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ABSTRACT 

 
Background/Objectives: 

Companies all across the world have been 

compelled to close physical offices and advise 

employees to WFH, maybe for weeks, due to 

COVID-19 pandemic. Employees in the current 

WFH model are mostly exposed to virtual 

interactions, indicating a lack of social 

interaction and other characteristics that were 

formerly prevalent. A conventional worker's 

working style differs significantly from that of 

someone who works from home. Furthermore, 

the organization's internal communication 

would be severely hampered by this abrupt 

change. Organizations are putting a greater 

emphasis on employee engagement these days, 

and they're coming up with a variety of 

activities to assist employees become more 

engaged. 

 

Organizations are attempting to use this new 

normal to their advantage rather than simply 

adapting to it. Employee engagement is critical 

for a company's success. With the new normal 

of working from home, organizations are taking 

a variety of approaches to engage their 

employees. The need for this study is to 

determine the impact that current WFH models 

have had on organizations as a result of the 

COVID-19 outbreak, whether positively or 

negatively, to identify the various changes and 

challenges that organizations are facing as a 

result of this paradigm shift, and to determine 

the various measures and strategies that 

organizations are working to develop to 

overcome the challenges. The scope of this 

study is such that it helps in identifying the 

changes that have occurred with respect to the 

concept of employee engagement due to the 

current WFH model. 

 

Methods/Findings: This study was based on 

the descriptive research design. This study was 

conducted among IT employees of whom 

preferred to work from home located in 

Chennai. Non-Probability sampling technique 

was used to select the sample from the 

population. A self-constructed questionnaire 

was used to collect the primary data. The data 

collected was analysed using Spearman’s rank 

coefficient correlation and Simple Linear 

Regression and the findings proved that the 

current work-from-home model influences 

employee engagement. Further, for every one-

unit change in work-from-home variables, 

employee engagement increases by 2.742 units. 

 

Applications/Improvements: Using the 

current work-from-home model to focus on 

employee engagement is something unique that 

hasn't been done before. It's made people ask 

how to focus on employee engagement using 

virtual platforms, especially given the 

constraints imposed, such as prohibitions on 

employee contacts, etc. However, many people 

are surprised to learn that work-from-home 

employees are more engaged than those who 

work in an office. The objective and purpose is 

to ensure, sustain, maintain, and develop 

employee engagement in order to get better 

results. 

 

KEYWORDS: Organizations, Current Work 

from home models, Employees, COVID-19, 

new normal and Employee engagement 

 
I. INTRODUCTION 

In today’s scenario, the term “employee 

engagement” has attracted increased 

attention. Though there is a lot of interest in 

this topic, there is also a lot of 

misunderstanding. Employee engagement 

has become a top issue for today's corporate 

leaders, who are continuously looking for 

new ways to keep their workforce 

motivated. In today's world, the term 

"engagement" has been used and quantified 

in a variety of ways. Employee engagement 

is a key term that captures the way the 

nature of interaction perceived between a 

business and its employees, both 

subjectively and quantitatively. It refers to 

emotional and intellectual commitment of 

the employees contributed to their 

organisation and its aims. It also seeks to 

measure an employee's level of excitement 

and dedication to their profession, as well 
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as the amount of discretionary effort they 

put forth in their employment. 

 

As per the definition given by various 

authors, its understood that engaged 

employees are referred as those who are 

completely absorbed in their work, causing 

them to take constructive actions to 

improve the organization's reputation and 

interests. Disengaged individuals, on the 

other hand, are unwilling to put in extra 

effort in order to succeed. In other words, 

employees who are disengaged are referred 

to as those who are feel unhappy in their 

work at the same time act out their 

dissatisfaction frequently. In a world where 

a company's values are vital to the 

consumer’s, engaged employees are 

thought to be a part of the reputation. Also 

it is evident through various studies that 

employee engagement has found to have an 

influence on recruitment, retention and 

identifying new customers for the 

organisation. Understanding employee 

engagement levels has become critical to 

business success. 

 

Current Work from Home (WFH) model 

In economic times report, Dr Sridhar Mitta 

highlighted that Covid-19 is having an 

impact on all aspects of employee’s life 

irrespective of organisations, around the 

world. The concept of work from home, or 

WFH, is not a COVID-19 creation. WFH 

has become a global phenomenon as a 

result of the pandemic, but it has existed for 

decades under many guises such as remote 

working or telecommuting. According to 

ILO report, more than 166 million workers 

(Asia & Pacific) in the world represent 

work from home model in the year 2020.  

The world was forced to retreat into 

quarantine as a result of China's rapid 

appearance and dominance of the virus 

pandemic. WFH was no longer a luxury, 

but a serious necessity as cities after cities 

shut down, leaving millions of labourers 

stranded at home. WFH has resulted in a 

great deal of learning on the part of both 

employees and management. 

 

Working from home as a business strategy 

necessitates far more than just internet 

access and productivity. For Work from 

Home (WFH) to be successful, an 

organisation must make every effort to 

provide all of the office's amenities to the 

employee's home. Due to the present 

COVID-19 outbreak; those areas where 

remote working is possible have been 

forced to work from home. WFH has long 

been connected with a negative context; it 

is commonly believed that persons who 

work from home are inefficient. The only 

way to keep track of an employee's work is 

to watch it constantly. People, who spend 

their days at work, tapping away on a 

keyboard, are thought to be more 

productive than those who work from 

home. However, this idea ignores the types 

of distractions that might be found in the 

average office. WFH has resulted in a 

shorter commute and more time spent on 

the job. The amount of time spent on gossip 

and office politics has decreased. 

 

WFH may appear simple on the surface, but 

there is a lot of work and thought that goes 

into it. Because of various variables such as 

fewer interruptions, less stress from 

commuting, and comfort at home, an 

employee working from home could be 

more productive than one working in the 

office if done appropriately. Employees 

who work from home are more energised 

and willing to take on more responsibilities 

than those who grumble about being 

overworked at the office. Companies are 

now not just shifting their work to a remote-

working approach, but also developing 

long-term strategies to include WFH into 

their operations 

 

Based on Dr Sridhar Mitta’s report, we 

understand that the Indian IT industry 

turned to work from home (WFH) mode as 

per the government’s regulations during 

this pandemic period in which almost 90% 

of them represent Work from home model. 

This ensured smooth transition to business 
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continuity without compromising the 

quality or quantity of outcomes. 

 

In fact some of the corporate leaders are 

taking advantage of this transition 

considering the pros and cons of working 

from home. WFH's key challenge is to 

maintain consistent outcomes in terms of 

quality of service and delivery of output 

from their workforce. Work from Home, or 

WFH, as a concept is not a COVID-19 idea, 

contrary to popular belief. WFH has 

become a global phenomenon as a result of 

the pandemic, but it has existed for decades 

under many facets such as remote working 

or telecommuting. 

According to a Knight Frank analysis of 

232 occupiers across the country, 28 

percent have observed an increase in 

productivity in the last eight weeks of 

WFH, while 61 percent have experienced a 

decrease or no change. Whether it's a 

significant shift or minor tweaking for non-

core operations, companies will have to re-

engineer systems like hiring, performance 

reviews, supervision, incentive and rewards 

to match the new mode of work. According 

to the Knight Frank analysis, WFH will 

have an influence on real estate because 

15% of these organisations plan to cut their 

portfolio while 62 percent want to increase 

it. 

       
2. REVIEW OF LITERATURE: 
Much research has been made on the 

definition, role, and functions of employee 

engagement, as well as its workplace 

implications (Macey, 2006; Kahn, 1990; 

Gallup, 2004). Kahn’s study on personal 

involvement and disengagement at work 

looked at the factors that influence 

engagement and disengagement at work 

and found to be having an impact on the 

involvement of employees (Kahn, 1990). A 

study at Jordanina Industry by Ram and 

Gantasala (2011) highlighted the 

significances and consequences of not 

having engaging employees. Similar 

research was carried by Bhatla(2011) in 

which the signifance of engaging 

professionals was explored and the findings 

proved that the engaged employees will not 

only increase the overall success of the 

organisation but also efficiency in their job. 

The obstacles that HR managers confront in 

improving employee engagement for an 

organization's sustainability were also 

discussed. 

 

Employee communication is more vital for 

any organisational success (Shashi, 2011). 

She argues that employees are the key 

contributor for an organisation’s 

competitive position. Bijaya Kumar 

Sundaray (2011) outlined the variables that 

contribute to an employee's job satisfaction. 

In addition, the research concentrated on a 

few elements that will improve 

organisational effectiveness. By combining 

modern and past research findings, 

employee engagement activities could be 

more implemented in the business to attract 

and retain talents. Singh & Shukla(2012) 

highlighted the different areas to improve 

the levels of employee engagement and 

concluded that job satisfaction and job 

contribution really impacts the level of 

employee engagement in a manufacturing 

organisation. 

 

There have been many analyses on 

employee engagement over the last decade, 

yet there are still clarifications required on 

the measurement of this concept. Concerns 

have been discussed in one of the articles, 

and a theory of employee engagement has 

been developed by Kahn's (1990) 

engagement theory and Bakker & 

Demerouti’s (2007) the Job Demands–

Resources (JD-R) model  In fact there are 

various dimensions on engagement have 

been explored in large both in 

psychological and organisational 

perspective Siddhanta  & Roy  (2012), 

Wilson  et.all (2007),  Malik  Faisal  Azeem,  

Rubina  and  Adil  Tahir  Paracha (2013),  

Kumar  A.K.  and Renugadevi R. (2013), 

Swarnalatha C. and Prasanna T.S. (2012), 

Sridevi M.S. and Markos S(2010)   

  



ISSN : 2582-9386   15 
 

270 Degree, Vol 1, Iss 2, Februray 2022 

 

3. RESEARCH METHODOLOGY: 
The researcher applied the Descriptive research 

design for this study, along with non-probability 

sampling method, applying the purposive sampling 

technique. The population studied includes 

employees working in the current work-from- home 

model. A self-constructed scale consisting of 23 

questions of which 4 of them are Demographic 

questions, 3 of them have a five-point Likert scale 

and the remaining 16 questions are categorical 

questions with a sample size of N=41, has been 

adopted. The reliability of the tool was found to be 

0.902. 

 

3.1. OBJECTIVES OF THE STUDY  

Primary Objective: 
To study the Current work from home model and its 

influence on employee engagement during the 

covid-19 pandemic in Chennai city. 

 

Secondary Objectives: 

 To analyze  the relationship 
between the current WFH model 
and employee engagement 

 To identify the type of impact of 
current work-from-home model 
on employee engagement. 

 To measure the extent of influence 
the current work-from-home 
model has on employee 
engagement 

 To explore the employee 
engagement through current work-
from-home model. 

 

3.2. HYPOTHESES OF THE STUDY 
H1: There is a significant relationship between the 

current work-from-model and employee 

engagement.  

H2: There is an influence of the current work-from-

model on employee engagement. 
 

4. RESULTS AND DISCUSSION 

 Around 41.5% fall under the age 
group of 18 – 30 and 92.7% are 
male. 

 29.3% of the respondents strongly 
agree that they are more 
comfortable working in the current 
work from home model compared 
to being in the office 

 43.9% have agreed that they have a 

suitable workspace 

 29.3% of the respondents agree 
and 29.3% of the respondents 
strongly agree for noticing an 
increase in their levels of 
productivity 

 39% have noticed no difference in 
motivation levels when compared 
to being in the office. Whereas 22% 
of the respondents are highly 
motivated. 

 Majority of the respondents 
(36.6%) agree that their efforts are 
being recognized 

 51.2% of the respondents agree 
that there is a change in the level of 
participation and teamwork 

 Majority of the respondents 
(46.3%) agree that they are able to 
maintain regular contact with the 
team and manager 

 29.3% of the respondents are 
finding it difficult to communicate 
with colleagues compared to being 
in the office and another 29.3% of 
the respondents have given neutral 

 41.5% of the respondents have 
given agree for receiving effective 
communication about the changes 
in policies and procedures 

 Most of the respondents (61%) 
agree for being able to maintain a 
two-way communication process 

 Majority of the respondents 
(48.8%) are finding the clarity in 
information communicated to be 
clear 

 Most of the respondents (31.7%) 
agree for being able to practice 
work-life balance 

 31.7% of the respondents agree on 
facing unwanted tension in their 
personal lives 

 Majority of the respondents 
(36.6%) strongly agree that they 
are able to spend quality time with 
their families 
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 Majority of the respondents 
(46.3%) have agreed that they are 
provided with the right training on 
the changes introduced through 
the work-from-home setup 

 Most of the respondents (56.1%) 
agree that they have all the 
equipment needed to fulfill their 
roles to the usual standard 

 Majority of the respondents 
(34.1%) agree that they are able to 
take regular breaks 

 Majority of the respondents 
(36.6%) have given neutral for 
noticing any changes in the culture 
of the organization, whereas 26.8% 
of the respondents agree that the 
culture of the organization is 
affected 

 Majority of the respondents 
(34.1%) strongly agree that the 
enjoy working from home. 

 

Findings from Statistical Analysis: 

Spearman’s rank coefficient correlation: 
The probability value of correlation is 0.000 which 

is less than 0.01 level of significance, thereby 

stating that  there is a relationship between the 

Current work-from-home model and Employee 

Engagement. Further, the correlation value is 0.791, 

which indicates that there is a positive and high 

correlation between the two variables. 

 

Simple Linear Regression 
The t statistics probability value for work-from-

home variable is 0.000 which is less than 0.01 level 

of significance so; we can conclude that the current 

work-from-home model influences employee 

engagement. Further, for every one-unit change in 

work-from-home variables, employee engagement 

increases by 2.742 units. 

 

DISCUSSIONS AND SCOPE FOR 

FURTHER RESEARCH 

 

Employee engagement has gotten a lot of 

attention and momentum in recent years, 

and it will continue to do so in the future 

years as more organisations and employees 

realise and understand its value. Employee 

engagement can help improve the 

organization's results as well as individual 

employee performance. As a result, it is 

given the utmost importance and has been 

deemed a top priority in the majority of 

enterprises today. Employee engagement is 

determined and influenced by a variety of 

things. Employee Engagement may be 

improved by identifying and addressing 

these factors. Although organisations have 

already resumed their normal operating, i.e. 

reporting to office premises for work, all 

organisations utilized this current work 

from home model during the pandemic 

work to restore their organisations' 

functioning as the show must go on. This 

was true for all businesses, regardless of 

their size, scale, status, location, brand, or 

industry. Some organisations are finding  

work-from-home to be more beneficial than 

having employees come in for work, 

whether it is from the perspective of the 

company, such as cost savings, or from the 

perspective of the employee, such as higher 

productivity. 

 

This study focussed on few factors that help 

in determinining the impact of the existing 

work-from-home approach on employee 

engagement and the intensity of that 

impact. So, the researchers can identify and 

study the other variables related to 

employee engagement for further studies to 

determine the effectiveness of Work from 

home model for future. As, Employee 

engagement is essential, and it has become 

even more important during the COVID – 

19 pandemic, so businesses should make 

sure to keep their employees engaged. This 

method of work is being adopted by a 

variety of businesses and is even being 

referred to as the new normal. In order to 

keep up with the fast-paced world and keep 

moving forward, the impact of the existing 

work-from-home model on employee 

engagement must be identified and 

evaluated. Due to the pandemic, the switch 

to a work-from-home model has left its 

mark and resulted in major changes in 

employee engagement. 
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5.1 SUGGESTIONS 

 Using the present work-from-home 
approach, organizations can focus 
on increasing employee 
motivation. 

 Business organizations can provide 
their employees with a comfortable 
working environment at home. 

 Employees can be offered other 
communication options that are 
readily available and accessible in 
order to make it more convenient 
for them. 

 Organizations can use virtual 
platforms to perform employee 
engagement activities in order to 
improve employee engagement 
levels. 

 Organizations can continue to use 
the work-from-home format for 
employees after the pandemic 
(COVID -19) because it has been 
proven to be effective. 

 

5.2 CONCLUSION: 

 

Using the current work-from-home model 

to focus on employee engagement is 

something unique that hasn't been done 

before. It's made people ask how to focus 

on employee engagement using virtual 

platforms, especially given the constraints 

imposed, such as prohibitions on employee 

contacts, etc. However, many people are 

surprised to learn that work-from-home 

employees are more engaged than those 

who work in an office. The objective and 

purpose is to ensure, sustain, maintain, and 

develop employee engagement in order to 

get better results. 
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