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1. Introduction  
1.1 Research Background 
 The observational record is implicitly characterized by these studies as the "old normal" and 
contemporary pandemic features observed are delineated as the new normal. (Lewis’s et al, 2017) A global 
health emergency has been created by the outbreak of SARS-COV2-causing COVID-19 disease. The World 
Health Organization in the city of Wuhan, China, registered its first case in 2019, on December 31, and then 
spread to different countries. The WHO declares disease a pandemic way back and lockdown and touch tracing 
are used by countries across the world to restrict infectious diseases. (Tirth’s et al, 2020) Employee motivation, 
at present, is trusted as one of the few important factors that will help in reaching the prosperity and success of 
any business in a fierce and dynamic business environment. Employee motivation is a collection of energetic 
forces, which incorporates several external factors as well as internal environmental factors. 
(Sitthiwarongchai’s et al, 2020) While some organizations have decided to stay in a work from-home posture for 
the foreseeable future, it may not be practical for others. In addition, many employees seek stability, 
connectivity, and practical benefits of retrieval personal operation. Recognizes the economic requirements of 
reopening, states and businesses are responding to phased plans. There are already employers engaged in 
building management, space planning, and facility experts, trained in innovative new protocols, social flow, and 
tools to ensure physical health and safety of those returning to office. (Annemarie Spadafore, 2020) The average 
growth rate of productivity is low compared to the long-term average prevailing previously. Some economic 
observers are directed at relatively weak recent productivity data as a source of concern for long-term economic 
growth expected and argued that we had entered a "new normal" characterized by low economic growth. Due to 
the productivity link in to the new normal will also require a low nominal interest rates to achieve the Fed’s 
inflation target. (Mark Bognanni and John Zito, 2016) From this research (Yusoff’s et al, 2020), claims that 
during this new normal people are facing difficulty with adapting to online meeting and learning methods as it 
was compulsory rules made by the Government. Moreover, people need more time to adapt the online system 
from our traditional face-to-face meet up.  Due to this outcome, it would negatively affect the learning 
outcomes, obtaining new skills and communication. 
 

1.2 Research Problems 
 In this situation of new normal impact on employee’s motivation and productivity, it is understood that 
these effects will be seen in the next period as well as the current process that is being experienced. While the 
pandemic is globalizing, taking new measures and maintaining news networks at the global level, creating new 
opportunities and causing global solutions can be read as the results of this process. These studies, which are 
carried out on an international scale, based on the research, safeguarding, continuity and communication of the 
world's natural, tangible and intangible cultural heritage today and in the future, have changed due to the 
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quarantine applied in the pandemic process and has become a technology-oriented one (KASAPOGLU 
AKYOL, Ü. P. 2020). The psychological effects of returning to work during the COVID-19 pandemic is 
unknown. 10.8% of respondents suffered from post-traumatic stress disorder after returning to work. Returning 
to work had not caused a high level of psychiatric symptoms in the workforce. Psych neuroimmune prevention 
measures were associated with less psychiatric symptoms (Tan’s et al, 2020). After careful data analysis, 
Participants' motivation to RTW and their experiences of this transition could be understood under the main 
theme of "searching for distraction and wanting to leave the disease behind,'' followed by "problems of the new 
normal. RTW is the next step but being back at the same workplace/institution was challenging due to the 
interference of the effects of the disease and treatments and peer perceptions. RTW can be challenging, since 
changes in performance as well as comments from peers become a constant reminder of the status prior. 
However, RTW helps distract from the disease, these reminders can be confronting and highlight the role of 
health professionals and employers in preparing survivors and peers to facilitate the RTW (Zambrano’s et al, 
2020). In the controversy of (Hyatt’s et al, 2015), some participants accepted toward the new normal while 
others indicated new changes were unacceptable and continued their efforts to return to before their new normal 
state. 
 

1.3 Objective of the study 
 The purpose of this study is to find out why new normal caused employee low motivation, loss 
productivity and the effects it has on performance. It is also to suggest means whereby this problem may be 
solved so as to improve the performance of employees in particular and end that of the sector in general. 
 

1.4 Scope of the study 
 This study was conducted to the impact of new normal on employee performance and productivity. 
This study is documentary search normal will provide information about productivity during work from home, 
internal motivation, motivating others and challenges faced during work from home that specifically affect 
productivity related to working from home during the COVID19 pandemic. And another purpose of this 
research is to figure out how new normal impacts employee motivation and productivity. And how employers 
and organizations deal with it. And my goal is to reveal new normal does impact employee motivation and 
productivity. 

 

1.5 Research Significance 
 Studies of this subject were critical as the current pandemic hits across the globe. Lots of workers have 
to start operating from home. Nevertheless, all of them. Their employers have checked and challenged 
productivity. Furthermore, any management needs motivating assistants to optimize their work. They are much 
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more likely to deliver individual and collective efficiency. Success and lead to higher productivity levels in the 
team and in addition, in every company, coaching discussions are important. Management that encourages 
workers to accomplish their goal. This is a check-in process between employees and a manager, to provide their 
struggle and feedback vice versa. It shouldn’t solely be the “job of HR '', but it should be the organization's job 
to judge employees and managers to have proper conversations and allow employees to be more aware and 
honest about their work performances. Regular coaching conversations which talk about wellbeing and 
engagement can really help create an atmosphere where this becomes the normal. It is important for the manager 
to give honest feedback, assistance, compliment and complaints so that employees can fix their mistakes. 
Research shows that higher productivity and motivation can be produced if organizations engage in recognition 
which acknowledges employees' effort and hard work. However, it's not good for long term and giving 
meaningful feedback and change is better. Employees should be encouraged to take a dedicated moment for 
deliberate reflection and be open to the need for revisions. This enables individuals and organizations to 
continuously learn, adapt and grow and therefore optimize performance and productivity. 
 

2. Literatures Review 
2.1 New Normal 
                  According to the Owl Labs report, about half of America's on-site staff wanted remote work 
opportunities before the pandemic struck. And more than a third of the employees also said they were prepared 
to sacrifice 5% of their salary for the alternative. But just because many workers may want to have such flexible 
choices does not mean that when the crisis ends, all of them will continue to work remotely. After all, in years 
past, firms such as IBM, Best Buy, Yahoo and Aetna experimented with remote work and returned to the 
workplace. (Renzulli, K. A. 2020) When employees settle for the long term in their home offices, they look for 
smart home technologies that can address these issues for them. Many are discovering the advantages of digital 
shades, which offer a distinctive functional harmony and stunning aesthetic to foster productivity. (Stephenson, 
S.2020) Providing Consciousness. This is where the growing array of technologies for contact tracing plays an 
instrumental role. Obviously, amid protection and privacy issues. The use of wearable trackers or trackers in 
combination with Big Brother-style tracking Al-enhanced vision technology can help manufacturers easily 
determine who is at risk if and when positive tests are done by an employee. (Fretty, P.2020) Compared with the 
long-run average that existed before, the average rate of productivity growth was low. As a source of concern for 
the long-term growth prospects of the economy, some economic analysts have pointed to the relatively low 
recent productivity data and suggested that we have reached a 'new normal' marked by low economic growth. 
(Bognanni, M., & Zito, J.2016) Attitudes and conduct are influenced by tradition. Via common assumptions and 
community standards, it helps guide activities and tasks. Leaders shape this through both conscious and 
subconscious acts and behavior, particularly during times of crisis. They must express their goals and answer 
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their employees' concerns. The strength of the organization's shared culture is expressed in the workers and 
personnel, their actions, values, and morale. It will be expressed in their emotions, actions and will thus have a 
direct effect on their success and learning attitude. A strong culture influences outcomes, performance, and 
results. (Lateef, F. 2020) 
 

2.2 Employee Motivation 
               Everyone around the globe has to follow the rules of social distancing of the COVID-19 virus spread. 
Nonetheless, Social distancing has a great health benefit influence, in view of people stop doing physical activity 
and inactive manners. Patience with Chronic Obstructive Pulmonary Disease (COPD), has a great chance of 
affecting COVID-19 which is a major disease. The Consequences can be severed since all the pulmonary 
rehabilitation (PR) programs are temporarily closed due to COVID lock down. So for all these great reasons 
patience is called for exercise for less damage. In order to support autonomous forms of motivation, we have to 
proceed with discussions, instructions and demonstrations for making their self-home rule. (Karloh’s et al, 
2020). The beginning Process of the practice include the encouragement from working something out of 
enthusiasm and Intrinsic motivation can be structured by the productivity itself. (Barton, A. 2020). For many, 
staying home means no money, and possibly no jobs, without paid sick days or job protection. Home care staff 
who use the bus to get to work wonder if, by doing so, they risk exposing themselves and their customers to the 
virus. Some have moved away from their own families, into the homes of their clients, to reduce risk while 
continuing to work. (Poo, A. 2020) After the onset of COVID-19, the loss of jobs has disproportionately 
impacted low-wage staff. That is, the bottom half of the wage distribution accounted for a disproportionate share 
of those who lost jobs. (Crust, E. E., Daly, M. C., & Hobijn, B. 2020). Remote work arrangements are a luxury 
that should not necessarily be afforded to all employees. Employees may have thought of remote work 
arrangements as a luxury, pre-COVID-19. This also indicated that employers based remote work contracts on 
the ongoing efficiency of an employee and a recent history of acceptable results. (Axelrod, J. 2020) 
 

2.3 Employee Productivity 
               With the idea of a remote workforce, several public entities have expressed conceptual and fiscal 
concerns, data and analysis are now available that demonstrate positive impacts on workplace operations of 
remote work arrangements. Gallup polling has found that remote work systems can increase the effectiveness, 
productivity and engagement of employees. (Axelrod, J. 2020) A common explanation employers cited before 
the pandemic for not providing remote work, Lister says, is simply because they don't trust their workers to work 
untethered. They fret that when they are out of sight, workers will use working hours for anything but the job at 
hand. (Renzulli, K. A. 2020) Low productivity and weak demand, I expect, will begin in the first quarter of 2020 
and worsen in the second quarter. These effects then taper off so that by the end of the first quarter of 2021, they 
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will fall to half their peak intensity in three quarters. I then presume that, without relying on guarantees of future 
acts, the Federal Reserve selects the federal funds rate level to keep inflation and unemployment as similar as 
possible to their targets. (Cúrdia, V. 2020) Recent decades have seen new concepts of work in organizations that 
have made it possible for human resources to be more competitive with organizations. On the other hand, there 
are growing concerns about uncertainty, insecurity, and danger for staff, with a resulting increase in their levels 
of stress and anxiety. (Farrukh’s et al, 2020) Occupational stress research focuses mainly on the link between job 
stressors and aspects of the job environment that can affect one's well-being. As a consequence, we expect both 
position stressor scales to be negatively connected to the satisfaction of subordinates with supervision and 
perceived organizational support. (Bowling’s et al, 2017) 
 

2.4 Past Research  
 In (Seema Rani B.N, Prettysha Curtis, Dr. Jayashankar Reddy K, 2020) study, found 50% of the 613 
participants being able to increase their productivity due to effective time management skills despite adhering to 
government declared health guidelines and work from home while 26.7% were actually unable to cope and 
increase their productivity while working from home. In 45% of the HR surveyed felt that their existing health 
benefit was not effective in dealing with COVID-19 41% of the employer said they will increase their 
employee’s willingness/virtual care budget post COVID-19. Based on the survey of PwC’s CEO Panel 
investigated the opinions of many CEOs throughout the world, to be exact, 699 CEOs from 67 countries took 
part in that survey. As a result, 78% of respondents are willing to work from home in the new normal situation 
(Econ, 2020). According to the research of (Ravi Shekhar, Shivangi Pandey, 2020) 45% of the HR surveyed felt 
that their existing health benefit was not effective in dealing with COVID-19 41% of the employer said they will 
increase their employee’s willingness/virtual care budget post COVID-19. Based on (Bloom et al, 2015) who 
conducted a survey (field experiment) for call center agents in a travel company from China in order to 
understand the impact of work from home on employees’ performance. He compared the overall performance of 
work from home stage employees and office employees and clearly found out that remote working or work from 
home significantly increases the overall performance of employees. But he further suggested that the transfer of 
the whole working population is difficult to handle. (Dutcher ,2012), on the other hand, the way work from 
home affects each individual employee’s productivity by laboratory experiment in a US University. The way the 
job has to be done whether it is creative or normal pattern working is being considered in his research. It is 
found that while creative tasks increase productivity in work from home stage, boring tasks negatively impact 
productivity. According to Gariety and Shaffer (2007), when it is theoretically analyzed, the impact of working 
from home could be varied because the ability to monitor or track the employees’ performance is almost 
impossible in work from home period depending the nature of work. 
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3. Findings 
 
 

 

 

  
 
 
 

 
 
 
 
 
 
 
 
 

Figure 1: Figure of new normal and employee motivation impact on employee productivity 
 
Findings from the study of impact of new normal on employee’s motivation and productivity are as follows: 
 

1. The new normal after pandemic impacts the working environment. A majority of jobs shifted from 
working from office to working from home stage. The implications of new normal also impact on 
wages variation as well as the monetarization of employees’ performance (Belgium, 2020).  

2. Since employees’ motivation is closely related with wages, working environment and job security 
based on (Conrad D, Ghosh A and Isaacson M, 2015), the adjustments related with salary structure, 
working environment improvements (technical support to work from home employees), etc should be 
done in order to balance the two different situations of before and after new normal.   

3. Productivity which is related with the efficiency of work processes should be closely monitored in 
order to optimize productivity. Besides, the working environment convenience and the individual goal 
of every single employee is another factor impacting on productivity (Sage, 2019). Though it may not 
be easy to implement all of them, in order to keep productivity on the positive side, these factors 
should be paid much attention to new normal work from home employees. 

 
 

New Normal 
-Performance Management 
-WFH system 
-Wage 
 
Belgium (2020) 

Employee Motivation 
-Job security 
-Working culture 
-Incentive 
(Conrad. D, Ghosh. A, and Isaacson. M, 2015) 

Productivity 
-Processes 
-Work environment 
-Goals 
 
Sage (2019) 

https://www.emerald.com/insight/search?q=Amit%20Ghosh
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4. Conclusion  
 The commitment of the research of this study which clarifies how new normal is impacting on 
motivation and productivity of employees. Different people react differently to working at home. Employees 
may not have the tools to work productivity at home or may pick up bad habits, such as too much use of social 
media or watching Netflix. That is why for many remote works might be a slow adjustment, and in some 
instances, they may never be as productive as they were in the office. A common statement of vision and 
commitment gives a person the passion and excitement to get through challenging times. "They say people will 
work hard for a paycheck, harder for a good leader, and even harder for a cause. The analogue to the cause in an 
organization is the vision." 
(Lepore, Marla, 2012) Since new normal happens most companies move to WFH policy. Due to this employee 
got flexible working hours, policy and rules, which affect their productivity. Job commitment has a major 
positive impact on the productivity of workers. Employers should also place appropriate focus on job 
participation and assess the success of their workers regularly to ensure their organizations' welfare (Jalal 
Hanaysha, 2016). The new normal is remote scheduling and it will be for the foreseeable future. Some have 
adapted, but initially faced some challenges, such as finding a workspace that is suitable and relaxing.  
 

5. Recommendations  
Besides the research, I would like to recommend the company or organization to open free Coaching or Training 
for develop and adapt new capabilities and skills, which impact on employees’ motivation as well as affect 
future company’s productivity as following: 
 

1. The world today is changing rapidly. As a result, new jobs and new positions occur every year, and the 
old skills may be replaced and replaced. It would be better if an organization would develop qualitative 
abilities within employees to be ready to learn rapidly expiring skills. 

2. Digital skills, that is, employees must have the knowledge of digital. There should be 21st century skills 
to know what new technology is. In the new normal the content or activities are more focused online 

3. Entrepreneurial skills This skill must be developed for the people in the organization to feel that they 
are the owner of the organization as well, to build love and bond with the people in the organization to 
feel involved 

4. Sharing information and networking. It is very necessary. From now on, the organization cannot be 
alone. Meeting, discussing, and giving accountability will move to the network, especially, online. So 
that new culture would change working life style. Networking helps to share knowledge, experience and 
be able to work together. This will impact employee productivity as well. 
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