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Abstract:

The COVID-19 pandemic brought a new element to the culture in the workplace that caused
the use of the work-from-home (WFH) model to become common. This paper explores how
the WFH culture influences the performance of the employees as well as the overall
performance of the company as a whole. The study measures the level of productivity,
communication behaviour, motivation and job satisfaction of employees using primary and
secondary data. In the results, it is indicated that WFH enhances work-life balance and
flexibility but has difficulties with ensuring the coordination of teams, innovation, and
monitoring of performance. This paper ends by concluding that a balance between

organizational goals and productivity can be struck between hybrid forms of work.
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Introduction:

The concept of the so-called Work-from-Home (WFH) has been a massive portion of the
working culture at the past few years. It gives the employees an opportunity to represent their
offices in their homes or any other place besides the traditional office. Previously, it was not
mandatory, and a number of firms have provided it, yet, due to the pandemic, the COVID-19
induces, it became almost mandatory across all organizations. This is a fluctuating scenario
that has transformed the manner in which individuals work, communicate besides execute

official duties.
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Having its employee work at home has both benefits and costs to the company and employee.
On the good side, it gives the employees the flexibility of working in schedules, it also saves
time to the workers in commutating and also gives the employees an opportunity to enjoy a
better work-life balance. Most of the employees have reported that they are less stressed and

comfortable at their houses with more time to control and spend time with their families.

In other ways, however, remote working can indeed lead to decreased interaction and
collaboration among employees as well, many of which comes out rather negatively. A close
coordination or an appropriate decision making can hardly be achieved in the case of
individual working. There can also be issues concerning performance tracking or motivation
of the and the team by the managers. Moreover, prolonged working experience at home can
result in isolation, a lack of motivation or even burnout as a result of not being efficient in

delineating the boundaries between the personal and professional lives.

Organizationally, WFH has enabled the organizations to reduce renting, power bills as well as
other cost of operations. Even during such unpredictable circumstances, as the pandemic, it
has already demonstrated that working can take place without termination. It is however also
characterized by the challenges that exist between organizations to ensure that the rates of
productivity are sustained, data security and even retention of personnel within working

environments which are remote.

The WFH culture in the age of modern digital environment is supported by the new
technologies of video conferences and cloud computing and online collaboration services,
like Zoom, Google Meet, and Microsoft Teams. Through these ways, the employees are able
to complete their job in other places. But the success of WFH will largely be determined by
the nature of the management used within the company, nature of work and how the
employees adjusted and worked within the distant location.

Raegeived: 03:03-2026 |_Accgptéd§08294_-§9j§§ﬁuishéd+-],6-04-2026 [ ijemt-cem 833



INTERNATIONAL JOURNAL OF ECONOMIC SOCIAL SCIENCE AND MANAGEMENT LAW
Peer Reviewed, Referred & Indexed Journal

E-ISSN: 3070-0558

VOL.7,NO.1(1) (2026)

Hence, it has become extremely essential to examine how work-from-home culture impacts
the performance of employees and the efficiency of organizations. The purpose of the
research is to learn about the effect that WFH can have on the productivity of employees,
their motivation, and satisfaction and also on the performance of an organization, in general.
It also aims at determining the advantages and difficulties associated with remote work and

the potential ways to improve it to ensure its effectiveness and sustainability in future.
Literature Review:

According to the question P. Mehta (2021) (1) reports, the relationship between the
engagement in work-from-home (WFH) and the perceived employee happiness during the
lockdown of the COVID-19 in India. According to the research, three important variables
affect WFH engagement that are autonomy, convenience, and psychosocial safety. The results
of the research studies as the results of the application of the partial least squares structure
equation modeling testify to the fact that 23.9 percent of perceived happiness is captured by
WFH engagement. In addition, one can speak about such reasons that justify the WFH

engagement as autonomy (25.2%), convenience and psychosocial safety (25.2%).

2. V. The determinants of the virtual employee engagement of 208 Indian professionals who
work remotely amid the pandemic are confirmed in the syllable by Chaudhary (2022) (2).
The researchers rely on multiple regression and Utrecht Work Engagement Scale UWES-14
to establish the influence of 10 variables that impact worker engagement. The findings
indicate that employee engagement is positively stimulated by the availability of sufficient
virtual instruments, the communication frequency with the organizational leaders, mental
healthcare, and virtual training programs. Furthermore, other demographics are also

identified in the research that female workers are more occupied than their male counterparts.
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Chatterjee (2022) (3) utilized a particular structure in the framework of the conducted
research on the impact of remote work flexibility on organization performance in the Indian
context. The research indicated that workplaces with appropriate policies and good leadership
have higher productivity and efficiency because of the relaxed working policy adopted by the
company. The researchers stressed the fact that the flexibility of working remotely improves
the work-life balance, tension, and increase the satisfaction of the personnel, which, in turn,
have a positive impact on the overall organizational performance. Another finding of
Chatterjee stated that efficiency of work at a distance is defined by the assistance of the
managers, availability of digital tools, and the ability of the employees to adjust to conditions
of work in remote working situations. The researchers have made a conclusion that remote
work can be deployed as a strategic tool in order to enhance the organizational results in case
that such factors are addressed.

Work-from-Home (WFH) culture in the light of the pandemic has altered the working
condition of the employees in India significantly. Jaiswal (2022) (4) also concentrated on the
personal effect of WFH on the performance of the workers, the interaction between stress,
isolation, and creativity. The study discovered that employees experienced current and future
level stress due to the developments in their functions and tasks. Though professional and
social isolation due to the absence of face-to-face communications was noted, one could
speak of self-initiated creativity of the employees who were to adapt to the new working
conditions. The findings are significance to illustrate the duality of the effect of remote work
on the well-being of the employee but demonstrates that, although the WFH can encourage
the worker to be creative to perform the job, the factor also brings mental health and

socialization issues.

Mehta (2022) (5) also carried out a study based on the productivity of outdoor workers, work-
life balance, and their overall welfare in the Indian setup, using remote work as a factor.
Those positive effects of WFH identified in the paper are increased time flexibility,
alleviation of commuting and increased opportunities to communicate with the family.
However, the suggested problems associated with the study were also outlined, such as loss
of work-life boundaries, working longer hours, and lack of effective communication that
inhibits cooperation. The findings of the research suggested by Mehta enable concluding that
although the programs connected with WFH may have a positive effect on employee
satisfaction and productivity, their implementation should be thoroughly controlled and

supported on the organizational level to avoid negative results.

Raeeived: 03:03-2026 |_Accgptéd:-—082(34_-§ej§§ﬁ-bﬁshéd+-16-04-2026 [ ijemt-cem 835



INTERNATIONAL JOURNAL OF ECONOMIC SOCIAL SCIENCE AND MANAGEMENT LAW
Peer Reviewed, Referred & Indexed Journal

E-ISSN: 3070-0558

VOL.7,NO.1(1) (2026)

Grover (2022) (6) also touched upon the impact of remote work on the post-pandemic
working-life balance, productivity, and well-being of workers. The researchers emphasized
that the WFH affected the time management of the employees positively, and the stress of
commuting was reduced. In the meantime, such problems as the increased work burden, the
lack of clarity between the work and personal life, and communication difficulties were also
mentioned among the key problems. Grover has underlined the functions of organizational
interventions, like the right policies, the right digital communication tools and the
performance monitoring systems to ensure that the workers are supposed to be able to be

productive and happy in their work place.

Anakpo, Ngwayibana, and Mishi (2023) (7) in their systematic review were aiming at
establishing how work-from-home arrangements among employees in different sectors affect
their performance and productivity. It was revealed in the review that WFH has a
multifaceted effect and it relies on the multiple factors, i.e., the kind of work, home
environment, organizational support, and the availability of technology to the employee.
Despite the positive outcomes such as productivity improvement, increase in work-life
balance, and employee motivation, other studies indicate such problems in the form of the
social isolation, breakdown in communication, and diminished collaboration. As it has been
noted in the review, firms ought to put systems of policies, provide decent digital space and
monitor the well-being of their employees so as to ensure that working at home enhances

both the output of individuals and the companies.

Nearly every IT worker in Hyderabad, India was also exposed to occupational stress because
of remote working (Prasad, 2023) (8). The study has brought out the perspective that though
home-based work arrangements combine flexibility with relieving pressure of travel; it
increases work pressures and work-life conflict. The employees asserted that the mental
exhaustion, anxiety and role overload were high due to blur Rance of the boundary between
personal and professional roles. The research has also revealed that the lack of organizational
support, lack of organization in communications and work hours contributed to the
intensified stress level of the IT professionals. The study however said that remote work also
gave autonomy, presence of self-paced work on tasks and in cases where appropriate support
structures have been in place, it gave better output as well. Overall, the article by Prasad
confirms the importance of WFH to the health and performance of workers, but it possesses

two outcomes manifested in positive and negative outcomes of remote work, which can be
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minimized through organizational interventions in the form of coherent and efficient working

policy, regular feedback loop, and advice on mental health.

Objectives of the Study:

1. To study the impact of work-from-home culture on employee performance.
2. To analyze how work-from-home culture affects organizational efficiency.

3. To identify the key benefits and challenges of the work-from-home system for both

employees and employers.

Hypothesis:

Ho (Null Hypothesis): There is no significant effect of work-from-home culture on employee
performance and organizational efficiency.
H: (Alternative Hypothesis): There is a significant effect of work-from-home culture on

employee performance and organizational efficiency.
Research Methodology:

The research paper is descriptive and analytical in nature of research to investigate how
work-from-home (WFH) culture affects the performance of the employees and its overall
effects on the efficiency of the organization. The application of primary and secondary data
was focused on achieving an accuracy and reliability of the result. The descriptive design was
applied due to the necessity to learn and explain the character, perceptions, and experiences
of the employees at their work at home. The analysis methodology facilitated testing and
analyzing relationships between the most significant variables i.e. the employee performance

and efficiency of the organization.

The study was conducted among any other industry employee including information
technology (IT), education, and services employees who had the prior experience of working
remotely. The sample was selected by the simple random sampling method which selected
120 respondents. In this sampling technique, all subjects were equally given a chance to

feature in the research minimizing bias and maximizing validity of findings.

Primary data were gathered using structured online questionnaire based on the Google Forms.
The questionnaire was a close-ended questionnaire where the measurement was using five-

point Likert scale with an initial score of 1 (Very Low) to 5 (Very High). It included a number
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of questions related to productivity, motivation, teamwork, communication and work-life
balance, under the WFH set-up. The reason is that secondary data were collected by using
various journals, books, research papers, and online newspapers that were related to the

employee behavior and organizational performance as well as the work-from-home practices.

In order to analyse, statistical analyses such as the Mean, Median, Standard Deviation, and t-
test were employed in the analysis of the data. As indicated in Table 1, the descriptive
statistics summarised and described the reaction of the workers on various aspects of WFH
like productivity, motivation, communication and efficiency. The hypothesis testing outcome,
including the use of t-test is in Table 2 and was conducted to prove the hypotheses that there
is no significant influence between the work-from-home culture and the performance of
employees and organizational efficiency. The level of significance (0.05) was considered to
be 0.05. According to the rule of decision, the null hypothesis (Ho) is rejected and the

alternative hypothesis (H.) is accepted when the p-value is lower than 0.05.

In general, such methodology will ensure that used data is reliable and conclusions are
statistically valid. The descriptive and analytical approach was useful in order to interpret the
perceptions of the employees and the measurable impact of the WFH culture on the
performance and efficiency.

Table 1: Descriptive Statistics:

Variable N Mean | Median | Standard Average Interpretation
Deviation (SD) | Score

Work-Life Balance | 120 | 4.25 | 4.30 0.74 85% Very High — Good balance
between work and personal life

Productivity Level | 120 ] 3.95 | 4.00 0.81 79% High — Employees are
performing well remotely

Team Collaboration | 120 | 3.15 3.10 0.89 63% Moderate — Some lack of team
coordination

Communication 120 | 3.40 | 3.50 0.85 68% Average — Communication
Efficiency tools moderately effective
Motivation Level 120 | 3.80 | 3.85 0.83 76% Good — Employees remain
motivated overall
Organizational 1201 3.85 | 3.90 0.79 77% High — Organization
Efficiency performing well overall
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(Rating Scale: 1 = Very Low, 2 = Low, 3 = Moderate, 4 = High, 5 = Very High)

DESCRIPTIVE STATISTICS

TR—— e T e T T

\

Standard Deviation (SD) ™ Average Score (out of 5) ™ Interpret atior

Analysis of Descriptive Statistics:
The results from Table 1 show that the average mean values of most variables range between

3.4 and 4.25, indicating generally positive feedback from employees about the work-from-

home culture.

e The greatest mean score was obtained on the Work-Life Balance (4.25), indicating
that the employees have flexibility and less time when traveling.

e Individual (3.95) and Organizational Efficiency (3.85) were also rated high showing
that the majority of employees are able to work in remote locations well.

e Yet, the Team Collaboration (3.15) was the least rated in terms of mean, and it can be
concluded that the area of co-working and communication is still a problem that
requires enhancement in the work-from-home environments.

e The values of the standard deviation (between 0.74 and 0.89) indicate that there was a
moderate distribution of responses, i.e. the majority of the employees had similar

opinions.

In general, the descriptive analysis demonstrates that the work-from-home culture has
affected the employee performance positively, and the limitation to communication and
collaboration in the remote teams is still present.
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Table 2: Hypothesis Testing

Hypothesis Test Variable | t-Value | p-Value Level Result Interpretation
(0)
Hi: There is a Employee 2.87 0.005 0.05 Significant | Since p < 0.05, the null
significant effect of | Performance hypothesis is rejected.
work-from-home Work-from-home culture
culture on has a significant positive
employee effect on employee
performance. performance.
Ha: There is a Organizational | 2.54 0.012 0.05 Significant | Since p < 0.05, the null
significant effect of | Efficiency hypothesis is rejected.
work-from-home Work-from-home culture
culture on significantly influences
organizational overall organizational
efficiency. efficiency.
HYPOTHESIS TESTING
= ey — a=r — e

Analysis of Hypothesis Testing

The findings expose the two hypotheses present p-values that are less than 0.05, which

implies that both variables have relationships that are significant. This implies that the culture

of working at home does not have no significant effect on employee performance and

organizational efficiency. Employees will work better because they have more flexibility and
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comfort and organizations save on costs and more production. Nevertheless, coordination and

communication are still a challenge.

Conclusions:

The paper concludes by establishing that the culture of work-from-home (WFH) has
introduced significant transformations to how organizations and the role of its employees are
functioning. The findings indicate that WFH has had a positive effect on employee
performance which has contributed to work-life balance, job satisfaction, and flexibility.
According to most of the employees, they were able to organize their time better, be more

focused and to work more comfortably in their home environment.

Meanwhile, the efficiency within the organization has also increased as a result of increased
cost savings, improved time management and increased productivity. Nonetheless, some of
the challenges that include lack of collaboration in the team, lack of communication, and lack
of ability to monitor performance are still present. These are the problems that may impact on

the teamwork and innovation when not addressed.

On the whole, the results indicate that the work-from-home model is most effective in the
combination with frequent interaction, digital technologies usage and performance-checking
solutions. The safest solution it appears to have is a hybrid work system in which the
employee splits the time between office and home to ensure that they are satisfied and the

organization performs.

Future Scope of the study:
The remote-control culture(work-from-home) is still developing along with the digitalization
of communication and remote-control devices. The following areas can be the focus of future

studies:

e The impacts of the continuous remote working on the employees in the long term
(both psychological and social).
e The comparison of the hybrid model of work and the conventional office

arrangements on the facets of innovation, collaborations, and leadership growth.
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e The importance of artificial intelligence (Al) and help tools of enhancing
communication, task management, and employee engagement in virtual

environments.

The organizations will be able to construct superior strategies to prefer flexibility,

productivity, and employee well-being in the future with such studies.
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