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Abstract
This research is going to explore working from home culture and its impact on employees productivity and well-being of in respect of NHS. During Covid-19, organizations were forced to adopt working from home but after that time, most of the organization are still like to be in hybrid or remote working pattern. NHS also using remote working pattern for most of their administrative jobs. However, it is important to consider how remote or working from home is impacting on productivity and well-being of employees. Considering literature of remote working, there are six major benefits such as avoiding commute save energy and money, more family time, less stress, relaxed environment, enhancing use of technology and improved productivity. Based on the literature, this study has adopted eight different contributors to measure relationship between productivity and working from home such as knowledge sharing, social isolation, work life boundaries, flexibility, etc. In addition, improved productivity has relationship with improved communication with managers or supervisors. On another spectrum if an employee feels social isolation and not included in the team, productivity can be reduced. Challenges can include reduced mental wellbeing of staff, difficulties in staff interaction, collaboration, engagement and connection, negative impacts on working culture and productivity losses. In this study, focus group discussion involves asking individual respondents about their opinion, feelings, experiences of working from home and how this is impacting on their productivity and mental health. Questionnaire focused on uncovering NHS employees’ overall attitudes towards working from home and their views on commuting to work. In addition, focus group of 10/15 people has helped to understand more views and will facilitate understanding the questions. This study has uncovered those employees want to continue to work remotely if they are well assured with that, they are informed, well instructed, supported technology, and without hampering their personal space. NHS needs effective administration to operate and hence they can employ remote working with more confidence. 












[bookmark: _Toc134961131]Chapter 1

1. [bookmark: _Toc134961132]Introduction 
This study on NHS employees’ productivity and well-being for working from home is set considering the new norm of working culture. 
Pandemic has changed the way we work and forced us to think about alternatives and after pandemic, most organizations in UK has adopt new ways to deliver their service effectively. NHS, government funded health care provider of UK has always adopt new changes and opportunities to ensure high quality service. NHS is not only about doctors, nurses, midwifes, but also about thousands of administrators who relentlessly working for preparing budgets, planning, procurements, implementing budgets, service quality enhancing consultancies. At the time of pandemic, along with the doctors and nurses, different administrators have to face challenges and adopt new way of working from home. Now, after pandemic, NHS is still maintain working from home or hybrid working whenever an employee is agreeing to work from home. In that case, NHS always focus on that manager must have regular conversations with their staff to ensure their needs are met and they are supported along. Hence, NHS can maintain their core functions and keep wider workforce in balance. 

1.1. [bookmark: _Toc134961133]Aim and Objectives of the research 

Aim of this research is to understand working from home culture and how it is influencing on productivity and well-being of employees in respect of NHS. This organization has variety options to conduct their daily activities, where doctors, nurse, midwifes all work from the hospital or GP surgery but many of their employees have adopted work from home. It is because of that this study wants to explore how this new norm impacting them on their overall performance. 


· To understand how working from home making effects on productivity of the NHS employees 
· To identify how working from home is impacting on mental health of employees. 
· To understand influence of working from home on employee’s well-being
· To demonstrate comparison and contrast of working from home and working on the workplace. 

1.2. [bookmark: _Toc134961134]Research  questions 
· How working from home is impacting on well-being of NHS employees? 
· How working from home is influencing on the productivity of NHS employees?

1.3. [bookmark: _Toc134961135]Background of the organization 
NHS is made up of 1.3 million people and their dedicated skill of caring people without asking cost from the patient available for all who lives in the UK. From doctor consultation to urgent care for people, all is available from NHS. The way NHS was set up so that everybody shared the burden of the cost of the treatment, however, it is not charity, we all are paying for the service as a form of tax which relieve money worries at the time of the illness. 

NHS is a complex organization as it is made up of a wide range of different organizations and different roles. These organization provide variety of services and support to patients and carers. Over the years, NHS has changed its structure and changed the way it takes its decision and conducting budgets for the service. 

NHS has active and supported managers to support their employees and helps them to connect with each other to share their experiences. They have simplified approach for remote working via zoom. Senior staffs of the team first give a brief description of the task that followed a section of questions using chat box and feedback. NHS always keep well-track on communication among their line managers and employees. 

1.4. [bookmark: _Toc134961136]Research gap and contribution 
Remote working is still a new phenomenon hence has lots of opportunities to explore its effects on different spectrums in respect of organization and employees. Organizational success primarily depends on productivity and improved mental health of employees. According to an Economist report, in USA people spent 5% of their time working time at home earlier but that gone up 60% by spring 2020. Statistics like this represent how fast remote working is taking its place in our time. In UK, CIPD has uncovered nearly 34% Organizations want to continue in remote working after pandemic. Hence, it is important to know how effective remote working can become on employees’ productivity and mental well-being. Moreover, NHS can become more effective by employing working from home. 
1.5. [bookmark: _Toc134961137]Rationale for the study 
Working from home started due to lockdown but most organizations have adopted to keep continue with it even after lockdown lifts. However, according to the report of the Employee job satisfaction, UK workers feel different as they say working from home has diminished their feeling of ‘belonging’ to an organization. 46% of the UK workers responded to the study for working from home and among them 59% of the workers felt isolated and 47% felt lessening sense of ‘belonging’ with their organization. Contrasting that, 68% of UK respondents prefer to work from home which represents though employees feel isolated or less belonging they are happy to stick with working from option as they can give more time to family because of no travelling to work. 

1.6. [bookmark: _Toc134961138]Significance of the study 
In respect of NHS, this study is going to explore working from home of NHS employees, their working pattern, how they are communicating with each other, how technological tools help them to communicate, feel connected and part of the team and how effective they are compared to on the desk working pattern. It is important to understand appropriate balance of home and office work depending on the type of work, manager’s capabilities, degree of support within the organization as well as individual employee’s home environment. Senior clinician, IT sector employees, administrators, clinical assessor, operation managers, are working from home employees. As NHS has never been adopted flexible working approach before, it was new and challenging for them in the pandemic, but they consider giving it a go and all act in once to be effective. After pandemic, they happily sticking with working from home approach for many of their colleagues. However, it is becoming a concern that employees mental health or well-being is not effectively supporting in their productivity but along with that some employees think working from home as the best option as commuting to work is not preferred for them. As there are mix responses and not transparent to validate whether working from home is suitable for organization, hence this study will focus on identifying factors how working from home is impacting productivity and mental health of NHS employees. 
1.7. [bookmark: _Toc134961139]Conclusion 
This part of the study has introduced what this study is going to do and how it will be done. It has also included background and significance of the study to demonstrate importance of the study. Later part of this study will illustrate relevant literatures that will help to develop pathways of conducting this study. 
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Literature review 
[bookmark: _Toc134961142]2.1. Introduction 

Working from home is a recent trend in all over the world because of the believe that it increases healthy working life balance by flexibility to working hours of employees. People work in the comfort of their own homes have freedom in their daily working life and can have better working life balance. 

Flexible working is generally understood to concern where, when and how much people work,8 and different outcomes – in terms of job performance and employee satisfaction – are reported for different types of flexibility. Lockdown has focused attention very much on the ‘where’. This review covers existing research on homeworking from both before and during lockdown. It includes related terms such as telecommuting and teleworking – sometimes seen as synonymous with homeworking – and some learning from research on virtual or remote working and distributed teams, in which people in the same team may work in different offices, either in the same country or around the world. 

According to Crosbie & Moore, (2004), most of the salaried tasks are performed from home and it offers workers more time planning flexibility that benefits the company. Working from home also helps to monitor employee performance and to keep employee productive in completing their work. There are six major benefits of working from home those are saving more money and energy, more family time, less stress, relaxed environment, more productive and better internet, (Mokhtar, 2020). Working from home has become a new norm. after pandemic, companies adopting new strategies and resources to make them available for working from home. “It was evidenced by various company examples that, companies having appropriate and high profiled technological advancement are greatly benefited from allowing its employees and have less constraint at work and thus employees are less stress, can save on travelling, and spent more quality time on family responsibilities”, (Munna & Shiekh, 2020). According to a study of the American time by the bureaue of labour statistics indicated that around 57% of employees are working under a flexible schedule, 29% people are allowed to work from home and approximately 25% people often worked on a flexible working schedule. This study also uncovered the fact that employees are willing to work from home even if they have pay cuts because they feel more relaxed and flexible to work from home. 
This concept has been used in various other names which include, telework, telecommute or flexible working that improve employee productivity and attract more talented personnel for working. However, it has been still needs to uncover the fact that, employees in home or office setting have similar productivity and efficiency. 
Workplace is important factor for employees. People can work efficiently and effectively when they feel comfortable and pleasant at their workplace. 

[bookmark: _Toc134961143]2.2. Productivity 
Productivity, typically measured by a company by tracking the number of jobs/works done each day at work for each employee. It is the sum of the number of works that has been done by employees or workers. Variability in the numbers reflects productivity of employees and extent of productivity. Productivity measurement focus on overall capabilities not on one set of costs. According to the Chew, (1998), productivity depends on different aspects of resources and capabilities of raw materials, a bunch of machines, stack of paperwork and group of employees to produce outputs. According to the report of World Economic forum, majority of the business leaders expect negative impact on productivity because of working from home and only 15% believe that it will have no impact on productivity.  There are three reasons for negative impact on productivity. This section of the productivity will focus on how working from home relates with productivity in terms of NHS.  

There are external factors and internal environment of the work has relationship with productivity. Numerous studies have been conducted on productivity while working from home and according to scholars’ productivity, job satisfaction and life satisfaction improves while working from home compared with working from the office, (Kawakubo, 2022).  These studies reflect on external environment like air, light, thermal, sound effects on employee’s productivity. According to a survey by NHS (University hospital of Birmingham), “83% of the participants has mentioned that they have dedicated workstation while working from home but there is struggle of specialist equipment such as chairs, dual monitors and that has influence in their productivity. If employees have access on better working station and comfortability in the workplace has positive impact on productivity. 

According to the report of CIPD, “In general terms, 28% of organization believe that homeworking has increased productivity or efficiency, 50% believe that knowledge worker is more productive at home”. CIPD, hence mentioned that it is difficult to measure relationship between productivity and working from home and thus they focused on eight different contributors to performance of the employees. Work intensification, interruption or disruption to work, knowledge sharing, creativity, social isolation, avoid commuting, work life boundaries, flexibility are eight contributors that need to focus to understand how working from home impacting productivity of employees, (CIPD report, 2021). People increase their effort while working from home as they believe organization has given them opportunity to working from home and emphasis on more effort, work longer hours and take fewer breaks. However, organization also need to consider long term effect on employee’s wellbeing of mental health. According to a study on Dutch government office, a one-point reduction in distraction lead to 11% performance increase per day. Fewer distraction and disruption in work can enhance productivity, (CIPD, 2021). Good communication among employees builds up strong relationship and hence avoid social isolation. In numerous studies of human resource management, it has been found out that better performance has relationship with positive attitudes of employees. Sachau (2007) suggests that there is a history of research from psychology literature making its way into HRM literature and predicts that positive mental health or attitudes has influence on positive performance for organization. 
Employees mental happiness has co-relation with job performance which lead to customers or receivers’ satisfaction. Bayliss, (2005) mentioned that “happiness among employees cause them to function better which eventually benefit end user”. High job commitment enhance employee performance and it is only possible when employee feel positive towards work and feel motivated. Working from home arise issues of involvement of employees with the organization. Employee involvement has emerged as the most important factor for considering employees’ mental health, (Wood & Wall, 2007). 
In a study by (Atkinsion & Hall, 2011), flexible working and happiness in workers where employees in control of their working hour have found out that flexible work can enhance happiness among employees which lead to productivity. They have conducted this study in respect of NHS as well where they identified that NHS staffs like nurses, clinician where they are allowed for flexible working time has greater satisfaction towards their jobs and able to provide best care to patients. There is difference between working from home and flexible working but in both categories, employees have more control towards their job than employer which eventually led to improve performance and high job commitment.  
NHS has conducted several studies on working from home and according to the report of University of Birmingham Hospital respondents have mentioned about team cohesion. Majority of the respondents state they fell part of the even though working from home when they have frequent communication with their manager. However, there are spilt division of opinion as one group of respondents nearly 34% have mentioned that team meetings are infrequent whereas rest of the respondents believe there have regular team meeting. Team working runs best when there is frequent communication between teams and employees feel more in the team in playing their role. As been discussed earlier about social isolation due to remote working can only happen when employees have less communication among them. Hence NHS employees has stated that absence of team meeting is correlated with the negative impact of team interrelation. Communication plays critical role in remote working productivity, and it has been found out in this survey that employees feeling towards inclusion in the team and support with each other has positive effect on productivity. 

Positive work life balance also has relation with productivity. Among 1044 participants of NHS non-clinical role employees, 86% feel that due to working from home they have positive work life balance. This percentage reflects, employees have more time to give to own task which leads to positive work life balance and finally to productivity. 43% participants mentioned that they felt less stressed due to working from home. However, 16% feel more stressed as they feel they are unable to switch off from the work as there is no definite change from work to home. However, it has been found out that organization has to maintain a boundary between working from home and employee’s personal space. Authority has well-concerned on this and has clear instruction for employees to follow they finish work from home. 
There are other co-factors of reduced stress level as employees don’t need to travel to work. Commuting to work has relation with employee’s stress level. When commuting takes more time, it enhance employees stress level but saving time on commute lead to enhance productivity has been mentioned by employees. Respondents emphasizes that saving commuting can be used on more sleeping and that help them to concentrate better. 
According to this report of NHS survey in 2020, 27% respondents has mentioned that their productivity has increased due to working from home and 30% mentioned no difference and only 12% reported a decrease in productivity. These respondents have clear mentioned on as they have less distraction due to working from home which able to make concentrate and focus more on their working. However, in another spectrum, 23% mentioned that they spend so much time on sending emails rather than talking to colleagues easily to bounce ides around. 
This numbers reflects on NHS employees’ productivity has co-relation with several factors like team cohesion, managing stress level, managing workload, working hours, commuting to work, and overall mental well-being. Assessing all these factors, can lead to productivity improvement. Respondents on this survey of NHS has frequently mentioned regular meeting, strong IT support, manageable workload has enhanced their productivity which also help on improve their overall health and well-being. 
Overall, there are three topmost contributors of working from home and enhancing productivity and those are 
1. Reduction in commuting and travel time. 
2. Feeling trusted by management to do you work
3. Fewer distraction.

This section of the literature review has focused on productivity in general and in NHS perspective due to working from home. Later, this chapter will focus on theories or models that is exclusively related with productivity and mental well-being of employees. 
To understand, employees, overall well-being, it is important to know psychological aspects of human mind. 
These are psychological aspects that form human mind and action. Human need or desire led to an action. Thus, psychological needs form competence, autonomy and relatedness which has been underpinned by self-determination theory. “According to self-determination theory, competence, autonomy and relatedness form intrinsic motivation that is crucial for productivity and well-being”, (Ryan & Deci, 2017). Lack of intrinsic motivation cause poorer mental health and has impact on productivity and well-being. In further section, will focus on competence, autonomy and relatedness to understand how self-determination theory is related with working from home. 
Self-determination theory explain to understand motivation or that which makes people work. “There are extrinsic and intrinsic motivation where extrinsic motivation reflects doing something because of external effects such as rewards or punishment and intrinsic motivation focus on doing something because it is inherently enjoyable”, (Ryan & Deci, 2000a). Related with work or employment, extrinsic motivation dominates and effects on external behaviour regulation and values. 

[bookmark: _Toc134961145]2.4. Competence 

Competence also represents the will to push oneself, expand one's capabilities, and look for possibilities to advance oneself (Steers & Spencer, 1977). Competence needs growth mindset that like to deal with challenging work. An employee with high competence avoids boredom and frustration and deal with challenging work with their best efforts. However, it is important to give timely and informative feedback that enhance employee competence. Anderson et al (2001) mentioned that high competent personnel are look for opportunities for development that may not be provided by supervisors or co-workers but inherent in their task. Working from home lack spontaneous opportunities of feedback that happen in traditional office environment. This has psychological effect on employee’s mind as are not visible to appreciation of work which is common in traditional office environment. 
Bloom & Colleagues, (2015) has conducted a large-scale long term experimental study on psychological effects of working from home arrangement and found out positive effect on employees regarding their performance but promotion rate is 50% lower in work from group. It indicates that supervisors or mangers notice less good performance of work from employees and therefore less likely to promote them. There are two extents where in one employee’s performance are getting better but, in another extent, due to reduced visibility in the office environment, employees are not getting their expected career recognition or advancement. “The negative effect of work from home arrangements on career development is likely to be even further compounded over time, with work from home employees losing out on developing interpersonal skills and relationship that are crucial for advancing to managerial positions”, (Mencl et al, 2016). 
To keep employee competent, it is apparent to give performance feedback and recognition but reduced opportunity to receive such feedback may cause lower intrinsic motivation and eventually lower levels of performance and well-being.

[bookmark: _Toc134961146]2.5. Relatedness 
According to the social determination theory consider relatedness that connect people emotionally with other and turn into a meaningful relationship. In organizational context, “for optimising work outcomes for both employees and organizations, working with others create social environment”, (Allen et al, 2015). It is individual instinct to attach in a group where they feel secure, relax and appreciated. In organizational context, employees love to be appreciated by their co-workers or supervisors here and there but work from home arrangement lack that norm which make an employee feel lonely and isolated. Social phycology research has demonstrated that sociable relationships can develop naturally among group of people if individuals are carefully given time and efforts to build them, (Wilder & Thomson, 1980). Working from home environments are different to office environment in respect of the opportunities it provides to build and engage in social relationship. According to Schaufeli & Teris, 2014), “better quality performance has association with quality of relationship with supervisor or decision makers”. Adding to that, feeling of loneliness causes lowered affective commitment to the organization, (Ozcelik & Barsade, 2011). Employees withdraw themselves emotionally from organization which not only alone has phycological effect but also has health implication.  It is evident that when an employee feel inclusion in the group and it makes them feel secure of having good relationship with superior, then it facilitates to perform better. However, working from home limit that possibility and reduced networking or relationship causes insufficient appreciation and insolation from the group. As mentioned before about the study of Bloom and colleagues, (2015) regarding working from home has found out that when employees been offered to switch from on the site job to remote working, 50% of respondents has declined to take that opportunity and more inclined to go back to office environment due to key reason of lacking social interaction with colleagues and supervisors. Further, study by (Ozcelik & Barsade) assessed demographic variables such as education level, age and organizational structure and psychological variables and found out being lonely act as negative for performing task, team role performance and commitment.  


[bookmark: _Toc134961147]2.6. Autonomy 

Autonomy relates to the drive that help to make decisions and behave in ways that are coherent with personal likeliness. It is individuals’ own choice, freedom and wish to describe and approach activities or other words general inclination toward internal regulation, (Desi & Ryan, 2000). This theory argues that, when individuals receive experience of relatedness, competence, they adopt the significance and values that are associated with their behaviours that help to develop autonomy orientation. Organization needs to play crucial part to intrigue employees’ autonomous willing to attach with the company and improved performance. To increase productivity, employee’s own willingness to work for the organization and perform well have effects on their well-being. Hence, substantial support from employers to promote autonomous orientation on employees is needed, (Deci & Ryan, 2000). However, working from home can lack to approach autonomy orientation if employers are unable to taking care of employee’s emotional well-being or attachment to the organization. 
[bookmark: _Toc134961148]2.7. Remote work and individual differences 
There are individual differences that also influence on employing remote working and therefore organization one approach of remote working will not fit for everybody. There is a study by Van, Yperen (2014) where they have uncovered that an individual with low need for autonomy and strong need of relatedness may have impacted negatively by employing remote working. On the other hand, individual who suffer social anxiety will enjoy more in remote working. 
[bookmark: _Toc134961149]2.8. work and social life boundaries 

In a study on over 14000 individuals found out and confirmed that there is a positive relationship between working from home and employees’ satisfaction with the flexibility to balance work and non-work commitments.  This positive effects of working from home also emphasized by (Song & Goa, 2018) as they mention that employees with high numbers of experience of working from home tend to like more working from home. Thus, it helps to increase subjective well-being of employees as they have greater control over work schedules and overall work life balance. Flexible working arrangement highlight higher organizational commitment and job satisfaction in workers with family responsibilities. Emphasising this notion (Ransome, 2007) mentioned that working from home arrangements doesn’t enhance amount of the time that employees spend on family activities, but it gives employee an opportunity to manage their dual obligations. This increased flexible time basically create problem between work and family life boundaries that create family conflicts due to work for longer hours.  There is one most important aspect of work from arrangement that has been reported all over UK during lockdown of COVID pandemic is domestic violence. This issue has raised as people has to spend most of time at home cause violence of abusive partners. Pandemic has raised different issues such as loss of income, food insecurity, economic uncertainty, hindering people movement and freedom, and loss of loved one. In such situation, people feel insecure and frustrated that cause them to be violent with their family members. However, there is no evidence that suggest direct relationship between domestic violence and working from home arrangement. However, due to domestic violence, it is a major concern for employees mental and physical well-being. If domestic violence continues to happen with anyone, it can cause frustration with their personal which eventually impact persons’ working life and working from home can become burden as they can feel they have nowhere to go, and nobody is there for them to listen. 

According to (Martinuzzi, 2020) have found out that working from home doesn’t have beneficial effect on employees work related harassment as they are oversight of managers and impersonal nature of telecommunication. 

People work in the comfort of their own homes have freedom in their daily working life and can have better working life balance. According to Crosbie & Moore, (2004), most of the salaried tasks are performed from home and it offers workers more time planning flexibility that benefits the company. Working from home also helps to monitor employee performance and to keep employee productive in completing their work. There are six major benefits of working from home those are saving more money and energy, more family time, less stress, relaxed environment, more productive and better internet, (Mokhtar, et al, 2020). Working from home has become a new norm. after pandemic, companies adopting new strategies and resources to make them available for working from home. However, it has been still needs to uncover the fact that, employees in home or office setting have similar productivity and efficiency. Even before pandemic, working from home has been a frequent technique. According to a American community has found out that working time of US workers has increased by 50 per cent of from 1.8 million to 3.9 million in 2017 from 2005. It is becoming the norm or recent trend for companies to adopt working from home. This is not something pandemic time forces companies to adopt but after pandemic, it is still demand of setting. 
Workplace is important factor for employees. People can work efficiently and effectively when they feel comfortable and pleasant at their workplace.  Employees’ need to feel secure to function properly and this is only possible when employees work in pleasant working atmosphere. It has also been emphasized that designated workstations with defined barriers is able to balance between personal and work life, (Aropah & Sumertajaya, 2020). 

According to “The Commons Library briefing” paper on “Flexible working: Remote and Hybrid work”, in the year 2019, around 12% of the UK workforce had worked at least one day from home  and 5% of the workforce which is 1 in 20 reported working mainly from home but that percentage changed substantially in the year 2020 due to pandemic where around half of workers in Great Britain worked at least one day from home and 38% of worked exclusively from home. 

After pandemic these numbers have decreased but remain high compared to pre-pandemic. In 2022, around 13% worked from home exclusively. It has become trend in different industry, occupation, employment type, region, age and responsibilities to have flexible, hybrid and remote working. In UK, public sector reported higher flexibility comparing private sector but less likely to remote working than private sector. 

Public and private sector both have flexible and remote working arrangements. However, according to different statistics, public sectors reported more flexibility than private sectors. On the contrary, private sector workers work more remotely than public sector. There are various factors that influence on flexible or remote working. Employees working in information, communication, professional, technical and administration are more likely to work from home comparing those in service occupations or trades. It is reasonable that employees with higher qualification work more remotely than non-qualified or lower skilled workers. It has evident with a survey data from 2021 and 2022 that more than 80% employees who works from home because of pandemic prefer a hybrid working model. Organization on the other spectrum also considering introducing hybrid working model. 

[bookmark: _Toc134961150]2.9. Impact on workers 
Remote working can provide employees with greater flexibility to balance their work and personal lives. However, it can also fade boundaries between work and home life, leading to longer work hours and increased stress.  Accoridng to Docekery & Bawa (2014), they have conducted a study on 14000 individuals and found out positive association between flexibility of working from home and employees’ satisfaction with the flexibility to balance work and non-work commitments. In their study, they have gained that employee tend to like more working from home due to reduced commute time. It is evident that due to increasing in numbers of working parents and working women, employees tend to focus more on hybrid style of working.  Song and Goa, (2018) showed that as there is greater control over work schedules and overall better work life balance due to flexible arrangement in working pattern. Ransome (2007) emphasized on the fact that increased flexibility means employees are better able to manage dual obligations. However, in the other side of the story of increased flexibility is it can blur work life boundaries that can lead family conflicts and longer working hours 
[bookmark: _Toc134961151]2.10. Impact on organization 
Research indicates that organisations perceive both benefits and disadvantages to flexible working. Benefits of remote and hybrid working for organisations can include increased staff wellbeing, reduced overhead costs, productivity gains, reduced sickness absence levels and more efficient allocation of labour. Challenges can include reduced mental wellbeing of staff, difficulties in staff interaction, collaboration, engagement and connection, negative impacts on working culture and productivity losses. 
Available research suggests that:
· Businesses have mentioned that staff wellbeing is the key reason to enhance the number of the home working people in the future. However, on another note, they need to consider that employees should not feel isolated. In addition to that, there are other challenges like less communication among employees can raise frustration among employees, but more innovative technological inventions can help to minimize this problem. 
· There is shortage of data to represent impact of remote and hybrid working on productivity. However, some research suggests that around a third to half of employers consider there are no issues of productivity change due to hybrid and remote working. On different notion, some organization suggest, there are decrease in productivity. This result varies across industries such as manufacturing organization faced decrease, but other professional services has seen increase. 
· Human resource department has to play key role on working from home settings it is because line manager behaviour and decision making is vital on employees’ access on working from home. However, employers have mentioned that it needs enormous capabilities of a manager to monitor and staff performance and line managers still need more training to manage teams on working from home settings. 
· On positive spectrum, remote working can expand job market as large numbers of employees can access the market regardless of their location. Nevertheless, working from home impact on employee’s productivity and mental health needs more evidence as study. 

[bookmark: _Toc134961152]2.11. Conclusion 

This part of the study has discussed relevant literature that facilitate to develop framework of conducting this study. After pandemic, most of the organization are offering hybrid or remote working facilities. In this working mode, there are opportunities and obstacles that need to be faced by employees. Productivity and mental well-being is the most important factors that has been considered on this study to understand NHS employee’s working from home. However, there are still limited literature that can reflect benefits of working from home as it is highly depends on individual’s circumstances. It needs tailored approach to maximize benefits and minimize challenges. According to different literature and study, main benefit that working from employees can consider is avoiding commute, following less distraction in working environment, updating IT tools, collaborating with new ways of working from home. This study has focused on self-motivation theory to understand how different psychological factors influence on productivity and mental well-being of employees who are working from home. 
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Research method 
[bookmark: _Toc134961155]3.1. Focus group 

Qualitative method considered as well performed to pointing out pressing issues and concerns. According to (ponterotto et al, 2010), “to understand deeper meaning or to access in-depth knowledge of any issues such as influence of culture on psychological development and its role in psychological interventions, qualitative method is more suitable than quantitative method. On the other hand, qualitative approach is participative in nature where people have opportunity to engage with issues or cause that influencing them. “For deeper understandings of the experiences of the participants and contributing to the development of perception or thoughts, qualitative approaches such as focus groups, interviews, participant observation required”, (Kemmis & McTaggart, 2005). It has also been emphasized by (Morrow et al, 2001) that “qualitative research is effective in examining very complex psychological phenomena as it is not constrained by preselected and limited variables, on the contrary, can examine all variables as they emerge during the discovery process”. 
However, qualitive approach has some disadvantages too. It is not as straightforward as quantitative method where data is available to convert in information. Qualitative approach gathers people thoughts, understandings, perceptions which is difficult to generalise as information. Add to that, this approach often forces participants to respond to predesigned instruments or protocols that differentiate with participants’ own belief, attitudes, feelings and behaviours, (ponterotto et al, 2010). 
Focus group describes as “an interactive discussion between six to eight pre-selected participants, led by a moderator and discussed specific set of issues. This method helps to gain insights or in-depth views of participants on larger extent. Participants need to feel comfortable to express their views. According to (Hennink, 2014), “the essential purpose of focus group research is to identify a range of perspectives on a research topic and gain an understanding of the issues from the perspective of the participants themselves and the group environment enable a broad range of insights on the research issues to be gathers in a single setting”. Therefore, focus group discussion can generate a wide variety of data very quickly. This method enables participants to highlight issues of importance and give participants perspectives on the issues discussed. A comfortable, non-threating environment is important to provide participants with safe and cosy environment where participants can share ideas, beliefs and attitudes from the socio-economic, ethnic, and gender backgrounds. 
In this study, interview will involve asking individual respondents about their opinion, feelings, experiences of working from home and how this is impacting on their productivity and mental health. Questionnaire will focus on uncovering NHS employees’ overall attitudes towards working from home and their views on commuting to work. In addition, focus group of 10/15 people will help to us understand more views and will facilitate understanding the questions. In interviewing session, interviewer has control over questions but in focus group, have to work as facilitator which will help to identify in-depth knowledge of the topic. This study will tailor questionnaire considering individual personal approach of working from home, perspectives, dealing with complex situation, and follow-up questions will add more line of enquires to help the study.  
According to NHS workforce statistics, all NHS hospital and community health service staff number is 1179008. This is huge number of workforces for an organization. To generalise finding of the study, sample size needs to be 384 considering 95% confidence level. However, due to time, cost, researcher limitation, this study is not going to address this sample size. Hence sample size of 50 respondents will be consider conducting this study. 

[bookmark: _Toc134961156]3.2. Reason for choosing focus group as a method of analysis for this study 

According to Hennik, (2007), “Focus group discussion may be used for exploratory research and can provide information about a topic or study population to identify new issues to consolidate research hypotheses”. When discussion or debate needed on the research, focus group is necessary. It is most useful when community level information regarding social behaviour, cultural views or community opinions. Adding to that, focus group discussion can be used for understanding behaviour and explaining certain beliefs and attitudes of target population. 
Focus group data is fruit of interactive discussion; hence it is not independent data like in-depth interviews, and it produce long textual data that can provide multiple views or opinions of respondents. Focus group discussion is effective method on health and behavioural science as information from discussion can help decision makers to develop policies and programmes. This study is focusing on to acquiring information on participants opinion or views on working from home culture of NHS employees, hence focus group discussion can be very applicable compared to in-depth interviews as it can provide community views. From discussion, in-depth information can be gathered which will be useful for analysing data. 

[bookmark: _Toc134961157]3.3. Issues need to be consider for  working as moderator

Moderation 
Group discussion is complex issue, and it is moderators’ duty to keep discussion focus on the central issue rather than diversified issues. This is complex task, working as facilitator or moderator or facilitator, one can only manage discussion than dominating it. According to Hennik,(2007), “Moderator requires skills to balance the contributions of participants by seeking responses from all participants and dissolving dominance by any one group member”. Here, conducting this study, needs participants to be more spontaneous on their responses while focusing on central issues, hence both directive and non-directive method of moderation technique will apply. “directive technique where moderator control the discussion and indirective method focus on flowing the conversation more naturally than controlling it”, (Hennik, 2007). These techniques will facilitate conversation or discussion more naturally. 

Stimulate discussion 
It is crucial for a moderator to stimulate discussion than conducting as question-and-answer interviews. It is inconsiderable in focus group to fall in a pattern of questions and answer while discussion among respondents is essential to get effective information on issues. For this study, respondents will be stimulated to go further than shifting them on pattern of question answer series. 
 Encouraging diverse views 
It is crucial for a moderator to consider diverse views of respondents. It is important to understand every respondent’s views rather than agreeing with each other. Respondents might have similar or same views on particular situation, but it is essential to share their own stories in their own way which helps to get diverse views. Hence, for conducting focus group for this study, diverse views of respondents will focus that can meet research objectives. 
   
[bookmark: _Toc134961158]3.4. Note-taking 
Note taker’s main job is to focus on note taking of main discussion issues. According to Hennik, (2007), “it is not possible to record everything in the fast-paced group discussion but notes sufficiently detailed to reconstruct the main flow of the discussion and paraphrase the range of issues covered with some narrative extracts or brief verbatim comments”. It is all about take notes and provide feedback to the moderator. As this study is needed to conduct under certain time frame with limited resources, moderator has to play note taker’s role as well. However, compare to broad research study with broader research objectives, moderator and note taker can be separate while this study will be focus on conducting moderation and note-taking effectively. 
[bookmark: _Toc134961159]3.5. Using tape recorder 
For focus group audio recording of discussion among respondents is obvious to understand main issues. Tape recorders provide exact verbatim record of discussion which helps analysis of data. In a discussion, there are lots of verbal expressions that respondents does, this help on data analysis. 
3.6. [bookmark: _Toc134961160]Transcribing 
After recording the conversation of the focus group discussion, written document or transcript of the discussion is needed to prepare. “This transcript is the complete record of the group discussion that enables a reader to ‘see’ everything that happened during the session”, (Hennik, 2007). Transcribing of the tape recording is the complete record of participants speech with the expression like repetition, hesitation, pause, false start, rephrasing, short exclamations or rephrasing. This helps a researcher to develop on the information gather and categorise new issues that need to explore in further group discussion. Further, transcribing helps to omit any information that is unnecessary. However, there is problem of biasness as researcher may include that is understandable by him rather than including the things that has been said by the participants. In this study, it will be emphasized to include emotions, verbal expression, wordings to understand not only respondents’ opinion but also their tone of answering the question or discussion. 

[bookmark: _Toc134961161] 3.7.Group composition 
Typically, a focus group consists of six to ten respondents. Groups need to be small like six to eight peoples that everyone can participate and contribute on the discussion. Bigger group for focus is not viable as it can be difficult to manage respondents’ discussion. Smaller group discussion is more convenient for particular types of research topics when greater level of understanding is expected. Moreover, small groups offer more time for each respondent to contribute to discussion. Hence this study is going to form a group of eight respondents and two groups to conduct discussion. These respondents will be strangers to each other but from same category profession who are working from home for NHS. As mentioned earlier, this study will select respondents non-randomly as non-random selection of respondents enable findings of qualitative research to be generalized. Hence careful selection of participants is essential to make an environment suitable for successful discussion. Participants recruitments will be based on several factors like their demographic characteristics, community settings, personal or professional relation with each other. For this study, certain age group respondents between 25-50 will be selected as that can provide broader or diverse range of views. 

[bookmark: _Toc134961162]3.8. Questionnaire development

· Questions need to be clear and simple
· Informal and conversational
· Using familiar phrases
· Open and non-directive
· Promote discussion
· Non-judgemental

Considering these factors questionnaire needs to be develop. There is distinct difference between focus group questionnaire and survey or in-depth questionnaire. Survey questionnaire leads to get short and simple or factual answer from respondents compare to focus group questionnaire as it explores people’s attitudes, opinions or views. According to (Hennik, 2007), there are three essential differences between focus group and in-depth interviews questionnaire. Firstly, in-depth questionnaire includes more questions than focus group as all respondents of the focus group need to have time to give their views and discussion. Secondly, in-depth interviews are more personal or seek individual sensitive information while focus group has to gather community views. Thirdly, focus group questionnaire need to encourage discussion compared to in-depth interviews questions that seek personal information. Hennik, (2007) also emphasized on the factors in designing questionnaire that research questions and discussion questions need to be distinctive as research questions dictates more technical or academic language, but discussion questions need to be simple, clear and conversational among respondents. For example, for this research questions is ‘How working from home influencing on well-being of NHS employees?” but it is inappropriate as discussion question. It rather needs to be rephrased as “How relaxed you feel while you are working from home than commute to work?”. 
For this study, developing questionnaire consider clear, brief and easy language where respondents can feel more relaxed and open up their views. This study is trying to get overall views of participants of focus group on working from home and its impact on their well-being and productivity. As discussed, earlier well-being considers vivid spectrum and hence this need to be broken down as how happy, relaxed, balanced or stabled they feel while working from home. How, why and what is your opinion, these phrases can gather more information in focus group than questions that initiate with yes/no. This study is not considering to having dichotomous questions as it is not promoted discussion. It will use statements to open up respondent’s views and opinions like ‘Tell me your experience while working from home”. In addition, short and simple questions will be asked as longer questions can be difficult to understand for respondents or can gather unnecessary information. Moreover, this study will consider making conversation only one issue at a time. Questions will several parts 
 be avoided as respondents may response different parts of the questions. Open questions can have more information regarding issues. 







[bookmark: _Toc134961163]3.9. Conclusion 
In this part of study, research method has been discussed and detail discussion on method of conducting the study has been described. Focus group has been chosen as this study needs more in-depth knowledge of NHS employees to understand their perspective on working from home. This chapter also described how focus group will be administered and how questionnaire will be developed concentrating on relevant literature and uncover as much as possible to uncover perspectives of employees. Smaller group discussion is more convenient for types of research topics when greater level of understanding is expected. Moreover, small groups offer more time for each respondent to contribute to discussion. Hence this study is going to form a group of eight respondents and two groups to conduct discussion. These respondents will be strangers to each other but from same category profession who are working from home for NHS. As mentioned earlier, this study will select respondents non-randomly as non-random selection of respondents enable findings of qualitative research to be generalized. In the next part of the study, respondents’ discussion on focus group will be describe. 
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[bookmark: _Toc134961165]4.1. Results 

In this chapter of the study, is going to present discussion of the focus group briefly. Only main themes and issues that related with our research objectives has been demonstrated in this section. Later, this section also includes analysis of the information that has been gathered from the discussion. 
Table:1
	Tell me about your productivity you think you are while you are working from than working from office 














Initially, this discussion wasn’t leading to information that how productive they are, hence moderator has involved and lead to focus on information that is necessary for research objective and ask further are respondents able to meet their deadlines more while working from home compare to workplace




Tell us about your commute to work- what do you think about your commute to work been saved due to work from home








In further discussion, moderator has to asked why they take fewer breaks or longer hours while working from home 




















What about work life boundaries you think that affecting your well-being about working from home?

















Tell us your opinion about career progress while you working from home- 













Moderator has given lead on this point why respondents feel that managers were more supportive on ‘lockdown’ time than now-







	Respondents think they are more productive compared to working on the workplace. They consider there are factors behind that and those are, they feel more relaxed in their own environment and focused. Their internal environment helps them to do finish their work faster than office. Respondents also mention during COVID, they are bound to work from home and at that time, they have no other options rather than working from home, so they have to manage it somehow and now it become their regular expectation to work from home.   However, it raises arguments among respondents as some believe, there are more pressure in home compared to workplace as they have to consider home environment as well specially when they have children around. Sometimes they got distracted from work when they have to give food or taking them to toilets but when they work from workplace that wouldn’t happen. Some respondents mention it is like doing both tasks like taking care of children and your office work together while some supports this fact and enjoy working in such environment. In further discussion those support, working from home brought another factor that it saves money as they don’t have to put their children on day care.
Here, some respondents answer they always meet their deadline 
With this lead, respondents mention that they are meeting deadlines as expected always but if they missed it that is not because of working from home, it can be because of their own health sometimes or other personal causes. However, some respondents mention that sometimes they struggle to meet deadlines as they feel, just because they are staying at home, personal reasons get more focus than work. Hence, it is argumentative whether they are more productive while working
home or not. Adding to the discussion, participants also mention that while they work from home their work pressure is immense compare to working on the office. NHS is vast organization and it is obvious to run projects faster and in that situation, employees need to be quicker to deliver their work. Hence, work pressure got immense. Participants mention they can take fewer breaks and in most of the time work longer hours. They believe it is one of the problem of working from home. 

Respondents mention that sometimes they feel grateful that they have given opportunity to work from home. This make them work more to be more productive. They also say that sometime even if they are so ill to go the office they can work from home which lead to more productivity. 
This question comes as one of their most expected for the discussion as they all agree that not commuting to work make them feel more relaxed and convenient and one of the top benefit for them of working from home. There are also reasons that respondents mention that avoiding commute to work save their personal time and it also related with their job performance. If they have to commute for longer hours, it make them exhausted even before they start their work which lead to reduced performance but that can be save they feel more energetic and can quick start their work and perform better. Respondents also mention they think that makes them more productive and well-performed. Further participants mention that it also save cost to commute which also give sense of comfort. It has been one of the best benefit that they can think of working from home. Without hesitating participants emphasize on the fact that avoiding commute is the best than any other benefit of working from home. 
Respondents took a pause in this moment and took time to get on with the discussion. However, it seems they were positive on this fact that their well-being is high while they work from home. They have mentioned several factors regarding positive well-being that they feel some sorts of satisfaction. Add to that respondents says they have satisfaction due to have greater control in their working hours. However, they mention flexible arrangement also demand higher commitment from them while working from home with family responsibilities. 

Respondents says, it is also their own ability to manage work and their personal demands while working from home. 

However in depth more respondents mention that they sometimes don’t feel that they are sighing off from their work as they are  working from home but if they were commute to work they would feel rather sense of relief of coming back home after work. It has also been emphasized by top level managers that they feel more engrossed with work as they have more responsibilities. For them working from home effect their well-being negatively. Further thy also add that, it might get better with some times or with practice as they are still new to this norm. 
There are phycological issues that affecting on employees’ well-being. With technology integration and extended hours of working, employees do feel that they are always on to their work that hamper to get on with their personal lives. 


Flexible working or remote workers do fear that working from home may cause slower progression in their career and also make them feel isolated sometimes from the company they work for. Such as NHS has different departments, various personnel, team communication, interaction with colleagues, remote workers missed all that and hence feel isolated from the organization. Adding to that respondent mention that even organization may feel about them that they are getting opportunity of working from home so, it is ok to promote them later than employees who is working on the site. It is kind of phrase ‘out of sight, out of mind’ that goes with this concern of remote workers. Further,  participants mention that during ‘lockdown’ managers or team workers were more supportive compare to this time. They think it might be the situation, pressure and condition that made manager or supervisors more supportive or collaborative but they are relaxed now than before and focus more on on-the site employee than remote employee. . However, some respondents disagree with this opinion and mention that they feel they are having similar support as ‘lockdown’ time from their managers. It is argumentative and behavioural issue of employer and employee both. Adding to that it is also a psychological concern that employees are feeling regarding managers support and focus. 

Further in this discussion, respondents believe that employers need to tailor work process that support both remote workers and on-site employees. Job-related communications, ,knowledge sharing, collaboration and co-ordination of work, focus on employee career further development. Employees also focused on the fact due to high cost of labour and process, home workers is inevitable in present time for NHS. 

















Table 2: 
	In your opinion what do you think, how employers can help you to co-ordinate with your colleagues.
	Respondents mention that it is employers’ duty to make co-ordination in building team relationship. If they focus both remote workers and on-site workers equally, it can make them more involved than feel isolated. On-site workers have more interaction with managers or seniors in the work which is beneficial for them. On the contrary, remote workers feel isolation and sided but their hard works are as equal as on the site employee. Participants mention, it is one of the major drawbacks of remote working. Further they also add that even workers in the office also could feel isolated if they don’t catch up their remote colleagues when they wanted to therefore more focus on interest of home and office workers need to be given to identify expectation for social communication and interaction and stimulate ways to create social interaction. 






	Tell about any significant change that has happened due to working from home you have experienced 

	Respondents think collaboration in the team is changing. Companies need to be strategic to encourage connection and collaboration by simply setting up meeting and involving different teams together that can help to generate solutions. As we don’t want to feel isolated in working, companies need to involve us in different meeting with different department to make us feel involved with the company. 



	In a study it has been found out that working from home can create silos- what is your opinion on that notion?  
	Respondents mention it is common for them to be think isolated than who works on the site. If there is no interaction between team members can cause critical information missing hence respondents suggest regular video calls between teams and easy access to reach managers or respective authorities can solve that problem. 


	 workload has been significantly increased due to working from home- tell us about your opinion on that 
	Respondents says during lockdown and after lockdown, their workload has been significantly increased as NHS has faced crucial time in their lifetime. They say that their efforts towards work have been significantly increased as they are working from home. For them it is similar notion as productivity because authorities only consider how productive an employee is. Hence employees take fewer or short break and extend their working hours 

	
Mental health 





Moderator has raised any other aspects of mental health that can added which lead more depth conversation in this point of discussion as respondents were majorly focus on communication effects on their mental health 
	

Respondents mention that they are different from each other hence organization need to understand their unique demands of appreciation and level communication as one approach doesn’t fill for all.  
They believe that strong communication with them give them sense of valued and involved and they consider as one of the most important aspects of building relationship with NHS. 
Respondents think if their employers know about their feeling toward organization that also have impact on building relationship and hence it needs clear and simple communication among employees have mental satisfaction as they do not need to wait for long if they get stuck on something and make less stressed. 
However, though employees consider communication is the key, they also says that they don’t want to have conversation with their employers at their out of work hour time. Specific time of telecommunication and video conferencing can help them to be organize both professional and personal life.

After taking pause on communication aspects respondents mention about how employers need to consider their body language to understand their feelings. Body language play a key role and employers notice many problems can be resolved simply understanding them which simply avoided by employers most of the time. 

Respondents also says they have to have appropriate ideas or information at right time or else they feel left alone due to working from home which has huge impact on mental health. It enhances their stress level which eventually lead to frustration. 

Respondents also make some recommendation for employers to consider supporting employees emotional or mental aspects by establishing mental support hub or counselling help line. Moreover, they also emphasize on one particular fact that when they are sick employers need to show their concern or at least ask them how they are feeling rather being left alone without having any conversation. 



	Career implication 
	working from home employees always have concerned about their career implications such as they might have to face overlooking or live in an isolation. They have fears that telecommuting will restrict their opportunities for promotion. Apart from flexibility and easing commute problems, working from home employees have concerned on they will have fewer opportunities and less interaction with colleagues.




[bookmark: _Toc134961166]4.3. Result in statistics 
In terms of productivity 
According to this study, 42% of respondents has mentioned that their productivity has increased due to working from home and 16% believed has decreased and rest believed on no difference. Around 28% has mentioned that they feel frustrated when they feel hard to access their colleague opinion and wasting more time sending emails which led to less productivity. However, 46% reported that less distraction makes them concentrate more on their work and enhance productivity. 53% respondents mentioned that strong IT support can help to enhance productivity. Among respondents 87% stated that they feel included and part of the team when managers have regular contact with them. 
53% believe that there are several factors on improving productivity such as avoiding commute to work. However, 59% respondents feel they need more time to reach their colleagues and managers as using emails and telephone. 
46% mentioned as they are working on their own comfortable environment has positive impact on productivity. 29% believed they are struggling to cope with home environment to continue to do their work as they have deal with other home or children related matters. In terms of demographic information, young employees aged between 20-30 compared to older than that age group enjoy more working from home than other aged group which is 56% in numbers. 38% employees mentioned regular appreciation from managers and supervisor have positive impact on productivity as that make them feel included to the team. 
41% respondents have mentioned that increased working hours or not switch off from work has reduced productivity.
According to these numbers, it has been easily found out NHS employees do feel productivity has improved but there is different aspect that need to consider on. 

In terms of mental well being 
Improvements to mental well-being and working life balance are significant for majority of the respondents. 53% mentioned that they can maintain positive work life balance and 46% feel less stressed. Anxiety and stress are two typical elements of concern for NHS work from home employees. Hence, it is always a topmost priority for NHS to consider keep employees anxiety and stress in minimum level. 
As employees can avoid commute, it saves their time and hence able spend more time with their family that enhance quality of their life and positive influence on mental well-being. Productivity and mental well-being are related with each other. Positive influence such as avoiding commute, regular appreciation from managers, feeling of inclusion with other team members, all that helps to enhance productivity also has influence on mental well-being. 
However, 48% respondents have mentioned that when they feel unable to switch off from work that make them feel overly stressed and has impact on their overall well-being. In addition, when employees have to deal with immense work pressure and when they have less access to help of their colleague or supervisor has negative impact on their well-being and this has been mentioned by 54% respondents. 33% employees feel concerned on they may struggle if they have to go back to office environment again.

Overall, this study has found out that with support of IT and technology and frequent and flexible relationship between employees and managers has positive impact on productivity and mental well-being on NHS employees. 
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[bookmark: _Toc134961168]5.1. Discussion 
According to respondents’ opinion, there are different issues has been raised that caused by working from home. Issues with productivity, employee’s mental health all has been covered on this study to understand how working from home is impacting. It has been found out that principal concern relating work from home for both employees and employers are feeling isolated that can lead to organization dysfunctionality. Like (Achor et al, 2018) also found out that risk of social isolation can cause organizational disintegration if teams doesn’t have regular meeting or conversation or communication among each other. Respondents has mentioned that they want to feel more included and involved with the organization and that is possible only when employers have immense support and care towards them. NHS as organization has all necessary resources to deal with working from home employees. They have advanced technology and technical support that help NHS to give their employees platform to gather and connect. NHS need to consider employees’ high needs of social relatedness as they lack social relatedness. It has been found out that regular appraisal makes huge impact on employees productivity and emotional well-being. (Bloom, et al 2015) has addressed that it is important to appraise working from home employees regularly as it works as motivation when employees is in high competence needs. 

Table 3: Discussion 
	Categories 
	Discussion 

	Productivity 
	There are several aspects related with productivity such as demographic factors, working patterns and individual differences. Age is important factor in productivity of working from employees. Mostly young employees enjoy working from home and more productive compared to older peoples. There is profound effect of individual differences on productivity as personality types also make differences. NHS need to assess their employees demographic and personality types before to put them on working from home environment. NHS robust administration, procurement, and distribution department needs to be productive enough to run hospitals smoothly. In such instance they need to understand employees credibility, demographic features, emotional aspects to keep them in working from arrangement. Moreover, Job patterns or working styles need to be considered. For example, if a particular job needs long uninterrupted hours of employees better to do working from home arrangements than task that need exchanging ideas and views with co-workers. NHS also consider avoiding invading on employees privacy due to working from home arrangements. It can cause potential threats to cognitive performance which require structured investigation. 
By understanding of individual difference on well-being and productivity, NHS will be better place to make right decision for their workforce. 


	Mental health 
	
Employees mental health and emotional well-being is top priority for any organization. Onsite or working from employees have to have mental satisfaction towards their job to be effective and perform better in the organization. Hence, organization has detail plan that focus on employees’ mental health or emotional well-being. 

Employees are unique due to their several characteristics and same approach for everyone unlikely to perform well. Employer and employees must need to have strong relationship and employees need to be feel involved in the organization by employers. It is same for NHS as well where there are people from diverse background work for delivering quality service. 

In this study it has been found out that respondents think communication is the key to build strong relationship. Hence NHS has to make strong communication to their employees depending on the team members demand and what is most likely to work for their employees. This will help NHS to know where their employees are and their individual circumstances. 

In addition, this study also found out from focus group discussion that respondents highly emphasize on clear and easy communication. When employees got stuck on something, they need easy access to their supervisor or manager to get an answer. Therefore, simple structured communication help employees to feel less stressed and give more time to do their work. This has huge impact on mental satisfaction. 
Having simple structured regular conversation with colleagues or supervisor, let both employers and employees feel that they know each other well-being and feel involved with the organization. Thus, communication need to be in rhythm of regularity and simple. 
It is important to have specific time for employers to contact with employees that will give him sense of relax. Only because employees working from home doesn’t mean, employers can contact them and asked them to do work at odd time. Unlike other organization, NHS has reputation of maintaining professionalism with their employees. Hence, this study has found out that working from home employees are happy about their working time as they don’t have to do out of hour works even if they do that always previously been agreed upon. 
In another notion, employers must need to understand employee body language while they are video conferencing. If employees have any concern on any issue and if managers have understood that it is better to asked them directly rather than assuming. This helps employees to be feel present and understood by their employers. This led to employees emotional well-being. 
Share appropriate updates is also has impact on employees mental satisfaction. If employees have appropriate information at right time that can avoid frustration and employees feel they are having right information like other employees of the organization. 
NHS should establish mental hub for supporting their employees emotional aspects and also can have counselling helpline that can resolve emotional issues of employees. This study also asked respondents about domestic violence where they have mentioned their experience. On that instance, NHS has to consider to know every aspects of employees if they find it difficult to work from home due to abusive partner and help employees according that. 
Mental health also can be impacted if there is harassment from colleagues which hard to resolve as they are oversight of the managers and if there is less communication with top authorities. 




	Social isolation 
	NHS need to think about employees emotional aspects due to social distancing which is more in COVID-19 than any other time. Social distancing is causing feeling of loneliness in employees which detrimental for NHS or any organization. Hence, NHS has to make regular contacts and appraise more their employees make them feel valued and involved. According to (Ryan and Deci, 2017), reduced opportunity to receive feedback and face to face recognition may cause lower levels of performance and well-being. 
When an employee stays long hours in the office voluntarily with an aim to be promoted or appreciated can make positive impact on employers but for working from home employee doesn’t have that opportunity to be visible in front employees and that can make employee feel isolated and unappreciated for their effort. According to (Song, 2009), “extra hours at home do not seem to offer the same returns and have additional potential to cause work-family conflicts”. 
In another study by Achor & Colleagues (2018) found out that demographic characteristics such as age, gender, ethnicity and even salary doesn’t have any impact on employees loneliness whereas working pattern or type has huge impact. NHS  place administration, accounting, finance procurement and distribution department on working from home arrangement that doesn’t require frequent interaction with their colleagues but require co-ordination and co-operation and thus top level management need to be aware and concern about how well they can co-ordinate employees to become an effective organization. Achor & Colleagues has suggested in their study about shared meaning across workers. By shared meaning they highlighted the fact that shared mental models or meanings is about how to carry out work or attaining objectives is the crucial predictors of team success. 



	Avoiding commute 

	
In focus group discussion, it has found out that employees consider it as one of top benefit of working from home. Longer commuting time makes them less productive in their works. NHS employ people from different places and after lockdown, people do tend to enjoy more home working than going to office. Hence NHS has offered their employees to visiting office once or twice a day in week. This makes employee more convenient as they can avoid commute. Moreover, in an study by CIPD, 70% of UK financial workers among 501 financial workers are love to continue to work from home after covid lockdown. This number represents how employees want to avoid their commute that save time and eventually lead on effective performance. 


	Creative mind 
	
Creativity and innovation depend in high level of involvement with the organization and good level of knowledge sharing among teams. 

To improve service and performance, NHS need creative minded people to share their views each other to make organization effective. NHS do need to develop service standards and hence they need regular contact and exchange of views among employees. Hence it is important for NHS to enhance employee shared views across teams and co-ordinate them effectively. Not all creativity happens on team context but for developing new service or use of technology in their daily work needs proper guidance and interactions with each other that can help developing creative ideas for organization. 



	Work-social life balance 




	
According to the CIPD report, it has been found out effects of home working on work life balance and it depends on several aspects like employees home environment, personality and working patterns. More than 50% of workers mention about leisure satisfaction is corelated with working from home. However, in this study respondents have mentioned both positive and negative aspects of work life boundaries such as how they get interrupted their work to deal with home demands and how they feel they are always on work even if they finish their working hours. This study also found out that managers demand more productivity while working from home compared to office worker. It is also employees own credibility to draw a line between work and home life boundaries as it is not simple to do. In that context, NHS has to offer support programme or discussion with their employees how employees can distinguish their work life boundaries without hampering performance. Employees with high competence and credibility has distinctive line balancing work and home life and on the other low competent employee can feel frustrated to manage both work and home at the same time. Considering demographic characteristics of respondents of this study female respondents more tend to like to work from home and manage work and home both at the same time than male respondents. 





	Building team relation by using technologies. 
	Video conferencing is one of the most effective technologies to facilitate remote working. However, it is not able to detect body language of the employees or social cues. It has been found out by (Vergallito et al, 2020) that video conference omits and surpass social cues which eventually lead to avoiding employees feelings. Video or teleconferencing cannot create similar excitement, support or trust like traditional meeting or gathering of employees together. Therefore, NHS has to aware about this fact and closely focus on employees behaviour and involvement during video or teleconferencing. 
When employees are in video conferencing, they need intense response towards their efforts and lack of acknowledgement can lead to frustration and disintegration of the group. Hence, NHS need to consider to place advanced technology like VR for team meeting to create social bonds and shared mental model among co-workers. 

Research indicated that VR-based environment not only create the sense of presence but also concentrate on team membership. 


	Workload 
	According to CIPD report, people increasing their effort while working from home and coined as work intensification. This is one of the common reported side effects of working from home. This study also found out that NHS employees also intensify their efforts towards their work to be more productive and get appraisal from authorities. However, respondents have mentioned that workload has significantly increased than previous which is sometime difficult to manage but they have to keep going on their work as they considered lucky to have opportunity to work from home. However, it is important to note that this behavioural change can cause problem in the long run as employees can feel less motivated towards their work due to have intense workload and longer hours in their job. NHS has to carefully designed program to help employees to minimize work pressure and to assure them they will get any help when they asked for. 




	Distraction 
	According to (Sander et el, 2019), common distraction is noise in the office environment and open plan space which is great benefit for working from home employees that they don’t have to deal with distraction. However, it has been found out from above discussion introvert people more likely to enjoy working from home to avoid any distraction whereas extrovert people enjoy noisier working environment. 
Not only intrinsic motivation but also physical differences of work from home compared to office environment can be considered as one of the determinants of good performance of employees. Elimination of common distraction can help working from home employees to perform better. It is employers duty to adjust procedural and task related aspects of work. It has been found out that traditional meeting structures doesn’t work for employees now a days hence some organization has changed their meeting structure by reducing time and participants to small group of employees to make it more involved and productive. 


	Employers mind set 
	
Organization or employers do not need to overly concern about productivity as employees productivity mainly depends on nature of the work and individual differences. Employers need to broaden their perspective regarding employees feeling and well-being and assure them to be valued in their organization while they are away from office as same as on-site employees. Working from home arrangement can save a big chunk on employers spending and hence it is considered as one of the prime advantages of working from home. However, it is important to remember that if an employee is not happy enough and more likely to have social relatedness can cause adverse effects on their performance, (Deci, et al, 2017). If employees lack social relatedness and not happy about home working arrangement can prove to be less productive. On other occasion, employees who are happy to be lack social relatedness can be productive. However, on both variety, employers need to provide regular appraise to their employees that can cause huge difference on overall performance of the organization. 



It is yet to be found out that in what extent employee feel lonely due to social distance. 
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[bookmark: _Toc134961170]6.1. Conclusion
There is difference between standard homeworking and COVID enforced homeworking. Employees doesn’t have any other options to work from home in pandemic time. Using their office technological resources employees quickly shift from office environment to home environment. This study has uncovered different aspects of home working considering productivity and mental well-being of employees. Unplanned and unprepared home working during pandemic was non-voluntary for all remote workers and that made them to gain an experience of advantages and disadvantages of remote working. Most of the respondents says that they enjoy avoiding commute to their work but concern of getting isolated from the organization. Workers also have to maintain good work and family life balance. During pandemic when all nurseries and schools were close, workers had taken pressure of taking care of their children along with working full time at their home. This study has found out that parents, remote workers has more tough time than non-parents remote workers during pandemic but after pandemic, it is more or less similar situation for both categories.  Adding to that, workers also feel collaboration lacking among colleagues when they have to generate new ideas or thoughts for the organization. NHS employees have mentioned that they feel less motivated and less productive when they have less communication from their line managers or supervisors. There are different challenges that NHS need to face every other day and to deal with that NHS need supportive and collaborative team with each other to generate new ideas and concepts for delivering quality services. However, remote workers do feel that proper communication lack compared to office environment. Employers need to broaden their perspective regarding employees feeling and well-being and assure them to be valued in their organization while they are away from office as same as on-site employees. Working from home arrangement can save a big chunk on employers spending and hence it is considered as one of the prime advantage of working from home. 








6.2. Recommendation 
NHS need to provide training and support in hybrid working and need to determine cautiously where remote work can be appropriate because efficient home working demands different working practices, and it needs proper training to line managers and supervisors. 
Most of the organizations are moving to embrace hybrid working but they have minimal knowledge how to employ resources and how to train their managers effectively top operate remote working. 
NHS must need to consider employees’ well-being and for that they can set up employees emotional or mental hub for consultation of any issues that hamper employee mentally or physically. 
Flexibility of working hours need to be considered rather than considering location only. It has been found out in this study that employees feel more motivate when they flexible working hours as like flexible start and finishing time.

NHS has to maintain structured regular conversation with colleagues or supervisor, let both employers and employees feel that they know each other well-being and feel involved with the organization. Thus, communication need to be in rhythm of regularity and simple. 
It is important to have specific time for employers to contact with employees that will give him sense of relax. NHS has reputation of maintaining professionalism with their employees. Hence, this study has found out that working from home employees are happy about their working time as they don’t have to do out of hour works even if they do that always previously been agreed upon. 
In another notion, employers must need to understand employee’ body language while they are video conferencing. If employees have any concern on any issue and if managers have understood that it is better to asked them directly rather than assuming. This helps employees to be feel present and understood by their employers. This led to employees emotional well-being. 
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