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ABSTRACT 

Organizations plan for employee well-being in the age of remote work to maintain engagement 

and productivity. This study explores techniques for sustainable engagement while delving into 

the influence of remote work on the overall well-being of employees. A comprehensive survey 

is used to identify challenges and opportunities, including physical activity, well-being, 

communication satisfaction, and work-life balance. It also evaluates how well-being programs 

like online social gatherings and workshops on mental health improve remote work 

experiences. Through an assessment of supervisory assistance, the frequency of burnout, and 

self-satisfaction, the study offers practical suggestions for creating a nurturing remote work 

atmosphere. In the end, it highlights how important it is for organizations to prioritize employee 

welfare when working remotely. 
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INTRODUCTION 

Once seen as a fringe practice, remote work has gained traction due to developments in 

technology, changing perspectives on work-life balance, and the necessity forced by 

international catastrophes like the COVID-19 epidemic. To distinguish between professional 

and personal life has become hazier due to this change, enabling workers to accept flexible 

work schedules that meet their unique requirements and preferences without being limited by 
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geography. However as remote work grows more common, companies are finding it difficult 

to support employees' long-term engagement and well-being in a virtual environment where 

there might not be as many interpersonal ties and traditional support systems. 

Employee well-being is a multifaceted concept that includes things like physical and mental 

health, social connectivity, and general job and life happiness. Given that it has been repeatedly 

associated with increased levels of engagement, productivity, and retention, firms stand to gain 

strategically by placing a high priority on employee well-being in addition to moral 

imperatives. Nurturing employee well-being is significantly important in the context of remote 

work, where it becomes difficult to differentiate between work and personal life. This calls for 

proactive steps and customized interventions to address the particular difficulties presented by 

virtual work environments. Even with the difficulties that come with working remotely, there 

are a lot of tactics and industry standards that may be used to encourage long-term involvement 

and well-being among remote workers. These could be developing a culture of trust and 

independence, giving people access to mental health resources, putting in place flexible work 

schedules, using technology to facilitate virtual communication and collaboration, and creating 

a sense of community through online social events and team-building activities.  

By putting employee well-being first and anticipating the special demands of remote workers, 

companies can foster an atmosphere that supports long-term engagement and productivity in 

the digital era. Overall, the aim of this study is to clarify the changing dynamics of employee 

well-being in the remote work era and to provide guidance and suggestions for companies 

negotiating this revolutionary terrain.  

 

RESEARCH PROBLEM  

Remote work poses numerous challenges to employee well-being. This study delves into these 

complexities, examining key areas such as balancing autonomy and connection, using 

technology for well-being, and understanding long-term mental health effects. Beyond 

individual challenges, the study looks at leadership requirements, virtual team optimization, 

program effectiveness, and cultural influences in remote environments. It also discusses issues 

such as work-life balance with flexible schedules, equity in remote experiences, and tailoring 

support programs to this unique workforce. This comprehensive approach seeks to identify 

holistic strategies for long-term well-being and engagement in the age of remote work. 

 

RESEARCH OBJECTIVES 
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1. To emphasize the importance of managerial support as well as assess the impact of 

remote work on employee well-being. 

2. To investigate the relationship between employees' perceived work-life balance in 

remote work environments and their assessment of managerial understanding and 

support for their well-being. 

3. To analyze the impact of employer efforts on employee well-being and sense of 

connection with coworkers in remote work environments. 

SIGNIFICANCE OF STUDY 

1. This research will help to determine the efficacy of current company initiatives and 

practices that promote remote well-being and engagement.  

2. The study provides useful insights for organizations looking to tailor their approaches 

and maximize the benefits of remote work for their employees. 

3. This study will help to understand the factors that influence remote employee 

engagement, such as communication, connection, and manager support. Understanding 

these factors can help organizations develop strategies to encourage long-term 

engagement as well as prevent remote employee burnout. 

FUTURE SCOPE 

1. The scope of this research can be broadened to include industry specificity, which 

means delving deeper into specific industries (for example, technology, healthcare, and 

education) to understand how remote work affects well-being and engagement in 

unique contexts.  

2. It can also be expanded to a global perspective, incorporating participants from various 

geographical locations to better understand the impact of cultural factors on remote 

work experiences. 

 

LIMITATIONS OF STUDY 

1. While conducting this research, the sample size is a potential limitation faced, as the 

sample population is not large and diverse enough to represent the broader remote 

workforce because it is restricted only to the residents of Mumbai city and suburbs. 
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2. A broad focus on well-being limits in-depth knowledge of specific issues such as 

burnout or work-life balance. 

 

REVIEW OF LITERATURES 

 

1. Dr. KDV Prasad, Dr. Mruthyanjaya Rao Mangipudi (2021): The article discusses the 

development of p well-being, working remotely, engagement of employees, and satisfaction of 

job scales in the IT sector, emphasizing their importance and presenting detailed results. It also 

explores the impact of these variants on employee well-being during the Covid-19. 

2. Martyna S., Richard N., Caroline R. and Angela L. (2021): The essay explores employee 

engagement in the post-COVID-19 workplace, revealing a significant gap in understanding the 

relationship between employee engagement and workplace culture. It advocates for a more 

thorough approach to workplace evaluation and analyzes how the pandemic has affected work 

settings and employee well-being. 

3. Clara López & Merle Seevers (2021): This thesis investigates the influence of Covid-19 

on employee well-being and organizational processes for sustainable growth. It investigates 

leadership, communication, and decision-making during the epidemic utilizing a qualitative 

approach to organizations in Sweden and Germany. The study's goal is to better understand 

how these processes have evolved and how they affect employee well-being and long-term 

growth. It highlights the importance of meaningful work experiences and psychological well-

being in sustainable growth.  

4. Moni Mishra, August (2020): The paper discusses employee practices 

leading to higher employee interactions. It reviews literature on sustainability themes such as 

corporate social responsibility, employee voice, green HRM, talent management, leadership, 

and corporate performance.  

5. Charalampous M., Grant, C., Tramontano, C. & Michailidis, E (2018): The study 

discovered that working remotely had both good and negative consequences on employees' 

well-being, including emotional, cognitive, social, professional, and psychosomatic 

dimensions. The review emphasizes the need for more research and the need of using a 

comprehensive approach when investigating the influence of distant e-working on well-being. 

Organisations should establish social support networks for distant e-workers, promote better 

communication and planning, and give information on career prospects and mentors. The study 
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also includes a broader range of distant e-workers, ICT use appropriateness, personality factors, 

organizational culture, and sophisticated research methodologies. 

6. Bharat Chillakuri, Sita Vanka (2020): The study looks at the impact of workplace well-

being and high-performance work systems on health problems, emphasizing the importance of 

Sustainable HRM practices. According to a study conducted by IT executives in India, well-

being initiatives mitigate the negative repercussions of demanding work environments. The 

findings back up three expectations regarding these relationships, stressing the relevance of 

organizational-driven well-being programs in enhancing employee engagement and lowering 

health risks. The paper provides theoretical and practical recommendations for HRM and 

companies in accordance with sustainable development goals. It also underlines the importance 

of organizational support and policy actions in improving employee well-being, while 

acknowledging the need for more research to address potential limitations in this area. 

7. Olivia Pernefors and Sara Bjurenvall (2021): This thesis abstract investigates employee 

engagement in the context of COVID-19, with an emphasis on communicative behaviors 

during remote work. The study's theme analysis of semi-structured interviews with remote 

employees demonstrates that engagement presents itself by compensating for physical absence 

and sustaining interpersonal ties with colleagues. It seeks to improve comprehension of 

engagement communication in distant contexts by stressing role-defined displays and external 

expressions. It indicates that involvement is a collaborative effort and introduces the notion of 

"group gain" in social exchanges. This study gives light on how employees handle engagement 

dynamics in the context of remote work and pandemic circumstances. 

8. John W, Florian S, Leonor P, Nuno Rebelo S, C.- Andreas D, Jan Philipp C, and Rita 

B.: The research is a systematic review of the impact of working from home on mental and 

physical health during the COVID-19 pandemic. It discusses the implications for the future 

role of occupational health nurses. The review found both positive and negative impacts of 

remote working on health, highlighting the need for occupational health nurses to address 

ergonomic design, online tool usage, and work-life balance. The review also emphasises the 

importance of occupational health nurses in promoting workers' well-being and quality of life 

in a remote working environment. 

 

 

RESEARCH GAP 
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There are still a lot of unanswered questions about the well-being of employees in remote work, 

notwithstanding previous study. More research is required to be done on the long-term effects, 

individual variances, international settings, particular job categories, the use of technology and 

sustainable engagement tactics. Furthermore, technology investments, open communication, 

flexible work schedules, training initiatives and supporting regulations are essential for the 

future of remote work that prioritizes well-being. 

IMPORTANCE OF WELL-BEING OF EMPLOYEES IN THE AGE OF 

REMOTE WORK 

With the rise of remote work, employee well-being has become increasingly important for both 

individual and corporate performance. Problems like loneliness, hazy boundaries and computer 

weariness appear when flexibility and autonomy flourish. Ethical workplace practices, 

establishing a clear division of work and life and providing mental health resources are all 

examples of sustainable management tactics. In the context of remote work, putting employees' 

well-being first empowers them, lowers burnout, and increases long-term productivity. 

RESEARCH METHODOLOGY 

➢ Type of research: An exploratory research method approach has been used to explore 

more about the topic in depth and to formulate hypotheses for further study. 

➢ Population under study: The residents of Mumbai city and suburbs within the age 

group of 18-70 were selected for the research. 

➢ Sample location: The respondents were the people who were self employed, owners/ 

entrepreneurs, salaried and working in different firms and industries in Mumbai city 

and suburbs. 

➢ Sampling Method: Convenience sampling method was used for this study as it 

provided an ease of access to the respondents. It also helped to gain preliminary insights 

instead of generalisation. 

➢ Sample size: A total of 87 respondents were involved in the collection of primary data 

from the population.  

➢ Method of data collection: This research comprises both primary and secondary data. 

The main purpose of this study is to cover various aspects of employee well-being in 

the remote work setup. 
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1. Primary Data: Primary data was collected using a questionnaire and 

conducting a survey to arrive at a consensus. 

2. Secondary Data: Secondary data was collected from online sources such as 

journals, reports and surveys. 

➢ Statistical tools used for testing Hypothesis testing: This study uses the Correlation 

method in particular to assess the relationship between variables. Moreover, the 

correlation method helps in providing insights to support or reject the hypothesis.  

DATA ANALYSIS WITH INTERPRETATION AND TESTING  

● Out of the 87 respondents, 66.7% were 

females whereas 32.2% were males.  

● Only a marginal 1.1% were others. 

 

 

●Majority of the respondents, i.e. 39.1% 

rated 4 which means that they are fairly 

satisfied with their overall well-being while 

working remotely. 

●However, an overall of 8% of the 

respondents were unhappy or dissatisfied 

with their overall well-being while working 

remotely.  

● Out of the 87 sample respondents, 54% of 

the people voted for good, 24.1% for very 

good and only 4.6% for excellent. 

● 13.8% of the people voted for fair while 

3.4%, who were extremely dissatisfied 

voted poor. 
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● Of the total number of the 87 respondents, 

the majority of the people i.e., 58.6% opted 

for flexible work hours.  

● The next initiatives were in the following 

sequence- fitness challenges, mental health 

workshops, virtual social events and others. 

 

● Another question that the research 

included was how satisfied the respondents 

with their work schedule during pandemic 

were, the effectiveness of virtual team 

building activities, the support provided by 

their organization in terms of wellness 

programs and to what extent were their 

concerns and feedback addressed. 

 

● 35.6% of the total number of 87 

respondents voted 3 which means that their 

managers fairly understood and supported 

their well-being in the remote work setup. 

33.3% who voted 4 and 20.7% who voted 5 

were completely satisfied. 

● However, 5.7% of the respondents voted 

1 while 4.6% voted 2 which means that they 

were not well understood by their managers in the remote work setup. 
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HYPOTHESIS TESTING & FINDINGS 

HYPOTHESIS-I 

H0: There is no significant association between employees' perceived levels of management 

understanding and support for their well-being in remote work settings and their perceptions 

of the organization's support for well-being through programs and services. 

H1: Employees who perceive higher levels of management knowledge and support for their 

well-being in remote work settings are more likely to view the organization's well-being 

support through programs and resources positively. 

Calculating correlation for the above hypothesis: 

Well being Rank Support Rank Difference Difference Squared 

5 9 4 16 

4 13 9 81 

31 32 1 1 

29 24 5 25 

18 9 9 81 

Formula: ρ = 1 - (6 * sum of squared differences) / (n * (n^2 - 1)) 

As a result, the Spearman's rank correlation coefficient for the data is 0.667 which shows that 

Null Hypothesis (H0) is rejected, and Alternate Hypothesis (H1) is accepted. 

This indicates a fairly significant positive link between perceived manager support and 

perceptions of well-being programs. 

HYPOTHESIS-II 

H02: There is no significant association between employees' reported efforts made by 

employers to improve their well-being and their sense of connection to colleagues when 

working remotely. 
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H3: Employees who believe their bosses are putting more effort into their well-being will 

report feeling more connected to their coworkers when working remotely. 

Calculating correlation for the above hypothesis: 

Employees 

Connectivity Rank 

Well being initiatives 

Rank 

Difference Difference Squared 

2 18 16 256 

30 25 5 25 

47 32 15 225 

8 12 8 64 

Formula: ρ = 1 - (6 * sum of squared differences) / (n * (n^2 - 1)) 

ρ ≈ 0.2091 

The Spearman's rank correlation value of 0.2091 indicates that Null Hypothesis (H0) is 

rejected, and Alternate Hypothesis (H1) is accepted. 

Thus, it shows a slight positive relationship between the perceived frequency of well-being 

initiatives and employees' reported level of connectedness while working remotely. This 

indicates that employees who believe their companies are putting more effort into well-being 

programs report feel slightly more connected to their coworkers, while the link is not so strong. 

HYPOTHESIS-III 

H03: There is no significant relationship between workers' perceived work-life balance and 

their assessment of their manager's understanding and support for their well-being in a remote 

workplace. 

H3: Employees who report having a better work-life balance when working remotely are more 

likely to evaluate their bosses as understanding and supportive of their well-being. 

Calculating correlation for the above hypothesis: 
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Work Life Balance 

Rank 

Understanding 

Manager and Support 

Rank 

Differences Difference Squared 

3 5 2 4 

12 4 8 64 

47 31 16 256 

21 29 8 65 

4 18 14 196 

Formula: ρ = 1 - (6 * addition of squared differences) / (n * (n^2 - 1)) 

The estimated Spearman's rank correlation value of 0.3023 indicates that Null Hypothesis (H0) 

is rejected, and Alternate Hypothesis (H1) is accepted. 

This shows a weak positive relationship between workers' perceived work-life balance and 

their assessment of their manager's understanding and support for their well-being in a remote 

work environment.  

SUGGESTIONS 

1. Organisations musts monitor the long-term consequences of remote work on mental 

health, productivity, and organisational culture, as well as the effectiveness of various 

well-being therapies.  

2. Organisations should handle the obstacles of remote work by prioritising employee 

needs, cultivating a supportive culture, and embracing flexibility. 

CONCLUSION 

In the age of remote work, employee well-being has emerged as a major concern for firms 

looking to retain long-term engagement and productivity. Our research, which included surveys 

and diverse approaches, intended to investigate the dynamics of employee well-being in remote 

work environments and suggest solutions for long-term engagement. It further emphasises the 

critical importance of organisational support in promoting employee well-being and long-term 
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engagement. To summarise, the age of remote work needs a proactive approach to manage 

employee well-being and engagement. 
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