  

• Olson & Olson (2000): It’s harder to talk and 
work with team members when working from 
home.  

• Golden et al. (2008): Too much remote work 
can make people feel lonely at work.  

  
Technology and Work  

• Gajendran & Harrison (2007): Technology helps 
in remote work, but support is                

• Bailey & Kurland (2002): Online tools are 
useful but need to be used correctly.  

  
Support from Company  

• Kossek et al. (2015): Good support from the 
company and managers makes remote work 
better.  

 
III. RESEARCH	METHODOLOGY	

	
Design:  
Descriptive and analytical to study remote work trends 
and their effects.  

• Approach: Quantitative, using surveys for 
measurable results.  

• Data Collection:  

o Primary: 25-question survey with Likert 
scale on satisfaction and work-life 
balance.   

o Secondary: Journals, articles, HR 
policies, and industry report. 

 
Challenges Identified   

• Limited Responses: Not all employees may 
complete the survey, leading to low response 
rates.  

• Biased Answers: Respondents may give socially 
desirable answers rather than honest ones.  

• Lack of Depth: Close-ended questions may miss 
detailed personal experiences or opinions.  

• Data Accuracy: Self-reported data can be 
subjective and not always accurate.  

• Sample Limitations: The sample may not 
represent all industries or job roles, limiting 
generalization.  

• Difficulty in Measuring Emotions: Quantitative 
tools may not fully capture emotional aspects 
like stress or burnout.  

  
Opportunities Identified  

• Understanding Employee Needs:  Helps 
organizations learn what employees need for 
better satisfaction and balance while working 
remotely.  

• Policy Improvement: Offers data to improve or 
design effective HR policies for remote and 
hybrid work models.  

• Boosting Productivity: Identifies practices that 
enhance employee focus, time management, and 
performance.  

• Support System Development: Reveals the need 
for better managerial and technological support 
for remote workers.  

• Future Research Scope: Opens up new areas for 
future studies, such as long-term impacts of 
remote work or industry-specific analysis.  

• Better Work Culture: Conttributes to building a 
healthier, more flexible, and employee-friendly 
work environment.  
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IV. DATA	ANALYSIS	&	FINDINGS	
 
Demographics:  
Most respondents are young professionals (21–30 years), 
mainly from the IT sector, with hybrid work being the 
most common mode.  
 
Employee Satisfaction:  
74% of respondents are satisfied or highly satisfied with 
remote work, showing a positive link between remote 
work and job satisfaction.  
 
Work-Life Balance:  
Over 70% agree that remote work improves their work-
life balance, though 16% report challenges like blurred 
personal-work boundaries.  
 
Time Management & Flexibility:  
75% of employees feel they manage their schedules 
better remotely, appreciating the flexibility and 
autonomy it provides.  
 
Communication Challenges:  
68% face difficulties in virtual communication, pointing 
to a need for better collaboration tools and practices.  
 
Stress & Burnout:  
47% report increased mental and emotional stress due to 
remote work, mainly from isolation, screen time, and 
lack of work-life separation. 
 

V. CONCLUSION	
Remote work boosts employee satisfaction and work-

life balance for most, thanks to flexibility and autonomy. 
However, challenges like stress, poor communication, 
and blurred boundaries remain. To succeed long-term, 
companies must support remote workers with clear 
policies, wellness programs, and better virtual 
collaboration tools.  
 

VI. RECOMMENDATIONS	
• Clear Remote Work Policies: Set clear rules on 

work hours, communication, and data security.  
• Adopt Hybrid Work Models: Blend remote and 

office work based on roles and preferences.  
• Invest in Tools & Training: Provide digital tools 

and train employees in remote collaboration.  
• Focus on Results, Not Hours: Evaluate 

productivity based on outcomes, not time spent.  

• Support Mental Health: Offer wellness 
programs, encourage boundaries, and avoid 
after-hours work.  

• Address Gender Challenges: Promote flexible 
hours and support caregiving needs.  

• Enhance Team Engagement: Plan virtual team-
building to reduce isolation.  

• Use Employee Feedback: Regularly survey staff 
and adjust strategies to their needs. 

 
VII. 	LIMITATIONS	

• Small sample size – Results may not represent 
everyone.  

• Biased responses – Based on personal opinions, 
not facts. Short-term focus – Long-term effects 
not studied.  

• Limited depth – No detailed personal stories or 
interviews.  

• Changing work trends – Remote work is still 
evolving.  

• Tech issues – Internet and tools vary for each 
person.  

• Cultural differences – Not all workplaces are the 
same.  

• Subjective balance – Work-life balance means 
different things to different people.  
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