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ARTICLE INFO ABSTRACT

The shift to remote work has transformed traditional workforce management, especially
in software firms where flexibility and digital connectivity are critical. This study explores
the challenges of managing remote teams and the implications for employee engagement.
Drawing from a sample of software firms, the research examines the impact of remote
work on communication, collaboration, performance monitoring, and motivation. Key
findings reveal that while remote work provides flexibility, it also presents hurdles such
as isolation, diminished team cohesion, and difficulty in maintaining engagement. The
study highlights strategies for overcoming these obstacles, including the use of technology
to foster interaction, regular feedback mechanisms, and structured support systems. By
focusing on employee well-being and proactive management, companies can enhance
engagement and productivity in a remote work environment. These insights offer
practical guidance for software firms navigating the evolving dynamics of remote
workforce management. The rapid shift to remote work, accelerated by global events such
as the COVID-19 pandemic, has transformed the way organizations operate, particularly
in software firms. This study explores the unique challenges faced in managing a remote
workforce, with a specific focus on maintaining and enhancing employee engagement.
While remote work offers flexibility and productivity benefits, it also presents hurdles
such as communication barriers, isolation, and difficulties in fostering team cohesion.
Using both quantitative and qualitative research methods, this paper examines how
software firms are addressing these issues through strategic management practices,
including the use of collaborative technologies, virtual team-building exercises, and
flexible work policies. Findings indicate that firms that prioritize clear communication,
employee well-being, and inclusive leadership are more likely to sustain high levels of
engagement in their remote workforce. The study concludes with recommendations for
improving remote workforce management, emphasizing the importance of adapting
traditional engagement strategies to suit the digital workspace.

Keywords: Remote workforce management, employee engagement, software firms,
virtual teams, communication barriers

Introduction

The global shift towards remote work has reshaped how organizations, particularly in the software industry,
manage their workforce. As technology enables greater flexibility, many companies have embraced remote
work as a permanent or hybrid model. While this transition offers numerous advantages, such as reduced
overhead costs and access to a broader talent pool, it also presents significant challenges, especially in terms of
managing employee engagement. For software firms, where innovation, collaboration, and productivity are
paramount, maintaining high levels of employee engagement in a virtual setting is critical. Remote work can
lead to feelings of isolation, diminished communication, and difficulties in building a cohesive team culture, all
of which can negatively impact performance and retention. Employee engagement, which is essential for
driving motivation and organizational commitment, becomes harder to foster in a dispersed workforce without
the traditional in-person interactions. This study aims to explore the challenges faced by managers in software
firms when engaging a remote workforce. It seeks to identify key strategies that can help overcome these
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obstacles, ensuring employees remain connected, motivated, and productive despite the physical distance. By
examining the experiences of software firms, this research provides valuable insights into effective remote
workforce management, offering practical solutions for sustaining engagement in the ever-evolving virtual
workspace. The rise of remote work, particularly in the software industry, has dramatically altered traditional
workforce management practices. The global shift towards virtual work environments, accelerated by the
COVID-19 pandemic, has provided both opportunities and challenges for organizations. While remote work
offers advantages such as increased flexibility and access to a global talent pool, it also introduces complexities
in communication, team cohesion, and employee engagement. Software firms, known for their fast-paced and
innovative nature, must now navigate these challenges to maintain high levels of productivity and morale. The
COVID-19 pandemic spread superfast in 2020 and changed the global outlook. The pandemic has affected
various parts of the world, and globally all the organizations struggled to cope with the changing demands. The
information technology industry was also caught by surprise but managed to react quickly by moving to work
from home (WFH) mode of work.

This movement to remote working happened without much preparation. It was actually a reaction to the
challenges posed by the spread of the virus and hence the most suitable alternative. Before the pandemic, only
12% of the Europeans were working from home. With the restrictions forced by the pandemic, approximately
50% of the Europeans started to work from home (Ahrendt et al., 2020). This number is expected to be the
same even after the pandemic since many organizations are planning to continue work from home even after
the pandemic or adopt a hybrid model of working (Gabriel, 2022). The concept of working from home started
in the early 1970s as teleworking, which was seen as an alternative to working from different locations (office,
home, or any other place), with the help of technological assistance (Van Meel, 2011). Support had to be given
to reduce the negative impacts that may arise due to working from home due to social isolation and work- life
balance conflicts (Contreras et al., 2020).

Employee engagement, which refers to the emotional commitment and involvement of employees in their
work, is a critical factor in determining organizational success. In a remote work setting, maintaining
engagement requires more than simply providing the necessary tools and technology—it demands an
understanding of employees' unique needs, clear communication, and strategies to foster a sense of belonging
despite physical distance. This study focuses on the critical role of employee engagement in remote workforce
management within software firms, exploring the methods and best practices that leaders can adopt to create
a motivated, connected, and productive remote workforce.

As the digital workspace becomes the new norm, it is imperative for organizations to rethink their approaches
to employee engagement. This paper seeks to identify the challenges associated with remote workforce
management and provide actionable insights for overcoming them, ensuring long-term success in the evolving
world of work.

Review of Literature

The transition to remote work has been extensively studied across various industries, particularly since the
onset of the COVID-19 pandemic. Numerous scholars and practitioners have explored the impact of remote
work on employee engagement, team dynamics, and organizational performance. This section reviews the
existing literature on remote workforce management and employee engagement, with a specific focus on
software firms. Early studies on remote work, such as those by Davis et al. (2015), emphasized its benefits,
including increased employee autonomy and reduced operational costs.

However, the sudden shift to large-scale remote work during the pandemic highlighted significant challenges.
Bloom et al. (2020) pointed out that while remote work can improve flexibility, it often strains communication
and collaboration, especially in creative and technical environments like software development. This challenge
is further explored by O’Connor & Crowley (2021), who stress the need for robust digital tools and
infrastructure to facilitate seamless interaction among distributed teams. Employee engagement, defined by
Kahn (1990) as the level of emotional and cognitive commitment employees invest in their work, is a key driver
of productivity and satisfaction.

The traditional levers of engagement, such as face-to-face interaction, immediate feedback, and team bonding,
are often compromised in remote settings. Bakker & Demerouti (2008), in their Job Demands-Resources (JD-
R) model, note that remote work can increase job demands, such as isolation and work-life imbalance, while
reducing resources like social support, leading to disengagement.
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The pandemic has fuelled Furure of Work trends such as adoption of Hybrid model, enhanced focus on EHS and greater flexibility in
work.

More recent studies, including Wang et al. (2021), have focused on how organizations can redesign employee
engagement strategies for remote settings. They suggest that virtual teams require new approaches to
leadership, emphasizing empathy, trust-building, and open communication to sustain engagement. Mortensen
& Neeley (2022) discuss the importance of cultivating a strong organizational culture even in dispersed teams,
highlighting the role of frequent check-ins, virtual team-building, and clear goal setting. Software firms, known
for their reliance on innovation and collaboration, face unique challenges in managing a remote workforce.

According to Pérez et al. (2021), remote work can hinder the spontaneous exchanges and brainstorming
sessions that are vital for creative problem-solving in software development. Additionally, Gibson & Cohen
(2016) argue that virtual teams in knowledge-intensive sectors like software must navigate complex
interpersonal dynamics, often exacerbated by the lack of non-verbal communication cues. Tan et al. (2022)
highlight that effective remote workforce management in software firms requires both technological solutions
and adaptive leadership strategies. They emphasize the importance of using collaborative tools such as Slack,
Microsoft Teams, and Zoom to simulate real-time interactions, while also encouraging managers to focus on
outcomes rather than micromanaging processes.

Furthermore, Olson et al. (2020) note that remote work necessitates a rethinking of employee recognition and
reward systems to ensure remote workers feel valued and motivated. The literature also underscores the
significant impact of remote work on employee well-being. Allen et al. (2021) found that while remote work
can offer flexibility, it can also blur the boundaries between work and personal life, leading to burnout and
disengagement. Similarly, Bailey & Kurland (2020) identify the importance of creating clear work-life
boundaries and ensuring employees have adequate support, both in terms of technology and mental health
resources. Edward et al. (2020) found that flexible work policies, which allow employees to tailor their work
hours to their personal lives, can enhance engagement and job satisfaction. However, they also caution that
without intentional management, this flexibility can result in employees feeling "always on," contributing to
fatigue and lower levels of motivation.

The literature on remote workforce management and employee engagement highlights both the opportunities
and challenges that organizations face in the evolving digital workplace. For software firms, the unique
demands of innovation and collaboration require a careful balance between leveraging technology and
fostering human connection. The review reveals that maintaining high levels of employee engagement in
remote teams demands proactive leadership, flexible policies, and a strong commitment to em ployee well-
being. As organizations continue to navigate the complexities of remote work, these insights provide a
foundation for developing effective engagement strategies tailored to the needs of remote software teams.

Study of Objectives

1. To analyze the impact of remote work on employee engagement in software firms

2. To identify the challenges associated with managing a remote workforce in software firms

3. To examine the role of technology in fostering employee engagement in remote work settings

4. To assess the effectiveness of leadership and management practices in maintaining employee engagement
remotely
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Research and Methodology
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A comparison of the first two waves, the present state of e-files, and the five years before Covid-19 is shown by
the data. If we compare the dates of 2019 and 2020 for COVID-19, we can see that the processing of electronic
files increased dramatically. A comparison study indicates that the demand for electronic files will skyrocket
from 2020 to 2023. Therefore, we infer that the demand for files in the public sector is skyrocketing due to
telecommuting. In 2022, NASSCOM and the BCG group proposed a hybrid approach for remote work.
Numerous people employed in the IT sector would gladly work remotely if given the chance. Out of all
employees, only 5% want to work entirely from an office, while 25% are content to work remotely. About 70%
would rather have a mix of remote and in-person tasks. The majority of respondents favor hybrid work
arrangements and are prepared to accept a 10% salary cut in return for remote work because of the many
benefits of working from home (Khurjekar, 2022). Workers may make a little more money at their job and yet
have time for themselves and their family thanks to the hybrid employment model (Mel Tomeo, 2022).

Table 2 Future of Work in India Outlook - All four aspects of Future of Work
Work, Workplace, Workforce, and Work Culture will continue to transfonm.

=10%) 10%-55%
Fully co-located Hybrid /Flexible remote
On-site On Scheduled Femote
demand

Inoffice 100% ofthe Go tooffice only  Fixedscheduleie. altemate
tme = needed days or 23 desigmated days a
wesk in offics

85%%-95%

Connected remote

Once-a-month
attendance for
affiliation or other

purposes

=05%

Fully remote

Mo requirements to
ever go into the office



Kumburu Sravani, et al / Kuey, 30(1) 8068 4384

Virtual hiring has become commonplace, thanks to tech enablement's positive impact on talent acquisition and
recruiting. Evidenced by an increase in the number of candidates reached by over 85% of organizations There
is no longer a problem with recruiting the perfect person due to their location. The use of Al-based technologies
has significantly reduced the burden of recruiters, reducing it by 80%. Shorter recruiting periods led to better
time management for almost half of the organizations. In order to identify potential areas for efficiency gains
when scaling up, one-third of large companies employed an application monitoring system that included
powerful dashboards and analytics. This was reported by 51% of companies. Cut down on recruiting
expenditures by doing away with relocation, travel, and other such charges. But there were many who
continued to gripe about the high costs of the organization. Strengthened communication with the millennial
generation Companies may show they are tech-savvy and appealing to millennials by posting job openings on
social media and via recruiting websites. By giving workers the option to work remotely, employers may
minimize money on office space and equipment while also attracting competent individuals from other places.

DO YOU WANT TO SHIFT TO A TIER 2/3
CITY?

yes

65%

Source :-NASSCOM andBCG

Figure 3 Status Tier 2 and Tire 3 cities

those in Tiers 2 and 3 have 50-30% cheaper living expenses compared to those in Tier 1. Surat has a 50%
cheaper cost of living than Mumbai. The cost of living is 35% lower in Jaipur than in Delhi. Living expenses in
Chennai are 30% lower than in Kochi. Seventy to eighty percent of the companies are looking at expanding
their facilities in tier-2 and tier-3 cities like as Bhopal, Shimoga, Bhubaneshwar, Calcutta, etc., to provide
temporary local workspaces for distant workers to collaborate. Companies, particularly smaller and medium-
sized ones, prefer using shared office spaces rather to establishing permanent offices.

Table3 Future of Work in India Outlook - All four aspects of Future of Work
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There are two objectives to the study: (1) To understand the influence of Autonomy andEmotional Demands on
Work Pressure while working from home (2) To study the influence of Work Engagement, Work Pressure,
Recognition and Intent to Leave on Work Stress while working from home.

Autonomy: Having autonomy in the work is important for knowledge workers. When they are empowered to
make their own decisions, it makes the work easier and also could reducework pressure.

To test this, we have the the first hypothesis H1: Autonomy has an influence onWork Pressure.

Emotional Demands: The emotional demands have a direct effect on work pressure andgives us our second
hypothesis.

H2: Emotional Demands has a positive influence on Work Pressure.
Based on the studies discussed earlier, we also decided to check four other hypotheses (H3, H4, H5 and H6) to
check the influence of Work Pressure, Work Engagement, Recognitionand Intent to Leave respectively on

Stress.

Figure 4: structure of the research
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We used the Partial Least Squares (PLS) procedure to explore the relationship betweenthe research variables,
test the model and hypotheses. In order to perform the repetitive sampling and to derive path coefficients, we
used the PLS Algorithm and Bootstrapping. The discriminant validity, internal consistency, construct reliability
and validity were all evaluated through their loadings (Table 5). In order to avoid multicollinearity, it needs to

be noted that certain elements (in some structures) had to be omitted from the model.

Table 3. Evaluation of the loadings

Factor Ttem Loadingz
jd emol My work iz emotionally demanding 0943
jd emol [ uzually face emotionally charged situations dunng work 0933

jd wp I work under time pressure. 1.000
r autol Thave the flexibility (autonomy) in the execution of my job. 0960
it autol I have complete control over how mv work 1= being camed out 0912

recogl I get recomized/appreciated for the work I have done. 0o09

recogl I get paid adequately for the work that I do. 0.863

stress stay I have plans to search for a new job within 12 months. 1.000
we stress] Some davs, I feel tired even before I start working 0833
we stress? After my work, I generally feel weary and wom out 0.804
we stress3 After work, I feel more exhausted now-a-davs 0.861
we wel I love my job and am enthusiastic about it 0862
we wel When I wake up every moming, [ feel like starting my work 0013

Source: Prepared by Authors (2024)
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The Variance Inflation Factor (VIF) was less than 3 for all the dimensions studied in theresearch. This indicated
that among the study dimensions, there is no collinearity problem. Themodel fit is good where the SRMR is
0.072 and NFI is 0.690. Also, the model verification wasanalyzed and was explained by the path analysis and
R2. Tt can be seen from Table 2 that all thehypotheses in this study have reached a significant level with a p value
less than 0.01 and hencevalid.

Table 6. Sigmficance level

Co;;gjmts gﬁm;d;fi tVale | PVale | Hypothesis
Autonomy -> Work Prezzure 0275 0.083 3219 0.001 H1 Valid
Emotional Demands > 0562 0072 7841 pooo | fZVahd
Work Prezsure
Work Prezsure > Strezz 0278 0.033 4078 0.000 H3 Valid
Work Engagement - Stress 0212 0.076 2.804 0.005 H4 Vald
Fecognition > Stress 0323 0.067 4832 0.000 H3 Valid
Intentto Leave - Strezs 0.331 0.064 5140 0.000 Hé Valid

Source: Prepared by Authors (2023)

The PLS-SEM model is shown in Figure 6.

Figure 6: PLS-SEM model
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The explanatory ability of the model was evaluated using the R2 value. The explanatorypower of emotional
demands and autonomy to work pressure is 44.6% and the explanatory power of all other variables to
stress is 45.4%. It is evident that the model explains the latentvariables with a moderate degree of
explanatory power.

DISCUSSION

The intent of this research is to explore the factors influencing stress while working from home with the help
of a PLS-SEM model. The research also attempts to explain the relationship between autonomy at work,
emotional demands, work pressure, work engagement,recognition, intent to leave and stress. We not only
checked the relationship but also checked as to how these variables affected the work stress.

First of all, it was evident that emotional demands and autonomy at work influenced work pressure. While an
increase in emotional demands increased the work pressure, autonomyhad the reverse effect, ie. an increase in
autonomy would result in a decrease in work pressure.Second, the research also found out that when there is
an increase in work pressure it resulted in an increase in work stress. The results were similar when there was
an increase in intent to leave an organization. Thirdly, it was noticed that there was a decrease in work stress
when there was more recognition or work engagement. Finally, when absolute percentages were looked at
based on the responses, it showed only 24% employees stating that they are not stressed while working from
home and almost 72% confirming that they intent to leave their current organization in the next 12 months.
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The statistical modelling clearly corroborated this data and established the relationships proving beyond doubt
that working from home could bestressful if the above mentioned parameters are not addressed effectively.
CONCLUSION

The pandemic has completely altered the way our IT Organizations function. While working from home was
necessitated as an immediate reaction to avoid disruption of work, it has now slowly becoming the best possible
way to deliver work. The hybrid model is here to stay. However, this research clearly establishes the fact that
work related stress is a natural outcome of working from home. It is also evident, factors such as autonomy,
emotional demands, work pressure, work engagement, recognition and intent to leave play a significant role
in work related stress. The research involving 181 participants, helped in evaluating the proposed structural
model. Although the NFI value was low, the SRMR value of this researchmodel was lesser than 0.08 thereby
confirming that there is a reasonable fit. There were six hypotheses which were evaluated and all of them were
validated. The researchers also reached out to a group of Human Resources practitioners who provided various
useful recommendationsthat could help reduce stress while working from home. The recommendations if
implementedwill go a long way in ensure in reducing the stress while work from home The sample size could
be expanded for future research with additional variables. We will be very happy to collaborate with anyone
who wants to do a deeper research on this subject.

RECOMMENDATIONS

The findings were shared with a group of HR managers working in the information technologyindustry. The
session was organized as a virtual round table over a video conferencing platformand recommendations were
sought from the leaders on addressing these dimensions. The critical recommendations from the group is
summarized below:

Time Pressure: This is something that cannot be avoided in the information technologyindustry. There will be
projects and clients who could be highly demanding. However, the deadline pressure could get magnified due
to various distractions while working from home. The pressure could be avoided by proper planning and by
ensuring limited interferences duringwork hours. Managers should be more flexible, however, without
compromising on thedeliverables. They should be trained on being more empathetic.
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