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ABSTRACT - This study investigates strategies to enhance employee engagement through remote work, with a 

focus on several critical areas such as gender diversity, targeted engagement strategies, equal support across 

different banks, onboarding and training for new remote workers, improving communication channels, utilizing 

preferred communication tools, combatting feelings of disconnection, enhancing managerial support, improving 

collaboration and teamwork, addressing comfortability with tools, recognizing and appreciating contributions, 

improving overall job satisfaction, and addressing common challenges. The research draws on data from employees 

at ICICI Bank and HDFC Bank to provide comprehensive recommendations for improving remote work 

experiences and outcomes. 
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INTRODUCTION 

tools, remote work allows employees to perform their job duties from virtually any location, transcending 

geographical boundaries and time zones. While remote work offers undeniable the contemporary workplace is 

undergoing a seismic shift as organizations around the world embrace remote work as a viable and, in many cases, 

permanent arrangement for their employees. What was once viewed as a fringe benefit or temporary solution has 

now become a fundamental aspect of the modern work landscape, reshaping traditional notions of work, 

collaboration, and productivity. This paradigm shift, accelerated by technological advancements and driven by 

evolving societal norms, has profound implications for both employers and employees. Remote work, characterized 

by its flexibility and freedom from the confines of a traditional office space, has emerged as a defining feature of 

the modern work environment. Enabled by digital technologies and communication benefits, including increased 

autonomy, reduced commute times, and improved work-life balance, it also presents unique challenges that 

organizations must navigate to ensure the well-being and productivity of their remote workforce. One of the key 

challenges associated with remote work is the preservation of employee engagement—the emotional commitment 

and connection that employees feel toward their work, colleagues, and organization. Unlike in a traditional office 

setting where face-to-face interactions and informal conversations facilitate relationship-building and collaboration, 

remote work can sometimes lead to feelings of isolation, disconnection, and disengagement among employees. 

Communication barriers, technological glitches, and a lack of clear boundaries between work and personal life can 

further exacerbate these challenges, making it imperative for organizations to proactively address them. Employee 

engagement is not merely a measure of job satisfaction or happiness; it is a critical driver of organizational success 

and performance. Engaged employees are more likely to demonstrate higher levels of productivity, innovation, and 

commitment to their work, leading to improved business outcomes and competitive advantage. In the context of 

remote work, where physical distance and limited face-to-face interaction can hinder relationship-building and 

collaboration, nurturing employee engagement takes on heightened importance. Against this backdrop, the aim of 

this study is to explore strategies and interventions aimed at enhancing employee engagement in remote work 
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environments. By delving into the factors that influence engagement and identifying effective practices for 

promoting connection and motivation among remote employees, this research seeks to provide actionable insights 

for organizations striving to optimize their remote work initiatives. Through empirical research and practical 

insights, this study aims to contribute to the growing body of knowledge on remote work and offer valuable 

guidance for organizations navigating the complexities of the remote work landscape. 

OBJECTIVE OF THE STUDY 

Key Factors: Identify crucial factors influencing engagement, such as effective communication tools, maintaining 

work-life balance, strong leadership support, and providing job autonomy. Assess Engagement Levels: Evaluate 

current engagement levels by comparing remote workers with on-site employees through surveys and interviews 

Explore Challenges: Investigate challenges remote workers face, including isolation, communication gaps, and 

technological limitations, and understand their impact on engagement. Examine Best Practice analyse successful 

strategies used by organizations, such as virtual team building activities, flexible work arrangements, and effective 

communication protocol. Develop and Measure Recommendations: Create practical recommendations based on 

research findings and measure their impact on metrics like job satisfaction, productivity, retention rates, and 

employee feedback after implementation. 

 

SCOPE OF THE STUDY 

This research comprehensively explores the impact of remote work on employee engagement by setting clear 

objectives and focusing on remote employees' experiences, challenges, and perceptions. It examines remote work 

policies, technological infrastructure, and managerial support, highlighting factors like flexibility, communication, 

and performance metrics. The study delves into employee satisfaction, work-life balance, productivity, and the role 

of leadership in fostering engagement, comparing remote and on-site work environments to identify differences in 

engagement and performance outcomes. Employing robust data collection and analysis techniques while addressing 

ethical considerations and potential limitations, the research aims to provide actionable recommendations for 

enhancing employee engagement and organizational performance in remote work settings. 
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RESEARCH METHODOLOGY 

The study focuses on heritage banks in DR. B.S Tomar city, Rajasthan, specifically ICICI Bank and HDFC Bank. 

Utilizing a descriptive research design, data collection involves questionnaires, interviews, and observations, 

ensuring completeness and reliability. Primary data is gathered from surveys, interviews, and focus groups with 

bank HR professionals and employees, while secondary data is sourced from literature, industry reports, and 

government publications. Tools for analysis include survey questionnaires, interview guides, focus group protocols, 

and data analysis software like Microsoft Excel or Google Sheets. The sample size is 70 to 80 participants, using 

simple and convenience sampling methods. The questionnaire comprises quantitative, dichotomous, and multiple-

choice questions. 

DATA ANALYSIS AND INTERPRETATION 

I.Gender 

GENDER PARTICULAR PERCENTAGE 

Male 40 57.14% 

Female 30 42.86% 

TOTAL 70 100.00% 

                             Table showing the Gender of the Respondents 

Interpretation: The gender distribution of the participants shows a higher representation of males compared to 

females. Specifically, males constitute a little over half (57.14%) of the total participants, while females represent 

just under half (42.86%). 

 

II.Age 

AGE PAETICULAR PERCENTAGE 

20-30 20 28.57% 

31-40 23 32.86% 

41-50 17 24.29% 

51& above 10 14.29% 

TOTAL 70 100.00% 

Table showing the Age of the Respondents 
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Interpretation: The majority of participants are aged 31-40, likely influencing the study's results due to their 

dominant perspectives. The smaller representation of those aged 51 and above suggests lesser interest or relevance 

to older individuals, affecting the study's generalizability. 

III.Bank 

BANK NO. OF RESPONDED PERCENTAGE 

ICICI 35 50.00% 

HDFC 35 50.00% 

TOTAL 70 100.00% 

Table showing the Banks of the Respondents 

Interpretation: The data shows an equal distribution of respondents between the two banks, each with 50%. This 

even split allows for unbiased direct comparisons between the banks. 

IV.Working year Remotely 

WORKING YEAR 

REMOTLY 

PARTICULAR PERCENTAGE 

Less than 6month 33 47.14% 

6month to 1year 21 30.00% 

1year to 2year 9 12.68% 

2year More than 7 10.00% 

TOTAL 70 100.00% 

Table showing the Working year of the Respondents 

 

Interpretation: The data shows that 47.14% of respondents have been working remotely for less than 6 months, 

indicating many are new to remote work. About 30% have 6 months to 1 year of experience, while 12.86% have 1 

to 2 years. Only 10% have over 2 years of remote work experience, indicating fewer participants with extensive 

experience. 

 

V.Satisfaction with communication channel 

SATISFICATION WITH 

COMMUNICATION 

CHANNEL 

PARTICULAR PERCENTAGE 

Very Satisfied 11 15.71% 

Satisfied 30 42.86% 

Neutral 6 8.57% 

Dissatisfied 23 32.86% 

TOTAL 70 100.00% 

Table showing the Satisfaction with communication channels of the Respondents 

 

Interpretation: The data reveals 16% of respondents highly satisfied with communication channels, while 33% 

are dissatisfied, indicating a need for improvements. 
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VI.Tools use to communication 

TOOLS USE TO 

COMMUNICATION 

PARTICULAR PERCENTAGE 

Email 8 11.43% 

Zoom 25 35.71% 

Microsoft 17 24.29% 

Google Meet 20 28.57% 

TOTAL 70 100.00% 

             Table showing the Tools use to communicate through remote work  

 

 

 

Interpretation: Approximately 11.43% of respondents prefer email, while Zoom is the top choice at 35.71%, 

followed by Microsoft Teams at 24.29% and Google Meet at 28.57 

                 
 

 

 

VII.Feel disconnect while working 

 

FEEL DISCONNECTED 

WHILE WORKING 

PARTICULAR PERCENTAGE 

Never 7 10.00% 

Rarely 23 32.86% 

Sometimes 19 27.14% 

Always 21 30.00% 

TOTAL 70 100.00% 

                   Table showing the employee Feel disconnected while working 

 

Interpretation: The data shows a range of experiences regarding feelings of disconnection while working remotely. 

While a minority (10.00%) never feels disconnected, a substantial portion experiences occasional (32.86%) or 
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frequent (27.14%) feelings of disconnection. Notably, 30.00% of respondents always feel disconnected, 

highlighting a significant challenge that may need to be addressed to enhance remote work experiences and 

engagement. 

 

                   
 

 

VIII.Enough support and guidance of manager  

 

ENOUGH SUPORT AND GUIDANCE OF 

MANAGER 
PARTICULARS PERCENTAGE 

Strongly Agree 13 18.57% 

Agree 37 52.86% 

Neutral 16 22.86% 

Disagree 4 5.71% 

TOTAL 70 100.00% 

                     Table showing the Enough support and guidance of manager 

 

 

Interpretation: The data indicates a generally positive perception of managerial support and guidance among the 

respondents, with a majority either agreeing or strongly agreeing. A notable portion of respondents feels neutral, 

suggesting a need for clearer communication or actions from managers to address any potential concerns or 

uncertainties. While a minority disagrees with the level of support, their feedback is still important to identify areas 

for improvement in managerial support and guidance for remote work arrangements. 
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                        Chart showing the Enough support and guidance of manager 

 

IX.Rate of collaboration and teamwork 

 

RATE OF COLLABORATION AND TEAMWORK PARTICULAR PERCENTAGE 

Excellent 29 41.43% 

Good 19 27.14% 

Poor 15 21.43% 

Very Poor 7 10.00% 

TOTAL 70 100.00% 

                         Table showing the Rate of collaboration and teamwork 

 

Interpretation: The data shows a mixed perception of collaboration and teamwork, with a significant portion rating 

it as excellent or good (68.57% combined). However, a notable percentage also rated it as poor or very poor (31.43% 

combined), indicating areas of improvement needed in fostering effective collaboration and teamwork within the 

work environment. Addressing the concerns highlighted by those who rated collaboration poorly is crucial for 

enhancing overall team productivity, cohesion, and job satisfaction among employees. 
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                         Chart showing the Rate of collaboration and teamwork 

 

X.Comfortability with tools provided for work 

 

Comfortability With Tools Provided For Work Particulars Percentage 

Very Comfortable 8 11.43% 

Comfortable 35 50.00% 

Neutral 12 17.14% 

Uncomfortable 15 21.43% 

Total 70 100.00% 

             Table showing the Comfortability with tools provided for work 

 

 

Interpretation: The majority of respondents feel either very comfortable or comfortable with the tools provided 

for work, showing a generally positive sentiment. However, a notable portion also feels neutral or uncomfortable, 

indicating areas for improvement in user experience. Addressing these concerns is crucial to ensure employees have 

the necessary support and tools for efficient and comfortable work. 
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                     Chart showing the Comfortability with tools provided for work 

 

XI.Feel appreciated for contribution 

 

FEEL APPRECIATED FOR CONTRIBUTION PARTICULARS PERCENTAGE 

Always 6 8.57% 

Sometimes 18 25.71% 

Rarely 30 42.86% 

Never 16 22.86% 

TOTAL 70 100.00% 

                         Table showing the Feel appreciated for contribution  

 

Interpretation: The data shows a varied experience among respondents regarding feeling appreciated for their 

contributions. While a small percentage always feels appreciated and another quarter sometimes feels appreciated, 

a significant portion rarely (42.86%) or never (22.86%) feels appreciated. Addressing this lack of appreciation is 

crucial for improving employee morale, motivation, and overall job satisfaction, as feeling valued for contributions 

is a key aspect of a positive work environment. 
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                      Chart showing the Feel appreciated for contribution  

 

XII.Overall job satisfaction while working remotely compared to office work 

 

OVER ALL JOB SATISFACTION WHILE WORKING 

REMOTELY COMPARED TO OFFICE WORK 
PARTICULARS PERCENTAGE 

Much Higher 7 10.0% 

Higher 11 15.7% 

Average 20 28.6% 

Lower 32 45.7% 

TOTAL 70 100.0% 

Table showing the Overall job satisfaction while working remotely compared to office work. 

 

Interpretation: The data indicates diverse job satisfaction levels with remote work compared to office work. While 

a small minority (10.0%) feels much higher satisfaction and 15.7% feels higher satisfaction, a notable 45.7% report 

lower satisfaction with remote work. This suggests significant dissatisfaction that organizations should address by 

enhancing remote work policies, practices, and support systems to improve overall job satisfaction. 

0

10

20

30

40

50

60

70

 always sometimes rarely never total

Feel appreciated for contribution

particulars percentage

http://www.ijsrem.com/


          International Journal of Scientific Research in Engineering and Management (IJSREM) 
             Volume: 08 Issue: 06 | June - 2024                         SJIF Rating: 8.448                                    ISSN: 2582-3930      

 

© 2024, IJSREM      | www.ijsrem.com                                 DOI: 10.55041/IJSREM35681                |        Page 11 

               
Chart showing the Overall job satisfaction while working remotely compared to office work. 

 

XIII.Challenges employee face during working remotely 

 

Challenges Employee Face During Working Remotely Particulars Percentage 

Yes 49 70.00% 

No 21 30.00% 

Total 70 100.00% 

           Table showing the Challenges employee face during working remotely. 

 

Interpretation:  The data shows that 70.00% of employees face challenges while working remotely, highlighting 

areas needing improvement from organizations. Addressing these challenges is crucial for enhancing the remote 

work experience, improving satisfaction, and maintaining productivity. While 30.00% of employees do not face 

challenges, indicating remote work's effectiveness for some, the priority should be on identifying and mitigating 

common difficulties faced by the majority. 

                
           Chart showing the Challenges employee face during working remotely. 
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CONCLUSION 

To enhance employee engagement in remote work, organizations should prioritize gender equality, promote 

diversity awareness, offer mentorship to older employees, ensure fair resource distribution, provide equal access to 

training, develop comprehensive onboarding, offer ongoing support and training, address communication issues, 

organize team-building activities, train managers for remote teams, foster open communication, use collaborative 

tools, gather feedback for improvements, provide continuous support, implement recognition programs, regularly 

evaluate and refine policies, offer flexibility aligned with goals, and proactively address common challenges faced 

by remote employees. 
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