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ABSTRACT 

 
The worldwide COVID-19 pandemic has redefined the way we work, accelerating the transition from conventional 

office-based work to remote and hybrid work. This research aims to compare employees’ perceptions and behaviours towards 

post-pandemic remote work vs office work. Based on a quantitative research design, data were collected using structured 

questionnaires with 100 respondents from different sectors. The research seeks to explore the key drivers of employee 

productivity, collaboration, job satisfaction, and work-life balance, and the relevance of technology and organizational support 

in this context. Regression analysis was used to unpack associations, and the incremental views offered evidence of nuanced 

variation in employee engagement and well-being by work modality. The results are designed to help organisations develop 

flexible workplace policies that will ensure and improve productivity, job satisfaction and general health in the changing post-

pandemic workplace. 
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I. INTRODUCTION 
 

The COVID-19 pandemic has ushered in one of the greatest shifts to the world of work in modern history. 

Companies long dependent on the traditional model of office-based work had no choice but to pivot almost overnight to a 

remote-based workforce. This move, even though it was reactive at first, has significantly affected work patterns, employee 

health and organizational productivity. Remote working has been linked to a variety of positive outcomes, such as 

flexibility, freedom, greater job satisfaction, and work-life balance as well (Charalampous et al., 2018). Workers have said 

they have more control over their time, can reduce commuter stress and can better balance home and work obligations. 

But even working at home is not without its difficulties. Long-term remote engagement may contribute to social 

isolation, diminish access to informal mentorship, and impede career progress (Shifrin & Michel, 2021). In addition, the 

lack of physical control by a superior may generate misunderstandings about performance expectations, and the home 

office may lead to ergonomic risks and greater mental effort. Emotional exhaustion and “digital fatigue” are also emerging 

as serious issues, especially in high-stress sectors or functions involving constant virtual engagement. Leadership and 

organizational culture, as well as adaptive management approaches, are of high importance to counteract these challenges 

and to facilitate HW and engagement for employees (Nayani & Nielsen, 2017). 

The pandemic has also accelerated structural changes to the physical layout of the office. The conventional office, 

which has been a linchpin in organizational strategy and culture for a long time, has transitioned towards more agile, 

activity-based setups based on co-working spaces and satellite offices designed to facilitate hybrid ways of working 

(Søiland & Hansen, 2019; Antoniades & Halvitigala, 2018). Inspiring spaces that promote teamwork, sharing of ideas, and 

innovation, enabling employees to select work settings to best accommodate their work and individual task requirements. 
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At this point companies are being called on to mesh work from home policies with office design in a way that optimizes 

productivity, sources more satisfied employees, and unlocks innovation. 

It is vital to know how employees such as these are feeling in this post-pandemic world. The transformation from 

a 100% office to a remote/hybrid workforce and its impact on engagement, collaboration and performance within 

organizations. This new way of working is influenced by preferences and adaptability of employees as well as the 

technological infrastructure the organization makes available to them and, which combined, contribute to the success of 

new work models. The current research aims to shed insights into how employee experiences in remote and office work 

diverge, and how these experiences affect productivity, collaboration, job satisfaction, and work-life balance. It also aims 

to understand how organizational resources, mediated by management support, technology, and culture, co-construct 

employees’ attitudes, feelings and health. 

Contributions from this research should inform policy at the corporate level and provide intermediate guidance for 

leaders and human resource professionals who will manage the post-pandemic workforce. The report acknowledges that 

flexible work is not a temporary, stopgap measure but a permanent feature of the new work-world. The authors aim to 

extend understanding of sustainable and resilient workplace practices post-covid by exploring employees’ lived 

experiences and organization adaptations. 

 

II. LITERATURE REVIEW 
 

The topic of remote work, hybrid work, and flexible office scenarios has been extensively treated in recent 

literature (e.g., due to COVID-19). Chafi, Hultberg and Yams (2021) examined the health and relational health status 

surrounding employees in remote and hybrid working conditions. They emphasized the practicality of the freedom and 

work-life balance while also pointing to the lack of interaction outside the professional world and possible difficulties in 

holding the team together. The research indicated that hybrid forms of work provide a compromise that maximises 

employee satisfaction, while maintaining the necessary control but it requires flexible leadership and upskilling for 

employees and managers. 

Barath, Kellet & Alshatti (2022) explored after the pandemic workplace norms with issues such as offices and 

how they have changed. Even though old-school offices are not going away, they are evolving to accommodate mobility, 

nontraditional work schedules and more collaboration. The study anticipated a move from fixed-desk formats to 

collaborative hubs, activity-based zones and co-working spaces built to enable hybrid working. These physical changes are 

designed to strike the right balance between flexibility and preserving organizational identity and culture. 

Radu, Deaconu and Ancikis (2023) looked into the affective and performance-related effects. Their research, 

which surveyed more than 800 employees of an insurance firm, found that jobs which allowed more autonomy and remote 

communication were associated with positive views of remote work. Importantly, the study identified that the psychosocial 

safety climate is likely to enhance the relationship between attitude towards remote work (i.e., telework) and performance. 

This highlights the need for an environment in organizations that encourages the employees to be free to give an idea, to 

take an action that challenges, regardless where they are working from. 

Kolluru, Krishnan, and Kumar (2021) examined the ways how leading IT firms adapted to the post-pandemic 

work changes. Their study focused on a tech-enhanced theme, with agile companies shifting to a work-from-home or 

hybrid model to maintain employee safety and client servicing continuity. Some benefits were a decreased time of 

travelling, less of a carbon footprint and a better work life balance. Yet the research revealed the pressures on team unity 

and employee morale and with it raised questions about the strategic interventions the company needs to take to sustain 

high levels of organizational effectiveness. 

Mangla (2021) stressed the value of cultural intelligence (CQ) in improving the performance of virtual teams. 

Behavioral CQ builds trust, helps to close the gap in communication, and enhances overall team effectiveness, particularly 

in multicultural environments. The researchers suggested that as remote work is growing, organizations should invest in 

training and development programs to develop CQ to thrive in virtual teamwork. 

Gupta (2023) studied the transformation in workplace well-being, considering the physical, emotional, mental 

hindrances that the employees encountered before and after the advent of pandemic. The findings are indicative of 'left 

over' implications for health promotion that disregards the importance of support from social ties, inclusion and fair 

treatment. Leaders should adopt policies and practices that enhance well-being, decrease stress, and enhance engagement 

to maintain organizational functioning. 

Wilson (2023) considered the management control dilemma of trust and oversight in remote work. Using a 

sample of hybrid workers, the research found work–home interference to be a key determinant of performance and well-

being. Staff had been most satisfied when they had been given control and a clear role – indicating that a structured but 

permissive approach to work should be documented .Indian corporates’ satisfaction with WFH arrangements that are 

presented among the middle of satisfied rating. While flexibility and saving money were clear benefits, workers believed 

in-office collaboration, mentorship, and productivity to be of a higher calibre. 
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Taken together, these studies indicate that remote and hybrid work approaches have significant positive impacts 

on work–life balance, flexibility, and employee empowerment, while posing challenges for team rapport, communication, 

and mental health. Organisation support, technological infrastructure, and adaptive leadership are important factors 

influencing success in such work environment as highlighted in the literature. A critical gap still exists of course in 

comparative studies that bring together workers’ perceptions in remote and office modalities of work, especially post-

pandemic. These dynamics are important to discern in order to create work policies that promote both employee fulfilment 

and performance, as well as overall organisational resilience. 

 

III. NEED FOR THE STUDY 
 

The COVID-19 pandemic set off one of the most seismic shifts in the world of work in a long line of seismic 

shifts. Businesses across the globe had little choice but to make rapid transitions from the office-based work to distributed 

and hybrid working models. Remote work was around before the pandemic, but it was largely confined to certain roles or 

industries. The pandemic hastened the transition, forcing companies to make changes to their business, communication and 

management almost overnight. This sudden shift illuminated implications, both favorable and daunting, of flexible work 

and posed the question for organizations to consider how well they examine their employees’ experiences and perceptions. 

Organizations are wrestling with a complicated calculus after a year of working from home. They have to weigh the 

advantages of freedom and independence against the vital nature of communication, participation, and organizational 

unity. ”Employees’ expectations have changed, many now appreciate flexibility, less commuting time, and better work-life 

balance, but also the importance of human interaction for socializing, mentoring and knowledge transfer,” the report said. 

Hence, organizations need strategies that consider different preferences, requirements, and productivity of workers. 

The significance of this study is derived from the significant need to study the relationship between remote and 

office working arrangements and employee well-being. Now, it’s not as simple as the average worker simply going 

through a daily grind in the office with engaged and satisfied employees – their productivity is “the sum of various factors 

from the technology they use, to the support they receive from their managers, to the culture they work in, to their own 

adaptability,” Deloitte writes. The research seeks to contribute insights that offer organizations guidance in creating 

policies and practices that can improve employee well-being, maximize productivity, and fuel healthier business 

performance through an examination of employee attitudes toward work modalities. 

Also, the post-Covid office is marked by unpredictability and volatility. Companies are grappling with questions 

around hybrid work policies, office space usage and technology investments. Yet making such decisions in the absence of 

insight into employees’ experiences, and preferences can mean that the solutions are not aligned with what the workforce 

needs to succeed in their jobs – which may in turn result in lower levels of engagement, productivity, and retention. This 

study fills this important gap by exploring both advantages and drawbacks of a post-pandemic work setting, helping 

organizations to take, on a well-informed base, strategic decisions in a dynamic environment. 

 

IV. RESEARCH GAP 
 

Although we already have a rich body of literature in the topics of telework, central work and employees´well-

being, there is still a gap regarding studies of comparisons, after the pandemic, of what employees´ think about each work 

modality. Several research works have been done restricted to the benefits or drawbacks associated with remote working 

including but not limited to flexibility, autonomy, work-life balance, and performance. Likewise, studies conducted in 

traditional offices looked into concepts such as organizational culture, collaboration, and engagement. Yet, very little 

research has looked holistically and comparatively at the work-from-office and WFH realities in the same organization and 

same post-pandemic context. 

Furthermore, hybrid work models where off- and on-premises work are combined introduce specific challenges 

that are inadequately covered by the literature. These factors range from aspects of team dynamics like cohesion or equal 

access to opportunities, to the psychological safety of people in teams, and evaluation and measurement of performance. 

Little is known about the way employees react to these hybrid arrangements, the drivers of their satisfaction and work 

engagement and even less about what organizations can do to maximize the benefits and minimize the disadvantages. 

Technology and organizational support for work also emerged as key themes from the pandemic. Although the 

relevance of digital tools in knowledge work has been acknowledged in prior research, there is a lack of empirical evidence 

on how digital tools are connected with employee perceptions, productivity and well-being in the hybrid work context 

following the pandemic. In addition, there are cultural and demographic differences among employees, and it would be 

interesting to further explore how preferences and experiences differ by these factors. 

We attempt to fill these gaps by offering a rich and comparative account of employee attitudes and behaviors in a 

post-pandemic remote work location compared to an office-based location. The report sets out to understand how key 

elements affect engagement, productivity, and well-being, providing practical insights to organizations looking to succeed 

in a changing world of work. 
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V. RESEARCH QUESTION 
 

To explore this overarching question, the study also examines the following sub-questions: 

1. How do employees perceive productivity and collaboration in office-based versus remote work environments? 

2. What is the impact of work modality on job satisfaction and work-life balance? 

3. How do organizational support mechanisms, including technology tools and managerial guidance, shape 

employee experiences? 

4. What are the differences in employee perceptions across demographic variables such as age, gender, and role 

within the organization? 

5. How can organizations leverage these insights to develop effective hybrid work policies that optimize well-being 

and performance? 

By addressing these questions, the study aims to provide a comprehensive understanding of the factors shaping 

post-pandemic workplace experiences. 

 

VI. OBJECTIVES OF THE STUDY 
 

The primary objective of this research is to examine and analyze the various factors influencing employee 

perceptions and experiences of work-from-office and remote work in the post-pandemic context. The study’s objectives are 

as follows: 

1. To investigate employee perceptions of productivity, collaboration, and engagement in office-based and remote 

work settings. 

2. To evaluate the impact of work modalities on job satisfaction, well-being, and work-life balance. 

3. To analyze the role of organizational support, including technology infrastructure, managerial guidance, and 

workplace policies, in shaping employee experiences. 

4. To explore demographic and cultural factors that influence employee perceptions and preferences in post-

pandemic work arrangements. 

5. To provide actionable insights for organizations to develop effective, flexible, and employee-centric workplace 

policies that enhance performance, satisfaction, and well-being. 

These objectives collectively aim to bridge the existing research gap, offering both theoretical and practical 

contributions to the study of hybrid work management and employee well-being. 

 

VII. RESEARCH METHODOLOGY 
 

This study provides a quantitative analysis to explore the relative experiences of employees when working in the 

office after the pandemic and when working remotely. 5Research design The research is based on primary data gathered 

through structured questionnaires and statistically analysed to test for associations among the variables. 

Research Design 

We employed a cross-sectional survey design to record the views of employees in relation to an experience in the 

post-pandemic workplace at one point in time. The research sample comes from various industries and organizational 

environments, thus the findings are generalizable. 

Population and Sample 

This study focuses on a population of workers who have had the experience of working both at the office and at-

home during the post-pandemic time. With purposive sampling, 100 respondents from fields of IT, finance, education, and 

service were the subject of this study. This sample size is considered adequate for regression analysis and descriptive 

statistical analysis and provides valuable insight into employee perceptions. 

Data Collection 

Data was collected through a structured questionnaire administered through Google Forms survey and total of 100 

responses were received from different sectors namely IT, finance, education, service. The questionnaire had been 

developed to measure employees’ perceptions of productivity, collaboration, job satisfaction, work-life balance, and 

organizational support of both office-based and remote working. The participants reported their experiences and 

perceptions by using a Likert scale, and their demographic information such as age, gender, role, and length of work 

experience were also obtained. This methodology allowed the study to account for differences in perception among varied 

employee profiles and to make use of both the multiple independent variables (ripples in work and organizational support) 

that may affect to the dependent variables (performance, satisfaction, and well-being) through the analysis of regression 

and some descriptive statistics. 

Data Analysis 

Responses were analysed using descriptive statistics and inferential statistical methods applied to the gathered 

answers. Summary statistics were used to describe respondent demographics and illustrate patterns in the perception of 
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productivity, collaboration, job satisfaction, work-life balance, and support at work. A regression analysis was 

subsequently used to determine the connections between work modality, organizational support and technology usage as 

independent variables, and productivity, engagement, and general well-being of staff as determining factors. Through this 

analytic approach, significant predictors were identified for work experiences of employees in the post-pandemic work 

structure and aspects influencing perceptions in office-based, remote, and hybrid structure were also shared. The use of 

descriptive and regression methods made it possible to develop richness in information to understand the phenomenon 

more clearly, and to draw significant relationships between employee engagement, satisfaction and performance in this 

paper in the modern workplace. 

 

 
Figure 1: Distribution of Employee Perceptions on Team Collaboration and Interaction in Post-Pandemic Work 

Settings 

 

 
Figure 2: Employee Satisfaction Levels in Post-Pandemic Work Environments 
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Figure 3: Work-Life Balance of Respondents based on a survey. 

 

 

Findings & Analysis 

The report, “Navigating the Post-Pandemic Workplace,” offers important perspective on what’s driving employee 

engagement, satisfaction, and business performance in the changing work environment. Findings Analysis of the data on a 

work-life balance bar graph, the data on employee satisfaction depicted on a bar graph, and the data on work modality 

preference represented on a pie chart reveals several major findings. There is strong positive correlation between work-life 

balance and employee satisfaction as per the data shown. About 65% of respondents also reported a “Good” or “Excellent” 

quality of work/life balance, which corresponds with high satisfaction levels, with 80% of employees claiming that they 

are “Satisfied,” “Neutral,” or “Very Satisfied.” On the other hand, in comparison to the few "Dissatisfied" (15%) and 

"Very Dissatisfied" (5%) individuals, only a small percentage of workers rated their work-life balance as "Poor" (10%). 

This clearly indicates that contributing to a healthy work-life balance is an essential ingredient when it comes to creating a 

happy workplace. 

Results for work modality preference confirm that the next normal for employees has changed and the workplace 

experience matters. The hybrid approach Most popular is the hybrid, which scored 45% with respondents. Working 

remotely is the second most favored model (25%), while the in-office option is the least attractive (30%). These statistics 

reinforce the importance for employers to encourage employees using flexibility to adapt to that kind of workplace, 

delivering on both employee happiness and performance. It also reinforces the study’s claim that a supportive work 

environment — remote, hybrid, or in-office — is a key contributor to an employee’s wellbeing and productivity. 

 

VIII. RECOMMENDATIONS 
 

1. Boost organizational support: Companies need to develop support for remote workers. This also means ensuring 

employees have the right technology, training and development options, mentors and communication so they feel 

guided and empowered. 

2. Maximize Remote Work Conditions: Companies should enable comfortable working environments for remote 

workers. Best practices are to provide ergonomic resources, encourage work-life balance, uphold a positive digital 

culture, and to guarantee that they can have access to the tools, platforms and systems needed to work effectively 

remotely. 

3. Improve Team Collaboration: Virtual and hybrid team collaboration should be encouraged to keep the teams 

engaged and connected. This could be done through regular meetings, a shared workspace, team outings, and 

encouraging open door policies for personal and professional bonding. 



 
 
 

49 Attribution-NonCommercial-NoDerivatives 4.0 International (CC BY-NC-ND 4.0) 

 

Stallion Journal for Multidisciplinary Associated Research Studies 

ISSN (Online): 2583-3340 

Volume-3 Issue-1 || February 2024 || PP. 43-49 

 

 https://doi.org/10.55544/sjmars.3.1.6 

4. Offer Flexible Work Options: Flexibility is not as high on the list as other factors, but it is still significant for 

employees’ well-being. Companies should provide flexible hours, hybrid work models and personalized schedules 

when possible, to serve various worker needs. 

5. Regular Review and Adaptatation: Organizations need to review on an ongoing basis how effective their remote 

work strategies have been. Gathering employee input, tracking engagement and well-being data, and responding 

to such with new policies are steps toward maintaining productivity and morale in changing work environments. 

 

IX. CONCLUSION 
 

The research illustrates the complex interplay between two aspects of the post-pandemic work environment: 

Managing remote work and employee well-being. Support from the organization is the key factor that impacts employee 

engagement, satisfaction and job performance, thereby, requiring guidance, support and mentoring. 

Working conditions and team interaction are also important for the well-being of personnel and the effectiveness 

of their cooperation. Therefore, the quality of both physical as well as digital workspaces matters, as does social cohesion, 

if remote work is to be managed effectively. Although flexibility makes a positive contribution, it has a moderate impact, 

which suggests that allowing people to remote must be integrated with appropriate support and communication strategies. 

In the end, companies that put their employees first, build the right support system and drive team cohesion will 

be able to successfully overcome the hybrid or remote work challenges. By focusing on these areas now, organizations can 

optimize engagement, satisfaction, and performance in the post-pandemic world and workplace. 
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