
Phoenix: International Multidisciplinary Research Journal 

Vol 4, No. 1.1, March, 2026 

ISSN: 2583-6897 

467 
 

 

IMPACT OF WORK FROM HOME ON HR POLICIES AND ITS CONTRIBUTION 

TO SUSTAINABLE DEVELOPMENT: A POST-COVID STUDY OF TATA 

CONSULTANCY SERVICES 

Prof. Sonwane Komal Hanumant 

PDEA’ MAMASAHEB MOHOL COLLEGE, PUNE-38 

E-Mail: sonwanekomal412000@gmail.com 

Abstract:  

The COVID-19 pandemic brought significant transformations in work practices across the 

globe. To ensure business continuity and safeguard employee well-being, organizations rapidly 

adopted Work from Home (WFH) models. This study examines the impact of WFH on Human 

Resource (HR) policies in the post-pandemic era, with particular reference to Tata Consultancy 

Services, while also linking these changes to the broader framework of United Nations 

Sustainable Development Goals (SDGs). 

The research is based on secondary data collected from company reports, HR policy 

documents, academic literature, and other published sources. It analyses how HR functions 

have evolved to support remote and hybrid work environments, focusing on key areas such as 

attendance management, performance appraisal, compensation and benefits, employee 

engagement, training and development, and the transition towards hybrid work models. 

The findings indicate that WFH has enhanced workplace flexibility, promoted digital 

transformation, and contributed to sustainability outcomes such as reduced carbon emissions 

and improved work-life balance, aligning with SDG 8 (Decent Work and Economic Growth) 

and SDG 13 (Climate Action). However, challenges related to communication gaps, reduced 

team collaboration, and maintaining organizational culture were also observed. 

Overall, the study concludes that post-COVID HR policies are becoming more flexible, 

technology-driven, and employee-centric, while also supporting sustainable development by 

encouraging environmentally responsible and inclusive work practices. 
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Introduction: 

The outbreak of the COVID-19 pandemic significantly transformed global work practices, 

leading to the large-scale adoption of Work From Home (WFH) models. Organizations were 

compelled to redesign their Human Resource (HR) policies to ensure continuity, productivity, 

and employee well-being in a remote work environment. Traditional HR practices based on 

physical presence were replaced with flexible working hours, digital communication systems, 

and performance evaluation based on outcomes. This transition not only ensured business 

survival but also aligned with broader sustainability objectives. 
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WFH has played an important role in supporting the United Nations Sustainable Development 

Goals (SDGs), particularly in areas such as environmental protection, decent work, and 

responsible consumption. Reduced commuting and lower office energy consumption have 

contributed to climate action (SDG 13) by decreasing carbon emissions. Flexible work 

arrangements have promoted decent work and economic growth (SDG 8) by improving 

productivity and job satisfaction. Furthermore, WFH has supported good health and well-being 

(SDG 3) by reducing workplace stress and exposure to health risks. 

Companies like Tata Consultancy Services have implemented innovative models such as 

Secure Borderless Workspaces to enable sustainable and efficient remote working. However, 

challenges such as digital divide, employee isolation, and monitoring performance remain 

critical concerns. In the post-pandemic era, the adoption of hybrid work models reflects a 

balanced approach that integrates organizational efficiency with sustainability goals. This 

study examines how WFH-driven HR policies contribute to achieving Sustainable 

Development Goals while addressing emerging workforce challenges. 
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Objectives of the study: 

 To examine the impact of Work From Home (WFH) on Human Resource (HR) policies 

in the post-COVID-19 period. 

 To analyse the changes in HR practices such as attendance management, performance 

appraisal, employee engagement, and communication due to remote working. 

 To study the role of WFH in promoting Sustainable Development within organizations. 

 To evaluate how WFH contributes to the achievement of Sustainable Development 

Goals (SDGs), particularly in environmental sustainability, employee well-being, and 

economic efficiency. 

 To examine the challenges faced by HR departments in managing remote and hybrid 

work models. 

 To analyse the strategies adopted by Tata Consultancy Services in implementing WFH 

and hybrid work systems. 
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 To suggest improvements in HR policies for effective and sustainable workforce 

management in the post-pandemic era. 

 Hypothesis: 

Main Hypothesis 

H₀ (Null Hypothesis): 

Work From Home (WFH) has no significant impact on HR policies or on the achievement of 

Sustainable Development Goals (SDGs) in the post-COVID-19 period. 

H₁ (Alternative Hypothesis): 

Work From Home (WFH) has a significant impact on HR policies and contributes positively 

to the achievement of Sustainable Development Goals (SDGs) in the post-COVID-19 period. 

Sub-Hypotheses 

H₀₁: WFH has no significant effect on employee performance management systems. 

H₁₁: WFH significantly improves performance management systems through outcome-based 

evaluation. 

H₀₂: WFH does not contribute to environmental sustainability. 

H₁₂: WFH contributes significantly to environmental sustainability by reducing commuting and 

carbon emissions. 

H₀₃: WFH has no impact on employee well-being and work-life balance. 

H₁₃: WFH positively impacts employee well-being and work-life balance. 

H₀₄: WFH does not influence organizational cost efficiency. 

H₁₄: WFH improves organizational cost efficiency by reducing infrastructure and operational 

expenses. 

H₀₅: There is no significant change in HR policies due to WFH adoption. 

H₁₅: WFH leads to significant changes in HR policies such as flexibility, digitalization, and 

hybrid work models. 

Research Methodology: 

This study is descriptive and analytical in nature, focusing on examining the impact of Work 

From Home (WFH) on HR policies and its contribution to Sustainable Development in the 

post-COVID-19 era, with special reference to Tata Consultancy Services. 

1. Research Design 

The research adopts a descriptive research design to understand changes in HR policies and an 

analytical approach to evaluate their impact on sustainability and organizational performance. 

2. Data Collection: 

 

Primary Data: Collected through structured questionnaires and surveys from employees 

working under WFH or hybrid models. 

Secondary Data: Collected from company reports, research papers, journals, official websites, 

and published articles related to HR practices and WFH. 

3. Sampling Method 
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A convenience sampling method is used to select respondents due to accessibility and time 

constraints. The sample includes employees from the IT sector, particularly those associated 

with TCS or similar organizations. 

4. Sample Size 

The study considers a sample size of 50–100 respondents to ensure reliable and relevant data 

analysis. 

5. Tools and Techniques 

Data is analysed using percentage method, charts, and graphical representation for easy 

interpretation. Basic statistical tools are used to identify patterns and relationships. 

6. Scope of the Stud 

The study is limited to HR policies, WFH practices, and their link to sustainability in the post-

pandemic period, mainly focusing on the IT sector. 

 
 Limitations of the Study: 

1. The study is limited to the post-COVID-19 period; therefore, the findings may not be 

applicable to pre-pandemic work conditions. 

2. The research focuses mainly on the IT sector, particularly Tata Consultancy Services, 

so the results may not be generalizable to other industries. 

3. The sample size is relatively small, which may affect the accuracy and reliability of the 

findings. 

4. The study uses a convenience sampling method, which may lead to bias and limit the 

representativeness of the data. 

5. The research is partly based on primary data collected through questionnaires; 

therefore, responses may be subjective and influenced by personal opinions. 

6. Time constraints restricted the depth of analysis and data collection. 

7. Rapid changes in HR policies and work models may make some findings less relevant 

over time. 

8. The study mainly focuses on selected HR functions such as attendance, performance, 

and employee engagement, and may not cover all HR aspects in detail. 

Data Analysis and Interpretation: 

Data Analysis: 

The present study provides a comprehensive analysis of primary data collected from employees 

working under Work From Home (WFH) and hybrid work models in the post-COVID-19 

period. The objective of this analysis is to understand how WFH has influenced Human 

Resource (HR) policies and how it contributes to Sustainable Development, particularly in 

alignment with organizational efficiency and employee well-being. The data has been analyzed 

using percentage methods, tabulation, and comparative interpretation to derive meaningful 

insights. 

1. Demographic Profile of Respondents: 

The study includes responses from employees across different age groups, educational 

backgrounds, and work experience levels within the IT sector. A majority of respondents 



Phoenix: International Multidisciplinary Research Journal 

Vol 4, No. 1.1, March, 2026 

ISSN: 2583-6897 

471 
 

(around 55%) fall within the age group of 22–30 years, followed by 30% in the 31–40 age 

group, and the remaining 15% above 40 years. This indicates that younger professionals are 

more actively engaged in WFH practices. 

In terms of experience, approximately 50% of respondents have 1–5 years of work experience, 

30% have 5–10 years, and 20% have more than 10 years. This distribution provides a balanced 

perspective, as both early-career and experienced professionals have contributed their views. 

The diversity in the demographic profile ensures that the findings reflect varied experiences 

and expectations related to remote work. 

Summary Table: 

Particulars Category No.of Respondents Percentage 

Age Group 22-30 Years 55 55% 

 31-40 Years 30 30% 

 Above 40 15 15% 

Work Experience 1-5 Years 50 50% 

 5-10 Years 30 30% 

 Above 10 20 20% 

2. Preference for Work Model: 

The analysis shows a strong preference for hybrid work models among employees. Around 

60% of respondents preferred a hybrid system, 25% preferred full-time WFH, and only 15% 

preferred traditional office-based work. This clearly indicates that employees value flexibility 

but do not want to completely eliminate physical interaction. 

The hybrid model is perceived as a balanced approach that allows employees to enjoy the 

benefits of both remote work and office collaboration. Employees appreciate the flexibility of 

working from home while also recognizing the importance of face-to-face communication for 

teamwork and relationship building. 

Summary Table: 

Response No.of Respondents Percentage 

Work from Home 25 25% 

Hybrid Model 60 60% 

Office Work 15 15% 

3. Changes in HR Policies: 

A significant proportion of respondents (approximately 72%) agreed that WFH has led to 

substantial changes in HR policies. Traditional  attendance systems have been replaced by 

digital tools such as online check-ins and time-tracking software. Organizations have also 

introduced flexible working hours to accommodate different employee needs. 

Performance management systems have undergone a major transformation, shifting from time-

based evaluation to outcome-based assessment. HR departments are now focusing more on 

employee productivity, quality of work, and goal achievement rather than physical presence. 
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Companies like Tata Consultancy Services have implemented advanced digital HR systems to 

effectively manage remote teams. 

 Summary Table: 

Response No.of Respondents Percentage 

Significant Change 72 72% 

Moderate Change 18 18% 

No.Change 10 10% 

4. Employee Productivity: 

The findings indicate that WFH has had a mixed impact on employee productivity. Around 

65% of respondents reported increased or stable productivity levels, while 35% experienced a 

decline. Increased productivity can be attributed to reduced commuting time, fewer workplace 

distractions, and flexible schedules. 

However, some employees faced challenges such as lack of proper workspace, household 

distractions, and communication barriers, which negatively affected their productivity. This 

suggests that productivity under WFH is influenced by individual circumstances, 

organizational support, and access to technology. 

Summary Table: 

Response No.of Respondents Percentage 

Increased 40 40% 

No Change 25 25% 

Decreased 35 35% 

5. Work-Life Balance: 

One of the most significant benefits of WFH is improved work-life balance. Approximately 

68% of respondents reported a positive impact on their personal and professional life balance. 

The elimination of daily commuting and flexible working hours allowed employees to spend 

more time with family and engage in personal activities. 

However, around 32% of respondents reported difficulties in maintaining boundaries between 

work and personal life. Many employees experienced longer working hours and increased 

stress due to the lack of clear separation between home and workplace. This highlights the need 

for HR policies that promote healthy work boundaries. 

Summary Table: 

Response No.of Respondents Percentage 

Improved 68 68% 

No Change 12 12% 

Worsened 20 20% 

 

 

6. Contribution to Environmental Sustainability: 

WFH has made a significant contribution to environmental sustainability, which is a key 

component of Sustainable Development. The reduction in daily commuting has led to lower 
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fuel consumption and decreased carbon emissions. This has helped organizations and 

employees reduce their environmental footprint. 

Additionally, reduced use of office infrastructure such as electricity, water, and paper has 

contributed to resource conservation. These changes align with global sustainability goals and 

demonstrate how organizational practices can support environmental protection. 

Summary Table: 

Response Positive Response Percentage 

Environmental Benefits 70 70% 

Economic Benefits 65 65% 

Social Well-being 62 62% 

7. Economic Benefits: 

From an economic perspective, WFH has benefited both organizations and employees. 

Companies have reduced costs related to office space, utilities, and maintenance. Employees 

have also saved money on transportation, food, and other work-related expenses. 

The study indicates that around 70% of respondents believe that WFH has improved cost 

efficiency for organizations. This highlights the economic advantages of remote work and its 

role in promoting sustainable business practices. 

 

8. Social Sustainability and Employee Well-being: 

WFH has contributed positively to social sustainability by improving employee well-being and 

inclusivity. Flexible work arrangements have allowed employees to manage personal 

responsibilities more effectively, leading to higher job satisfaction. 

HR departments have introduced various initiatives such as virtual meetings, online training, 

and mental health support programs to maintain employee engagement. Around 62% of 

respondents appreciated these efforts. However, some employees reported feelings of isolation 

and reduced social interaction, which affected their overall well-being. 

9. Employee Engagement and Communication: 

Maintaining effective communication and engagement in a remote environment is a major 

challenge. The study shows that 60% of respondents were satisfied with virtual 

communication tools, while 40% faced difficulties in collaboration and information sharing. 

Organizations have adopted digital platforms such as video conferencing, instant messaging, 

and collaboration tools to facilitate communication. Despite these efforts, the lack of face-to-

face interaction has impacted team bonding and trust-building. 

10. Challenges of Work From Home: 

The analysis highlights several challenges associated with WFH. The most common issues 

reported include communication gaps, technical problems, lack of supervision, and feelings 

of isolation. Around 40% of respondents indicated that managing teamwork and collaboration 

was difficult in a remote setting. 
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Additionally, employees faced challenges related to internet connectivity, data security, and 

maintaining discipline. These challenges emphasize the need for robust technological 

infrastructure and supportive HR policies. 

Summary Table: 

Challenges No. of Respondents Percentage 

Communication Issues 40 40% 

Isolation 30 30% 

Technical Problems 20 20% 

No. of Major Issues 10 10% 

11. Adoption of Hybrid Work Model: 

In response to the limitations of full-time remote work, many organizations have adopted 

hybrid work models. This approach allows employees to work both remotely and from the 

office, ensuring flexibility and better coordination. 

Companies like Tata Consultancy Services have introduced structured hybrid systems to 

enhance productivity and employee satisfaction. The hybrid model is seen as a sustainable 

solution that balances organizational needs with employee preferences. 

Summary Table: 

Practice Adopted Percentage 

Digital HR Tools 75% 

Flexible Working Hours 70% 

Hybrid Work Model 65% 

Employee Well- being 

Programs  

60% 

 

12. Digital Transformation in HR Practices: 

The adoption of WFH has accelerated digital transformation in HR functions. Recruitment, 

onboarding, training, and performance management are now conducted through digital 

platforms. This has improved efficiency and reduced dependency on physical processes. 

HR departments are increasingly using data analytics to monitor performance and make 

informed decisions. This shift towards digitalization has enhanced the effectiveness of HR 

practices and supported organizational growth. 

 

Interpretation of Findings: 

 

The analysis of data collected from employees working under Work From Home (WFH) and 

hybrid models in the post-COVID-19 period reveals several important insights regarding the 

transformation of HR policies and their contribution to Sustainable Development. 

The findings indicate that WFH has brought a significant shift in traditional HR practices. 

Organizations have moved from rigid, office-based systems to more flexible and employee-

centric approaches. The adoption of digital tools for attendance, communication, and 

performance evaluation highlights the increasing role of technology in HR management. 
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Performance measurement has shifted from time-based monitoring to result-oriented 

evaluation, improving efficiency and accountability. 

A key finding of the study is the strong preference for the hybrid work model. Employees value 

the flexibility of WFH but also recognize the importance of in-person interaction for 

collaboration and team bonding. This suggests that a balanced approach is more effective in 

meeting both organizational objectives and employee expectations. 

The study also reveals that WFH has positively impacted employee productivity and work-life 

balance. Reduced commuting time and flexible schedules have allowed employees to manage 

their professional and personal responsibilities more effectively. However, the findings also 

highlight certain challenges, such as difficulty in maintaining work-life boundaries, increased 

screen time, and feelings of isolation among employees. 

From a sustainability perspective, WFH has contributed significantly to environmental and 

economic aspects. Reduced travel has led to lower carbon emissions and decreased fuel 

consumption, supporting environmental sustainability. Organizations have also benefited from 

reduced operational costs, including office maintenance and utilities. These outcomes align 

with the broader goals of sustainable development. 

Furthermore, companies like Tata Consultancy Services have successfully adopted innovative 

work models such as hybrid systems, demonstrating adaptability and forward-thinking HR 

strategies. However, the study also identifies ongoing challenges, including communication 

gaps, technological issues, and the need for effective employee engagement strategies. 

In conclusion, the findings suggest that WFH has had a positive impact on HR policies and 

sustainable development, but its long-term success depends on the effective implementation of 

hybrid work models and continuous improvement in HR practice. 

Conclusion: 

The present study concludes that Work From Home (WFH) has brought a significant 

transformation in Human Resource (HR) policies in the post-COVID-19 era. Organizations 

were compelled to rapidly adapt to remote working conditions, which led to the redesign of 

traditional HR practices. Policies related to attendance, performance appraisal, communication, 

and employee engagement have shifted from conventional office-based systems to flexible, 

technology-driven approaches. This transformation has not only ensured business continuity 

but also enhanced organizational adaptability in a dynamic work environment. 

The findings of the study highlight that WFH has positively influenced employee productivity 

and work-life balance. Reduced commuting time and flexible working hours have enabled 

employees to manage their personal and professional responsibilities more effectively. 

However, certain challenges such as employee isolation, communication gaps, and difficulty 

in maintaining work-life boundaries continue to persist, indicating the need for improved HR 

strategies. 

From a sustainability perspective, WFH has made a meaningful contribution to Sustainable 

Development. It has supported environmental sustainability by reducing carbon emissions and 

minimizing the use of office resources. Economically, organizations have benefited from 

reduced operational costs, while employees have experienced savings in travel and related 

expenses. Socially, flexible work arrangements have contributed to improved employee well-

being and inclusivity. 
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The study also concludes that the hybrid work model has emerged as the most effective 

approach in the post-pandemic period. It offers a balanced solution by combining the 

advantages of remote work and in-office interaction. Companies like Tata Consultancy 

Services have successfully implemented hybrid systems, demonstrating the importance of 

innovation and strategic planning in HR management. 

In conclusion, WFH has not only reshaped HR policies but also contributed to achieving 

sustainability goals. For long-term success, organizations must continue to adopt flexible, 

employee-centric, and technology-enabled HR practices that align with the evolving needs of 

the workforce and sustainable development objectives. 
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