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Executive Summary
In this study the concept of working from home has been discussed. Here it is found that the employees of UK are supporting this process as it is providing them a comfortable working environment. Presently the management of organizations of UK is not supporting this concept. The management is not able to motivate the employees who are working from home. If they will work from home then the management will not be able to guide them. This concept is useful for the older employees who are not able to go to work place on daily basis. The employees will be able to save communication cost by working from home. Here it is found that if the employees will work in a fix time and with dedication then they will be able to give effective performance and contribute in development of their organisation. 

Table of Contents
Introduction	3
Concept of Work from home	3
Discussion	3
Advantages of Work from home	5
Savings of communication cost	5
Physical proximity and good health	5
Balance in personal and professional life	5
Beneficial for the older employees	5
Disadvantages of Work from home	6
Less motivation	6
Isolation	6
Distraction from work	6
Impact of Work from home on organisational employees and business	7
Effect on employees motivation and their skills and ability	7
Effect on organisational productivity and innovation	8
Work enrichment model	8
Recommendations	8
Conclusion	9
Reference list	10
 

Introduction 
Work from home is modern processes where employees get facility to perform own tasks from their home and submit these. In this study the concept of work from home has been discussed. Here a discussion is provided based on the four articles where the concept of work from home has been analysed. Here advantages of work from home have been mentioned including savings of many hidden cost i.e. communication cost and physical proximity. The disadvantages of this concept including isolation and distraction are mentioned in this study. The impacts of this concept on organisational business and their employees are discussed here. Work enrichment model is discussed here in order to explain the concept properly. Few recommendations are provided here including mentioning a fixed working hours and present in office at least twice in a week.
Concept of Work from home
The concept of work from home is to allow the organisational employees to perform their individual job from home. 
Discussion 
As commented by Christensen (2017, p.768) it can be said that work from home is a new concept where all the employees of an organisations can get the facility to work from their home and submit their jobs to their manager. With the help of this new process it becomes easier for the employees to balance their personal and professional life. It is seen that 11500 employees of Yahoo are ordered not to work from home (theguardian.com, 2017). If they will work outside their office then they will not be able to get a proper working environment. The employees will get support and cooperation from their team members if they will work in office. It is seen that the management will be able to trust their employees if they will work from their office otherwise they cannot be able to give more responsibilities to their employees (theguardian.com, 2017). Employability depends on the trust and if the management will be able to trust and belief their employees then the can be able to allow their employees to participate in decision making process. 
It is found that in 2016, the number of employees working from home increased to 13% (bbc.com, 2017). Most of the employees are supporting this concept as it is providing more comfortable and stresses working environment. 
It is seen that the percentage of employees working from home increased 69% from the year 2000 to 2010 but currently the management is not supporting this decision (theguardian.com, 2017).  If they will work from home then the organisational management will not be able to motivate them. On the other hand Zhang et al. (2017, p.235) argued that if the employees will work from home then they can be able to work without stress and with proper concentration. 


Figure 1: Statistics of employees working from home in UK
(Source: nc3rs.org.uk, 2017)
From the above graph it can be seen that in 2002 the number of employees working from home in UK were 200,000 and in 2012 it is increased to 2,000,000 (Source: nc3rs.org.uk, 2017).  From this graph it is cleared that the employees are supporting this process and they are comfortable to work from home. Presently the management does not like this process of work from home as it is affecting organisational innovation and productivity.
As commented by Qing and Zhou (2017, p.300) it can be said that if the employees will be offered with work from home facility then they will not motivated towards their work and it will affect their organisational performance. 
Advantages of Work from home 
Savings of communication cost
According to Rodríguez-Muñoz et al. (2014, p.272) if the employees will work from home then they can be able to save communication costs. While working from home the employees do not have to go to office and for this reason they can be able to save communication cost. 
Physical proximity and good health 
As per Sanderson et al. (2015, p.1219) work from home leads to good health and physical proximity. For parents the physical proximity of their children is very essential and the employees can also take care of their parents if they will work from home. If the organisations will allow their staffs to work from home then they will be able to perform their tasks with less stress and low working pressure. As they are not working in a working environment hence it will not affect their present state of mind and they can do their job with so much relaxation.
Balance in personal and professional life
As stated by Parutis (2014, p.37) it can be said that the employees can be able to balance their personal and professional life through working from home. If they will work from home then they can be able to spend quality of time with their family members. Sometimes it can be seen that in case of female employees they face trouble while working in organisation as they are not able to give time to their family members. In these cases this concept will be advantageous.
Beneficial for the older employees
Work from home concept is advantageous for the older employees (Anderson et al. 2017, p.235). It is problematic for the older employees to come to the organisation on daily basis. In this case if the organisational management will allow them to do their individual work from home then they can be able to give effective performance. On the other hand Greenhaus and Kossek (2014, p.362) argued that if the older employees will work from home then the management will not able to guide them. While performing own tasks if the employees will need any help or guide then they will be able to get these. 
As commented by Herrero and Nicholls (2017, p.76) it can be said that working from home concept will be beneficial for organisational employees in order to save communication cost and balance both personal and professional life. In this way their physical and, mental health will not be affected and also the older employees will get opportunity to work and fulfill their personal needs.
Disadvantages of Work from home 
Less motivation
As per Baker et al. (2015, p.125) it can be said that if the staffs will work from home then the management will not be able to motivate them towards their responsibilities. The employees will not be able to understand goal and objectives of their organisation and integrate own objectives with organisational objectives. 
Isolation 
According to Chertkovskaya et al. (2017, p. 146) it can be said that the employees can feel isolated if they will work from home. Within the organisation they can be able to get support from their subordinates and management but at home they will not get this support and motivation. On the other hand, Lloyd et al. (2014, p.323) argued that if the organisational staffs will work from their home then they can be able to get a comfortable and peaceful environment. They will perform effectively without any disturbances.
Distraction from work
As stated by Lottrup et al. (2013, p.6) it can be said that if the organisational staffs will work from home then they can be distracted by their family members from their work. For working from home they need a working environment without any disturbances.
As commented by Fiksenbaum (2014, p.656) it can be said that if the employees will work from home they will not be motivated towards their work and they will suffer from loneliness. 
Impact of Work from home on organisational employees and business 


Figure 2: Type of Employees in organisations of UK
(Source: m.acas.org.uk, 2017)
From the above graph it can be seen that maximum employees of UK are mobile workers and many employees are home workers. The interest of working from home is increasing among the employees and it is affecting organisational business and also the employees. These are mentioned below:
Effect on employees motivation and their skills and ability
As stated by Starr and Szebehely (2017, p.116) it can be said that if the employees will work from home then it will affect their motivation level, skills and abilities. If the organisational employees will work in the organisation then they can be motivated towards their responsibilities within their organisation. The staffs will perform teamwork while working in an organisation and in this way they can be able to gather knowledge from other team members. It can be said that if the employees will work from organisation then they can be able to improve their skills and abilities. On contrary, Sung et al. (2017, p.458) argued that if the organisational employees will work from home then they can invest their time in internet and can be able to improve their skills and knowledge through internet.
Effect on organisational productivity and innovation
As commented by Buckingham and Willett (2013, p.567) it can be said that if the employees will work from home then it will affect their organisational productivity and innovation. The employees will not be able to develop their skills and knowledge if they will work from home and they will not be able to contribute in innovation of organisational product and services. On the other hand Derks and Bakker (2014, p.412) argued that if employees will work from home then they will be able to perform their job without any stress. In this way they can be able to involve themselves in innovative thinking and contribute in development of organisational business.
As influenced by Gulland (2017, p.124) it can be said that by working from home the employees can not be able to be motivated towards their job as they will not get proper working environment in their home. If they will perform their job from organisation and do teamwork then they will be able to gather more knowledge and improve their skills and abilities.
Work enrichment model 
As stated by McNall et al. (2015, p.99) it can be said that Work enrichment model indicates that the organisational employees need to understand how they will manage their personal and professional life. It can be said that if they are working from home then they need to work in a specific time and within this duration they should not involve themselves in any household work. They should understand their responsibilities towards their organisation and while working from home they need to create a proper working environment and perform job effectively. In this way the employees will be able to contribute in development of their organisational business.

Recommendations 
· It is recommended to the organisations that they can fix a working time for their employees and at that time they need to do work from home. In this way the employees will be able to concentrate in their work. 
· It is suggested to the management of organisations of UK that they can enable use Skype or any other application in order to provide support to the employees working from home. The employees can work by connecting themselves with other team members through these applications. In this way a proper working environment will be created at home and the employees will do their job effectively.
· It is recommended to the management of organisations that they can tell their employees to be present physically within the organisation at least twice a week. In this way the management will be able to guide the employees to perform their individual tasks from home.
Conclusion 
In this study it is found that the employees, who are doing work from home, feel demotivated. They are suffering from isolation and sometimes they are not able to understand their responsibilities towards their organisation. Here it is seen that the employees can be able to save their communication cost and work with relaxation if they will do work from home. As they are not working within the organisation hence they will face low work related stress. It is found that the number of employees working from home is increasing day by day in UK and it is affecting productivity and innovation of the organisation. It can be concluded that the management can fix a working duration for the employees working from home so that they can work with proper concentration and dedication.
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