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Abstract 
The goal of the study is to assess the value of remote work in the context of the organisation and show how management may profit from the expanding idea of remote work. Numerous facets of WFH and its effects on the banking industry were emphasised in this study. The WFH, which was once or formerly endorsed by most experts and analysts, has not proven to be the greatest option for many bank employees, according to the majority of the studies included in this analysis. Despite its current iteration, the remote working strategy continues to spark interest. To manage the realities of WFH efficiently, improved organisational and governmental regulations and policies are required. It is significant that a hasty decision was made to end or hold in-person or personal conversations between corporate staff and clients. Workers are deceived about the true effects of WFH in this area. This is made even worse by the restricted resources needed to make the transition a reality. Numerous organisations have listed problems such as a lack of software, restrictions on formal paper access, and compromised workspaces as examples. The norm should centre on technical training that covers all the fundamentals of WFH to be a viable and effective technique.
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[bookmark: _Toc112313185]Chapter 1: Introduction 
[bookmark: _Toc112313186]1.1 Background 
With the growth of digitalization, working from home is now a possibility. Work-from-home (WFH), also known as remote working, enables businesses to maintain operational productivity in the face of instability by using offsite labour (Miele and Tirabeni, 2020). Most people would associate remote working with COVID-19 because this global pandemic has brought attention to the concept, which is why many only associate it with COVID. However, remote employment has been an option for years. Many factors could make remote working advantageous for some individuals and companies while also making it difficult for them. A flexible form of employment known as remote working enables employees to conduct their business from locations other than the office, such as their homes, libraries, coffee shops, or foreign countries, without having to travel to a traditional workplace like an office. Senior executives within a company may support remote work flexibility (Tabassum et al., 2022). In the context of this study, researchers will examine whether or not remote working increases a company's profitability and evaluate the applicability of WFH in the workplace. The study also looked at how organisational policy and strategic leadership support affected adaption to remote work.
[bookmark: _Toc112313187]1.2 Topic significance 
To maintain competitiveness and employee wellbeing, businesses must become highly automated, digitalized, technologically assisted, and responsive. Modern technology facilitates WFH. However, finding a good balance between work and life for employees whether they had families or not became a major problem. While the majority of people after the outbreak went through post-pandemic anguish, others were able to demonstrate their inner qualities and express gratitude for their things because of WFH (Onakoya, 2018). This makes more research on the subject of WFH and remote working necessary to realise its full potential.
[bookmark: _Toc112313188]1.3 Study purpose
The goal of the study is to assess the value of remote work in the context of the organisation and show how management may profit from the expanding idea of remote work. However, the main goal is to determine whether eliminating traditional work-life restrictions has any beneficial or bad effects on employees' productivity.
[bookmark: _Toc112313189]1.4 Aim, objectives and questions 
The goal has been a practical technique to accomplish a certain goal in a more organised fashion (Saunders, 2019). The experiment seeks to determine how remote work affects how well individuals balance their personal and professional lives. The project is built on a set of objectives in addition to its goal. The supporting goals are:
· Identifying the relevance of remote working in an organisation
· Justifying the impact of workplace policy and role of management in remote working in organisations and the workforce.
· Defining and finding out the factors that influence remote working on work-life integration.
· Exploring the relationship between employee satisfaction and employee retention with remote working conditions.
To comprehend the study, its technique, and questionnaires, one must perceive the research question (Blaxter, 2010). Below are the research questions (RQ).
· In what ways may allowing employees to work from home boost productivity at a company? 
· Can policies and management commitment to flexible working arrangements alter the links between it and its predictors?













[bookmark: _Toc112313190]Chapter 2: Literature Review 
[bookmark: _Toc112313191]2.1 Remote working
The phrase "remote work" refers to a work pattern in which workers are not required to travel or report to a specific workplace, such as an office, shop, or facility, according to Franken et al. (2021). Because of how easy it is to work from anywhere and at any time thanks to modern advancements and technological infrastructure, the idea of WFH is currently gaining favour around the globe. Due to the COVID-19 spread during lockdowns, people were forced to transgress social norms, yet this strategy made sure that the company could still function properly even amid an epidemic. More adaptability at work has several benefits for individuals as well as organisations (Phillips, 2020). Companies are said to have "remote working" policies if they permit employees to work from any location at any time.
Employees requested the ability to work from home while still taking care of the household, and organisations looked for innovative ways to carry on as usual in an emergency. These presumptions form the foundation of the flexible company idea (Sarker et al, 2015). Sull et al. (2020) found that employees are generally more productive when they have the option to work remotely because they can fulfil their obligations while ensuring that their employers get the most out of their efforts, which boosts employee satisfaction. The idea of flexibility has been established to take into account the flexible job environment (Anka et al., 2020). Employees are more adaptive when a company's policies allow for certain latitude. Even if the world is collapsing around them, an adaptive leader must make sure that the core team can continue to operate from wherever they are.
The primary idea behind remote working is that it does not need to be done in a certain location for it to be successful. Remote work enables people to work outside of a traditional office setting.
Working remotely gives you great flexibility in where you can work to complete tasks and meet deadlines (Nickson, 2016). People have the freedom to plan their days in a way that allows them to fulfil their personal and professional lives to the fullest while coexisting amicably. During the COVID-19, remote or flexible working as we currently know it became more commonplace. The 1980s saw a rise in remote labour, however, as a result of the high unemployment rates in the West. Multinational corporations began hiring workers globally, particularly in the energy and technology industries and emergency services. 
[bookmark: _Toc112313192][bookmark: _Toc101109523]2.2 Remote Working and Organisation
Many businesses have been helped by the development of cutting-edge infrastructure and the use of WFH through the internet (Hislop et al., 2019). Many scholars have made an effort to explain distant labour from this perspective. According to studies, a structure in which a company's employees can perform from any location, at any time, using contemporary media in addition to their allocated Jobsite (Miele and Tirabeni, 2020). Students no longer worry about missing class because they may study anywhere they want, whenever they want. This strategy gives people better control over their schedules, which makes them more adaptive when working remotely (Swain et al., 2020). This helps people to balance their personal and professional lives. In such an environment, employee happiness soars considerably, and they may begin working with greater vigour and excitement (Wang et al., 2021).
Without the use of centralised buildings, physical infrastructure, or other typical organisational aspects, working remotely, or WFH is described as a virtual action with employees employed toward a shared goal (Burbano and Chiles, 2021). However, the flexibility of virtual labour has challenged conventional management theory. Workplace flexibility allows employees to perform to the best of their abilities and complete projects much sooner than anticipated. Staff may therefore create more deliverables in a set amount of time (Elshaiekh et al., 2018). As a result, management that promotes remote work flexibility enables people to work more productively from home, which is advantageous to enterprises (Shockley et al., 2020). Due to the adaptability of remote work, it is believed that employee efficiency has increased as a result of its development, and as a result, the flexibility of remote work is seen to affect enterprises' total productivity.
[bookmark: _Toc112313193][bookmark: _Toc101109524]2.3 Remote Working and Employees Satisfaction
Remote work and flexible techniques go hand in hand in the workplace. Flexibility in working remotely influences output, reliability, and happiness (Hislop et al., 2018). Miele and Tirabeni (2020) found that internal brand image, differentiated dedication, and staff retention are all directly related to job satisfaction in their study of BPO employees. According to another study (Swain et al., 2020), employee compensation and demographic traits are directly related to job satisfaction and boost employee performance in terms of work engagement. This study found that employee effectiveness and engagement appear to have a favourable effect on organisational performance. When WFH support staff members work remotely without being constrained by time or place, they become more motivated and committed to their work (Sposato, 2021). It makes it possible for workers to work when it is most convenient for them, which improves the efficiency of the company.
The amount of money a worker can save by not having to commute to work is one of the advantages of remote working. An employee can save roughly £50 a week by reducing commuting time and eating and drinking out. From 23.9 million Brits, that amounts to roughly 1.1 billion every week (Nickson, 2016). Many people find that having a flexible work schedule helps them maintain a good work-life balance because it allows them to attend to the needs of their parents, spouses, or children. They can also continue working at the job they enjoy. reduces employee stress levels because there is no commute and no sitting in traffic, which can help you save a good few hours and allow you to wake up feeling peaceful. Enables you to create a work environment that is unique to you (Green and Joyce, 2022). For instance, at home, you may wish to choose a spot beside a window where the sun is shining, work at the kitchen table, or even in your bedroom. Whereas in an office, chairs are typically assigned, and you have less freedom to choose where to sit.
Although working remotely or in a flexible manner has numerous advantages, how many people can afford to do so? People who have larger families but smaller homes may find it challenging to locate a spot in the home to work from without interruptions because some people believe that working from home is a privilege. Most people who work from home are experienced professionals with well-paying employment and the luxury of having an office desk at home (Frater, 2018). Workers may experience mental health issues as well, especially those who live alone. These individuals will miss out on establishing friends and socialising with co-workers, which will cause them to feel even lonelier. 
The phenomenon of remote working only applies to white-collar office workers. Manual labourers are unable to work from home, thus they are forced to either continue working or risk going without a job. The following significant socioeconomic gap. There is a discussion about whether firms would contemplate paying less to employees who want to work from home permanently if remote work or working from home becomes the norm (Davies, 2021). Workforce’s workloads may be increased, but there may also be a pay drop associated with it. Global tech companies like Google offered the notion to their staff.
[bookmark: _Toc112313194][bookmark: _Toc101109525]2.4 Remote Working and Management
Organizations construct a remote work infrastructure employing digital technologies during the COVID-19 pandemic shutdown to encourage workplace flexibility, effectiveness, and productivity (Sarker et al, 2015). Solutions like "Top Management Support" (TMS) with elements like transitional management, empowerment direction, and laissez-faire administration will be developed by researchers like Burbano and Chiles (2021). The "organization's policy" is one of the most important factors to take into account when converting to a more flexible work environment that promotes remote workers (OGP). Organizations must develop and put into practice a workable plan to prevent impeding employees' usage of internet technologies to work from home with flexible hours (Swain et al., 2020). According to Miele and Tirabeni (2020), there needs to be legislation that permits employees to use contemporary ICT and digital platforms for more flexible working practices and work hours. Workplace flexibility should be defined as the freedom of employees to pick where, when, and how often they perform tasks linked to their jobs, as this will promote effective key personnel development and optimal management (Elshaiekh et al., 2018). The primary focus of all the researchers, including Adams (2014), Swain et al. (2020), and Miele and Tirabeni (2020), was on the effect of WFH on business or organisation growth. The researcher also discussed various strategies for enhancing the WFH process to improve workplace performance. However, little research is done on the idea of a management position and how workplace policies are integrated, which can have both positive and bad effects on the productivity of the workforce.
[bookmark: _Toc112313195]2.5 Summary 
According to the research mentioned above, more people will likely engage in remote work shortly as a result of technological advancements, particularly because having access to all programmes, email accounts, and office software make it much more convenient for people to work from home or even in bed (Blackwell and Lim, 2013). Although they have made it simpler, technological advancements are not the sole elements for successful remote work. Women have been doing it historically since the 19th century, if not before (Center, 2021). As previously stated, people have been working remotely for centuries, but COVID-19 made a significant contribution to this trend. According to the Office of National Statistics (2020), only 4.3% of the population did so in 2015; this number increased to 5.1% in 2019 and then signed to 46.6% in April 2020, all of which can be attributed to COVID-19 (Green and Joyce, 2022).
[bookmark: _Toc101109526][bookmark: _Toc112313196]Chapter 3: Research Methodologies
[bookmark: _Toc101109527][bookmark: _Toc112313197]3.1 Research Philosophy
Curwin (2013) claims that the two philosophical tenets that are most frequently applied in research projects around the globe are positivism and interpretivism. In contrast to interpretivism, which only supports theoretical or conceptual evidence, positivism supports logical facts. The research will be based on the interpretivism philosophy because it is theory-based.
[bookmark: _Toc101109528][bookmark: _Toc112313198]3.2 Research Approach
A multitude of methodologies can be incorporated into research activity. Inductive, deductive, and abductive procedures are the three primary categories of methodology, according to author Denscombe (2012). The inductive perspective, according to the author, is frequently used with quantitative data. Contrarily, the deductive approach depends on qualitative evidence to establish the veracity of theories and presumptions regarding a proposed project (Patton, 2015). The project, which contains both statistical and conceptual data, makes use of abduction. The investigation will employ abductive reasoning because the available evidence is significant on both a quantitative and qualitative level.
[bookmark: _Toc101109529][bookmark: _Toc112313199]3.3 Research Strategies
Among the most popular research techniques include interviews, simulations, surveys, observational methods, etc. (Denscombe, 2012). Researchers employ methodological strategies appropriate for the type of study to achieve the desired level of precision. In the study, information about remote employees was gathered using the survey methodology.
[bookmark: _Toc101109530][bookmark: _Toc112313200]3.4 Sampling Method
To gather information on the contribution of remote workers to the workplace and workforce, a prepared questionnaire will be used to poll a sample of 60 managers and subordinates.
[bookmark: _Toc101109531][bookmark: _Toc112313201]3.5 Data Analysis
To collect data, a standardised series of questionnaires will be used. Data from both primary and secondary sources will be used in the study. Primary data are observations obtained directly while researching a subject. There are many places where secondary information can be found, including journals, articles, and publications. Big Data also makes it easier to obtain supplemental information. Primary data will be collected for this project while investigating the remote working situation (Adams, 2014). Books, blogs, articles, and other secondary sources on the impact of remote work will be included. Based on the research topic, the existing data from prior researchers on the subject of remote labour will be analysed and justified. Examining population parameters has been done using the sampling technique. After gathering data following established criteria, analysis is required.
[bookmark: _Toc101109532][bookmark: _Toc112313202]3.6 Ethical Consideration
It is impossible to exaggerate the credibility and commitment of a project. Academics must conform to the code of conduct before starting any study. Ethics will be taken into consideration as part of this endeavour. Those who choose to participate will be asked for their permission and participation (Duignan, 2016). The data will be collected covertly, and any personal information obtained will be handled in strict confidence.




















[bookmark: _Toc112313203]Chapter 4: Results 
	Do you have knowledge about remote working?

	Options
	Response
	Percentage

	Yes 
	60
	100%

	No
	0
	0%

	Not sure 
	0
	0%

	



	Do you think that remote working is relevant?

	Options
	Response
	Percentage

	Yes 
	55
	92%

	No
	2
	3%

	Not sure 
	3
	5%

	



	Do you think that remote working can improve employee satisfaction?

	Options
	Response
	Percentage

	Yes 
	50
	83%

	No
	2
			3%

	Not sure 
	9
	14%

	



	Do you think that remote working can ensure work-life balance?

	Options
	Response
	Percentage

	Yes 
	45
	75%

	No
	5
	8%

	Not sure 
	10
	17%

	



	Do you think that remote working can improve employee productivity?

	Options
	Response
	Percentage

	Yes 
	42
	70%

	No
	3
	5%

	Not sure 
	15
	25%

	



	Do you think that remote working effectiveness depends on management?

	Options
	Response
	Percentage

	Yes 
	30
	50%

	No
	15
	25%

	Not sure 
	15
	25%

	



	Do you think that remote working can be improved by implementing policy?

	Options
	Response
	Percentage

	Yes 
	28
	47%

	No
	12
	20%

	Not sure 
	20
	33%

	














[bookmark: _Toc112313204]Chapter 5: Discussion and analysis 
This part aims to assess and analyse the result which has been found in the previous section. From the above analysis, it can be seen that job satisfaction can be improved because of remote working which is an indicator of employee productivity. Research has shown that WFH or remote working can significantly increase employee productivity and performance. For instance, Lott (2021) suggested that performance would be considerably boosted by remote working. The researcher continued by saying that remote workers found it simple to balance work and personal obligations. Working from home (WFH) is currently recognised as an effective strategy for reducing the rates and incidence of new COVID-19 infections. WFH is not a novel idea because, like earlier pandemics, it has been recognised by numerous philosophies from the dawn of humanity. In Messenger and Gschwind (2016), they quote Nilles (1973) who promoted the WFH theory, sometimes known as telecommuting or remote working. The term "work from home" (WFH) has taken on several names over the past forty years, including "remote work," "e-working," "telecommuting," "remote working," and "flexible work environments" (Blackwell and Lim, 2013). These particular terms demonstrate how employees can utilise technology to fulfil tasks in flexible work environments, especially at home (Grant et al., 2019).
 The majority of workers strongly value remote work. Most employees choose remote work because of the flexibility it offers. The autonomy that comes with setting their timetables is appreciated by employees. They can manage their responsibilities while working or by working part-time (Tabassum et al., 2022). Remote work has a lot of benefits. For instance, it raises employees' levels of job satisfaction. Because it allows the employer to keep his staff for a long time, the improvement in job satisfaction may be advantageous to both the employer and the employee. Employee conflicts would also be less likely to occur if they worked from various locations. Employees are more productive at work when they have better relationships with one another, which improves their attitude toward their work.
When working from separate locations, even with online communication, employees' sense of belonging may erode, making them feel alienated. Employees who work remotely are unable to form bonds with one another or communicate their emotions (Sposato, 2021). When co-workers don't regularly interact, it could be difficult for them to be open with each other about their struggles or experiences, if any. When working remotely, issues like drug addictions or conflicts among co-workers are likely to go unreported and could even get worse over time. Due to the probability of breaches, such as the leakage of company data or other data-related dangers, remote working may also jeopardise the security of corporate information. It may be difficult for employees who work from home to combine their professional and personal commitments. For the employees, choosing when to work and when to take care of their domestic duties may be challenging (Onakoya, 2018). Additionally, it could be challenging to focus on your task due to distractions at home. Additionally, it's possible that they don't have all the materials at home that they'll need to complete the duties they've been given. The technology at home might not meet the requirements needed to do the tasks an employee has been assigned successfully. However, studies show that women are better able to combine their job and personal lives when they work remotely.
Women have more flexibility and spend more time with their families when they work from home. It has been demonstrated that doing this lowers the risk that women would experience depression and improves their ability to work nonstop. Employees who work from home encounter difficulties including dealing with different time zones, loneliness, technological problems, and the difficulty to build solid working relationships (Nickson, 2016).
According to Schieman and Glavin (2017), COVID-19 gave nations all over the world the chance to conduct WFH research. Messenger and Gschwind (2016) stated that many people have long valued this as a viable job option, especially in countries like the United States and Asia, where multi-family labour forces have become prevalent. WLB has faced difficulties in places like Hong Kong where they are responsible for or play a part in young children, elderly parents, or both. The initial responses to the new working style are favourable, according to key assessments of employers' and employees' viewpoints provided to WFH (Vyas and Butakhieo, 2021). However, various holes in the current WFH framework exist below the threshold of objective satisfaction, leading to an increase in discontent based on the inadequate policies for successful home working.
Remote work often results in more motivated employees. They are captivated by the idea of working remotely from home, which increases their effectiveness. The majority of workers who have worked remotely for a sizable period do not feel the urge to return to the office environment. Only a smaller percentage of workers believe that working remotely will hinder their ability to advance in their jobs. When done effectively, remote work increases employee productivity because it creates the ideal work-life balance. Notes that allowing employees to work remotely gives them greater independence because they may select when and where to work without being constrained by set hours (Green and Joyce, 2022). However, the adaptability remote workers experience does not always equate to productivity. 
According to a study, remote workers have much less access to training and mentoring than their co-workers have (Frater, 2018). Additionally, remote workers are much more likely to be excluded from social interactions and to miss out when important information is communicated to other on-site workers. When information meant for all employees isn't shared with them, the office atmosphere deteriorates, which can have a detrimental effect on employees' productivity. Managers have a responsibility to make sure that employee relations are not harmed by remote work and that it increases productivity.
A remote job requires employees to perform their duties away from normal office settings, such as in their homes or other locations. The phrase is currently experiencing significant growth in COVID-19 (Davies, 2021). The following are the effects of a remote job on managers or an entire organisation: The business may save money on numerous office expenses that had to be paid for the employees' attendance. Saving office space is another option. According to several studies, allowing employees to work from home or other remote locations instead of reporting to the office will boost employee productivity. Such remote working may lead to an increase in telecommunications expenditures. In this situation, the organisation would need to balance the cost savings and the higher expenses (Center, 2021). When someone works, say, from their home, it can be challenging to manage them or evaluate their performance. Effectively supervising employees who work from remote places is exceedingly challenging. Increased expenses associated with working remotely. Such as the initial cost of remote work training and the subsequent expense of providing the essential tools for the job. For instance, several businesses provide company computers to staff members who agree to work remotely. When working remotely, issues with sustaining a sense of team may arise. The human presence is important, and without it, the group may start to lose its distinctiveness. 
The organization's remote working regulations seem to strike a compromise between employee rights, managerial effectiveness, and legal and societal ambitions. The company permits up to two days of remote working per week, and supervisors are in charge of making sure that workers are effective on those days. Employees must also use their vacation days during the week, and managers are in charge of granting requests for time off. The organization's remote working regulations seem to strike a compromise between employee rights, managerial effectiveness, and legal and societal ambitions (Blackwell and Lim, 2013). The company permits up to two days of remote working per week, and supervisors are in charge of making sure that workers are effective on those days. Employees must also use their vacation days during the week, and managers are in charge of granting requests for time off. The organization's rules seem to be set up to encourage harmony between managerial effectiveness and employee rights. Although it may not be the intention of the policies, they may unintentionally impede employees from fully utilising remote working (Abdelkader, 2014). Employees might not be able to use their remote working days to take lengthy vacations, for instance, if they must use their vacation days during the workweek. In addition, the requirement that supervisors accept vacation requests may make managers less inclined to do so for remote workers' vacation requests.
The organization's remote working regulations could unintentionally prohibit employees from benefiting from the social components of remote working. For instance, the requirement that workers use their vacation time during the week may discourage workers from using their remote working days to go to social gatherings or catch up with friends. In addition, the requirement that supervisors accept vacation requests may make managers less inclined to do so for remote workers' vacation requests (Tabassum et al., 2022). Overall, it appears that the company's remote working regulations strike a compromise between worker rights, managerial effectiveness, and legal and societal ambitions. Although it may not be the intention of the policies, they may unintentionally impede employees from fully utilising remote working. From an organisational standpoint, remote working has the potential to cause several problems. How to manage and track employee performance when they are not physically present in the workplace is one of the major concerns. For managers and supervisors accustomed to more conventional types of management and supervision, this can be difficult (Sposato, 2021). Additionally, remote working may cause problems with succession planning and professional advancement. Senior executives may find it challenging to identify and develop potential successors if they are not physically present in the workplace.
Last but not least, remote working can put businesses in a legal bind. Employees who work remotely, for instance, might not be subject to the same laws and rules governing workplace safety as those who work in an office (Onakoya, 2018). Additionally, if workers are injured or involved in accidents while working remotely, there may be questions regarding employer culpability.
The impact of working from home (WFH) on overall worker productivity was evaluated by Thorstensson (2020). The researcher asserted that many companies have thought about WFH as a potential workforce option. Working remotely has advantages and disadvantages for employees, especially when compared to formal working from an office or business headquarters, according to Lott (2021), who made a similar argument to Thorstensson (2020). Working remotely supposedly boosts employee productivity, according to Monteiro et al. (2019), while several academics have argued the contrary. Thorstensson (2020) used article review methods in their study, using publications or studies from 2000 as well as research papers from 2019 and 2020 as sources. The primary goal of the study was to identify the real elements that affect productivity when employees in different industries work from home, especially during the COVID-19 crisis. According to the study's findings, working remotely has a significant impact on employees' productivity. To be sure, some of the current criteria do have positive or negative effects, but the impact of other criteria depends on the personalities, views, and underlying conditions of the employees.
Farooq and Sultana (2021) also assessed the impact of COVID-19 on staff productivity and overall company performance. The authors argued that the current situation brought about by the pandemic has provided special insights into how remote working functions, as well as the crucial significance of these changes in the future regulations, adopted that can affect the framework of official or expected working hours. In contrast to the methodology used by Thorstensson (2020), Farooq and Sultana (2021) used a SWOT analysis and an exploratory study to look at the employment situation in Hong Kong. The results showed that WFH is advantageous for both employees and businesses. Among the advantages are improved productivity, greater job satisfaction, improved talent retention, decreased absenteeism and turnover, a healthier workforce, improved gender diversity, less need for office space, and higher levels of motivation.
Theoretically, according to Monteiro et al. (2019), it is unknown whether relying on remote work may considerably increase worker productivity. To empirically evaluate the direct productivity impact of remote work over time (roughly between 2011 and 2016), experts have used a representative sample of businesses as well as within-firm variation in remote work regulations (Allen et al., 2021). According to the results of model projections with corporate impacts, it is possible to argue that the average economic impact of allowing remote working is significantly unfavourable but relatively small in scale. But we find that there is a lot of variation among different kinds of firms.
WFH has certain downsides despite its considerable and beneficial benefits on worker productivity and organisational success. The fuzzy separation between family, job, distractions, social isolation, and workers catering to the expenditures associated with the WFH initiative, according to Cho (2020), defines the drawbacks of the WFH initiative. Working from home (WFH) has some drawbacks, according to Purwanto et al. (2020), including the fact that participants must cover their energy and internet costs. According to Magni et al. (2020), employees frequently feel cut off from their co-workers. In a similar vein, managers worry about productivity losses while engaging with staff members who want to adopt the WFH framework. According to Waizenegger et al. (2020), there may be a danger to the relationship between co-workers. Additionally, when working from home, employees may become distracted by other issues, particularly if there are young children, other family members, or friends around (Kazekami 2020). Additionally, the blurred boundaries between personal and professional lives lead to weariness (Grant et al. 2019).




















[bookmark: _Toc112313205]Chapter 6: Conclusion and recommendations 
Numerous facets of WFH and its effects on the banking industry were emphasised in this study. The WFH, which was once or formerly endorsed by most experts and analysts, has not proven to be the greatest option for many bank employees, according to the majority of the studies included in this analysis. Despite its current iteration, the remote working strategy continues to spark interest. To manage the realities of WFH efficiently, improved organisational and governmental regulations and policies are required. It is significant that a hasty decision was made to end or hold in-person or personal conversations between corporate staff and clients. Workers are deceived about the true effects of WFH in this area. This is made even worse by the restricted resources needed to make the transition a reality. Numerous organisations have listed problems such as a lack of software, restrictions on formal paper access, and compromised workspaces as examples. The norm should centre on technical training that covers all the fundamentals of WFH to be a viable and effective technique. The study recommends using a quantitative research method to highlight time series data on the effects of remote working or WFH on business performance. This recommendation is based on the findings from the literature review and the existing bodies of literature. Data from the largest banks that have adopted a remote working strategy will be utilised. Some of the recommendations for improving remote working include: 
· The organisation should diversify its culture to accept the remote working system so that the staff can quickly become accustomed to it, according to the project's initial advice. The management had not previously permitted staff to work remotely, therefore they had a difficult time adjusting to the new system before the epidemic (Green and Joyce, 2022). Businesses must consequently expand their organisational structure to include more different systems of threat and to promote remote working practices.
· The next suggestion is that management creates a disciplined structure to deal with the few reported incidents that had an impact on workers' productivity (Nickson, 2016). The difficulties the workers had when working remotely, which in some cases led to cases of indiscipline, must also be effectively addressed.
· The company needs to address the problem of disjointed employee team communication. Employees are more likely to miss important information or signals since they are not in the system flow at work, which could be vital for the workplace. Therefore, the management must create a mechanism whereby they would handle the breakdown in team communication by staying in touch with all of the employees to ensure that nobody is left out of the communication process (Frater, 2018). There is a need for an all-encompassing system that would guarantee that management has control over every employee and that the communication process is operating efficiently.
· The second suggestion would be to deal with difficulties related to technology, which is said to have fuelled the system's efficacy. It is crucial to create a clearly defined structure that would guarantee that technology works in the employees' favour and that incidents of technological failure are dealt with appropriately (Davies, 2021). When business workers are working on related projects, they should be urged to often check the hosting service to stay up to date with events in the wider company to prevent instances when the employees experience version conflicts.
· By eliminating the monotony, remote working increases productivity. However, the biggest disadvantage is that the absence of connection among the staff may lead to conflict inside the company, which would lower output. The company has to host social gatherings for its staff frequently (Center, 2021). Despite the absence of physical presence in the workplace due to the company's acceptance of remote working, the get-together events would aid in the employees becoming acquainted with one another. A proper system that unites all the personnel is essential. Although there may be various advantages to working remotely, management should not get ahead of themselves and neglect to assemble the team.
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1. Do you have knowledge about remote working? 
· Yes ✓
· No 
· Not sure 
2. Do you think that remote working is relevant? 
· Yes ✓
· No 
· Not sure 
3. Do you think that remote working can improve employee satisfaction? 
· Yes ✓
· No 
· Not sure 
4. Do you think that remote working can ensure work-life balance? 
· Yes ✓
· No 
· Not sure 
5. Do you think that remote working can improve employee productivity? 
· Yes ✓
· No 
· Not sure 
6. Do you think that remote working effectiveness depends on management? 
· Yes ✓
· No 
· Not sure 
7. Do you think that remote working can be improved by implementing policy?
· Yes ✓
· No 
· Not sure 


Do you think that remote working can improve employee satisfaction? 

Series 1	
Yes	No	Not Sure	0.83	0.03	0.14000000000000001	

Do you think that remote working can ensure work-life balance? 

Series 1	
Yes	No	Not Sure	0.75	0.08	0.17	

Do you think that remote working can improve employee productivity? 

Series 1	
Yes	No	Not Sure	0.7	0.05	0.25	
Do you think that remote working effectiveness depends on management? 

Series 1	
Yes	No	Not Sure	0.5	0.25	0.25	


Do you think that remote working can be improved by implementing policy?

Series 1	
Yes	No	Not Sure	0.47	0.2	0.33	


Do you have knowledge about remote working? 

Series 1	
Yes	No	Not Sure	1	0	0	
Do you think that remote working is relevant? 

Series 1	
Yes	No	Not Sure	0.92	0.02	0.05	
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