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Abstract. The COVID-19 pandemic accelerated the global adoption of working from home 

(WFH), fundamentally altering organizational practices and employee experiences. This 

narrative review synthesizes current research on the multifaceted impacts of WFH during and 

after the pandemic, focusing on job satisfaction, productivity, work-family balance, 

collaboration, innovation, and motivation. A comprehensive literature search was conducted 

across multiple academic databases, encompassing studies from January 2020 to July 2024 and 

covering diverse industries and employee demographics. Findings indicate that WFH offers 

numerous benefits, including increased flexibility, autonomy, and potential productivity gains. 

However, challenges persist, such as reduced social interaction, blurred work-life boundaries, 

and potential declines in collaboration and innovation. The effectiveness of WFH is influenced 

by factors like individual circumstances, job characteristics, technological infrastructure, and 

organizational support. Hybrid work models are emerging as potential solutions, balancing the 

advantages of remote work with the need for in-person collaboration. This review highlights the 

complexities of WFH and underscores the necessity for organizations to develop flexible, 

inclusive policies that address both employee preferences and operational needs. Further research 

is recommended to explore long-term impacts and best practices for integrating WFH into 

sustainable organizational strategies.  

Keywords. COVID-19, collaboration, working from home, innovation, job satisfaction, 

productivity, work-family balance, motivation 

1. Introduction 

In early 2020, the COVID-19 pandemic compelled organizations worldwide to swiftly 

adopt remote work practices. This sudden shift to working from home (WFH) brought about 

significant social and economic changes (Kaufman & Taniguchi, 2021). While remote work 

trends were already emerging due to technological advancements and evolving workforce 

expectations, the pandemic accelerated this transformation dramatically. As businesses and 

employees continue to adapt to this new reality, it's crucial to understand how WFH affects 

various aspects of work and life. 

This article aims to bring together current research on WFH, exploring its impact on 

job satisfaction, productivity, work-family balance, collaboration, innovation, and motivation. 

By delving into these areas, we hope to shed light on the benefits and challenges of WFH, 

providing insights that can inform future organizational policies and practices. Our findings 
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highlight the complex nature of remote work, emphasizing that while it offers many advantages, 

it also presents significant challenges that need careful consideration. 

 

2. Aims and Scope 

The main goal of this review is to synthesize and analyze existing research on the 

impact of working from home during and after the COVID-19 pandemic. We examine various 

dimensions such as job satisfaction, productivity, work-family balance, collaboration, 

innovation, and motivation to provide a comprehensive understanding of the benefits and 

challenges associated with WFH. 

Our review includes studies conducted globally across different industries and sectors, 

focusing on empirical findings from early 2020 to July 2024. We draw upon research that 

addresses the experiences of diverse employee groups, considering factors like gender, age, job 

roles, and personal circumstances. Our intention is to inform policymakers, organizational 

leaders, and scholars about the complexities of remote work, contributing to effective strategies 

and policies for the future of work. 

 

3. Methodology 

We adopted a narrative review methodology to synthesize existing research on the 

impact of working from home during and after the COVID-19 pandemic. This approach allows 

for an integrative and interpretative analysis of the literature, providing a comprehensive 

overview without the strict protocols of systematic reviews. It's particularly suitable for 

exploring complex and evolving subjects like WFH, where research spans multiple disciplines 

and methodologies. 

To gather relevant literature, we conducted a comprehensive search across several 

academic databases, including Web of Science, Scopus, PsycINFO, and Google Scholar. We 

focused on articles published from January 2020 to July 2024 to include the most recent and 

pertinent studies. Keywords used in the search included "working from home," "remote work," 

"telecommuting," "COVID-19," along with specific terms related to our areas of interest, such 

as "job satisfaction," "productivity," "work-family balance," "collaboration," "innovation," and 

"motivation." 

We selected literature based on each study's relevance to our research aims. Both 

empirical studies and theoretical papers were considered to provide a well-rounded perspective. 

We emphasized peer-reviewed articles to ensure the reliability and academic rigor of the 

information. The collected literature was reviewed and analyzed to identify key themes, 

patterns, and findings related to the impact of WFH on various dimensions. This narrative 

synthesis allowed us to integrate diverse findings, highlighting both the benefits and challenges 

associated with remote work. By interpreting and contextualizing results from multiple studies, 

we aim to present a coherent and nuanced understanding of WFH's multifaceted effects. 

 

4. Working from Home and Job Satisfaction 

Research often shows positive links between WFH and job satisfaction. Multiple 

studies have found that employees who work from home report higher job satisfaction 

compared to those who don't (Chen et al., 2023; Laß & Wooden, 2022; Smirnykh, 2023). For 

many, especially women and those with children, WFH offers increased flexibility and 

autonomy, leading to higher job satisfaction (Laß & Wooden, 2022). The ability to customize 

work environments and eliminate commute times contributes to these positive outcomes 

(Kaufman & Taniguchi, 2021). Flexibility allows employees to manage their schedules more 
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effectively, aligning work hours with peak productivity times and personal commitments. This 

control over one's schedule can foster a sense of empowerment, a significant contributor to job 

satisfaction. Additionally, the comfort of the home environment can reduce stress associated 

with traditional office settings, like office politics and constant supervision. 

On the other hand, some research indicates that WFH doesn't universally enhance job 

satisfaction. Some studies found no clear effects of remote work on job satisfaction (Bellmann 

& Hübler, 2020), while others reported negative impacts (Yang et al., 2023). A curvilinear 

relationship has been suggested, meaning job satisfaction may plateau or even decline at higher 

levels of telecommuting (Golden & Veiga, 2005). Factors like inadequate technical equipment, 

reduced social interaction, and blurred boundaries between work and personal life can diminish 

job satisfaction (Niebuhr et al., 2022). 

Isolation in remote work can lead to feelings of loneliness and disconnection from the 

organizational culture. The lack of face-to-face interactions can hinder relationship-building 

and teamwork, essential components of a satisfying work experience. Moreover, when work 

intrudes into personal spaces, it can be difficult for employees to "switch off," leading to burnout 

and decreased job satisfaction. 

The effectiveness of WFH in enhancing job satisfaction depends on various 

interconnected factors. Research suggests that less frequent WFH, as part of a hybrid model, 

tends to yield higher satisfaction levels by combining the benefits of office and remote 

environments (Makridis & Schloetzer, 2022). Having proper technical equipment and a suitable 

workspace is essential for maintaining productivity and satisfaction, as insufficient resources 

can lead to frustration and lower performance (Niebuhr et al., 2022; Yu & Wu, 2021). 

Autonomy and digital social support also play crucial roles, with employees benefiting from 

organizational policies that support remote work and provide necessary resources (Bellmann & 

Hübler, 2020; Yu & Wu, 2021). However, excessive work hours can undermine the benefits of 

WFH, making it important to set clear boundaries between work and personal time (Niebuhr et 

al., 2022; Smirnykh, 2023). Individual circumstances, such as personality traits, family 

responsibilities, and living arrangements, significantly influence how employees experience 

WFH, highlighting the need for flexible and personalized approaches to remote work 

(Orešković et al., 2023). 

Understanding these factors is vital for organizations aiming to improve job 

satisfaction among remote workers. By tailoring WFH policies to accommodate individual 

needs and providing adequate support, organizations can mitigate negative outcomes. 

 

5. Work-Family Balance 

WFH has the potential to improve work-life balance by offering greater flexibility in 

managing work and personal commitments (Hill et al., 2010). Employees can use time saved 

from commuting for personal activities, family time, or rest. This flexibility is particularly 

beneficial for those with caregiving responsibilities or personal commitments that require 

attention during traditional work hours. Studies have found that WFH can enhance family 

functioning and reduce work-life conflict (Dockery & Bawa, 2018). Being physically present 

at home allows for better integration of work and family roles. Employees can attend to personal 

matters without needing to take time off work, leading to increased satisfaction both at home 

and professionally. 

However, WFH can also intensify work-family conflict due to longer working hours 

and the intrusion of work into personal spaces (Kelvin & Tega, 2022). The lack of clear 

boundaries between work and home life often leads to increased stress and job strain (Islam & 
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Hossain, 2023). Constant availability expected in some remote work scenarios can blur the lines 

between professional and personal time, making it challenging to disengage from work tasks. 

Household distractions, especially for those with children or shared living spaces, can interrupt 

workflow and increase frustration. Additionally, the pressure to demonstrate productivity while 

working remotely may lead employees to overwork, further disrupting work-life balance. 

The effectiveness of WFH in fostering work-life balance is influenced by several key 

factors. Traditional gender roles often dictate the division of household and childcare duties, 

which can differently impact men's and women's experiences with WFH (Gorjifard & 

Crawford, 2021; Yucel & Chung, 2021). Supportive organizational policies that promote 

reasonable work hours and respect personal time are critical in enhancing work-life balance (Al 

Riyami et al., 2023). The ability to psychologically detach from work during non-work hours 

is essential to prevent burnout, with effective detachment serving as a buffer against constant 

work-related stress (Žiedelis et al., 2022). Establishing technological boundaries, such as 

limiting after-hours communication, helps maintain these boundaries, allowing employees to 

better manage their work-life separation (Santos & Azhari, 2022). 

Implementing work-life balance strategies, like flexible scheduling and providing 

resources for time management, can mitigate conflicts arising from WFH arrangements (Amran 

et al., 2022). Organizations that recognize and address these factors can support their employees 

in achieving a healthier work-life balance. 

 

6. Productivity Outcomes 

Some studies report that WFH enhances productivity for many employees. About two-

thirds have experienced productivity gains due to better time management and a more 

comfortable work environment (Febriani & Sopiah, 2022). Eliminating commute times allows 

employees to allocate more time to work tasks or rest, potentially increasing efficiency. The 

personalized home work environment can reduce distractions commonly found in office 

settings, like frequent meetings or interruptions from colleagues. Employees can structure their 

day to align with their peak productivity periods, leading to higher-quality work output. 

However, research indicates a nuanced view of productivity in remote settings. While 

optional WFH arrangements can enhance productivity, mandatory or full-time remote work 

may lead to a decline in output (Hackney et al., 2022). Several factors influence this outcome. 

Not all tasks are suitable for remote execution; roles requiring in-person collaboration or access 

to specialized equipment often face challenges when moved to a remote setting (Wahyu & 

Sa’id, 2020; Wu & Chen, 2020). Household distractions, such as family responsibilities and 

domestic chores, can disrupt workflow (Awada et al., 2021). Technical issues, including 

insufficient technology or connectivity problems, can hinder productivity and lead to 

frustration, highlighting the need for reliable resources to support effective remote work 

(Wahyu & Sa’id, 2020). The lack of spontaneous interactions and immediate feedback common 

in office environments can also affect productivity. Employees may spend more time 

coordinating tasks and communicating through virtual channels, which can be less efficient. 

Productivity during remote work is influenced by demographic factors and individual 

characteristics. Younger, well-educated employees often adapt more readily to remote 

technologies and self-directed tasks, enhancing their productivity (Xiao et al., 2020). However, 

gender and living arrangements also play a role; women, especially those with caregiving 

responsibilities, may face unique challenges that impact their work output (Zarifhonarvar et al., 

2023). Personal traits like self-discipline, adaptability, and effective time-management skills 

can significantly boost productivity in a remote setting (Anakpo et al., 2023). To support 
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productivity across diverse employee groups, organizations can offer training, resources, and 

tailored assistance to meet varying needs. 

 

7. Motivation and Employee Engagement 

Working from home has complex effects on employee motivation and engagement. 

On one hand, remote work can enhance intrinsic motivation by providing greater autonomy and 

control over the work environment (Deci & Ryan, 2000). The flexibility associated with WFH 

allows individuals to align their work schedules with personal rhythms, potentially increasing 

job satisfaction and motivation (Gagné et al., 2022). 

Studies have shown that employees who perceive a high degree of autonomy in their 

roles exhibit higher levels of intrinsic motivation and engagement (Morgeson & Humphrey, 

2006). During the pandemic, many workers reported increased motivation due to better time 

management and reduced distractions common in office settings (Wang et al., 2021). 

On the flip side, WFH can present challenges to motivation. Lack of social interaction 

and support from colleagues may lead to feelings of isolation, diminishing motivation and 

engagement (Eddleston & Mulki, 2015). Blurred boundaries between work and personal life 

can contribute to burnout, negatively impacting motivation (Gillet et al., 2020). Remote workers 

may also experience a decrease in extrinsic motivators like recognition and feedback from 

supervisors, which are important for maintaining engagement (Biron et al., 2021). The absence 

of immediate reinforcement can lead to uncertainty about performance expectations and 

outcomes, potentially reducing motivation. 

Organizational support is critical in sustaining employee motivation in a remote work 

context. Providing clear communication, setting realistic expectations, and offering resources 

for remote work can enhance motivation (Straus et al., 2023). Regular virtual meetings and 

check-ins help maintain connections and provide opportunities for recognition and feedback. 

Leadership styles that emphasize empowerment and trust have been found to positively 

influence motivation among remote workers (Contreras et al., 2020). Empowering leadership 

fosters a sense of ownership and encourages proactive behaviors, enhancing engagement and 

performance. 

To address motivational challenges, organizations should implement strategies that 

foster both intrinsic and extrinsic motivation. This includes setting clear goals and performance 

metrics to provide direction and feedback (Locke & Latham, 2002), promoting social 

interaction through virtual team-building to strengthen cohesion (Newman & Ford, 2021), and 

offering professional development opportunities to enhance growth and competence (Gagné & 

Deci, 2005). Recognizing and rewarding achievements can reinforce positive behaviors 

(Eisenberger & Aselage, 2009). By creating an environment that supports motivation and 

engagement, organizations can improve employee well-being and productivity in remote 

settings. 

 

8. Employee Preferences and the Future of Work 

Despite some organizational concerns, many employees prefer to continue WFH due 

to benefits like flexibility and reduced commuting (Gibson et al., 2023). Office occupancy rates 

remain low in many regions, indicating a reluctance to return to traditional work settings (Smite 

et al., 2023). Employees who have experienced the advantages of remote work may resist 

mandates to return to the office, potentially leading to tension between staff and management, 

affecting morale and retention rates. Understanding employee preferences is essential for 
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organizations aiming to attract and retain talent. Ignoring these preferences may result in losing 

valuable employees to competitors offering more flexible arrangements. 

The pandemic has reshaped workers' expectations, making flexibility a valued aspect 

of employment (Barrero et al., 2021). Employees increasingly seek roles that offer remote or 

hybrid work options, emphasizing the importance of work-life balance and well-being 

(Caligiuri & De Cieri, 2021). This shift reflects a broader change in how people view work's 

role in their lives. The traditional model of a fixed location and schedule is giving way to more 

fluid arrangements that accommodate personal needs. Organizations that adapt to these 

evolving expectations may gain a competitive advantage in recruiting and retaining top talent. 

Providing flexibility can enhance job satisfaction and loyalty. 

In response, organizations are exploring hybrid models that combine remote and in-

office work to meet employee preferences while addressing collaboration needs (Ramani, 2022; 

Tarigan et al., 2023). This shift requires reevaluating office spaces, adopting new technologies, 

and fostering a culture that supports both remote and on-site workers (Griszbacher, 2023). 

Hybrid models aim to balance the benefits of remote work with the advantages of in-person 

collaboration. They require careful planning to coordinate schedules, ensure equitable access to 

resources, and maintain team cohesion. Investing in technologies that facilitate seamless 

communication and collaboration is crucial. Redefining performance metrics to focus on 

outcomes rather than physical presence can support a successful transition. Organizations must 

also consider the impact on management practices; leading hybrid teams requires new skills, 

like managing remote performance, fostering engagement, and supporting employee well-

being. 

 

9. Conclusion 

The shift to working from home has significantly changed how organizations operate 

and how employees experience work. WFH offers numerous benefits, including increased 

flexibility, potential productivity gains, environmental advantages, improved work-life balance, 

and enhanced motivation for some. However, it also presents challenges related to job 

satisfaction, work-family balance, organizational culture, collaboration, innovation, and 

employee motivation. 

The mixed findings across various studies highlight that WFH isn't a one-size-fits-all 

solution. Its effectiveness depends on individual circumstances, job characteristics, and 

organizational support structures. Factors like the nature of the work, employee demographics, 

technological infrastructure, and organizational culture play critical roles in determining the 

success of WFH arrangements. 

As the future of work continues to evolve, organizations must develop strategies that 

balance the advantages of WFH with the need to maintain culture, collaboration, innovation, 

and employee motivation. This may involve adopting hybrid models, investing in technology, 

and rethinking management practices. Engaging with employees to understand their preferences 

and challenges is crucial for creating policies that are flexible and inclusive. 

Further research is needed to explore long-term impacts and identify best practices for 

sustainably integrating WFH into organizational models. Areas for future study include the 

effects of WFH on career development, diversity and inclusion, mental health, and global 

workforce dynamics. By thoughtfully addressing these challenges, businesses can harness the 

benefits of WFH while mitigating its drawbacks, leading to more resilient and adaptable work 

environments. Embracing the lessons learned during the pandemic can position organizations 
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to thrive in a rapidly changing world, meeting the needs of both their employees and 

stakeholders. 
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