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ABSTRACT: The pandemic has left a fair amount of uncertainty over the past 3 years and still it continues
to affect the major industries around the world. The lockdown induced work from home culture has given
freedom and balance between work and family for the employees. But it is a nightmare for the organisations
which are in hot pursuit to find a better mode of work in this pandemic world. Employees play vital role in
success of any business. Even though employees are a crucial component of every company, the high
turnover rate that has been caused in recent years has major consequences. The transfer of knowledgeable and
appropriate individuals would have a significant impact on the development of organizations as well as the
economy. The number of people who gain newfound confidence as a result, and decide to leave an
organization in order to prioritize their own well-being over that of the organization for which they work. An
employee may decide to quit an organization for a variety of reasons, including the possibility that he may be
promoted to a more responsible role at another company, the availability of permanent work-from-home
opportunities, the desire to switch careers, or the pursuit of additional educational opportunities, lack of
recognition and unfair treatment of employees, Employees may decide to leave an organization if they do not
see opportunities for advancement inside that organization. The covid induced work from home culture have
paved way to various issues in the business world to deal with.

INTRODUCTION

The pandemic has left a fair amount of uncertainty over the past 3 years and still it continues to affect the major industries
around the world. The lockdown induced work from home culture has given freedom and balance between work and family
for the employees. But it is a nightmare for the organisations which are in hot pursuit to find a better mode of work in this
pandemic world. Employees play vital role in success of any business. Even though employees are a crucial component of
every company, the high turnover rate that has been caused in recent years has major consequences. The transfer of
knowledgeable and appropriate individuals would have a significant impact on the development of organizations as well as
the economy. The number of people who gain newfound confidence as a result, and decide to leave an organization in order
to prioritize their own well-being over that of the organization for which they work. An employee may decide to quit an
organization for a variety of reasons, including the possibility that he may be promoted to a more responsible role at another
company, the availability of permanent work-from-home opportunities, the desire to switch careers, or the pursuit of
additional educational opportunities, lack of recognition and unfair treatment of employees, Employees may decide to leave
an organization if they do not see opportunities for advancement inside that organization. The covid induced work from
home culture have paved way to various issues in the business world to deal with.

REVIEW OF LITERATURE

Reward

Kiran Kumar Thoti (2022) revealed that employees were dissatisfied with various corporate rules, including recognition and
bonuses, as well as working conditions, and that staff aren't rewarded enough for going above and beyond in their work.
Griffeth and Gaertner (2001) identified that, equality in compensation amongst coworkers and adherence to fair wage laws
affects the employee morale and work speed regulation by superiors play a major role in employee Turnover. In addition, the
study provides evidence linking equitable perception as an exogenous component influencing turnover via job satisfaction
and intention to leave.

Career Prospects/Promotion

If a promotion is contingent on the employee's performance, the individual and manager may have quite different ideas on
what constitutes promotion and what constitutes good outcomes. Cognitive restrictions and different frames of reference
make it hard to focus on a single thing in such a dynamic social interaction (Haldorai, et al., 2019; Kalodimos and Leavitt,
2020). If your organization is unable to give adequate prospects for professional advancement, it may be time to start looking
elsewhere if you want to attract and retain top personnel. Employees frequently lack awareness of the areas in which they
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might grow and the people within the firm who can serve as role models. Employees who are constantly confused and
unprepared for their careers are more likely to go elsewhere for work (Bisht and Singh,2012).

Compensation and Benefits

High pay for new recruits and low retention strategy have let the industry to feel the pinch of attrition in the Indian ITES
sector. Employees leave mostly because they want to earn more money and have more career options. Most incentive
programs fall short of what workers expect. Workers may frequently request pay increases and, if denied, may continue to
look for work elsewhere, where they would be better compensated. Employees are mostly committed to staying with the
company due to financial considerations. Since there is no generally accepted salary structure in the business, competitive
pay is a major factor that can cause employees to leave. Salary increases have a detrimental influence on retention, and this
is especially true at high performance levels (Trevor, 1997). Methods for Evaluating Performance Most workers were
confused by the company's performance review system. Regrets build up because they aren't clear on the evaluation criteria
and how they're measured within an organization. The assessment review procedure is sometimes the only remaining
mechanism from the appraisal life cycle. If a firm's talent pool feels underappreciated and undervalued, or if they are
unsatisfied with how their contributions have been evaluated, they are more likely to leave the company in search of a more
appreciative employer.

OBJECTIVES OF THE STUDY

o,

% To investigate the factors affecting Work-Life Balance and productivity.
To evaluate the effect of telecommuting on work-life equilibrium of our respondents.
To analyse the level of attrition in technology-based industry due to Work From Home.

o,
o
o,
o

NEED FOR THE STUDY

High rates of turnover in the ITES industry have persisted in India despite the country's youthful population. Employers
believe there is a need to develop stronger ways to retain the young and well-trained staff at the Agent level despite the fact
that market conditions contribute to a demand-supply mismatch.

IMPACT OF WORK FROM HOME

Hybrid Work Model

Majority of the multi nationals around the world have shifted towards the hybrid work model based on their internal
decisions. English & Larry (2022) found that trusting employees; The most important things for any organization to succeed
in the remote hybrid model are culture-focused mentoring, strong interpersonal relationships, purposeful in-person
interactions, investment in quality tools and technology, acceptance of flexibility, and continual culture improvement. Beno
(2022) A qualitative study using semi-structured Skype interviews indicated that a hybrid paradigm, namely these models:
face-to-display first and cubicle-first, face-to-display allowed, seems to be the strongest working model. The contrasts
between the two types of workers can be seen in the way their managers deal with them in terms of time, culture, trust,
feedback, and social connectedness.

Resistance to Return

Priyanka (2022) Around 800 personnel of EdTech firm, Whitehat Jr refused to return to work when they were called back to
office while resulted in mass resignation over preference towards working in home condition. Ian Haworth (2021) Apple
employees were called back to work in hybrid model and most refused to return to work and also threatened to resign.
Benveniste (2020) conducted a cross-sectional study on tech-based companies and found that statistics from high-tech
companies show that its employees rarely, if ever, return to the office. Rather of spending their days in the office, many
modern workers prefer to work from home or in a hybrid arrangement. Employee preferences and the digital work culture
have been profoundly altered as a result of the epidemic. It's something that will help our new work-life balance and
challenge conventional wisdom in the corporate world.

Attrition

Employee attrition result in huge loss of money and talent for any organisation, It's crucial to go through this obstacle and
take care of business for any business organisations to identity and understand the reasons of attrition and the expectations of
the employees by the employer (Olubiyi, et al.,2019). Strategies used by employee retention refers to a company's efforts to
implement policies and practices that reduce the likelihood of employees leaving the company. Human resource variables
such as career opportunities, pay, benefits, performance reviews, further education, personal reasons, the workplace,
employee freedoms, organizational stability, brand image, and manager relationships are said to affect employee turnover
(Gilbert, 2011).

Work-Life Balance

According to research by Been et al. (2016), when companies felt compelled to facilitate employees' work-life balance
following the epidemic, they adopted policies that increased productivity and reduced expenses. Covert (2020) discovered
that many companies still expected "business as usual," with employees engaged in work as if nothing had changed, despite
early challenges in compartmentalizing work and family/personal lives. Many businesses, according to Gelles (2020), tried
to keep up the same level of production as before the epidemic by keeping personnel under strict surveillance. Because of the
social constraints imposed via lockdowns, Davis and Green (2020) claim that certain efforts to preserve production levels
were successful. Several elements, including as employee morale, constancy of job knowledge, quality of collaboration, job
satisfaction, job expectations, and emotional tiredness, have been confirmed by academic studies to have a good or negative
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effect on both voluntary and involuntary turnover (Haldorai, et al., 2019). The ideal employee is completely dedicated to the
company and doesn't let their personal life get in the way (Blair-Loy, 2003). Despite the common perception that one's
family is the key check on excessive job dedication, the work-life concept encompasses more than just one's family and
personal requirements (Kossek & Lee, 2017). It's not uncommon for people to have commitments or hobbies outside of the
home.

Decreased Organisational Culture

Employees benefit from a company's culture when it provides opportunities for them to learn about and participate in the
organization's ways of doing things and when it facilitates social connections among teams. To maintain culture the
employees are to gather at the office premise, however, the freedom to provide remote labor to people is also impacted by
the WFH culture caused by the pandemic. Other considerations include improved staff control and more efficient use of
workplace space. When the employees are not in the office setup, the sense of belongingness may get reduced and it
becomes a mammoth task for the managers to keep the employees in control and.

Monitoring performance and Morale of Employees

Employees provided with privileges like WFH due to the Pandemic around the world misuse their time at work by doing
other things or coming in late. Softwares were developed and installed in the to track the activities of the employee who are
manipulating the working hours during the work hours and are fined for their misdeeds (Divyanshi Sharma, 2023). The
employees with Less Output or low Morale are terminated based on their activities during the office hours.

CONCLUSION

This study sheds light on the factors that have an impact on the well-being of workers who conduct Work from Home and
lays the groundwork for considering many components that contribute to a successful experience with WFH. The hybrid
work paradigm, resistance to return, attrition, work-life balance, and diminished organizational culture were all factors that
were connected with a decline in overall physical and mental well-being following WFH. The ITES sector was essential to
both the efficiency and morale of firms and their workforces.
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