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ABSTRACT

Workfromhome(orremoteworking)hasbecomethenewnormaleversincethepandemichitthe
world.Thisnewnormal,whichrepresentstheunisonofsocialandtechnicalassemblage,hasbeen
usedasabackdropinthestudytoexplorethenatureofemployeejobbehaviouranditsimpacton
jobsatisfaction.Thesampleconsistedofemployeeswhoareworkingremotelyfromtheirhomesin
theinformationtechnologysector.TheCronbachalphaofthequestionnairewasfoundtobe.862.
Theresultsindicatethatdimensionsofemployeejobbehaviourlikeenhancedworkassociation,need
forinteractionforinformationexchange,andincreasedworkresponsibilitywerefoundtobehighly
correlatedinthebackdropofworkfromhome.Further,employeejobbehaviourwasfoundtobe
significantlyimpactingjobsatisfactionofemployeesinthebackdropofworkfromhome.

KEywoRDS
COVID-19 Study, Employee Job Behaviour, Job Satisfaction, Social Factors, Social Materiality, Socio-
Technology, Work From Home

INTRoDUCTIoN

Theeconomic,social,andfinancialimplicationthepandemichashadonhumanisunfathomable.
Acrossthespectrum,organizationsmadevariouseffortstomanagetheonslaughtwhichthepandemic
broughtwith it.Oneof themajorshifts,whichtheorganizationsmadewasthat theymadetheir
employeestoworkfromhomeinremotemode.(Phillips,2020).Withmostofthefirmsencouraging
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workfromhome(remoteworking),anewkindofrealityhasemerged,whichhasledtonewkindof
opportunitiesandchallengesforemployees(Momani,2020;Toniolo-BarriosandPitt,2020).

Remote working has been defined as arrangement of work away from a central physical 
organizational locationwheretelecommutingandteleconferencingweretwoarrangementsthatwere
synonymoustoremoteworking(GajendranandHarrison,2007).Literatureindicatesthatthereare
fourdimensions,whichareassociatedwithtele-workinglikeworklocation,informationtechnology,
timedistribution,anddiversityofemployment(GarrettandDanziger,2007).Intheinitialyears,
workfromhome(remoteworking)wasconsideredasan innovative, timeeffective,costand the
resource-savingoptionofwork.Theadventoftechnologywasnotnewtoanyworkplaceastherewas
alwaysunisonbetweensocial(peopleandprocess)andtechnicalpresentinorganizations. Thiswas
amanifestationofauniquesocio-technicalapproachcalledSociomateriality,whichwasdesigned
byOrlikowskiandScott(2008).Definedastheconstitutive entanglements and assemblageswhich
involvethesocialandtechnologyinteractionsamongsteachother(Orlikowski2010,Orliskowskiand
Scott2008a,2015).Intheinteractionsbetweensocialandtechnical,anewpracticegotgenerated/
emerged,whichbecameawayoflifeineverydayworking(Kumpulainenet.al2020;Hultin,2019).

Theconceptofsociomaterialityemergedfromthesocio-technicalsystem(STS)approach,which
becamecrucialasitindicatedaninteractionbetweenhardware,software,andcommunityaspects
(Barley,1988,Orlikowski1992).Thisusageofemails,blogs,chartrooms, learningmanagement
systems,mobileapplications,andsocialmedia sites suchasFacebookandTwitterare thenew
cyborgsorco-workersthatoneisfoundinteractingwithintoday’stimes(Fox,2018).However,over
aperiodoftimetheperilsofpolitics(Fergusonetal.,2016),personality(DeciandRyan,1985),
lackofsocialwellbeing (GajendranandHarrison,2007)andautonomy (CavalcantiandSilva,2020;
Gajendran,HarrisonandDelaney-Klinger,2014)werefoundtobeassociatedwithworkfromhome
(remoteworking)orvirtualworkplaces.Inotherwords,thesesocio-technicalassemblageswhich
embodied theconfluenceofsocialaspectandmaterial (technology) together led toco-evolution
andconstructionalongwithmanydrawbacksthatemergedintheformofworkfromhomekindof
working(orremoteworking)(GremilAlessandroAlcazarNaz,2020).Thispaperisbasedonastudy
whichusesthissocialandtechnicalargumentsinthebackdroptoexplorethenatureofemployeejob
behaviouranditsimpactonjobsatisfactionininformationtechnology(IT)sector,especiallyduring
theongoingpandemic(Cleland,et.al,2020).

oBJECTIVE oF THE RESEARCH

Studiesinliteraturesofarhaveshownthatjobsatisfactionindicatesaverystrongrelationshipbetween
employeeageanditsrelationshiptoworksatisfaction(HajdukovaandJarmila,2015).Accordingtoa
studyJenaandPradhan(2017),itwasfoundthatJobSatisfactionhadanegativeimpactonemployee
whocausedwithdrawalbehaviorsofemployeesworkinginITindustry.However,thecurrentstudy
hastriedtounderstandjobbehavioranditsimpactonjobsatisfactionin‘virtual’or‘remote’working
duringpandemiclikeCovid-19whichhasimpactedtheemotionalwellnessofemployeestoagreat
extent.Thus,thestudyhastriedtobridgethegapidentifiedabovethroughtheresearchobjectives
statedbelow:

Thestudytriestoexplorethefollowingresearchobjective:

1. Toexplorethenatureofemployeejobbehaviourinthebackdropofworkfromhomeorremote
working.

2. Tostudytheimpactofemployeejobbehaviouronjobsatisfaction.
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BACKGRoUND

Thestudyexploresthenatureofemployeejobbehaviouranditsimpactonjobsatisfactioninthe
contextofsocio-technicalstudiescalledsociomateriality(OrlikowskiandScott,2008;Orliskowski
andScott2008a,2015).Thepremisebehindsocio-technicalstudiesisthesystemthinking,inwhich
socialandtechnologyassociateintoadual relationship.Socio-technicalsystems(STS)whichwere
propagatedbyTristandBamforth(1951)gavedualimportancetobothsocialandtechnicalrealms.
Bythis,itmeansthatasystematicandconstructiveusageofsocio-technicalprinciplesandmethods
intheprocurement,specification,design,testing,evaluation,operation,andevolutionofcomplex
systems(Hultin,2019).

Informationtechnologieshavebecomeastrategicplayerinorganizations.Literatureindicates
thattheroleofinformationtechnologyinorganizationshasmostlybeentocollectinformationand
makedecisions(Galbraith,2012).FurtherDevarajandKohli(2003)positedtheimpactinformation
technologyhasorganizationalperformance.

Therolepandemicplayedinimpactingworkplaceshavebeenmany.Itledtotheemergence
ofmanychangesinworkpractices(e.g.,workingfromhome,virtualteams)andmostimportantly,
economicandsocial-psychologicalimpacts(e.g,unemployment,mentalwell-being)(Kniffinet.al,
2020).Inbrief,informationtechnologyhadadefiningroletoplayinorganizations(Phillips,2020;
GremilAlessandroAlcazarNaz,2020).Theroletechnologyplayed,withrespecttosustenanceof
jobsandfurtheritsfunctioning(especiallytheintegrativeapproachoftechnologyfactorsviz.social
factorsandorganizationalfactors)hadgreaterimplicationsonorganizationalbehavioralstudiesin
management,somethingwhichthecurrentstudyhastriedtocapture(Momai,2020;Sasvari,2012).

Literatureonworkfromhome(orremoteworking)indicatesthatithashaditsimpactonjob
behaviourandjobsatisfaction,jobperformanceandwork-familyconflict(GajendranandHarrison,
2007;Hussein, 2019;Golden, 2006).Studieshave also shown thatwork fromhome (or remote
working)hadimplicationsonindividualandorganizationalfactors(Allen,RennandGriffeth,2003;
BaileyandKurland,2002).Inoneoftherecentstudiesitwasalsofoundthatremoteworkinghad
positiveandnegativeconsequencesatworkplaces(e.g.,Fergusonetal.,1994).

Dimensions of Employee Job Behavior 
Inordertounderstandthejob behaviors,itwasimportanttodeconstructsocialfactorsattheworkplace
thatcomprisedofjobbehavior.Thecurrentsectionofthestudyelaboratesthesefactorsindetail.
Thestudyexploredthenatureofemployeejobbehaviorandtheimpactithadonjobsatisfactionin
thebackdropofworkfromhomeorremoteworking.Thesubfactorsorparametersthatconstituted
thesocialfactorshavebeendefinedasthefollowing:

Work meaningfulness:Workmeaningfulnesshasbeendefinedasthesatisfactionofworkthatan
individualreceivesfromhiswork(Rosso,DekasandWrzesniewski,2010).

Job Security:Jobinsecurityhasbeendefinedastheoverallconcernaboutthecontinuedexistence
ofthejobinthefuture.Althoughtherearevariationsbetweendifferentdefinitions,theyallhave
commongroundinthatjobinsecurityisasubjectiveperception.

Social Networking: Social networking has been viewed as bonds in literature. Baumeister and
Vohs(2002)statedthatbondneedstobedevelopedamongpeopleforpositiveoutputsbothfor
individualandorganization.

Self-Identity:Self-identityhasbeenviewedthefocalpointinprovidingmeaningandidentityina
persons’lifeaspeoplespendmostofthetimeconnectedtotheroletheyperforminorganizations.
Asaresult,theytendtotheystarttoseetheirjobsasthefocalpoint.(Rees,GaryandRumbles,
Sally(2013).
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Uncertainty:Theuncertaintyistheunawarenessofwhatwouldhappentomorrow.Thiscouldbe
relatedtojob,health,oranyuncertainsituationevenatwork.Thekindofuncertaintyprevailing
intheorganizationshasheightenedwithpandemicwhichthestudyexplores.

Health Uncertainty:Thishasbeendefinedasastateofmindthatimpactstheemotionalwellbeing
ofanindividualthreateninghishealthtocopewithhisenvironment(Gerrity,1992).

Organizational Connect: The employee’s feeling of pride, taking more responsibilities and
willingnesstocontinuearetheitemsthatmeasurethisconstruct.Theintentiontocontinuehas
beenanimportantmeasureasitdeterminestheconnectivitywithanorganization(Yıldız,et
al.,2013).

Responsibility at Work: The impact of virtual workspaces has resulted in increased work
responsibilityamongemployeesduetolackofinteractionamongtheemployees,theonusof
responsibilityincreases(Straus,1997).

Information Exchange:Virtualteamsaremoreanonymousandde-individuatedbythiswemean
thatindividualsaredisconnectedtoeachotherduetolackofconnectivity(Straus,1997).

Work Association:Workassociationhasbeenviewedastheworkingconnectwhichpeopledevelop
overasustainedperiodoftime,whilebeingatwork(SonyandBoparikar,2019).

Work Satisfaction:Worksatisfactionhasbeenviewedasthepositiveornegativeattitudethatan
individualhasforhisjob.Thesignificantrelationofjobsatisfactionwiththemotivationand
performancesoftheemployeeshasincreasedtheinterestoforganizationsinthisconcept.

Onthebasisofthevariableofjob behaviortheHypothesis1wasproposed.Thehypothesis1(H01)
measurestheimpactoftechnologyonthejobbehavior(whichconstitutesofworkmeaningfulness,
jobsecurity,socialnetworking,self-identity,uncertainty,healthuncertainty,organizationalconnect,
responsibilityatwork,informationexchange,workassociation,andworksatisfaction).

Dimensions of Job Satisfaction
Thissectiondiscussestheconstructofjob satisfactionwhichhasbeenviewedasapredictorvariable
inthecurrentstudy.Jobsatisfactionisoneofthemostextensivelydebatedvariablesintheliterature
oforganizationalbehavior(VisserandCoetzee,2005).Therationaleforstudyingjobsatisfactionin
thestudyhavebeenthreefold,firstlyjobsatisfactionhasadirectimpactonorganizationalproductivity
(Mattessich,2005).Secondly,lackofjobsatisfactionresultsinjobwithdrawalbehaviorssuchas
turnover,absenteeism,psychologicaldistressandtardiness(Hacket,2011).Thirdlyjobsatisfaction
hasadirectassociationwithphysicalhealth,longevityandpsychologicalhealth(HuangandVanDe
Vliert,2003).Studiesalsoindicatethejobsatisfactionalsogetsimpactedbythenarcissistictendencies
ofemployeesincertaincontexts(Chand,Dhiman,MittalandJhamb,2020).Hirschfeld(2000)took
thedefinitionofjobsatisfactionasthefeelingofonenesswiththejobororganization.TheHypothesis
2(H02)measurestherelationshipbetweenjobbehaviorandjobsatisfaction.

RESEARCH METHoDoLoGy

Thisstudyusedadescriptivesurveydesign.Thepurposeofdescriptivesurveysistocollectdetailed
andfactualinformationthatdescribesanexistingphenomenon.Athoroughreviewofliteraturewas
conductedbeforeselectingthetopicofthestudy.

Sample
The target populations of the study were 125 information technology professionals who were
selectedfromvariousorganizationstoparticipatebecauseverylittleempiricalresearchworkhas
beencarriedoutforthisgrouptounderstandtheconstructofemployeejobbehaviouranditsimpact
onjobsatisfactioninthebackdropofworkfromhomeorremoteworkingduringthepandemicin
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informationtechnologysector.ThedescriptivedetailsofthesamplehavebeendetailedbelowinTable
1,Table2,andTable3.Asseenfromthetablethatmale(46.4%)andfemaleare(53.6%)whichis
nearlyequalrepresentationinthesample.Mostoftherespondentsarepostgraduates(66%).The
maritalstatusoftherespondentsismarried(92%).Mostoftherespondentshavefairlygoodincome
(asseenfromTable4).

Table 1. Gender * Education Crosstabulation

  Education Total

12th Graduate Post Graduate Doctoral

Gender

Male

Count 0 8 41 9 58

%withinGender 0.0% 13.8% 70.7% 15.5% 100.0%

%withinEducation 0.0% 40.0% 49.4% 42.9% 46.4%

%ofTotal 0.0% 6.4% 32.8% 7.2% 46.4%

Female

Count 1 12 42 12 67

%withinGender 1.5% 17.9% 62.7% 17.9% 100.0%

%withinEducation 100.0% 60.0% 50.6% 57.1% 53.6%

%ofTotal 0.8% 9.6% 33.6% 9.6% 53.6%

Total

Count 1 20 83 21 125

%withinGender 0.8% 16.0% 66.4% 16.8% 100.0%

%withinEducation 100.0% 100.0% 100.0% 100.0% 100.0%

%ofTotal 0.8% 16.0% 66.4% 16.8% 100.0%

Table 2. Gender * Marital Status Crosstabulation

  Marital Status Total

Single Married Separated Widower/
Widow

Gender

Male

Count 13 44 1 0 58

%withinGender 22.4% 75.9% 1.7% 0.0% 100.0%

%withinMaritalStatus 41.9% 47.8% 100.0% 0.0% 46.4%

%ofTotal 10.4% 35.2% 0.8% 0.0% 46.4%

Female

Count 18 48 0 1 67

%withinGender 26.9% 71.6% 0.0% 1.5% 100.0%

%withinMaritalStatus 58.1% 52.2% 0.0% 100.0% 53.6%

%ofTotal 14.4% 38.4% 0.0% 0.8% 53.6%

Total

Count 31 92 1 1 125

%withinGender 24.8% 73.6% 0.8% 0.8% 100.0%

%withinMaritalStatus 100.0% 100.0% 100.0% 100.0% 100.0%

%ofTotal 24.8% 73.6% 0.8% 0.8% 100.0%
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Instrument and Data Collection
Asetofelevenmeasureswereselectedforthestudyaftergoingthroughtheliterature.Astructured
questionnairewasconstructedutilizingtheseelevenmeasureswhichwere:workmeaningfulness,
job security, social networking, self-identity, uncertainty, health uncertainty, organizational
connect,responsibilityatwork,informationexchange,workassociation,andworksatisfactionwith
appropriateinstructionsforeachsectionofthequestionnaireforthecollectionofdataonthestudy.
Thequestionnairewas specificallydesigned to accomplish theobjectivesof the study.The first
sectioncollectedinformationsuchasage,gender,experience,professionalstatus,maritalstatusand
position.Thesecondsectionwassupplementedbyitemsbasedonthestudiesof“WorkandMeaning
Inventory”byStegeretal.(2012),the“JobSatisfactionQuestionnaire”developedbyBrayfieldand
Harold(1951),the“IntentiontoLeaveScale”byWayne,ShoreandLinden(1997)and“Perceived
StressScale”developedbyCohen,

Table 3. Gender * Annual Income Crosstabulation

  Annual Income Total

Till INR 300000 
Per Annum

Till INR 500000 
Per Annum

Till INR 700000 
Per Annum

Till INR 1000000 
Per Annum

Above 1000000 
Per Annum

G
en

de
r

M
al

e

Count 5 6 9 8 30 58

%within
Gender 8.6% 10.3% 15.5% 13.8% 51.7% 100.0%

%within
Annual
Income

20.0% 35.3% 52.9% 44.4% 62.5% 46.4%

%ofTotal 4.0% 4.8% 7.2% 6.4% 24.0% 46.4%

Fe
m

al
e

Count 20 11 8 10 18 67

%within
Gender 29.9% 16.4% 11.9% 14.9% 26.9% 100.0%

%within
Annual
Income

80.0% 64.7% 47.1% 55.6% 37.5% 53.6%

%ofTotal 16.0% 8.8% 6.4% 8.0% 14.4% 53.6%

Total

Count 25 17 17 18 48 125

%within
Gender 20.0% 13.6% 13.6% 14.4% 38.4% 100.0%

%within
Annual
Income

100.0% 100.0% 100.0% 100.0% 100.0% 100.0%

%ofTotal 20.0% 13.6% 13.6% 14.4% 38.4% 100.0%

Table 4.. KMO and Bartlett’s Test

Kaiser-Meyer-OlkinMeasureofSamplingAdequacy. .803

Bartlett’sTestofSphericity

Approx.Chi-Square 2097.616

Df 528

   

Sig. .000
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Theonlinequestionnaireconsistedof38itemsinwhichtheperceptionoftheparticipantswas
central.Theitemsmeasuredtheparticipants’perceptionofthenatureofemployeejobbehaviourand
itsimpactonjobsatisfactioninthebackdropofworkfromhomeorremoteworking,workbehaviours
andattitudes.All38itemswerescoredonafive-pointLikertscalerangingfrom1“Istronglydisagree”
to5“Istronglyagree”.Thequestionnairewasfilledoutbytheresearchcommunitybelongingto
middlemanageriallevel.Afterthementionedquestionnaireswerefilledout,thereliabilityofthe
questionnairewasdeterminedusingCronbach’salphaandPearsoncorrelation.Theoverallreliability
co-efficientofthemodifiedinstrumentafterthepilotsurveyyieldedanr=0.862Cronbachalpha
whichshowedthatthequestionnaireisreliable.ThesampleframewascorporateacrossIndia.Non-
probabilitysamplingwasusedasthesamplingmethod.TheemployeesinITcompanieswerethe
keyrespondentsinthestudy

Rationale for Adopting Information Technology Industry
Different metrics and organizational practices have been adopted for optimization of
management resources (Kyndt, et al.,2009). Jobsatisfaction is themainapprehensionand
themajorobjectiveformostorganizationstoday.Especiallyduringthepandemic(Covid-19),
technology has supported the organizational functions tremendously. This study has tried
tofindoutwhetherjobsatisfactionisanoutcomeofemployeebehaviorinthebackdropof
thepandemic(VictorandWong,2020;ValtolinaandGaetano,2018).Thus,therationalefor
adoptingITasabusinessdomainforstudyhasbeentremendouscontributionofthissector
in Indian economy, and the way the organizations have handled HR activities during the
pandemictimes(Gigauri,2020;Koirala,&Acharya,2020).Forabusinesstobesuccessful,job
satisfactionofmanagersisvital.Thistoagreatextentdependsoninformationexchange,which
ispossiblethroughtechnology.AhighITattritioncouldbeveryharmfultoanorganization,
sounderstandingtheemployeebehaviorandthewaysofretentionwerevital(Moore,2000).
Moresobecausethisformatofworkingcouldcontinueforlongertimeperiodasanticipated
bymanytechnologyserviceprovidergiantshaverealizedthatremoteworkinghasincreased
productivityandreducedtheoperationalcosts(IndianExpress,2020).

ANALySIS AND RESULTS 

Thedescriptiveanalyticswasconductedforunderstandingthesamplecharacteristics.Resultswere
obtainedfrom125respondentsfromInformationtechnologysector.ThereafterPearsoncorrelation
wasmeasuredtounderstandthestrengthofrelationshipbetweentheconstructs,11constructswere
identifiedforthestudy.Thereafter,regressionanalysisandindependentTTestwasperformedfor
hypothesistestingusingSPSSversion22.Theexplanatoryfactoranalysismethodhasbeenusedto
examinethestructuralvalidityofthequestionnaire.ThereliabilitywasmeasuredthroughCronbach
Alpha,whichis the internalconsistencycoefficient.Correlation,RegressionandTtestwerethe
statisticaltoolsthatwereusedfortestingthehypothesis.

HyPoTHESIS 

Thehypothesis(asdiscussedinsection2)is:

Hypothesis 1:Thereisasignificantrelationshipbetweenthefactorsofemployeejobbehavior(like
workmeaningfulness,jobsecurity,socialnetworking,self-identity,uncertainty,healthuncertainty,
organizational connect, responsibility at work, information exchange, work association, and
worksatisfaction)duetotechnologyuseinorganizations(especiallyremote/virtualworking).
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AsseenfromTable5(intercorrelations)theresultsofthecorrelationindicatedthatdimensions
likeworkassociation,needforinformationexchange,worksatisfaction,self-identity,responsibility
atworkandsocialnetworkingwerefoundtobehighlycorrelatedinthebackdropofworkfromhome

Table 5. Inter-Correlation Analyses between dimensions of employee job behavior

  A B C D E F G H I J K

A. Work 
Satisfaction

Pearson
Correlation 1                    

Sig.                      

N 125                    

B. Work 
Meaningfulness

Pearson
Correlation .065 1                  

Sig. .471                    

N 125 125                  

C. Social 
Networking

Pearson
Correlation .015 .539 1                

Sig. .868 .000                  

N 125 125 125                

D. Self-Identity

Pearson
Correlation .011 .548 .774 1              

Sig. .902 .000 .000                

N 125 125 125 125              

E. Uncertainty

Pearson
Correlation .042 .472 .584 .730 1            

Sig. .639 .000 .000 .000              

N 125 125 125 125 125            

F. Health 
Uncertainty

Pearson
Correlation .028 .540 .554 .620 .724 1          

Sig. .761 .000 .000 .000 .000            

N 125 125 125 125 125 125          

G. Organizational 
Connect

Pearson
Correlation .167 .241 .246 .313 .480 .415 1        

Sig. .063 .007 .006 .000 .000 .000          

N 125 125 125 125 125 125 125        

H. Responsibility 
at Work

Pearson
Correlation .337 .021 .117 .013 .013 .070 .236 1      

Sig. .000 .818 .195 .889 .890 .439 .008        

N 125 125 125 125 125 125 125 125      

I. Job Insecurity

Pearson
Correlation .383 .199 .114 .203 .218 .208 .402 .515 1    

Sig. .000 .026 .206 .023 .015 .020 .000 .000      

N 125 125 125 125 125 125 125 125 125    

J. Work 
Association

Pearson
Correlation .485 .033 .041 .002 .035 .032 .400 .415 .626 1  

Sig. .000 .717 .651 .986 .697 .722 .000 .000 .000    

N 125 125 125 125 125 125 125 125 125 125  

K. Information 
Exchange

Pearson
Correlation .041 .002 .383 .415 .114 .199 .117 .013 .724 .480 1

Sig. .000 .717 .000 .000 .206 .026 .195 .889 .000 .000  

N 125 125 125 125 125 125 125 125 125 125  
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orremoteworking.Whilehealthuncertainty,andorganizationalconnectwerefoundtohavelow
correlationwithotherconstructs.Thus,weacceptHypothesis1thatstatestheimpactoftechnology
onjobbehaviorissignificant.

Hypothesis 2:Thereexists a significant relationshipbetween job satisfactionandemployee job
behavior(duringremoteworking).

Tounderstandtheimpactofemployeejobbehavioronjobsatisfactionregressionanalysiswas
performedusingSPSSVersion22.0.Thebelowdiscussionsarebasedon the regressionanalysis
conducted.Table6representstheresultsoftheANOVA.

As seen from the regression analysis Tables 6 and Table 7 among all the variables, work
associationwasfoundtoimpactjobsatisfactionduringtheremoteworkingconditionsinCOVID
times.Workassociationisdefinedbysubfactorsnamelymeaningfulnessinwork,personalgrowth,
jobmeaningfulness,challengingenvironment,newlearning.Thus,organizationalneedtoenhance
rolesofemployeesthroughnewlearningandtrainingopportunitiesduringtheCOVIDsothatthey
aresatisfiedwiththeirjobs.Employeerequireschallengingworkassignmentswhichwouldkeep
themconnectedtoworkwhichwouldfurtherenhancetheirjobsatisfaction.

Table 6. ANOVAa

Model Sum of Squares df Mean Square F Sig.

1

Regression 21.317 9 2.369 1.762 .000b

Residual 57.195 115 .197    

Total 78.512 121      

a.DependentVariable:JobSatisfaction

b.Predictors:(Constant),Workassociation,Self-identity,Resp_Work,Org_connect,Workmeaningfulness,HUC,NIE,
Soc_Net,UC

Table 7. Coefficientsa

Model Unstandardized Coefficients Standardized 
Coefficients

T Sig.

B Std. Error Beta

1

(Constant) 1.381 .198   2.777 .006

Workmeaningfulness .079 .089 .091 .886 .377

Soc_Net .057 .112 .069 .508 .612

Self-identity -.060 .129 -.071 -.163 .611

UC -.015 .095 -.021 -.162 .871

HUC -.012 .091 -.056 -.115 .657

Org_connect -.033 .096 -.036 -.316 .730

Resp_Work .175 .106 .162 1.659 .100

NIE .113 .150 .088 .751 .151

Work association .180 .151 .369 3.190 .000

a.DependentVariable:JobSatisfaction
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Next,theanalysisdiscussedtheregressionanalysisfordemographicvariablesnamelyage,gender,
annualincome,education,maritalstatusandexperienceonjobsatisfaction.

Table8andTable9exhibitthatgenderandannualincomehavehadanimpactonjobsatisfaction
duringremoteworkinginCOVIDtimes.Thisisveryevidentfromthejobcutsthathaveoccurred
whichhasdecreasedthelevelofjobsatisfactionwhichisevidentfromtheTable9.Also,gender
wasfoundtohaveanimpactonjobsatisfaction.Asmostlyfemalescontinuedtoworkandlaterally
couldtakecareoffamilycommitments,jobsatisfactionwasfoundtobegenderbiased(especially
females)duetowork-lifebalancethatcouldbefeaturedasmainreasonsforhigherjobsatisfaction
forfemalecounterparts.Alsohealthyfamily timecouldberesponsibleforbetterworkperformance
andjobsatisfaction.

NextindependentTtestanalysiswasconductedasseeninTable10andTable11betweenjob
uncertainty&jobsatisfactionandhealthuncertaintyandjobsatisfactionrespectively.Thefindings
oftheresultrevealedthatindependentsamplet-testswhichindicatethatforfactor’suncertainty(job)
andhealthuncertainty,thedifferencebetweenthepopulationmeansisstatisticallysignificant. Thus,
implyingthatuncertaintiesduetojobandhealthhavehadanimpactonjobsatisfactionofemployees
during remoteworking in thepandemic.Thus,organizationsneed todesignhealthbenefits and
solutionswhichcouldreassureemployeesatworkplaceforhealthuncertaintiesandcalamitiesnotjust
foremployeesmustextendedtotheirfamilymembersduringthepandemiccrisis.Also,management
needstoensurejobsafetyandremovethefearofjoblossandotheruncertaintiesrelatedtojobaspects
toreassureemployeementalwellness.

Table 8. ANOVA

Model Sum of Squares df Mean Square F Sig.

1

Regression 8.715 6 1.152 2.156 .028b

Residual 69.797 118 .592    

Total 78.512 121      

a.DependentVariable:JobSatisfaction

b.Predictors:(Constant),AnnualIncome,Education,MaritalStatus,Gender,Age,Experience

Table 9. Coefficientsa

Model Unstandardized Coefficients Standardized 
Coefficients

T Sig.

B Std. Error Beta

1

(Constant) 1.586 .196   9.211 .000

Age .018 .070 .039 .266 .791

Gender .298 .117 -.187 -2.030 .000

Education -.019 .117 -.037 -.117 .677

Experience -.022 .138 -.025 -.161 .873

MaritalStatus -.019 .171 -.012 -.111 .912

Annual Income -.111 .051 .227 2.211 .000

a.DependentVariable:JobSatisfaction
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RESULTS 

ThisresearchwasconductedonITprofessionalswhowereworkingfromhomeduringthepandemic.
The study made an attempt to understand the impact of employee behavior on job satisfaction.
Literaturehas indicated that thedistancebetweenpeople (due towork fromhome)may lead to
obstacles(Smith,2018;Cascio,Wayne&Ramiro,2016;Dubey,D.&Tripathi,2020).Thestudies
werefoundtobeinsyncwiththeresultsobtainedfromthestudy.Theresultsindicatethattheimpact
ofworkfromhome(whichistechnologydominated)hasimpactedemployeewellnessandhasresulted
insocialdisconnectwhichhasfurtherimpacteddecisionmakinginorganizationstoagreatextent.
Thoughithasbeenfoundthatimpactofworkfromhomehasnotaffectedtheorganizationalconnect
(atamacrolevel)whichispositive,howeveratmicrolevelvizwithinteams,theworkfromhome
hasimpactedmanysocialfactorsofjobbehaviors.

Thus,withrespecttothehypothesisstated,thediscussionsonthefindingsoftheresultsareas
follows:

Theresearchhypothesis1:

Accordingtothefindingsoftheinter-correlationsamongthesubfactorsofemployee job behavior
asseenfromTable5showedthatsocialnetworkingandworkmeaningfulnessarecloselyrelatedto
eachother(r=.6).Also,self-identityandsocialnetworkingaretwofactorsthatareassociatedwith
eachotherduetotechnologywhenworkingfromremoteformat(r=.774).Next,healthuncertainty
andjobuncertainty(duetolossofjob)hasattributedtoemployeefeelingofdiscontentmentwithin
organizationsduringremoteworkingamidstcovidtimes.Also,technologyimpactoninformation
flow during remote working was found to be high. The studies substantiate the findings which
statedthatduetothestressfulworkenvironmentwhichisprevalentinITcompanies,thephysical
andmentalwell-beingoftheemployeeshastakenatoll(Benettet.al,2017).Another,significant
findingwasrelatedtosocialnetworkingthroughremotenetworkingusingtechnology.Theconcept

Table 10.One-Sample Test

  Test Value = 0

T df Sig. (2-tailed) Mean 
Difference

95% Confidence Interval of the 
Difference

Lower Upper

UC 23.329 121 .000 2.52100 2.3099 2.7381

JobSatisfaction 61.119 121 .000 1.352 1.21 1.19

Table 11. T Test between Health Uncertainty and Job Satisfaction

One-Sample Test

  Test Value = 0

T df Sig. (2-tailed) Mean 
Difference

95% Confidence Interval of the 
Difference

Lower Upper

JobSatisfaction 61.119 121 .000 1.352 1.21 1.19

HUC 21.990 121 .000 2.38100 2.1952 2.5728
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ofsocialnetworkhashadasignificantimpactduetotechnologyprevalenceduetodistantworking
(HoganandStrasburger,2018).However,literatureindicatesthattechnologytendstoincreasethe
flowofinformation(Califfet.al,2020;Smith,2018).Thestudyalsoindicatedthattheexchangeof
informationalsogotimpactedduetoremoteworking.Thiscouldpossiblyhavebeenduetothelack
oftransparencyandtrustpresentamongmembersoftheteamsduetodistantworklocations.Further,
thefearofjoblossandincreasedcompetitionamongemployeesweresomeotherreasonswhich
couldbecitedforthelossoffreeinformationexchangeamongemployeesduringtheremoteworking.

Hypothesis2:Asdiscussedtheimpactofjob behavioronjob satisfactionwithtechnologyasa
mediatorhasalsobeensignificant.Duringremoteworkingitwasfoundthatworkassociationand
incomeweremajordeterminantsthatimpactedjobsatisfactionduringtheCOVIDtimesofremote
working. Work association which in the study constituted of adjustment, newer job challenges,
changingprofessionalpriorities,jobrelatedfunctioning.Thesevariablesemergedasthedominant
factorsthatneedstobeconsideredwhileplanningforworkassignmentswhenworkingremote.The
resultsofthisstudyareinlinewiththestudyofHakimandYahya(2014)andEros(2014)whostated
thatworkmotivationandjobsatisfactiongetimpactedbyemployeewellnessatjobs.Thus,hypothesis
2isacceptedandresultsofthefindingsshowthatjobbehaviorhasanimpactonjobsatisfaction
(withtechnologyinthebackground).

inbrief,theorganizationsneedtoevolvechallengingworkassignmentswithgreaterthruston
traininginitiativesforsatisfiedjoboutcomeswhichinturnmayincreaseintrinsicjobsatisfaction
Also;salarycutshavehadanadverseimpactonjobsatisfaction.However,consideringthecurrent
circumstancesandeconomicslowdownthisaspectcanbejustifiedfrommanagementperspective.

MANAGERIAL IMPLICATIoNS

Literature in industrial psychology has a history of studying the relationship between employee
attitudesandjobsatisfaction.ITfirmsarefacingtoughcompetitionfromwithintheindustryinthe
formofemployee poachingsocompaniesneedtoadoptinnovativestepsinenhancingjobsatisfaction
oftheirstaff.Thiscouldleadtodisplayoflesserwithdrawalbehaviorsandthereforeincreasethe
employeeretentionstatisticsintheorganizations.Infuture,researcherscouldexplorethefieldof
attitudinalresearchtohaveabetterpictureofthevariousinternalandexternalfactorswhichaffect
employeeattitudesoveraperiodoftime.Furtherastudycanbeplannedtoinvestigatetheimpact
pandemichashadontheirattitudinalfacets.Theusageoftechnologyinremoteworkinghashad
animpactonreducingthelevelofunfairness,bureaucraticred-tape,oreventheresultinglevelsof
conflictsduetothem,betweentheworkersandmanagement.Thiscouldalsohaveimplicationsfor
HRpractitionersandpolicymakersasthefindingcanhelpindesigningandimplementingnewer
technologieswhicharesociallyconduciveandconstructive.

LIMITATIoNS AND FUTURE SCoPE

ThecurrentstudyhasbeenconductedinInformationTechnology(IT)sectorwhichlimitsthescope
ofthestudytoalimitedIndustryinIndia.Also,thestudyisbasedintheIndianculturalcontextthus
lackingglobalscalability.Also, thestudywasconductedoverastipulatedperiodof time(cross-
sectionalindesign).Alongitudinalapproachcouldfurtherprovideinsightsintotheresearch.Thus,
thefuturescopeofthestudycouldexploreandcomparetheresultsofafterandbeforeimpactof
pandemic(Covid-19)onjobbehaviorandjobsatisfactionvariablesduringremoteworking.
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DISCUSSIoNS AND CoNCLUSIoN

The result indicated that the technology factors and social factors (work association, work
satisfaction,self-identity,responsibilityatworkandsocialnetworking)wereactantsthatneededto
becollaboratively entwinedwitheachothersuchthatperformancesthroughproductivityandwork 
satisfactioncouldbeenhanced.Inliteraturethishasbeentermedaspracticetheoryinsociomateriality
viewof technology (Moura andBispo,2020;Galli, 2018).Many ITorganizationshavedevised
e-Platformslikechattimeorchatroomthatkeepthecoworkersconstantlyonthenetworkassemblages
suchthatinstant,fast,regularconnectcanbeharnessedcontinuously.Evenbirthdaycelebrationscan
beconductedthroughsuchplatforms.

Inbrief,working fromhomecouldbeanewwayofworkingwhereknowledge interface is
possiblethroughtechnologyplatforms.Itmayinstillself-discipline,commitment,andself-directed
goaldesigningwhichmaymakeemployeesmoreresponsible.Inthisway,theavailabilityofresources
liketheinternetandICT(InformationtechnologyTools)couldmaketheefficiencyofworkmore
effectivefromhome.Furtheraneffectiveleader-membershipinteractionmayenhanceworksatisfaction
duringremoteworking.

Technology has become an enabler inmanyprofessions and industries and therefore in the
comingyears,socialandpsychologicalaspectlinkedwithtechnologyneedstobeincorporatedin
organizationalframeworks.Thismaygiveacompletelynewdimensionstoovercomethelimitation
of working from home. This further reassures the affordances principle proposed by Gibson in
1977,whichmeasurestheinterplaybetweensocialandorganizationalfactorsthroughtechnology
interfaces (Wells,2002).According to this, it requiresconstantseriesofadjustments inorder to
develop a symbiotic relationship between two entities. The social needs would change with the
externalconditions,sotheroleoftechnologytoactasamediatororaffordtomakeadjustmentsto
createwellnessinemployeebehavioratworkplace.

Theimpactthispandemic(Covid-19)hashadonworkersandworkpracticeshavebeensignificant
especiallyinthelastfewmonths,globally(Kniffinet.al,2020).Thestudyhastriedtomakesenseof
theimpactsoftechnologyonjobbehaviorswhichhavehadimplicationsonemployees,teams,and
workorganizations.Thereviewandpreviewofrelevantliteraturesfocusedonworkpractice(e.g.,
workingfromhome,virtualteams)andtheirimpactonjobbehaviorwithrespecttothepandemic.
Inaddition, thestudyexamined the impactsof technologyon jobsatisfaction, thusprovidingan
integrativeviewforsocialandtechnologyfactorsforco-constructionofpracticesthatenablepositive
jobbehaviorswhichcouldenhanceworksatisfaction.

Mostimportantly,thestudyalsoidentifiesthatsocialandtechnology(socio-technology)cannot
beconsideredasstagnantentities.Thesocialandtechnologychangeorreconfigurecontinuously
tocreatesocial-technicalassemblagesandgetassimilatedandentangledwitheachother.Thestudy
alsoindicatesthatthesocialandtechnologyaspectsneedtocontinuouslyreconfigureandreadjust
themselvesforpeopletoacceptthemasmajorshiftsinorganizations.Thesocialneedstobeupgraded
throughworkconfigurationsorassociationsasevidentfromthecurrentstudyforwhichtechnology
needstobedesignedmoreeffectively.Thestudycouldbehelpfulforpractitionersandhumanresources
for deploying technology intensive work formats and their adaptability with social structures in
organizations(McLeod,2019).Thisinturnwouldhaveanimpactonjobsatisfactionandemployee
wellnessinorganizationseveninturbulentandunforeseenenvironments.
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