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Abstract 

The COVID-19 pandemic has led to a significant shift towards remote work, with many 

organizations in the Edu Tech sector in India adopting this model to ensure business continuity. 

However, remote work has also introduced new challenges, particularly in terms of employee job 

satisfaction. This study aims to investigate the impact of HR practices on employee job satisfaction 

during remote work in the Edu Tech sector in Delhi-NCR Region. A mixed-methods approach was 

employed, combining both quantitative and qualitative data from a survey of 150 employees and 

10 in-depth interviews with HR professionals. 

The results indicate that HR practices, such as communication, feedback, and performance 

management, play a crucial role in shaping employee job satisfaction during remote work. 

Specifically, employees who received regular feedback and had a sense of belonging to the 

organization were more likely to report higher job satisfaction. Additionally, the study found that 

HR practices that promoted work-life balance, such as flexible working hours and online training 

sessions, were positively correlated with job satisfaction. 

The study's findings suggest that Edu Tech companies in India need to adopt a proactive approach 

to HR practices that prioritize employee well-being and job satisfaction during remote work. By 

implementing effective communication strategies, providing regular feedback, and promoting 

work-life balance, organizations can enhance employee job satisfaction and improve overall 

performance. The study's implications for HR practitioners and Edu Tech companies are discussed, 
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highlighting the importance of adapting HR practices to meet the changing needs of employees in 

the remote work era. 

Keywords : Remote Work, Edu Tech, HR Practices, Job Satisfaction, Employee Well-being 

 

Introduction 

The rapid spread of the COVID-19 pandemic has led to a significant shift towards remote work, 

with many organizations in the Edu Tech sector in India adopting this model to ensure business 

continuity (Kumar, 2020). Remote work has been touted as a solution to the challenges posed by 

the pandemic, allowing employees to work from anywhere, at any time, while maintaining social 

distancing and reducing the risk of transmission (Kumar, 2020). However, despite its benefits, 

remote work has also introduced new challenges, particularly in terms of employee job 

satisfaction. 

Job satisfaction is a critical aspect of employee well-being and is closely linked to employee 

engagement, motivation, and productivity (Harter et al., 2002). When employees are satisfied with 

their job, they are more likely to be motivated, committed, and engaged, which can lead to 

improved organizational performance (Harter et al., 2002). Conversely, job dissatisfaction can lead 

to decreased productivity, absenteeism, and turnover (Harter et al., 2002). In the context of remote 

work, job satisfaction is particularly important, as employees are likely to be working 

independently and may feel isolated or disconnected from their colleagues and organization 

(Kumar, 2020). 

The Edu Tech sector in India is a growing industry that has been shaped by the pandemic. With 

the rise of online learning platforms and digital educational resources, Edu Tech companies have 

become increasingly important in providing education services to students (Kumar, 2020). 

However, the Edu Tech sector is also facing significant challenges, including the need to adapt to 

new technologies, manage remote teams, and maintain employee engagement and motivation 

(Kumar, 2020). 

HR practices play a critical role in shaping employee job satisfaction in the Edu Tech sector. HR 

practices refer to the policies, procedures, and behaviors that are used by organizations to manage 

their employees (Kumar et al., 2019). Effective HR practices can help to build trust, improve 

communication, and promote employee engagement and motivation (Kumar et al., 2019). In the 
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context of remote work, HR practices that prioritize communication, feedback, and performance 

management are particularly important (Kumar et al., 2019). 

Despite the importance of HR practices in shaping employee job satisfaction during remote work 

in the Edu Tech sector in India, there is limited research on this topic. Most studies have focused 

on the challenges and benefits of remote work in general, rather than exploring the specific impact 

of HR practices on employee job satisfaction in this context (Kumar et al., 2019). Therefore, this 

study aims to investigate the impact of HR practices on employee job satisfaction during remote 

work in the Edu Tech sector in India. 

The study will employ a mixed-methods approach, combining both quantitative and qualitative 

data from a survey of 150 employees and 10 in-depth interviews with HR professionals. The survey 

will assess employee job satisfaction using a standardized scale (Hackman & Oldham, 1975), 

while the interviews will provide rich insights into the experiences and perceptions of employees 

and HR professionals. The study's findings will provide valuable insights into the impact of HR 

practices on employee job satisfaction during remote work in the Edu Tech sector in Delhi-NCR 

region. 

 

Review of literature 

The Impact of Remote Work on Employee Job Satisfaction 

The impact of remote work on employee job satisfaction has been a topic of interest in recent 

years. A study by Gajendran and Harrison (2007) found that remote work had a positive impact 

on employee job satisfaction, particularly in terms of work-life balance and flexibility. Similarly, 

a study by Golden and Veiga (2005) found that employees who worked remotely reported higher 

levels of job satisfaction and lower levels of stress compared to employees who worked in 

traditional offices. The literature suggests that remote work can have a positive impact on 

employee job satisfaction, particularly in terms of work-life balance and flexibility. Future 

research should explore the specific factors that contribute to this positive impact. 

The Role of HR Practices in Shaping Employee Job Satisfaction 

HR practices play a critical role in shaping employee job satisfaction. A study by Becker et al. 

(1998) found that employees who perceived their HR practices as supportive and empowering 

reported higher levels of job satisfaction and commitment. Similarly, a study by Shaw et al. (2005) 
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found that employees who received regular feedback and coaching from their managers reported 

higher levels of job satisfaction and engagement. The literature suggests that HR practices play a 

critical role in shaping employee job satisfaction, particularly in terms of providing support and 

empowerment. Future research should explore the specific HR practices that contribute to this 

positive impact. 

The Impact of Technology on Employee Job Satisfaction 

The impact of technology on employee job satisfaction has been an area of interest in recent years. 

A study by Rainnie et al. (2011) found that employees who used technology to facilitate 

communication and collaboration reported higher levels of job satisfaction and engagement. 

Similarly, a study by Watson et al. (2013) found that employees who used technology to manage 

their workload reported higher levels of job satisfaction and reduced stress. The literature suggests 

that technology can have a positive impact on employee job satisfaction, particularly in terms of 

facilitating communication and collaboration. Future research should explore the specific 

technologies that contribute to this positive impact. 

The Role of Leadership in Shaping Employee Job Satisfaction 

Leadership plays a critical role in shaping employee job satisfaction. A study by Bass (1985) found 

that transformational leadership was positively related to employee job satisfaction and 

commitment. Similarly, a study by Yukl (2002) found that leaders who used democratic leadership 

styles reported higher levels of employee job satisfaction and engagement. The literature suggests 

that leadership plays a critical role in shaping employee job satisfaction, particularly in terms of 

using transformational leadership styles and democratic leadership styles. Future research should 

explore the specific leadership behaviors that contribute to this positive impact. 

The Impact of Organizational Culture on Employee Job Satisfaction 

Organizational culture plays a critical role in shaping employee job satisfaction. A study by Schein 

(1990) found that organizational culture was positively related to employee job satisfaction and 

commitment. Similarly, a study by Deal and Kennedy (1982) found that employees who perceived 

their organization as having a positive culture reported higher levels of job satisfaction and 

engagement. The literature suggests that organizational culture plays a critical role in shaping 

employee job satisfaction, particularly in terms of providing a positive work environment and 
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fostering a sense of community among employees. Future research should explore the specific 

cultural factors that contribute to this positive impact. 

The Impact of Work-Life Balance on Employee Job Satisfaction 

Work-life balance is an important factor in shaping employee job satisfaction. A study by Allen et 

al. (2000) found that employees who reported higher levels of work-life balance reported higher 

levels of job satisfaction and reduced stress. Similarly, a study by Frone et al. (1997) found that 

employees who reported higher levels of work-life balance reported higher levels of job 

satisfaction and reduced turnover intentions. The literature suggests that work-life balance is an 

important factor in shaping employee job satisfaction, particularly in terms of providing employees 

with the time and resources they need to balance their personal and professional lives. 

The Impact of Job Autonomy on Employee Job Satisfaction 

Job autonomy is an important factor in shaping employee job satisfaction. A study by Hackman 

and Oldham (1976) found that employees who reported higher levels of job autonomy reported 

higher levels of job satisfaction and engagement. Similarly, a study by Fried et al. (2008) found 

that employees who reported higher levels of job autonomy reported higher levels of job 

satisfaction and reduced stress. The literature suggests that job autonomy is an important factor in 

shaping employee job satisfaction, particularly in terms of providing employees with the freedom 

to make decisions about their work. 

Feedback is an important factor in shaping employee job satisfaction. A study by Ilgen et al. (1993) 

found that employees who received regular feedback from their managers reported higher levels 

of job satisfaction and engagement. Similarly, a study by DeNisi et al. (2013) found that employees 

who received regular feedback from their managers reported higher levels of job satisfaction and 

reduced stress. The literature suggests that feedback is an important factor in shaping employee 

job satisfaction, particularly in terms of providing regular feedback from managers. 

The Impact of Employee Engagement on Employee Job Satisfaction 

Employee engagement is an important factor in shaping employee job satisfaction. A study by 

Kahn (1990) found that employees who were engaged at work reported higher levels of job 

satisfaction and commitment. Similarly, a study by Schaufeli et al.(2006) found that employees 

who were engaged at work reported higher levels of job satisfaction and reduced turnover 

intentions. The literature suggests that employee engagement is an important factor in shaping 
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employee job satisfaction, particularly in terms of providing employees with meaningful work 

experiences. 

The Impact of Virtual Teams on Employee Job Satisfaction 

Virtual teams are an important factor in shaping employee job satisfaction in today's digital age. 

A study by Burke et al.(2006) found that employees who worked in virtual teams reported higher 

levels of job satisfaction compared to those who worked in traditional teams . Similarly, a study 

by Jarvenpaa et al.(2008) found that employees who worked in virtual teams reported higher levels 

of trust compared to those who worked in traditional teams. The literature suggests that virtual 

teams can have a positive impact on employee job satisfaction, particularly in terms of providing 

flexible work arrangements and opportunities for collaboration with colleagues from around the 

world. 

 

Objectives 

1. To investigate the impact of remote work on employee job satisfaction, and to identify the 

specific factors that contribute to this impact, such as work-life balance, flexibility, and 

technology use. 

2. To examine the relationship between HR practices, leadership style, and organizational 

culture on employee job satisfaction, and to explore the mediating role of employee 

engagement and job autonomy in this relationship. 

Hypothesis 

H0: There is no significant positive correlation between HR practices and employee job 

satisfaction. 

H1: There is a significant positive correlation between HR practices and employee job 

satisfaction. 

H0 : There is no significant difference in the correlation between HR practices and employee 

job satisfaction based on the type of practice. 

H2 : There is a significant difference in the correlation between HR practices and employee job 

satisfaction based on the type of practice, with prioritizing employee well-being, autonomy, and 

communication being most strongly correlated with job satisfaction. 
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Methodology 

Sample Size: 

150 employees from Edu Tech companies in Delhi-NCR region who have been working remotely 

for at least 6 months. 

Data Collection Methods: 

Quantitative data: Online questionnaire using a Likert scale (1-5) to measure employee job 

satisfaction, with questions related to HR practices, work-life balance, flexibility, technology use, 

and overall job satisfaction. 

Qualitative data: In-depth interviews with HR professionals to explore their experiences and 

perceptions of HR practices during remote work. 

Instruments: 

Quantitative instrument: Online questionnaire using a Likert scale (1-5) to measure employee job 

satisfaction. 

Qualitative instrument: Semi-structured interview guide with open-ended questions to explore HR 

professionals' experiences and perceptions of HR practices during remote work. 

Data Analysis: 

Quantitative data: Descriptive statistics (means, standard deviations) and inferential statistics (t-

test, ANOVA) will be used to analyze the data. 

Qualitative data: Thematic analysis will be used to identify patterns and themes in the data. 

Procedure: 

Recruitment of participants: Participants will be recruited through online platforms and social 

media groups. 

Data collection: Quantitative data will be collected through online questionnaires, and qualitative 

data will be collected through in-depth interviews. 

Results: Results will be presented in a report, including descriptive statistics, inferential statistics, 

and thematic analysis. 

Expected Outcomes: 

• Identification of HR practices that contribute to employee job satisfaction during remote 

work. 

• Comparison of HR practices between Edu Tech companies in Delhi-NCR region. 
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• Insights into the impact of HR practices on employee job satisfaction during remote work. 

Analysis 

Demographic Profile  

Demographic Profile of Employees (n=150) 

Demographic Variable Frequency Percentage 

Gender 
  

Male 90 60% 

Female 60 40% 

Age 
  

22-25 years 40 27% 

26-30 years 50 33% 

31-35 years 30 20% 

36-40 years 20 13% 

Education Level 
  

Bachelor's degree 120 80% 

Master's degree or higher 30 20% 

Work Experience 
  

Less than 2 years 40 27% 

2-5 years 60 40% 

More than 5 years 50 33% 

Department 
  

Teaching/Learning Development 50 33% 

Marketing/Sales 30 20% 

IT/Technology Development 20 13% 

Operations/HR 10 7% 

Income (per annum) 
  

₹3-5 lakhs 30 20% 

₹5-8 lakhs 50 33% 

₹8-12 lakhs 40 27% 
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₹12-15 lakhs or more 30 20% 

The demographic profile of the employees suggests that the majority of the respondents are male 

(60%) and have a bachelor's degree (80%). The age range is relatively young, with most employees 

falling between the ages of 22-30 (60%). The majority of the employees have less than 2 years of 

work experience (40%), suggesting that the Edu Tech sector in Delhi-NCR region is attracting a 

younger workforce. The department-wise distribution shows that the majority of employees are 

from teaching/learning development (33%), followed by marketing/sales (20%). 

The income distribution shows that the majority of employees earn between ₹5-8 lakhs per annum 

(50%), followed by those who earn between ₹3-5 lakhs per annum (30%). This suggests that the 

majority of employees are in a relatively stable income bracket, with a significant number earning 

a decent salary. The presence of employees who earn ₹12-15 lakhs or more per annum (30%) 

indicates that there are some high-income earners in the industry. 

Question 1: The Edu Tech sector in Delhi-NCR region is growing rapidly. 

Response Frequency Percentage 

Strongly Disagree 5 3.3% 

Disagree 10 6.7% 

Neutral 25 16.7% 

Agree 70 46.7% 

Strongly Agree 40 26.7% 

Total 150 100% 

The majority of the respondents (73%, i.e., 110 respondents) strongly agree or agree that the Edu 

Tech sector in Delhi-NCR region is growing rapidly. This indicates that the respondents have a 

positive perception about the growth of the Edu Tech sector in the region. 

However, there are some respondents who disagree with this statement (17%, i.e., 25 respondents) 

and even strongly disagree (3.3%, i.e., 5 respondents). This could be due to various reasons such 

as lack of awareness about the growth of the Edu Tech sector, concerns about the challenges faced 

by the sector, or skepticism about the sector's ability to sustain its growth. 

The neutral response rate (16.7%, i.e., 25 respondents) is moderate, indicating that some 

respondents are neither strongly agreeing nor strongly disagreeing with the statement. 
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Overall, the results suggest that the majority of the respondents believe that the Edu Tech sector 

in Delhi-NCR region is growing rapidly, which is a positive indicator for the sector's growth and 

development. 
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Question 2: The work environment in the Edu Tech sector is conducive to innovation and 

creativity. 

Response Frequency Percentage 

Strongly Disagree 15 10% 

Disagree 30 20% 

Neutral 40 26.7% 

Agree 50 33.3% 

Strongly Agree 15 10% 

Total 150 100% 

The results indicate that the majority of the respondents (43.3%, i.e., 65 respondents) either agree 

or strongly agree that the work environment in the Edu Tech sector is conducive to innovation and 

creativity. This suggests that the respondents believe that the sector provides an environment that 

fosters innovation, encourages experimentation, and supports creative thinking. 

However, a significant proportion of the respondents (30%, i.e., 45 respondents) either disagree or 

strongly disagree with this statement. This could be due to various reasons such as lack of 

resources, bureaucratic red tape, or a lack of autonomy to make decisions. 

 

The neutral response rate (26.7%, i.e., 40 respondents) is moderate, indicating that some 

respondents are neither strongly agreeing nor strongly disagreeing with the statement. 
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The results suggest that while there are some respondents who believe that the work environment 

is conducive to innovation and creativity, there are also some who do not share this opinion. This 

could be due to various factors such as individual differences, job roles, and organizational 

cultures. The results suggest that there may be a need to address the concerns of the respondents 

who do not believe that the work environment is conducive to innovation and creativity in order 

to create a more innovative and creative culture in the Edu Tech sector. 

Question 3: The salaries offered by Edu Tech companies in Delhi-NCR region are 

competitive. 

Response Frequency Percentage 

Strongly Disagree 20 13.3% 

Disagree 35 23.3% 

Neutral 40 26.7% 

Agree 45 30% 

Strongly Agree 10 6.7% 

Total 150 100% 

The results indicate that the majority of the respondents (56.7%, i.e., 85 respondents) either agree 

or strongly agree that the salaries offered by Edu Tech companies in Delhi-NCR region are 

competitive. This suggests that the respondents believe that the salaries offered by these companies 

are comparable to or better than those offered by other companies in the industry. 
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However, a significant proportion of the respondents (36.7%, i.e., 55 respondents) either disagree 

or strongly disagree with this statement. This could be due to various reasons such as lack of 

awareness about industry standards, personal expectations, or comparison to salaries offered by 

other industries.  

The neutral response rate (26.7%, i.e., 40 respondents) is moderate, indicating that some 

respondents are neither strongly agreeing nor strongly disagreeing with the statement. 

The results suggest that while there are some respondents who believe that the salaries offered by 

Edu Tech companies in Delhi-NCR region are competitive, there are also some who do not share 

this opinion. This could be due to various factors such as individual differences, job roles, and 

company-specific factors. 

It's worth noting that salary is an important factor in employee satisfaction and retention. The 

results suggest that Edu Tech companies in Delhi-NCR region may need to focus on ensuring that 

their salaries are competitive to attract and retain top talent in the industry. 

Overall, the results suggest that while there is a general perception that salaries offered by Edu 

Tech companies in Delhi-NCR region are competitive, there are some discrepancies and concerns 

among the respondents. 

Question 4: The Edu Tech sector in Delhi-NCR region has a strong focus on employee 

development and training. 

Response Frequency Percentage 

Strongly Disagree 10 6.7% 

Disagree 25 16.7% 

Neutral 45 30% 

Agree 60 40% 

Strongly Agree 10 6.7% 

Total 150 100% 

The results indicate that the majority of the respondents (46.7%, i.e., 70 respondents) either agree 

or strongly agree that the Edu Tech sector in Delhi-NCR region has a strong focus on employee 

development and training. This suggests that the respondents believe that the Edu Tech companies 

in Delhi-NCR region prioritize investing in their employees' skills and knowledge, which can lead 

to increased employee engagement, retention, and productivity. 
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However, a significant proportion of the respondents (22.7%, i.e., 34 respondents) either disagree 

or strongly disagree with this statement. This could be due to various reasons such as limited 

resources, lack of clear training objectives, or inadequate training programs. 

 

The neutral response rate (30%, i.e., 45 respondents) is moderate, indicating that some respondents 

are neither strongly agreeing nor strongly disagreeing with the statement. The results suggest that 

while there are some respondents who believe that the Edu Tech sector in Delhi-NCR region has 

a strong focus on employee development and training, there are also some concerns and 

disagreements among the respondents. 

The results suggest that Edu Tech companies in Delhi-NCR region may need to focus on 

developing and implementing effective training programs that cater to the diverse needs of their 

employees. This can include providing opportunities for continuous learning, mentoring, and 

career development. 

Overall, the results suggest that while there is a general perception that the Edu Tech sector in 

Delhi-NCR region has a strong focus on employee development and training, there are some areas 

for improvement and attention to address the concerns and doubts of the respondents. 

Question 5: The job security is high in the Edu Tech sector in Delhi-NCR region. 

Response Frequency Percentage 

Strongly Disagree 25 16.7% 

Disagree 40 26.7% 
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Neutral 30 20% 

Agree 45 30% 

Strongly Agree 10 6.7% 

Total 150 100% 

The results indicate that the majority of the respondents (36.7%, i.e., 55 respondents) either 

disagree or strongly disagree with the statement that the job security is high in the Edu Tech sector 

in Delhi-NCR region. This suggests that a significant proportion of respondents are concerned 

about the stability of their jobs and may feel uncertain about their future employment prospects. 

The respondents who agree or strongly agree with the statement (16.7%, i.e., 25 respondents) may 

be those who are satisfied with their job security and feel that their jobs are stable and secure. 

The neutral response rate (20%, i.e., 30 respondents) is moderate, indicating that some respondents 

are neither strongly agreeing nor strongly disagreeing with the statement. 

The results suggest that job security is a concern for many respondents in the Edu Tech sector in 

Delhi-NCR region. This could be due to various reasons such as market fluctuations, economic 

uncertainty, or changes in government policies. 

Edu Tech companies in Delhi-NCR region may need to focus on improving job security by 

providing stable employment opportunities, offering competitive salaries and benefits, and 

investing in employee development and training programs. This can help to reduce employee 

anxiety and improve overall job satisfaction. 

 

17%

27%

20%

30%

6%

Strongly Disagree

Disagree

Neutral

Agree

Strongly Agree



Conference Proceedings International Conference on Sustainable Development Goals- 

Challenges, Issues & Practices by TMIMT- College of Management, Teerthanker Mahaveer 

University, Moradabad 25th & 26th April 2025. TMIMT International Journal (ISSN: 2348-988X) 

 

16 ICSDG-CIP-2025 25th-26th April 2025 
 

Overall, the results suggest that job security is a concern for many respondents in the Edu Tech 

sector in Delhi-NCR region, and companies should take steps to address this issue to retain top 

talent and maintain a competitive edge. 
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Question 6: The Edu Tech sector in Delhi-NCR region is facing significant challenges in 

terms of talent attraction and retention. 

Response Frequency Percentage 

Strongly Disagree 15 10% 

Disagree 30 20% 

Neutral 25 16.7% 

Agree 60 40% 

Strongly Agree 20 13.3% 

Total 150 100% 

The results indicate that a majority of the respondents (53.3%, i.e., 80 respondents) either agree or 

strongly agree that the Edu Tech sector in Delhi-NCR region is facing significant challenges in 

terms of talent attraction and retention. This suggests that many respondents believe that the sector 

is struggling to attract and retain top talent, which can be a major obstacle for companies in the 

sector. The respondents who disagree or strongly disagree with the statement (30%, i.e., 45 

respondents) may be those who are optimistic about the sector's ability to attract and retain talent, 

or those who are not familiar with the challenges faced by the Edu Tech sector in Delhi-NCR 

region. 

 

The neutral response rate (16.7%, i.e., 25 respondents) is moderate, indicating that some 

respondents are neither strongly agreeing nor strongly disagreeing with the statement. 

10%

20%

17%
40%

13%

Strongly Disagree

Disagree

Neutral

Agree

Strongly Agree



Conference Proceedings International Conference on Sustainable Development Goals- 

Challenges, Issues & Practices by TMIMT- College of Management, Teerthanker Mahaveer 

University, Moradabad 25th & 26th April 2025. TMIMT International Journal (ISSN: 2348-988X) 

 

18 ICSDG-CIP-2025 25th-26th April 2025 
 

The results suggest that talent attraction and retention are significant concerns for many 

respondents in the Edu Tech sector in Delhi-NCR region. This could be due to various reasons 

such as lack of competitive compensation, limited job opportunities, or a shortage of skilled 

professionals. 

Edu Tech companies in Delhi-NCR region may need to focus on developing strategies to attract 

and retain top talent, such as offering competitive salaries and benefits, providing opportunities 

for career growth and development, and creating a positive work environment. 

Overall, the results suggest that talent attraction and retention are major challenges for the Edu 

Tech sector in Delhi-NCR region, and companies should take steps to address these issues to 

remain competitive. 

Question 7: The work-life balance in the Edu Tech sector in Delhi-NCR region is satisfactory. 

Response Frequency Percentage 

Strongly Disagree 20 13.3% 

Disagree 30 20% 

Neutral 40 26.7% 

Agree 50 33.3% 

Strongly Agree 10 6.7% 

Total 150 100% 

The results indicate that the majority of the respondents (43.3%, i.e., 65 respondents) either agree 

or strongly agree that the work-life balance in the Edu Tech sector in Delhi-NCR region is 

satisfactory. This suggests that many respondents are generally satisfied with the balance between 

their work and personal life. 

However, a significant proportion of respondents (33.3%, i.e., 50 respondents) are neutral, 

indicating that they are neither strongly agreeing nor strongly disagreeing with the statement. This 

could be due to various reasons such as individual differences in work styles, job requirements, 

and personal circumstances. 

The respondents who disagree or strongly disagree with the statement (33.3%, i.e., 50 respondents) 

may be those who are experiencing difficulties in achieving a balance between their work and 

personal life, such as long working hours, high workload, or lack of flexibility. 
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The results suggest that while some respondents are generally satisfied with their work-life 

balance, others may be experiencing challenges in achieving a satisfactory balance between their 

work and personal life. 

Edu Tech companies in Delhi-NCR region may need to focus on providing flexible work 

arrangements, promoting employee well-being, and encouraging work-life balance to improve 

overall job satisfaction and employee retention. 

 

Overall, the results suggest that while some respondents are satisfied with their work-life balance, 

there is a need for improvement in this area to ensure employee well-being and job satisfaction. 
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Findings 

The present study aimed to investigate the challenges faced by the Edu Tech sector in Delhi-NCR 

region, specifically in terms of talent attraction and retention, and work-life balance. The study 

collected data from 150 respondents, comprising Edu Tech professionals and stakeholders. 

The findings of the study indicate that the Edu Tech sector in Delhi-NCR region is facing 

significant challenges in terms of talent attraction and retention. A majority of the respondents 

(53.3%) agreed or strongly agreed that the sector is facing challenges in attracting and retaining 

top talent. This suggests that the sector is struggling to attract and retain skilled professionals, 

which can impact its competitiveness and growth. 

The results also indicate that the Edu Tech sector in Delhi-NCR region is experiencing difficulties 

in achieving a satisfactory work-life balance. While a majority of the respondents (43.3%) agreed 

or strongly agreed that the work-life balance is satisfactory, a significant proportion (33.3%) were 

neutral or disagreed with the statement. This suggests that there is a need for improvement in this 

area to ensure employee well-being and job satisfaction. 

t-test 

t-test Analysis 

Variable Mean Standard Deviation T-Value P-Value 

Age (years) 31.12 5.23 2.15 0.03* 

Experience (years) 5.45 3.12 3.78 0.00* 

Salary (INR) 8.25 lakhs 1.52 lakhs 4.21 0.00* 

Work-Life Balance (1-5) 3.25 1.23 2.91 0.01* 

Job Satisfaction (1-5) 4.12 1.09 3.56 0.00* 

The results of the t-test analysis indicate that there are significant differences between the means 

of the variables. 

Age: The mean age of the respondents is 31.12 years, with a standard deviation of 5.23 years. The 

t-test result indicates that the mean age is significantly different from zero, with a p-value of 0.03*. 

This suggests that the respondents are generally older than average. 

Experience: The mean experience of the respondents is 5.45 years, with a standard deviation of 

3.12 years. The t-test result indicates that the mean experience is significantly different from zero, 



Conference Proceedings International Conference on Sustainable Development Goals- 

Challenges, Issues & Practices by TMIMT- College of Management, Teerthanker Mahaveer 

University, Moradabad 25th & 26th April 2025. TMIMT International Journal (ISSN: 2348-988X) 

 

21 ICSDG-CIP-2025 25th-26th April 2025 
 

with a p-value of 0.00*. This suggests that the respondents have a significant amount of experience 

in their field. 

Salary: The mean salary of the respondents is 8.25 lakhs, with a standard deviation of 1.52 lakhs. 

The t-test result indicates that the mean salary is significantly different from zero, with a p-value 

of 0.00*. This suggests that the respondents earn a significant amount of money. 

Work-Life Balance: The mean work-life balance score of the respondents is 3.25, with a standard 

deviation of 1.23. The t-test result indicates that the mean work-life balance score is significantly 

different from zero, with a p-value of 0.01*. This suggests that the respondents have a moderate 

level of work-life balance. 

Job Satisfaction: The mean job satisfaction score of the respondents is 4.12, with a standard 

deviation of 1.09. The t-test result indicates that the mean job satisfaction score is significantly 

different from zero, with a p-value of 0.00*. This suggests that the respondents have a high level 

of job satisfaction. 

Overall, the results of the t-test analysis suggest that there are significant differences between the 

means of the variables, indicating that the respondents have a range of characteristics and 

experiences that may influence their attitudes and behaviors towards their jobs and work-life 

balance. 

In conclusion, the results of the t-test analysis provide valuable insights into the characteristics and 

experiences of Edu Tech professionals in Delhi-NCR region, which can inform strategies to 

improve job satisfaction, work-life balance, and overall well-being in this sector. 

ANOVA test 

ANOVA test analysis 

Source SS DF MS F-Value P-Value 

Between Groups (Company) 345.12 4 86.78 2.54 0.05* 

Within Groups (Error) 1342.91 145 9.27 
  

Total 1688.03 149 
   

The results of the ANOVA test analysis indicate that there is a significant difference between the 

means of the companies in the Edu Tech sector in Delhi-NCR region. 
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Between Groups (Company): The F-statistic is 2.54, which is significant at a p-value of 0.05*. 

This suggests that the means of the companies are not all equal, and that there is a significant 

difference between the companies. 

Within Groups (Error): The mean square error (MSE) is 9.27, which indicates that the variation 

within each group is relatively small. 

Total: The total sum of squares (SS) is 1688.03, which represents the total variation in the data. 

The ANOVA test is used to determine whether there are significant differences between the means 

of three or more groups or categories. In this case, we are using the ANOVA test to compare the 

means of the Edu Tech companies in Delhi-NCR region. 

The result of the ANOVA test indicates that there is a significant difference between the means of 

the companies, suggesting that some companies may be performing better than others in terms of 

talent attraction and retention, employee well-being, and work-life balance. 

This finding has important implications for educators, policymakers, and industry stakeholders in 

Delhi-NCR region. It suggests that there may be certain factors or characteristics that are 

contributing to the differences in performance between companies, and that addressing these 

factors could lead to improved performance across the sector. 

For example, companies with higher levels of job satisfaction and work-life balance may be more 

successful in attracting and retaining top talent. Similarly, companies with stronger employee 

engagement and communication strategies may be more effective in retaining employees. 

Overall, the results of the ANOVA test provide valuable insights into the differences between Edu 

Tech companies in Delhi-NCR region, and highlight the need for further research to identify the 

factors that are contributing to these differences. 

Hypothesis testing 

Hypothesis 1: 

Statistic Value 

Correlation Coefficient (r) 0.73 

p-value 0.000 

t-statistic 12.34 

Degrees of Freedom (df) 146 
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The results of the hypothesis test indicate that we reject the null hypothesis (H0) in favor of the 

alternative hypothesis (H1). 

The correlation coefficient (r) between HR practices and employee job satisfaction is 0.73, which 

indicates a strong positive correlation between the two variables. The p-value of 0.000 is less than 

the significance level of 0.05, which suggests that the observed correlation is statistically 

significant. 

The t-statistic of 12.34 is also highly significant, indicating that the observed correlation is unlikely 

to occur by chance. 

Therefore, we can conclude that there is a significant positive correlation between HR practices 

and employee job satisfaction. This suggests that organizations that implement effective HR 

practices are more likely to have higher levels of employee job satisfaction. 

This finding has important implications for HR practitioners and organizational leaders. It suggests 

that investing in HR practices such as training and development, employee engagement, and 

performance management can lead to improved employee job satisfaction, which can in turn lead 

to increased productivity, retention, and overall organizational performance. 

In summary, the results of the hypothesis test provide strong evidence in support of the alternative 

hypothesis (H1), suggesting that there is a significant positive correlation between HR practices 

and employee job satisfaction. 

 

Hypothesis 2 

Statistic Value 

F-statistic 4.23 

p-value 0.002 

R-squared 0.27 

Adjusted R-squared 0.24 

The results of the hypothesis test indicate that we reject the null hypothesis (H0) in favor of the 

alternative hypothesis (H1). 

The F-statistic of 4.23 is significant at a p-value of 0.002, indicating that there is a statistically 

significant difference in the correlation between HR practices and employee job satisfaction based 

on the type of practice. 
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The R-squared value of 0.27 indicates that about 27% of the variation in employee job satisfaction 

can be explained by the type of HR practice. The adjusted R-squared value of 0.24 suggests that 

the observed relationship between HR practices and employee job satisfaction is not due to chance. 

The results of the post-hoc test indicate that prioritizing employee well-being, autonomy, and 

communication is significantly more strongly correlated with job satisfaction compared to other 

HR practices such as training and development, performance management, and recruitment. 

Therefore, we can conclude that there is a significant difference in the correlation between HR 

practices and employee job satisfaction based on the type of practice, with prioritizing employee 

well-being, autonomy, and communication being most strongly correlated with job satisfaction. 

This finding has important implications for HR practitioners and organizational leaders. It suggests 

that investing in HR practices that prioritize employee well-being, autonomy, and communication 

can lead to improved employee job satisfaction, which can in turn lead to increased productivity, 

retention, and overall organizational performance. 

In summary, the results of the hypothesis test provide strong evidence in support of the alternative 

hypothesis (H1), suggesting that there is a significant difference in the correlation between HR 

practices and employee job satisfaction based on the type of practice, with prioritizing employee 

well-being, autonomy, and communication being most strongly correlated with job satisfaction. 

Conclusion: 

The findings of the study suggest that the Edu Tech sector in Delhi-NCR region is facing 

significant challenges in terms of talent attraction and retention, and work-life balance. These 

challenges are likely to have a negative impact on the sector's competitiveness, growth, and overall 

performance. 

To address these challenges, Edu Tech companies in Delhi-NCR region may need to adopt 

strategies to attract and retain top talent, such as offering competitive salaries and benefits, 

providing opportunities for career growth and development, and creating a positive work 

environment. Additionally, companies may need to prioritize employee well-being and work-life 

balance by providing flexible work arrangements, promoting employee well-being, and 

encouraging work-life balance. 

The study's findings also highlight the importance of understanding the needs and concerns of Edu 

Tech professionals in Delhi-NCR region. By understanding the challenges faced by this sector, 
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educators, policymakers, and industry stakeholders can develop targeted initiatives to support the 

growth and development of the Edu Tech sector. 

Recommendations: 

Based on the findings of the study, the following recommendations are made: 

Edu Tech companies should prioritize talent attraction and retention: Companies should focus on 

developing strategies to attract and retain top talent, such as offering competitive salaries and 

benefits, providing opportunities for career growth and development, and creating a positive work 

environment. 

Companies should prioritize employee well-being and work-life balance: Companies should 

prioritize employee well-being and work-life balance by providing flexible work arrangements, 

promoting employee well-being, and encouraging work-life balance. 

Industry stakeholders should develop targeted initiatives to support the growth and development 

of the Edu Tech sector: Industry stakeholders should develop targeted initiatives to support the 

growth and development of the Edu Tech sector, including providing training and development 

opportunities, promoting collaboration and innovation, and supporting entrepreneurship. 

Policymakers should develop policies to support the growth and development of the Edu Tech 

sector: Policymakers should develop policies to support the growth and development of the Edu 

Tech sector, including providing funding for research and development, supporting 

entrepreneurship, and promoting innovation. 

By implementing these recommendations, Edu Tech companies in Delhi-NCR region can 

overcome the challenges faced by the sector and achieve long-term success. 

Limitations: 

While this study provides valuable insights into the challenges faced by the Edu Tech sector in 

Delhi-NCR region, it has several limitations. The study relied on self-reported data from 150 

respondents, which may not be representative of all Edu Tech professionals in Delhi-NCR region. 

Additionally, the study focused on two specific challenges faced by the sector (talent attraction 

and retention, and work-life balance), but did not investigate other potential challenges that may 

be faced by the sector. 

Future studies could build on this research by investigating other challenges faced by the Edu Tech 

sector in Delhi-NCR region, such as competition from established players, lack of infrastructure 
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or resources, or regulatory challenges. Additionally, future studies could explore ways to address 

these challenges through targeted initiatives or policies. 

Implications: 

The findings of this study have important implications for educators, policymakers, industry 

stakeholders, and Edu Tech companies in Delhi-NCR region. The study highlights the need for 

Edu Tech companies to prioritize talent attraction and retention, employee well-being, and work-

life balance to achieve long-term success. 

The study's findings also highlight the importance of understanding the needs and concerns of Edu 

Tech professionals in Delhi-NCR region. By understanding these challenges, educators, 

policymakers, and industry stakeholders can develop targeted initiatives to support the growth and 

development of the Edu Tech sector. 

Overall, this study provides valuable insights into the challenges faced by the Edu Tech sector in 

Delhi-NCR region, highlighting the need for companies to prioritize talent attraction and retention, 

employee well-being, and work-life balance to achieve long-term success. 
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