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ABSTRACT KEYWORDS

Since the COVID-19 pandemic outbreak, there has been a Remote working;

wealth of studies and reports published on the impacts of  work-from-home;

remote working (or work-from-home) due to pandemic lock- ~ €OVID-19; human

down measures. The primary aim of this article is to synthesise ~ [eS0urce management;
! . . future trends;

this work and conduct an exploratory scoping review of both environmental impacts

scholarly and grey literature on the impacts of the pandemic

on people, productivity, and the planet, with a focus on remote

working (or work-from-home) and the post-pandemic work-

place. Further, in light of the wide range of terms such as

work-from-home, remote working, hybrid working, teleworking,

telecommuting, and work-from-anywhere, a secondary but

necessary aim of this scoping review is to clarify these terms

before reviewing the extant literature on the multi-level impacts

of the COVID-19 pandemic. A review of this literature revealed

that most of the scholarly research and industry reports pub-

lished since the pandemic outbreak are data-driven and some

anecdotal rather than theory-driven. The common themes and

findings backed by evidence include the gendered division of

labour, organisational trust and managerial trust in employees,

changes in workforce management, virtual communication and

collaboration, reduced carbon emissions, and increased plastic

consumption. The scoping review concludes by discussing the

post-pandemic workplace and a brief research agenda.

It is evident from emerging scholarly analysis and practitioner discus-
sions that the COVID-19 pandemic has had an indelible impact on the
world of work, such that the “post-COVID workplace” will inevitably be

CONTACT Xi Wen (Carys) Chan @ carys.chan@griffith.edu.au @ Centre for Work, Organisation and Wellbeing,
Griffith Business School, Griffith University, Business 3 Building (N63) Room 1.08, Nathan, QLD 4111, Australia.
© 2023 The Author(s). Published by Informa UK Limited, trading as Taylor & Francis Group

This is an Open Access article distributed under the terms of the Creative Commons Attribution-NonCommercial-NoDerivatives
License (http://creativecommons.org/licenses/by-nc-nd/4.0/), which permits non-commercial re-use, distribution, and reproduc-
tion in any medium, provided the original work is properly cited, and is not altered, transformed, or built upon in any way.
The terms on which this article has been published allow the posting of the Accepted Manuscript in a repository by the
author(s) or with their consent.



2 R. MCPHAIL ET AL.

very different from the one before (Cooke et al., 2021). In the first half
of 2020, the greatest change to work arrangements caused by the pan-
demic was the shift enmasse to working from home (WFH). This paper
will adopt the International Labor Organizations (2020) definition of
WEFH, that is, working either part or all of ones regular work time in
ones primary place of residence. This unintended mass WFH experiment
has also resulted in possibly the greatest revolution in when, where, and
how we work. The transformational change for workers and workplaces,
as well as the potential global environmental impact, requires a multi-level
lens. It is on this basis that we apply the triple bottom line (TBL) frame-
work (Elkington, 1997; Henriques & Richardson, 2013), as a holistic
approach is needed to examine the impacts of the pandemic upon people,
productivity, and the planet. We also discuss the opportunities, barriers,
and challenges that have emerged during the pandemic, and examine
those that appear likely to persevere after the pandemic (Bal & Brookes,
2022; McPhail, 2021). While it may be too early to draw conclusions
about the post-COVID workplace!, it is possible to make some tentative
observations. In doing so, we examine studies that have been undertaken
since the COVID-19 outbreak, especially in relation to people (e.g.,
impacts of WFH/hybrid working, office spaces, work autonomy, flextime,
and worker wellbeing), productivity (e.g., agile working, flatter organisa-
tional structures, interruptions when WFH), and the planet (e.g., reduced
commuting and plastic use, decreased greenhouse emissions). Through
this multi-level lens, this paper will explore the early evidence and out-
comes of this large-scale transformation.

The primary aim of this article is to conduct an exploratory scoping
review. From a practical standpoint, this post-pandemic focus will help
us understand the direction and likely extent of the changes. Further, in
light of the wide range of terms used since the onset of the pandemic,
such as WFH, remote working, hybrid working, teleworking, telecom-
muting, and work-from-anywhere, a secondary but necessary aim of this
scoping review is to clarify these terms. We then review the extant schol-
arly and grey literature on the multi-level impacts of the COVID-19 pan-
demic. Clarity of the terms used is necessary in order to appraise the
evidence, including what we know about the literature on WFH
pre-pandemic, and to provide appropriate recommendations.

This scoping review will thus begin with an integrative review of the
variety of terms used to describe different ways of working which have
been brought to the fore by COVID-19 lockdowns and social distancing
measures (Nakrosiené et al., 2019; Productivity Commission, 2021). Once
these terms and concepts have been distinguished and clarified, we intro-
duce a multi-level “People, Productivity, and the Planet” conceptual frame-
work which was informed by the TBL approach (Elkington, 1997; Henriques
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& Richardson, 2013) to guide our scoping review. Finally, we will discuss
the key themes and findings that have emerged from the scoping review
and propose a future research agenda for the post-COVID workplace.

Key terms and concept clarifications

As noted, there is a range of terms associated with the concept of WFH.
A significant challenge presented in reviewing the evidence on WFH
involves the varied definitions and conceptualisations of WFH employed in
the extant literature. Indeed, prior studies (e.g., Allen et al., 2015; Sullivan,
2003) have acknowledged that the lack of a commonly accepted definition
and conceptualisation has significantly hindered understanding of WFH,
since results are often not comparable across studies. Therefore, in this
section, we build on these prior studies to provide an updated review of
these terms, with the primary aim of defining and distinguishing them.
Telecommuting was first coined in 1973 as “the substitution of tele-
communications and/or computers for commuting work” (Niles, 1994, p.
7), with early literature focusing on the use of technology to relieve
workers from the burden of commuting (Huws, 1990). Definitional issues
were hindering academic research into the topic (Sullivan, 2003), hence
telework offered an alternative terminology, capturing those who worked
away from the office. In particular, Nakrosiené et al. (2019) observed
that telework has different characteristics (i.e., where, when, and how
often) which result in different outcomes. Later, telework was defined as
“work arrangements in which an employee regularly performs officially
assigned duties at home or other sites geographically convenient to the
residence of the employee” by the US Office of Personnel Management
in 2010 (Vega et al., 2015). Today, the term telework is generally used to
refer to a broader form of telecommuting that involves working from a
range of alternative locations outside the main office (Allen et al., 2015).
A closely related term—virtual work—is used to describe individuals,
groups, or organisations that do not interact face-to-face because of geo-
graphic dispersion, instead they interact using technology (Allen et al., 2015).
Remote working is also considered to be broader than telecommuting and
denotes any form of work not conducted in the main office, and may include
work at branch locations and other business units (US Office of Personnel
Management, 2013). Since the onset of the COVID-19 pandemic, the term
remote working has been commonly used to refer to work conducted pri-
marily at home due to lockdowns or social distancing measures, and is thus
often used interchangeably with WFH. In this article, we use the term WFH.
Hybrid working for those who can has become the predominant form
of working as lockdowns are lifted across the world and “living with
COVID” becomes the new reality. In Bloom’s (2021) research, 70% of the
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firms interviewed (e.g., Apple, Google, Citi, and HSBC) plan to imple-
ment hybrid working so that their employees can divide their time
between collaborating with colleagues on-site and WFH. Many firms in
Australia are also experimenting with the hybrid model, where workers
spend two to three days a week in the office, and two to three days
WEFH (Productivity Commission, 2021). It appears that this model is also
preferred by most workers who are able to WFH (Bloom, 2021).

Conceptual framework - people, productivity, and the planet

We apply a multi-level TBL approach which we refer to as “people, productiv-
ity, and the planet” (see Figure 1) to guide our scholarly and grey literature
search (Elkington, 1997; Henriques & Richardson, 2013). The TBL approach
was first developed by Elkington (1997) and sought to introduce a sustainable
development frame into the analysis of economic performance. Emerging at a
time when discussions of the economy did not generally include the environ-
ment, the TBL approach acted as a unifying theoretical basis and asked that
corporations consider their environmental and social value, alongside their eco-
nomic value (Elkington, 2018; Henriques & Richardson, 2013). In recent times,
scholars have increasingly utilised the TBL approach in a wide range of research
disciplines, primarily focusing on the advancement and implementation of sus-
tainable business models and the development of sustainable societies. For

People

The workforce (more specifically,
workers) who are at the forefront of all
the changes that are taking place as a
result of the COVID-19 pandemic

Socio-
environmental

Socio-
economic

Productivity

Planet

Workplace outcomes, including
workers’ outputs, key
performance indicators (KPIs),
business continuity plans, firm
performance, amongst others,
alongside the effort put in by
workers and organisations to
achieve organisational goals
(during the workforce changes
caused by the pandemic)

Environmental impacts of the
COVID-19 pandemic that
comprise of indicators such as
greenhouse emissions, fuel
consumption, paper usage,
plastics and energy consumption

efficiency

Figure 1. ‘People, productivity, and the planet’ conceptual framework.
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example, Tate and Bals (2018) drew on the TBL approach to contextualise the
resource-based view of the firm to the field of social entrepreneurship, produc-
ing the social resource-based view of the firm which recognises that social
resources (e.g., relationships, networks, and social capital) play a significant role
in creating value and sustaining competitive advantage for the firm.

The COVID-19 pandemic has led to an exponential increase in research
on post-pandemic remote working, but the extant literature remains frag-
mented due to the abrupt onset and response to the pandemic (Ranjbari
et al,, 2021). Bal and Brookes (2022, p. 12) also criticised existing sustain-
able HRM approaches as being too strongly based on an instrumental per-
spective on the role of people in the organisation. Our research addresses
this gap by taking a comprehensive approach to examining post-COVID
remote working through the TBL framework, encompassing various stake-
holders (“people”), performance indicators (“productivity”), and the envi-
ronment (“planet”) impacted by the COVID-19 pandemic (i.e., the social
context and scope of analysis). In doing so, we respond to calls by other
scholars (e.g., Aust et al., 2020; Ranjbari et al., 2021) to integrate the dig-
nity and sustainability of the environment, planet, people, and animals into
the purpose of HR practices in organisations. In a practice-based attempt
to examine the COVID-19 shock and the changing workplace, McPhail
(2021) used the same approach offering insights into the effects, challenges,
and opportunities during and after COVID remote working.

The “people” aspect of the underlying conceptual framework refers to the
workforce, more specifically, the workers who are at the forefront of all the
changes that are taking place as a result of the COVID-19 pandemic. This aspect
focuses on individual-level experiences navigating workplace changes since the
onset of the pandemic. “Productivity” refers to workplace outcomes, including
workers' outputs, key performance indicators (KPIs), business continuity plans,
firm performance, amongst others, alongside the effort put in by workers and
organisations to achieve organisational goals. This aspect focuses on both
individual-level and organisational-level outcomes as a result of workplace and
workforce changes caused by the pandemic. Finally, “planet” refers to the envi-
ronmental impacts of the COVID-19 pandemic, and comprises indicators such
as greenhouse emissions, fuel consumption, paper usage, plastics and energy
consumption. This aspect focuses on individual-level, organisational-level, and
global-level environmental impacts and their related workplace changes since the
start of the pandemic. It is through this multi-level lens that we explore the early
results of this workplace transformation caused by the pandemic.

Specifically, we seek to address the following research questions: (1) What
are the impacts of the COVID-19 pandemic on “people”, “productivity”, and
the “planet”?; and (2) How will these “people”, “productivity”, and “planet”
changes shape the post-pandemic workplace? When addressing both
research questions, there will also be a focus on remote working, since the
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mass transition to WFH/hybrid working is the most prominent workplace
change caused by the pandemic. Further, as many workers continue to
oppose a full-time return to the office (made worse by new COVID-19
variants), and many organisations have downsized their office spaces and
adapted jobs and physical locations to accommodate more hybrid work
(Gallent & Madeddu, 2021), what will this mean for the workplace?

Method

Scholarly references search

The scholarly literature search methodology was informed by Short’s
(2009) best practice recommendations. Literature for the scholarly search
was sourced using Business Source Complete (EBSCO), ABI/INFORM®
Global (ProQuest), and Google Scholar. All searches included the key
terms “remote work’, “work from home” and “COVID-19” alongside

»

terms such as “workforce changes”, “employee experience’, “employee out-

» e

comes’, “employee productivity”, “job performance”, “firm performance’,
“business continuity”, “environmental sustainability”, and “ecological foot-
print”. Results from these searches were limited to items published in the
first two years (i.e., January 2020-December 2021) of the emergence of
the global pandemic. Even though there was no way of ascertaining the
extent to which they had been peer reviewed, book chapters and doc-
toral dissertations were also included in the search given that the pan-
demic is still ongoing at the time of writing.

To capture as many relevant articles as possible, the research team under-
took a backward and forward citation search of the articles already identified.
Two researchers independently read the articles to determine whether they
focused on the impacts of the COVID-19 pandemic on “people’, “productiv-
ity’, and the “planet’, and whether they should be included in the scholarly
literature search and review. They then consulted with one another to deter-
mine whether to exclude certain articles. This process yielded a final sample
of 81 scholarly articles included in the review, of which 31 were quantitative
articles, seven were qualitative articles, five were mixed methods articles, eight
were review articles, six were conceptual articles, five were policy articles, and
19 were editorial articles. A high-level summary is provided in Table 1, and
the full list of articles in the scholarly literature search and review is shown
in Appendix A.

Grey references search

A similar scoping review was conducted on the “grey” literature, consisting of
published reports, technical reports, newsletters, government documents,
working papers, and conference proceedings. The grey literature search and
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Table 1. Scholarly literature search summary.

Number of articles (N=81) Type of article

31 Empirical - Quantitative

7 Empirical - Qualitative

5 Empirical - Mixed methods
8 Empirical — Review

6 Theoretical - Conceptual

5 Empirical - Policy

19 Editorial/Commentary

Table 2. Grey literature search summary.

Number of articles (N=26) Broad focus

6 Reviews that are summarising, describing, detailing
13 Surveys and other original research

7 Future focused, predictions, policy consideration

Note. The grey literature emanates from a variety of sources including public and private research organisations
from the US, Europe, the UK, and Australia. Larger scale surveys, such as those by Althoff et al. (2022), Bertoni
et al. (2021) and Eurofound (2020) have been undertaken to examine various perspectives of flexible working in
the context of the pandemic and provide insights for policymakers and those responding to the challenges.

review was undertaken using the same three databases (EBSCO, ProQuest,
and Google Scholar) and hand searches, using the key search terms: “remote
work’, “work from home” and “COVID-19”. The timeframe for this search
was limited to relevant grey literature published since January 2020, consistent
with the scholarly literature search. Grey literature forms an important part
of our review given the very dynamic and contemporary nature of our inves-
tigation, the practitioner-driven context, and the inherent time lag of
peer-reviewed literature (Adams et al, 2017). In total, our grey literature
search comprised of 26 reports and papers. A high-level summary is pro-
vided in Table 2, and the reports and papers are listed in Appendix B.

Analysis and synthesis of findings

First, each of the research team members conducted an abstract review
of the scholarly and grey literature articles separately, and identified the
key themes and findings of each article. Following which, they each read
through the articles thoroughly, and synthesised and developed
higher-order themes and general trends present across the scholarly and
grey literature. The research team members then met to further synthe-
sise and organise the key findings and themes, based on the “people,
productivity, and planet” framework (see Figure 1). The key findings and
themes are organised and presented in the next section.

Discussion of key findings and themes

Overview of trends and findings
On the whole, there was a good mix of articles and reports published on
the topic of COVID-19 remote working. It is worth nothing that there



8 R. MCPHAIL ET AL.

were quite a number of scholarly editorials and commentaries published on
this topic, which were either prospective in nature or relied heavily on
prior studies and data. Nevertheless, since we conducted both scholarly and
grey literature search and review, there was rich, multidisciplinary informa-
tion on WFH and the pandemic. Despite the wealth of information and
data, there was not a high degree of theory-building across most of the
articles, possibly because the pandemic is still in its early stages and many
workplace issues and outcomes are still evolving and being examined. The
scholarly articles were published in a range of disciplines alongside the
mainstream organisational behaviour and human resource management
(OBHRM) fields. The disciplines include labour relations, accounting and
finance, economics, information systems, transport, environmental science,
public health, and policy design. Most of these articles focused on the indi-
vidual- and organisational-levels, while few took on a national or global
perspective. The common themes and findings that are backed by empiri-
cal evidence are summarised and presented in the next section.

People

Gendered impacts of COVID-19

Multiple empirical studies and reports have shown that women, particularly
working mothers, have been severely impacted by COVID-19 lockdown mea-
sures, with women more likely than men to reduce their working hours or
leave their employment as a result of the pandemic (Clark et al, 2021;
Reichelt et al., 2021). This is despite the relative increase in childcare under-
taken by working fathers (Craig & Churchill, 2021). Since the start of the
COVID-19 pandemic, women were shown to be less likely to experience
improved health outcomes (Oakman et al., 2020). They were also more likely
to experience pandemic hardships (e.g., income loss, housing instability, and
food insufficiency) than men (Park & Ahn, 2022), and take on more inten-
sive, unexpected, and ongoing care responsibilities whilst working from home
(Shockley et al., 2021a). These aspects have been exacerbated by the arrival
of more infectious COVID-19 variants with the additional care responsibili-
ties associated with unwell or isolating children falling disproportionally upon
women (Cooke et al.,, 2022).

Women have also reduced their work hours or left the workforce alto-
gether due to childcare constraints at three to four times the rate of men,
which has possibly led to a 20-50 per cent increase in the gender gap for
work hours (Collins et al., 2021). In addition, even though Australian data
found working fathers reported an increase in family activities from 2.2h per
day to 6.28h per day, working mothers were still involved in family activities
2.3h per day more than working fathers on average during the pandemic
(Craig & Churchill, 2021). Furthermore, working mothers were more often
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actively caring for their children (e.g., home schooling and creating educa-
tional content for children) while working, compared to fathers (AIFS, 2021;
Hopkins & Bardoel, 2020). In sum, the studies revealed that women, partic-
ularly working mothers, struggled most with COVID-19 WFH, as they had
to constantly juggle between their professional and maternal responsibilities,
reinforcing deeply ingrained gender role expectations, and leading to renewed
gender inequality and injustice (Oakman et al,, 2020).

Wellbeing

Wellbeing in the workplace context can be enhanced or diminished by
core conditions ranging from a safe workplace to autonomy, control and
flexibility (Grote & Guest, 2017; Guest, 2017). These features take on
additional complexity in the WFH or hybrid environment, requiring pro-
active HRM responses (Butterick & Charlwood, 2021). The impacts of the
COVID-19 pandemic on worker wellbeing have only just begun to be
documented and understood (see Chan et al., 2023; Oakman et al., 2020
for a review). The mental health impacts of social isolation, work intensi-
fication and WFH (Nesher Shoshan & Wehrt, 2022), compounding for
those with caregiving responsibilities (Craig & Churchill, 2021; Shockley
et al., 2021b), are emerging challenges for workers and employers.

Trust
Although trust was mentioned in many scholarly articles, it was not
explicitly measured and examined in many of these articles. Among
studies that examined trust among employees during the pandemic, it
was found that employees’ trust in their organisations and managers’
trust in their employees are positively correlated with better WFH out-
comes (Vyas & Butakhieo, 2021). Reliable information from the govern-
ment and public health officials also helps employees to make informed
decisions about their daily routines, and increase their level of trust in
various stakeholders, thereby reducing panic and despondence (Atiku
et al., 2020). Similarly, an organisations effective response to the pan-
demic enhances employees’ trust in the organisation, which in turn
increases their concentration and job performance (Vo-Thanh et al,
2021). Social connection also helps to improve commitment and trust in
both the office and WFH contexts, thereby minimising conflict while
increasing loyalty and pro-social behaviours (Hafermalz & Riemer, 2021).
An analysis of redundancies in the UK during the COVID-19 pan-
demic also found that collaborative HRM approaches that emphasised
trust and commitment helped to minimise negative reactions to redun-
dancies, with employees maintaining their effort levels after layoffs
(Cregan et al.,, 2021). Nevertheless, in the earlier period of the pandemic
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outbreak, some managers emphasised management control, including
measures such as implementing surveillance software to monitor employ-
ees or organising more online meetings to keep check on employees
(Aloisi & De Stefano, 2022; Wang et al.,, 2021). In addition, Cregan et al.
(2021) found that performance-oriented workplaces saw an immediate
withdrawal of discretionary effort by remaining employees after mass lay-
offs, as employees blamed management and perceived layoffs as an ero-
sion of trust, resulting in lower long-term organisational performance.

Productivity

Changes in workforce management

With the shift to remote and hybrid working, established organisational
routines were disrupted overnight (Collings et al., 2021). Organisations
and managers struggled to manage the tensions between employees’
health-related concerns and wellbeing as well as the firm’s value and sus-
tainable performance (Bose et al, 2022; Mattera et al., 2021). Currently,
many organisations are also experiencing the consequences (e.g., “quiet
quitting”) of many decades of shareholder focus (e.g., high executive sal-
aries, increased workload with stagnant employee wages, high perfor-
mance orientation) which was not always optimal for low-level employees
and unskilled workers, leading to deep inequalities in organisations and
society (Butterick & Charlwood, 2021).

Coupled with the unfolding COVID-19 situation, many organisations
have either postponed or discontinued the usual performance evaluation
and review process, which means that employees have not received feed-
back about their performance, potentially reducing their sense of connec-
tion and psychological safety (Aguinis & Burgi-Tian, 2021). With the
pandemic now running into its third year, many scholars and policy ana-
lysts have also called for better risk management such as more human
capital investment to tide through this and the next pandemic (Zhong
et al.,, 2021); extending occupational health and safety laws (De Cieri &
Lazarova, 2021), particularly to the home environment to facilitate WFH
and hybrid working (Pennington & Stanford, 2020); and greater align-
ment between employees’ interests and the organisation’s interests through
facilitating more employee voice and human capital investment (Collings
et al., 2021; Cooke et al., 2022).

Nature of work - virtual communication and collaboration

Many grey literature sources (e.g., DeFilippis et al,, 2020; Gibbs et al.,
2023; NSW Innovation & Productivity Council, 2020; Productivity
Commission, 2021) consistently showed that there were more frequent
meetings with more attendees, more emails sent and received, and longer
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workdays across most organisations with the shift to hybrid and remote
working. Despite the increase in daily work hours by those who contin-
ued to have employment during the pandemic, productivity declined due
to the sharp decrease in uninterrupted work hours caused by increased
communication and coordination activities (i.e., emails and meetings)
(Gibbs et al., 2023). Employees also reported communicating with fewer
colleagues and receiving less coaching from supervisors with the loss of
a centralised office and face-to-face interactions (DeFilippis et al., 2020).
Despite the negative setbacks relating to WFH in the early days of the
pandemic, managers and employees became better at working remotely
and flexibly, appreciated the extra time saved without the need to com-
mute, and became as productive as they were during pre-COVID times
(Bloom, 2020; NSW Innovation & Productivity Council, 2020).

While the increased frequency of emails and virtual meetings at the
start of the pandemic was essential to keep all employees on the same
page, employees adjusted to the digital communication patterns in a few
weeks and could better ascertain whether they needed to attend a virtual
meeting or respond to an email (DeFilippis et al., 2020). Further, Shockley
et al. (2021b) found that managers who established expectations about
communication practices (e.g., expected response times to email) at the
onset of the transition to remote work had a positive impact on their
employees’ job performance, even if they communicated frequently.
Nevertheless, some employees continue to report regular incidences of
“Zoom fatigue” and feeling less connected to their colleagues or feeling left
out in a WFH or hybrid working context (Nesher Shoshan & Wehrt, 2022;
NSW Innovation & Productivity Council, 2020). At present, it remains to
be seen if there are “best” practices to communicate and collaborate while
working remotely, as the nature of communication and collaboration is
shaped by the work tasks, project timelines, and the people involved.

New work arrangements - four-day work week

The mass, rapid shift to WFH has also increased the uptake of the
four-day work week, as a dozen companies across the UK, Spain, New
Zealand, and Iceland have allowed their staff to work four days per week
without reducing their wages or benefits (Zilber, 2022). Yet, the four-day
work week is not a new work model. Around five decades ago, Calvasina
and Boxx (1975) found that a four-day work week led to increased
employee morale and productivity as well as reduced turnover and absen-
teeism. However, a more recent study by Delaney and Casey (2022)
found that the four-day work week may lead to increased performance
measurement, monitoring, and productivity pressures if management
does not have a cultural and strategic shift alongside the reduction in
work hours. This also applies to post-pandemic WFH and hybrid
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working, and organisations that do not transform may experience the
“great resignation” or “quiet quitting” that has been reported in some
sectors of employment in North America, Europe, and Asia.

Planet

Most of the environmental implications of the COVID-19 pandemic were
examined by scholars beyond the mainstream OB/HRM fields. The common
themes and findings presented below were primarily from scholars in envi-
ronmental science and sustainability, transport policy, and economic policy.

Lack of commute, reduced fuel consumption, and lowered carbon emissions
COVID-19 WFH decreased carbon emissions across the world (Sarfraz
et al, 2021), and this was particularly evident in the top three green-
house gas emitting countries and regions—China, the EU, and the US
(Nundy et al,, 2021). COVID-19 WFH arrangements also brought about
a range of environmental benefits such as cleaner and clearer air from
reduced air and vehicle traffic, due to closed international borders, lock-
down restrictions, and decreased industrial activities (Beck & Hensher,
2020; Nundy et al., 2021). Many environmentalists also remarked that
the pandemic helped to minimise emissions more effectively than any
other initiatives, policies, or interventions combined, thus enabling the
global community to align more closely with the UN Sustainable
Development Goal on tackling climate change (Perkins et al., 2021).
Importantly, the COVID-19 pandemic has also shown the possibility of
stimulating structural changes that enable nations and organisations to
operate in a more climate-friendly way (Perkins et al., 2021). In addition,
the pandemic has illustrated that even the coal and oil industries are
vulnerable to pandemic shocks, especially with the sharp drop in global
oil and coal demand (Nundy et al, 2021). What started out as a mass
WFH experiment is now also turning out to be an experiential lesson for
organisations, managers, employees, and policymakers. Indeed, perma-
nent WFH or hybrid working beyond the pandemic may help to combat
climate change by significantly reducing carbon emissions.

Energy and plastic consumption

The shift to WFH amidst lockdown measures also saw people spending
up to 90% of their time indoors (Nundy et al., 2021), and even if lock-
down measures are lifted across the world, organisations and employees
have indicated that they prefer WFH one or two days per week going
forward (Barrero et al, 2021; Davis, 2021). However, the decreased
energy consumption and plastic use in workplaces is counterbalanced by
the widespread use of disposable personal protective equipment (PPE)
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and masks since the start of the COVID-19 pandemic (Kleme$ et al,
2020). Daily, millions of single-use plastics (e.g., masks, gloves, aprons,
face shields, etc.) have been discarded into our environment and could
potentially cause a surge in plastics washing up on coastlines and litter-
ing the seabed (Benson et al., 2021). Benson et al. (2021) further indi-
cated that the COVID-19 pandemic will reverse years-long efforts to
reduce plastic waste pollution. As governments and industries across the
world are looking to support organisations and employees to upgrade
(e.g., remote working technologies and collaborative workspaces) and
upskill (e.g., design an ergonomic home workspace and enhanced cyber-
security knowledge) during the pandemic, this is another opportunity to
innovate and develop reusable PPEs, as well as more sustainable and
energy efficient homes with increased WFH during and after the pan-
demic. After the pandemic, there might also be attempts by governments
and businesses to recover quickly from pandemic losses, but any eco-
nomic stimulus measures will need to be carefully executed and moni-
tored to ensure that the planet is not further harmed after the pandemic.

Concluding remarks and future research agenda

There is a wealth of qualitative and quantitative evidence of key trends
and issues, as well as arguments for and against WFH in the post-pandemic
workplace. The scholarly and grey literatures were consistent in showing
that many employees and organisations became better at WFH a few
months into the pandemic, but more recent sources have also shown that
employees are missing face-to-face interactions with their colleagues, cli-
ents, and friends in the central business districts (Davis, 2021). Based on
a range of industry polls (e.g., Broom, 2021; Microsoft, 2021) as well as
research reviews and commentaries (e.g., Davis, 2021; Sander et al,
2021), it appears that most managers and employees expect flexible
working between the office and home to be the main form of work
arrangement into the future. It is likely that firms will not converge on
a single workplace model but will instead adopt and adjust workplace
models that best suit their management styles and business needs.

On a systemic level and from a research standpoint, the extant literature
on COVID-19 remote working and the post-pandemic workplace contin-
ues to be driven primarily by empirical data and prospective articles based
on prior research findings, which is to be expected given the ever-changing
nature of the coronavirus and its impact on society. Alongside our “peo-
ple, productivity, and the planet” framework which can help to guide
future research on the post-pandemic work environment, Cooke et al.
(2022) human-centred approach to HRM and Guests (2017)
wellbeing-oriented HRM approach also provide pertinent insights on
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sustainability and employee wellbeing respectively. The human-centred
approach to HRM argues that economic, technological, social, and ecolog-
ical challenges and opportunities should be harnessed for the benefit of a
range of stakeholders, including organisations, individuals and society.
Similarly, the wellbeing-oriented HRM approach suggests that employee
concerns should be at the forefront of organisations’ minds, particularly
through HRM practices aimed at enhancing employee wellbeing and pos-
itive employment relationships. Going forward, it is important to take
stock of the research conducted with an understanding that these knowl-
edge may be temporary and be open to “recall” or finetune theories (cf.
Elkington, 2018) when new insights emerge, and avoid the reproduction
of empirical studies and prospective articles that do little to advance what
we already know about the pandemic and post-pandemic workplace.

The contextualisation and consolidation of multidisciplinary knowledge
will continue to grow in importance as more “people, productivity, and
planet” insights are revealed through empirical studies (cf. Harney &
Collings, 2021). However, a majority of the empirical studies conducted
since the COVID-19 outbreak have relied on cross-sectional, self-report
data, which has two major weaknesses that limit the interpretability of the
results, and their associated theoretical and practical contributions. First,
the reported results may be contaminated by common method bias
(Podsakoff et al., 2003). Similarly, the results may also be explained by
social desirability and acquiescence, especially if the concepts and issues
that are being examined are particularly sensitive (e.g., multi-tasking while
working remotely). Second, cross-sectional data are subject to reverse cau-
sality and alternative causal accounts. For instance, it is plausible that high
employee morale naturally encourages employees to be more open to
remote working. These alternative explanations are very difficult to rule
out in cross-sectional, self-report designs (Dormann & Griffin, 2015). Now
that the pandemic is in its fourth year, researchers are encouraged to
employ more robust statistical methods (e.g., longitudinal data collection
and analysis) and a variety of methods (e.g., qualitative, quantitative, and
mixed methods) to yield more reliable findings on the impacts of the pan-
demic and the potential changes to the way we work.

Secondly, while topics for future research are limitless, taking a
multi-dimensional focus on people, productivity, and the planet is helpful
when examining an unfolding situation such as the COVID-19 pandemic.
The “people, productivity, and the planet” framework provides a useful
framework from which to guide suggestions for future areas of research below:

People
The short- and long-term impacts on the progression, productivity, security
(career and pay), and health of women should be explored further, as the
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studies (e.g., Cooke et al., 2022; Park & Ahn, 2022) we reviewed reported a
gendered regression in relation to equity in all these areas. The rapid increase
and intensity of online meetings and constant communication experienced by
workers in the shift to WFH leading to fatigue and burnout is also another
area of interest in relation to work intensification, work extremity and worker
wellbeing, as the mental health impacts of the pandemic are only beginning
to fully emerge and may take time for firm evidence to be available.

Productivity

Given traditional performance reviews were largely suspended or modi-
fied, it remains to be seen if this will continue or, in their place, more
fit-for-purpose ways of measuring and encouraging performance and
development will emerge? Are control or commitment models likely to
predominate? This might also be a pressing concern for HR around the
desirability as well as their ability to encourage or enforce the return to
the workplace, and in what ways this might have unintended consequences
such as the reduction of discretionary effort, productivity, and retention
(Aguinis & Burgi-Tian, 2021). Future research should also consider the
emergence of Al monitoring and surveillance of employees through, for
example, keyboard and keystroke measurements that will raise issues of
ethics, policy, wellbeing and motivation for HR practitioners, employer,
and employee representatives. Further, the pandemic may have accelerated
the restructuring of work and organisations, and this is especially signifi-
cant with the use of technologies in those sectors that were not previously
affected by digitalisation. But while new technologies can play a role in
the humanisation of work by allowing for WFH, they can also be invasive
and used for surveillance and control (Wilkinson, 2022).

Planet
Questions about gains made for the environment and whether these can be
maintained in a hybrid working environment are in question, but what we
can learn at this moment in time might help researchers better understand
what small gains can be made from alternative workplaces such as satellite
offices and remote/hybrid working. The increased use of plastics and dis-
posables during the pandemic will also require examination longitudinally.
In sum, practitioners have much to consider as they design the new
workplace. It is important to note that much of the technology which has
enabled the world to work during the pandemic has been around for many
years. However, prior to the pandemic, business norms were such that
technology was not well utilised to enable flexibility for their workforces.
This suggests there may be greater scope to re-imagine the workplace. At
the same time, there is a need to consider the negative impacts of WFH
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that can be mitigated for women regarding promotions and opportunities.
Equally, wellbeing measures and strategies of support need to be re-designed
for the new workplace. Importantly, establishing appropriate workload
expectations and boundaries (for example, in managing the number of
meetings held, and the right to ‘switch off’) to avoid leader and employee
burnout will be critical for HR. Strategies for ensuring there is inclusive
communication and opportunities to develop a sense of connectedness will
also need to be considered. The type and role of performance management
will also require practitioner attention to establish what we measure and
how we measure it, while not neglecting to upskill those who perform
these new reviews. The health and safety of employees and the risks to
employers have, to some degree, been achieved in the COVID-19 peak,
however long-term effects of remote/hybrid working are still to be seen
and should therefore be monitored by practitioners.

Finally, it will be vitally important for leaders across countries and organ-
isations to work together to develop better ways to manage the pandemic, by
allowing economies and communities to thrive but not at the expense of our
environment. We call for concerted efforts by organisational leaders to work
with policymakers, governments, unions, and other relevant stakeholders to
lay the foundations and build momentum for a combined human-centred
(Cooke et al,, 2022) and wellbeing-oriented (Guest, 2017) “people, productiv-
ity, and the planet” strategy amid the rapid technological and social changes
produced by the pandemic. We need interventions at macro, meso, and micro
levels if we are to effect a permanent paradigm shift, one in which organisa-
tions offer flexible models of working necessitating fundamental changes to
areas such as office design, technology infrastructure, and employee manage-
ment and wellbeing. As Kochan (2015) has argued “we are not just pawns
controlled by globalisation, technological changes, or any other force totally
out of our control. If we take the right actions and work together, we can
shape the future of work in ways that work for all” (p. xi). The time is ripe
for organisations and governments to invest in their employees and citizens,
assist them in building better workplaces and overcoming work-life challenges
produced by COVID-19 remote/hybrid working, and develop voice and
inclusive policies to eliminate socio-economic inequalities. Ultimately,
enhanced wellbeing will increase employees’ organisational commitment, pro-
activity, and performance in a WFH or hybrid working context, benefitting
both organisations and society (Cooke et al, 2022), and providing a stable
pathway to recovery after the pandemic.

Note

1. At the time of writing, the pandemic is ongoing, more COVID-19 variants have
emerged, and intermittent lockdowns are still being enforced across the world.
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Impact on office worker productivity and work
experience

Role of Emotional Intelligence and Strategic Human
Resource Management during COVID-19
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Research: It's Time for a Systems Perspective

COVID-19 Is Also a Reallocation Shock

What might the changing incidence of Working
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COVID pollution: impact of COVID-19 pandemic on
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International Labour Review

Journal of Business Research
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Human Resource Management
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Systems

Editorial

Quantitative - Survey

Policy - Review
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Conceptual
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Qualitative - Interview
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Quantitative - Panel
Data
Editorial

Quantitative
- Forecasting
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Data
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Organisational learning

Right to request (FWAs)

Essential workers, WFH, digital
surveillance
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Systems, business sustainability
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WEFH, transport, commuting
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A rapid review of mental and physical health effects
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in reducing employee stress level during
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Government Employees’ Experience and Expectation
of COVID-19 Hardships: The Moderating Role of
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case study of universities in the Philippines
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Effective Board Performance
Journal of Management Studies . .
Transport Policy .
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International Journal
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COVID-19 and OD: Unplanned Disruption and the
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Escaping the Cubicle: Exploring the Physical Work

Environment of the Home

Modeling the relationship between carbon emissions
and environmental sustainability during
COVID-19: a new evidence from asymmetric
ARDL cointegration approach

Remote worker communication during COVID-19:
The role of quantity, quality, and supervisor
expectation-setting

Work-Family Strategies During COVID-19: Examining
Gender Dynamics Among Dual-Earner Couples
With Young Children

Understanding “Zoom fatigue”: A mixed-method
approach

An early assessment of the impact of COVID-19 on
air transport: Just another crisis or the end of
aviation as we know it?

Organizational Culture and COVID-19

COVID-19 and the uncertain future of HRM:
Furlough, job retention and reform

Mindfulness and the challenges of working from
home in times of crisis

Working From Home During the COVID-19 Crisis:
How Self-Control Strategies Elucidate Employees’
Job Performance

The influence of social distancing on employee
well-being: a conceptual framework and research
agenda

Disruptions and General Distress for Essential and
Nonessential Employees During the COVID-19
Pandemic

Organization Development Review

Handbook of Research on Remote
Work and Worker Well-Being in
the Post-COVID-19 Era

Environment, Development &
Sustainability

Journal of Applied Psychology

Journal of Applied Psychology

Applied Psychology

Journal of Transport Geography

Journal of Management Studies

Human Resource Management
Journal

Business Horizons

Applied Psychology

Journal of Service Management

Journal of Business & Psychology

Editorial

Editorial

Quantitative - Panel
Data

Quantitative - Survey

Quantitative - Survey

Mixed-Method - Survey

Quantitative - Panel
Data

Editorial
Editorial

Editorial

Mixed-Method - Survey

Conceptual

Quantitative - Survey

Talent development, organisational
development
Physical work environment, WFH

Carbon emissions, sustainable
development

Telecommuting, communication,
remote work

Work-family, division of childcare,
gender, remote work

Employee well-being, exhaustion,
Zoom fatigue
Air transport, aviation industry

Organisational culture

Furlough, job retention, labour
hoarding, redundancy

Mindfulness, productivity, telework,
well-being, WFH

Self-control strategies, telework, trait
self-control

Employee well-being, social distancing,
service continuity

Work stressor, social stressors, general
distress, change communication
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Journal
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Changes to the work-family interface during the
COVID-19 pandemic: Examining predictors and
implications using latent transition analysis

How does hotel employees’ satisfaction with the
organization’s COVID-19 responses affect job
insecurity and job performance?

The impact of working from home during COVID-19
on work and life domains: An exploratory study
on Hong Kong

Achieving Effective Remote Working During the
COVID-19 Pandemic: A Work Design Perspective

Offering flexible working opportunities to people
with mental disabilities: The missing link between
sustainable development goals and financial
implications

Exploring remote and onsite employees’ preferred
appreciation languages prior to COVID-19 and
during COVID-19

Will working from home become the ‘new normal’
in the public sector?

Brand authenticity, employee experience and
corporate citizenship priorities in the COVID-19
era and beyond

The impact of the COVID-19 outbreak on the air
quality in China: Evidence from a quasi-natural
experiment

Risk Management: Exploring Emerging Human
Resource Issues during the COVID-19 Pandemic

Journal of Applied Psychology

Journal of Sustainable Tourism

Policy Design and Practice

Applied Psychology: An
International Review

Business Strategy & the
Environment

Strategic HR Review

Australian Journal of Public

Administration
Strategy & Leadership

Journal of Cleaner Production

Journal of Risk and Financial

Management

Quantitative - Survey
Mixed-Method - Survey
Qualitative - SWOT
Analysis
Mixed-Method
- Interview, Survey
Mixed-Method - Survey,
Interview, Secondary

Data

Quantitative - Panel
Data

Editorial
Editorial
Quantitative

- Experimental

Systematic Review

Work-family conflict and enrichment,
technostress, support, compassion

Perceived health risk, COVID-19
response, perceived job insecurity,
job performance

Work-life balance, WFH

Remote working, work design,
performance, well-being

Flexible working, mental disabilities,
financial benefits

Remote working, onsite working,
preferred appreciation languages

WFH, gender equity, public sector

Brand authenticity, employee
experience, corporate citizenship

priorities
Air quality, exogenous shock

HR practices, risk management
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Productivity
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Working from home

2020 year-end labour market review: Insecure work and the COVID-19 pandemic
Working from home: Opportunities and risks
Employment & work-family balance in 2020

Future of work literature review: Emerging trends and issues

Managing the cyber risks of remote work

Work from home & productivity: Evidence from personnel & analytics data on IT
professionals

Coronavirus (COVID-19): Flexible working during the pandemic and beyond

Work, health and COVID-19: A literature review

Living, working and COVID-19

Key working from home trends emerging from COVID-19

5 models for the post-pandemic workplace

Insights into the impact of COVID-19 on household travel, working, activities and
shopping in Australia

The COVID-19 crisis and telework: A research survey on experiences, expectations
and hopes

Remote working and mental health during the first wave of COVID-19 pandemic

What jobs are being done at home during the COVID-19 crisis? Evidence from
firm-level surveys

Collaborating during coronavirus: the impact of COVID-19 on the nature of work

The donut effect of COVID-19 on cities

The geography of remote work

Why working from home will stick

Our experience during COVID-19 and what it means for the future of work

COVID-19: Protecting people and societies

Literature review on parameters related to work-from-home (WFH) arrangements

How working from home works out

Managing employees throughout the COVID-19 pandemic: Flexible working and the
future of work
Hybrid and remote working in the north of England: Impact and future prospects

Australian Government Productivity
Commission

Australia Institute

Australia Institute

Australian Institute of Family Studies
(AIFS)

Australian Taxation Office

BCG

Becker Friedman Institute (BFI)

CIPD

ETUI

Eurofound

Fair Work Commission (FWC)
Harvard Business Review
ITLS - University of Sydney

IZA - Institute of Labor Economics

IZA - Institute of Labor Economics
NBER

NBER

NBER

NBER

NBER

NSW Innovation and Productivity Council

OECD

Queensland University of Technology

Stanford Institute for Economic Policy
Research

University of Birmingham & University of
Kent

Work Foundation - Newcastle University
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