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ABSTRACT
Work from home (WFH) is becoming commonplace and a familiar term in organisations. It means more and more organisations and companies are allowing their employees to work from their homes or place of abode rather than come into the offices or place of work. WFH has evolved since ‘Teleworking’ or ‘Telecommuting’ decades ago, and the Covid-19 pandemic which led to a complete lockdown that gave rise to working remotely and hybrid working. Organisations are leaving behind the long-held norms bound by the traditional belief and culture of Monday to Friday working in the offices and transitioning to remote working with WFH prevalent for employees. Hence the importance in examining and analysing working from home, its current and long-term benefits to employees and employers, the challenges faced, and the effect on overall business performance.
The focus of this research is based on existing research, reports, academic articles, and information available in the past decade, before and after the covid-19 pandemic. Although more research is being done by scholars, it is evident that more needs to be done as the phenomenon of WFH is growing. Human Resource (HR) departments are having to place WFH in the forefront of their organisational strategy to adapt to the changing needs of employees to achieve high productivity, leading to business growth. In addition, organisations need continuous improvement with a commitment to learning new things to improve their business performance. Although WFH has been in existence for decades, known in a variety of names like teleworking, telecommuting, home-working, and remote working, just to mention a few, the re-emergence has made it a new phenomenon which organisations must learn to adapt to in their work culture. It is pertinent to point out that the term ‘WFH’ will be used interchangeable with ‘Teleworking’ and/or ‘Telecommuting’ and/or ‘Remote-working’ in this research.
Significantly, more literature and research are emerging since the Covid-19 pandemic forced organisations all over the world to make strategic changes to the way they work. Centred around these strategic actions are the change and growth in technology, working practices and workforce composition, making WFH a crucial component of flexible working, leading to business continuity and performance (CIPD, 2020). Above all, employee work-life balance, physical health, mental health, and psychological wellbeing became the focus for organisations in the western world. The methodology used in this research is based on the research philosophy of Interpretivism, using a combination of inductive and deductive approaches which becomes abductive in its approach. The backbone of this research rests mainly on secondary data consisting of academic journals, reports and articles published dating back to about ten years with some essential history dated back further. A total of 1000 publications was sourced from ‘Harzing Publish or Perish’ and further interpreted into research graphs and tables as findings for the study. Out of these 1000 publications, emphasis was laid on a few for obtaining academic information needed to meet the study’s aims and objectives and answer the research questions. Subsequently, it was found that WFH has both positive and negative impact on people’s productivity in different forms, which ultimately has its impact on the organisation. 
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CHAPTER 1
1.1 INTRODUCTION
[bookmark: _Hlk113452990]Work from home (WFH) is rapidly and constantly evolving and the traditional landscape of working is changing. There has been a notable rise in number of people working sometimes or completely from home which indicates the change in working practices, technology, and workforce compositions (CIPD, 2020). This has led to the human resources department (HR) in organisations struggling with the new pace and volume of employees preferring to work from home. It raises the question; why is WFH increasingly becoming an essential part of the ways of working currently and is the phenomenon here to stay? Recent evidence suggests that, in contrast to the traditional ways of working from offices and specified places of work, WFH is being fuelled by the rapid growth of technology and Information and Communication Technology (ICT). It is seen as disrupting the normality in ways of working and forcing organisations to change their working strategy. 
The purpose of this research therefore is in exploring the effect that working from home (WFH) is having on employee productivity and business performance. Research has found that there is no common consent on one definition for WFH because of the different perceptions of employers and employees based on the different terms it connotes such as teleworking, telecommuting, virtual workforce, hybrid working, and working from home full or part-time. A report by (EFI, 2020) defines WFH as a different way of organising work from the traditional workspaces, to be executed from home in the short or long term, with the use of information technology. 
Thereby, working from home in simple terms is when some or all the working duties are performed from home or anywhere else that is not in the standard allocated place of work. Work-from-home is sometimes referred to as virtual working, mobile working, remote working, flexible workplace, and telecommuting. Existing research recognises the crucial role played by working from home and as a result, it is increasingly becoming a familiar term especially in the past couple of years since covid-19 pandemic. Research has shown that employees are choosing and being allowed to work from wherever they want, away from the traditional office spaces. WFH is also being acknowledged as a way for business productivity and competitiveness to be increased and stress, lack of work-life balance, and environmental noise to be reduced. 
However, while it may seem an easily accomplished phenomenon, recent reports show that many employees still prefer to work from their traditional offices, or are compelled to work in their offices, compared to the time of Covid-19 pandemic. Reports have shown that the percentages of employees working from home during the pandemic rose to a level that has never been seen before. Despite the current reduction in numbers, it has not gone back to how it was before Covid-19. This increase can be attributed to a variety of factors, but the most significant may be the way that organisations have adapted. Contrary to this is the belief that some organisations and their leaders are resisting remote and hybrid work which is a component of WFH despite research and reports showing that employees are experiencing burn-out or suffering or experiencing both. This is resulting in ‘the great resignation’ and leaders are trying to find a balance and solution to this ‘new’ phenomenon. A term that encompasses the practice of WFH and other ways of working is ‘Workplace Flexibility Practices’ (WFPs) which involves flexitime, part-time, hybrid and working from home. The intensity of the competitive pressures in the overall economy has also exacerbated the pressures on organisations in the United Kingdom to place WFPs at the forefront of their change in strategy, and which one will affect business performance effectively (Whyman, et al., 2014).
The overall structure of this research study takes the form of four chapters, with chapter one as the introduction, comprising of the research aims, research objectives, and research questions. Chapter two is the literature review (representing the bases of this research on mainly secondary data) and begins with an introduction to WFH with definitions and a brief overview, followed by the evolution of working from home. This chapter also presents previous research in existing literature and addresses the issues of the implications WFH has on employee and organisational productivity, the advantages and disadvantages, its impact on work-life balance, mental health, and psychological well-being. The third chapter is concerned with the methodology used for this research study. It details the research method and methodology, research onion in explaining the approach, strategy, choices, data, and data analysis used for this study. Lastly, the final section presents the research findings, discussion, conclusions drawn from the study and recommendations.

[bookmark: _Hlk118056956][bookmark: _Hlk118104098]1.2 Research Aim:
This research mainly aims to investigate rise of work-from-home (WFH) phenomenon, through existing data, the effects on employee productivity, the benefits and drawbacks encountered and the impact on business performance. 

1.3 Research Objectives:
The overall objective of this research is to develop a thorough understanding of working from home through existing secondary data, its effect on employee productivity and organisational performance. 


· To review the history and new development regarding WFH and the implications on employees and organisations.
· To find out the benefits and challenges employees have encountered through working from home.
· To identify gaps in the past research and literature regarding WFH for future research purposes.

1.4 Research Questions:
1. What were the past and current implications of WFH on employees and organisations?
2. What are the advantages and disadvantages of working from home and how can this phenomenon influence its longevity or demise?
3. Is working from home the future of work?
4.  What measures can be taken by organisations for an effective integration of WFH with for productivity and performance?
5. Is there scope for additional research on WFH especially after the experiences of Covid-19?














CHAPTER 2
LITERATURE REVIEW 
2.1 INTRODUCTION
More recent attention has focused on working from home as an alternative to the conventional way of working. The occurrence of Covid-19 triggered a global social experiment, culminating into multitudes of people working from home, which has caused debates on the effects of this phenomenon on people and organisations (Barrero, et al., 2021). It will be appropriate to first understand definition and the history behind WFH. A publication by ‘International Labour Organization’ (ILO) Homework Convention (No 177) and Recommendation (No 184), 1996 defined WFH as follows:
“Work carried out by a person (1) in his or her home or in other premises of his or her choice, other than the workplace of the employer; (2) for remuneration; (3) which results in a product or service as specified by the employer, irrespective of who provides the equipment, materials or other inputs used” (ILO, 2021).
However, this report argues that the above definition excludes those who fall into the classification of ‘independent workers’ with a degree of autonomy and economic independence under national laws, regulations, and court decisions; and people who work occasionally at home. Contrary to this belief are other definitions and explanations of working from home.
According to Allen, et al. (2015), WFH is also referred to as teleworking, telecommuting, flexible work arrangement, and distributed work which is seeing a substantial growth in its use as the new mode of working for employees in the past decades. Various authors have also referred to WFH as ‘home-based working’, ‘computer-aid work’, ‘flexible working’, and ‘virtual working’, Chronopoulos (2016), with ‘teleworking’ and ‘telecommuting’ used interchangeably for the purpose of research (Martin & MacDonnell, 2012). Telecommuting is however commonly used in U.S. research literature to describe the mode of working when organisations allow their employees to work at external workstations, not at home to avoid the long distance travelling to work. Likewise, the ‘Home-Work Convention, 1996 (No 177) though identified the synonymous use of WFH, Teleworking or Telecommuting, the equivalence of these terms should not be assumed because of the confusion of WFH with the use of ICT and traditional home working (ILO, 2016). 
Historically, research has found that the use of teleworking is often associated with companies that are looking for a more flexible work environment. While the decision to telework is driven by many different factors with the human resource department in organisations (HR) having a big role in the process. When a company is deciding whether to allow teleworking, HR managers should be aware of how it can impact productivity, sustainability, and the culture of the workplace. Employers had to find new ways to ensure productivity from workers working remotely from their homes. As a result, the flexibility of working from home became a new way of operating for many workers. The Covid-19 pandemic has affected all entities and levels in society, stemming from individuals to organisational operations. Carroll & Conboy (2020), echoes the general belief that the pandemic has had a drastic and sudden impact on the practices of workplaces, within organisations and educational institutions, requiring decisive action on new strategies and tactics to stay safe. As a result, the pandemic has affected every facet of society which has changed the way we live and work forever. Working patterns needed to be adjusted, with employers looking into and giving much consideration to employees working from home. 
Chronopoulos (2016) claims that homeworking has become an important research subject for social scientists because of the recognition that ‘home’ and ‘work’ are rising in significance in modern social life, which when added to the worldwide growth in the number of people working from home and the advance in technology; proves the basis for investigating the phenomenon. Felstead and Jewson’s cited examples (2000, cited in Chronopoulos, 2016), of the movement of working arrangements from traditional and standard forms of employment to flexible and non-standard forms of employment, work fulfilment, work-life balance. Both also argues that the challenges being encountered through WFH, are developing the interests of academics for more research and studies with emphasis laid on all aspects of home working being less researched despite the changes seen in the workplace and home environment becoming partly workspace. 


2.2 THE EVOLUTION OF WORK-FROM-HOME (WFH)
Prior to the oil crisis in the 1970s, the role of working from home was largely unknown due to the relatively few historical studies on the topic. It is therefore noteworthy to find that a few reports and articles does exist with the belief that people were working from home longer than the history of working in offices (Reynolds & Bibby, 2017). The belief is that people have been working from home for hundred thousand years where naturally they combined workspaces and living spaces as a natural way for families and communities, pulling resources together efficiently and working together cooperatively for the benefit of all (Reynolds & Bibby, 2017). Previous work of some researchers found that working from home has a rich and varied history from the Middle Ages when people either worked on a farm or at home, before the 20th century (WoW, 2019). Holliss (2015), agrees in her research which suggested that medieval merchants and craftworkers combined trading and family lives by having a workshop and home known as ‘work homes’ served as a multi-purpose space for their everyday lives. Specifically, most English working-class people lived in workhouses with architecturally designed spaces for accommodating working from home (Reynolds & Bibby, 2017).
Much of the current literature suggests that the idea of teleworking first became known in the early 1970s during the oil crisis with the rapid rise in cost of fuel, resulting in higher prices for daily commuting along with worries over the rising future supply of oil (ILO, 2016). The ILO report further explained that the phenomenon of the term ‘telework’ started officially by a rocket scientist named Jack M. Nilles and his team of interdisciplinarians from the University of Southern California (USC) received a grant from the United States National Science Foundation for investigating the ‘Development of (Public) Policy on the use of Telework in Organisations”. This report suggested that the study used a quasi-experimental design on some organisations in California and argues that results showed that while telework had some beneficial consequences, it was not effective in achieving some organisational goals (ILO, 2016). While this may be the case some decades ago, research is showing that the growth of technology has enabled organisational goals to be achieved.
According to Kamerade, et al. (2013), organisations in Europe have felt the necessity to seek new ways of working, work design, and delivery, created by the economic downturn at that time, hence the growth of flexible working arrangements with particular focus on working from home. These academics pointed out that a new way of working from home has emerged known as ‘Home-based TeleWorking’ (HbTW) as a result of problems encountered by employers and employees because of the high cost of prime spaces. Wheatly (2021), agreed that HbTW is a new term in relation to working remotely. Consequently, different and non-standard solution saw the growth of flexible working as a substitute and attractive option, hence the WFH phenomenon (Kamerade, et al., 2013). Thus, this expanded their meaning of WFH from ‘work carried out of stipulated working premises like home or anywhere else’ with the use of infrmation and communication technology (ICT), with the agreement between employee and employer, centered on agreed hours, schedule and supervision (ILO, 2020). 
Similarly, literature have suggested that as times were moving forward, different terms began to emerge, refining the term over the years from telecommuting, E-working, remote working and WFH. The traditional workplaces are changing and diversifying the working environment by people who work away from their workplace premises with the use of technology thereby having less need for employees to be physically present at their place of work (Malti, 2020). 
Prior to the Covid-19 pandemic which saw an increase in working from home, a number of studies were documenting the gradual prominence of WFH. On the contrary, some researchers are also of the opinion that remote working was not widely used Kossek & Lautsch (2018), despite that, an American Community Survey in 2017 showed an increase from 1.8 million people in the USA working from home in 2005 to 3.9 million in 2017; albeit only 2.9% of US total workforce (Wang, et al., 2020). 
Then again, the same increase seen in America and the U.K is slower in some European countries. Nakrosiene, et al. (2017), argues that in spite of the suitable growth in technology which enables WFH/Telework, some countries in the European Union were slow to adopt this way of working because of organisational factors. CIPD (2020), in their findings reported that the past 20 years have seen a significant rise in individuals who either work occasionally or exclusively from home and this has risen by 80%, meaning one in twenty jobs (represents 1.8 million people) are done from home. Figures 1 and 2 below shows the proportion of jobs that peope were able to do from home exclusively from 1999-2019 and accasionally from 2005-2019.
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(Fig 1.) The rise in WFH exclusively. (Source: CIPD, 2020. From the Labour Force Survey 1999-2019)
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(Fig 2.) The rise of WFH occasionally. (Source: CIPD, 2020. From the Labour Force Survey 2005-2019)

Moreover, with the advance and growth in personal technology and digital connectivity, the WFH movement was developing within the knowledge-based organisations, which grew substancially as a result of the Covid-19 pandemic; hence the birth of the term ‘work from anywhere’ (WFA) model (Choudhury, 2020). The pandemic quickened the these changes and pushed it to a ‘tipping point’ because of the sudden and unplanned way it happened all over the world (Sako, 2021). Sako argued that WFH was recognised around the 1980s as an extension of flexible working arrangements together with part-time working, so that female workers specifically can balance working and childcare. For that reason, domesticity became a focal point for women workers in working-from-home activities like sewing, potters, weavers, bakers, and blacksmiths (Reynolds & Bibby, 2017). It can also be argued that some of these early times workers from home are men. 
Moreover, prior to the Covid-19 pandemic, the U.K. was beginning to experience a slow growth in individuals working from home. Report indicates 5% of the workfprce were working from home, 30% said they had ever worked from home in 2019, increasing to 46.6% of the employed indicating that they do sometimes work from home by April 2020 due to the enforced lockdown by the government (Hobbs, 2021). The configuration of ways of working is changing, with innovation. An organisational phsychologist who works in the area of research and survey maintains that the configuration of ways of working is changing with innovation, the way the society is structured is changing, and argues that the constant conversation people have about these changes indicates their relationship with work. WoW (2019), asserts that change is constant, in regards to working remotely because society and technology has costantly changed and will continue to evolve. 


2.3 IMPICATIONS OF WFH ON PEOPLE’S PRODUCTIVITY AND ORGANISATIONAL PERFORMANCE
A crucial aspect of the progression into working from home is to evaluate the effects it is having on employee productivity, and organisational performance. Cossen & Van Der Berg (2022), points out that although the positive organizational outcomes associated with WFH have been demonstrated by many scholars and practitioners, increased incidence of WFH has resulted in several consequences, some of which are not well understood. For example, the COVID-19 outbreak has highlighted how WFH can lead to loss of productivity, increase in absenteeism, and increase the vulnerability of organizations to pandemics. Similarly, primary studies carried out by other scholars and professionals agree to the change in working from home since the Covid-19 pandemic, especially in the areas of work isolation and work independence, causing a move to an intensified remote working (Van-Zoonen, et al., 2021). 
As Covid-19 has caused many organisations to consider WFH a necessity, with Information technology playing a central role in making the transition to remote working manageable for people; arguments points to the institutionalisation of remote working as requiring broad changes in organisational life (Sako, 2021). The impact caused by the pandemic on organisations have underlined the extensive changes these organisations have had to make for the sake of remaining productive, which still currently informs workplaces globally (De-Vincenzi, et al., 2022). At the same time, there are mixed evidence on the effects of WFH on organisation’s productivity which relates to employees and employers. Despite this, organisations are optimistic to seeing improvement in productivity if organisations and their employees can work out outcomes, learn and adapt, and seek effective ways of working from home (AGPC, 2021). 
Based on the findings from an extensive study of knowledge workers whose jobs involves considerable level of cognitive, collaborative, and innovative tasks that is responsive to WFH; it can be argued that the employee productivity differs with their characteristics, children present at home and the time spent on commuting when they have to work in the office (Gibbs, et al., 2021). In addition, the study also found that productivity varies with the nature of work the employees are engaged in, such as, the level of collaboration, supervision, coaching and networking. Moreover, other research have similarly shown how management systems and technology infrastructure in some organisations are accelerating support for a revised operating models (helped by Covid-19), evident in how they hire, retain and build adequate skills through changes in the way their employees choose to work, for ensuring productivity (Elizondo, et al., 2022).
Findings from different research across board have arrived at varied conclusions regarding how WFH has affected the productivity of employees and the overall effect on business performance. Awada, et al. (2021), observed that the general awareness of people’s productivity level remained the same before and after the Covid-19 pandemic, good mental and physical health had a positive influence on productivity, and also revealed that female, older and high-income earners reported increased productivity in their jobs. In contrast, Gibbs, et al. (2021), argued that their research showed that women had a larger reduction in productivity especially those with shorter tenure compared with those who had been working for the organisation longer, and employees with children feared less that those without. Despite these varied findings from different research and reports, scholars appear to agree that hybrid working which is a combination of WFH and on-site working will become increasingly popular (Elizondo, et al., 2022).
 In addition to this, for organisations to become agile and productive in the current business world and in the future especially regarding WFH, appropriate IT architecture, platforms, innovation, and technology projects complementing organisation’s comprehensive digital vision, cost resourcefulness, and business proficiency for end users, is essential. In agreement, Morrison-Smith & Ruiz (2020), also pointed out that virtual teams could be beneficial for organisatonal productivity in the sense that organisations are able to employ key specialists no matter their physical location, because it enhances the team with the best available talents. In recent times, reports have shown that many IT companies are more receptive to WFH as indications for becoming more agile and productive. As can be seen from a report in 2020 by BBC News stated that Twitter announced to their employees to coontinue to work from home permanently because as an IT company, the employees who are developers are able to conveniently access their company resources whilst working from home (Bao, et al., 2022). Nevertheless, these academics also pointed out that for these IT companies to achieve improvement in the management of projects, inreasing job satisfaction of their employees thereby increasing productivity; they need to understand the difference of developer productivity, and the different impact WFH has on these employees. 
A recent study by Turkes & Vuta (2022), highlighted some studies that investigated managers and employee’s attitudes towards teleworking and reports that despite majority of manager’s exhibited positive attitude towards telework, some showed an unwillingness to accept the importance to organisational performance through employee productivity. Silva, et al. (2019), argues that factors such as employee productivity, some certain managerial practices, and the development in information security tools may be the main detarminants influencing manager’s attitude to embrace teleworking totally. Nevertheless, Turkes & Vuta (2022), maintains that because for younger people, using technology has become a natural part of life and work, whilst older generation are also learning to adapt to technology;  perhaps embracing teleworking totally could be beneficial to organisations in esuring experience exchange and working pattern diversification. 


2.4 BENEFITS AND CHALLENGES OF WFH
Recent years and occurrences have highlighted benefits of working from home to employees, their employers, and the society, and at the same time bring to the fore some drawbacks. Research suggests that it is still unclear whether the benefits of working from home outweighs the drawbacks with all factors being considered, because of the challenges and risks encountered be organisations and their employees (Beno, 2021). It can be argued that WFH is being used in U.K. organisations as a strategy which offers multitudes of benefits to workers and their employers. Significantly, these benefits include employee work-life balance (WLB) and wellbeing, reduction in infrastructure cost for employers, growth in information and communication technology (ICT) and the significant reduction in organisational budget (Chronopoulos, 2016).
 Bailey & Kurland (2002), also mention the benefits of working from home as seen in increased flexibility and autonomy for the employees and from the perspectives of the employer, reduced turnover of employees and lower real estate. In support, Wilkinson & Redman (2013), suggested that some literature indicates the preffered method of reducing costs by some organisations is by adopting WFH for their employees. In addition, Chronopoulos (2016), also pointed out that the benefit of WFH adds to organisational budgets in reducing personal expenses with the help of Information Communications technology (ICT) and its enabling employers to reduce employee’s physical presence in a centralised workplace. This works best in a result-oriented style of management which is the basis of some organisations. 
Furthermore, there are factors which is an advantage for WFH especially in the U.K. Transportation expenses keeps rising, as well as the cost for childcare, and general energy bills keep skyrocketing, causing many people to regard WFH a top priority of their work life. Similarly, Chronopoulos (2016), stated that from January 2004 to January 2015, the cost of travelling (for instance, rail ticket prices) have risen in London and the Southeast increased by 62.4% and significant rise in childcare costs with an increase of 59% and cost of childminders increased by 58% since 2006. A survey by Rutter (2015), finds that the cost of full-time nursery in London at that period cost about £283.66 and £269.44 for a childminder which is notably higher than other parts in the U.K. It can therefore be seen why WFH has been growing as a preferred choice for ways of working by employees. 
Additionally, WFH is currently being seen as advantageous for employees such as the ability to organise their work day around their personal and family needs, decreasing work-related expenses, reducing commuting time, and working in a less stressful and disruptive environment (Lazar, et al., 2010). As such, organisations are recorgnising the beneficial factors of WFH despite that it may be difficult to set up initially because of the implemetation costs, possibilities of legal liabilities and challenges of supervision by managers and also difficulties in appraisal of employees working from home. However, numerous studies have examined the association that working from home has with job satisfaction as a resulf of working on their own schedule, making more use of their time, which is an averaged evaluation of different aspects of emloyee’s job (Felstead & Henseke, 2017). Inevitably, such evaluations are reflective of each employee’s individual preferences, expectations and circumstances with the same objective job features evaluated (Brown, et al., 2012).
The Covid-19 pandemic highlighted increased absenteeism and lost productivity which in turn led to decreased employee morale and team effectiveness, which overall can lead to reduction in business performance (Cossen & Van Der Berg, 2022). Lazar, et al. (2010), therefore argues that the insufficiency of working from home stipulation or provision in some organisations may be because their type of company is not compliant to that kind of arrangement (for example, retail outlets and manufacturing companies). In addition to this, emphasis was also laid on Trade Unions rejecting WFH clauses because of being considered as a cause for employees being isolated, lack of promotion in their jobs, reduction in job security and reduced health and safety protection. A crucial reasoning in this discussion is the insinuation that WFH results in business benefits which are evident from cutting back on the physical work-space provided by employers, and the arduous and sometimes difficult efforts employees put into their jobs according to the social exchange theory (Felstead & Henseke, 2017). However, the Covid-19 pandemic enforced flexible work arrangement (FWA) for many organisations which became a problem for International Human Resource Management (IHRM) scholars and practioners. For example, a survey by ‘Gartner’ in 2020 conducted to 800 worldwide HR executives revealed that 88% organisations required their employees to WFH because of the covid-19 pandemic lockdown. Arguably, the drawback from this was that employees experienced prolonged work hours which caused work-life conflict (Caligiuri, et al., 2020). 
Reports have shown that data collected as evidence shows people working from home put in a lot more effort than those working in standard work spaces and this may not be stipulated, but the need of working to complete a job beyond formal working hours. Kelliher & Anderson (2010), supports this evidence in their research which suggests that people working from home feel a sense of imposed ‘voluntary’ work more than those in established workplaces. Therefore, most reports available on WFH have presented the benefits and drawbacks from the perspectives of the employer (organisations), the employee, and the wider society in general. A summary of these factors are summarised in the table below:

Benefits and Drawbacks of WFH:
	
	Benefits/Advantages
	Drawbacks/Disadvantages

	Society
	Environmentally friendly.
Worldwide collarboration.
Advancement in disaster preparedness.
Advantageous to people with disabilities.
Reduced infrastructure stress.
Less barrier to finding work regardless of geographical location.
	Lower spending on goods and services impacting on the economy.


	Employers
	Wider talent pool.
Reduction in cost for overhead.
Higher productivity from employee.
Increased margins due to savings from overhead.
Lower turnover.
Avoidance of labour market saturation.
	Increased expenses in other areas.
Loss of control.
Higher cost for technology growth.
Security issues.


	Employees
	Work-life balance.
Reduced transport and commuting time and cost.
Favourable autonomy.
Less workplace stress.
Improved job satisfaction.
Reduced work and family conflict.

	No boundries between work and private life.
Work and family environment blurred.
Longer working hours.
Proffesional and social isolation.
Some opportunities from work-networking reduced.
Feeling of loneliness.




(Fig 3.) Benefits and Drawbacks of WFH. Source: adapted from ILO (2016)

The summary of advantages and disadvantages of WFH/Telework as shown above is not an extensive list. It gives a general indication to the experiences of organisations and their employees who have embarked upon this journey, showing that more research on this phenomenon needs to be done as more organisations are welcoming the idea. 
Knight, et al. (2022), argues that despite the benefits employees experienced in saving time, getting rid of commuting stress, enhancing the flexibility of balancing work and home life, the drawbacks surfaces beyond the blurred lines of work-life boundaries and domestic distractions. As can be seen in the frequency, quality and nature of change in interactions between colleagues which seem to diminish, and the loss of office dynamics, spontaneous communication, trust building, and the disruption video conferencing to be able to process communicative information. In addition to these drawbacks, concerns have also been raised by some researchers about the difficulties some organisations encounter with WFH as pointed out by (Cooper & Lu, 2019). O'Leary (2020), pointed out that some organisations are lacking provision for making the transition to a complete online working environment. This is as a result of poor ICT infrastructure which particularly restricts people living in dissadvantaged communities without a reliable and affordable internet connection (Malti, 2020). 
Equally important is hybrid working which is type of flexible working where people work from home sometimes and spend some time in the offices or stipulated place of work. It is seen as part of WFH working arrangements. As much as benefits have aready been pointed out in saving time, getting rid of commuting time, gaining the flexibility in balancing work and personal demends; emphasis also has to be laid on the loss of dynamic, spontaneous communication between colleagues which becomes evident (Knight, et al., 2022). These experts further explained that as much as there are benefits gained by people from WFH, research by some Neuroscientists has found that for ideal human communication and building of trust to be achieved in the workplace, it requires ‘in the flesh’ interractions which triggers the full phychological responses and neural synchronisation, which is absent with ICT. It may be that organisations would accept that the positive impact of the growth of WFH will not be evenly distributed and could see the increase in social and ecomonic inequalities in the working world (Hobbs, 2021).

2.5 WFH AND WORK-LIFE BALANCE (WLB)
Homeworking and its relation to work-life balance have been in existence and been the focus of researchers and academics for decades. It is important at this point to shed some light on the term ‘work-life balance’ (WLB) because of the debates underlining the concept and the lack of established definition in research literature. Lewis & Beauregard (2018) suggested that WLB can be seen as a social construct which might or might not represent objective reality, and a discourse on policies and practices at work, and public policies. Stressing however that despite that understanding, work-life balance as it is used widely, understates the varying understanding of the constituents of WLB. Kalliath & Brough (2008), agrees with the elusivity of a formal definition of WLB based on various conceptualisation of the term, also in work-family balance. They argue that WLB is a recent move from work-family balance because of employees who do not have children and rightly need a balance between their work and life out of work. Felstead & Henseke (2017), however identified this definition of work-life balance as “a satisfaction and good functioning of work and home, with a minimum of role conflict”.
Other researchers have pointed out the problematic concept of the word ‘balance’ because of how it was perceived due to people’s experiences. Research suggests that ‘balance’ conotes a reduced level of conflict between working demands and outside of work demands (Wayne, et al., 2017); and understood to be an equal balance of work and life outside work which as argued by Lewis & Beauregard (2018), ignores the different ways that people manage their work and family, social, private and leisure time life. Rajan-Rankin (2016) on the other hand claims that as a result of the research done with a call-centre in India as case study, it identifies the blurring of family, community and work life which is starkly different to the idea of tidy and segmented life in the western world. This identifies the difference in perception and understanding of ‘balance’ according to the individual’s experiences and culture. 
Reports show that there have been increasing concerns particularly in the U.K. over the long working hours culture which is spurring most organisations to examine issues of employee health, fitness, occupational stress, and all the challenges associated with balancing family or personal life with work (Crosbie & Moore, 2004). As a result, flexible working patterns began to emerge, in which working from home became a phenomenon, with the rapid growth in technology which is enabling businesses to be conducted and work carried out not only in office buildings but at home. Lazar, et al. (2010), highlights the importance of the awareness of different demands of people’s lives, time, energy, personal resources, to enable decision making about working arrangements that is beneficial to both employers and employees. At the same time, pointing out that findings in some research suggested that employees or workers benefit from having some form of control over their working environment (which indicates WFH), and experience reduced stress-related ill health, an indication of work-life balance.  Concludes that there is growing awareness amongst people that as much as there are positives and negative effects to WFH as a way of working, prioritising work-life balance is essential in aiding productivity and performance Turkes & Vuta (2022). 

2.6 EFFECTS OF WFH ON MENTAL HEALTH AND WELLBEING
Research have indicated that various aspects of people’s wellbeing which includes work-life balance, physical and mental health, and family functioning can be affected by working from home; in the same vein create opportunities for disadvantaged individuals due to disabilities or caring responsibilities (AGPC, 2021). Malti (2020), agrees that despite advance in technology enabling remote working, there are risks of lack of interaction with others and change in routine and lifestyles which could affect people’s health and wellbeing. In addition, people have seen improvement in their mental and physical health due to the autonomy of planning their day and having time for exercise, sleep, cooking and eating nutritious food and also have negative impact on people’s mental health because of less exercise, increased isolation, and no boundaries between work and home life (AGPC, 2021). Therefore, as some people find WFH advantageous to their psychological and mental wellbeing, while some find it limiting. 
Current research and reports suggest that the enforced mass movement into WFH was because of Covid-19 pandemic global lockdown which brought about some organisational changes for business survival and secondly, an effective short-term solution requiring attention to employee’s wellbeing and organisational productivity (De-Vincenzi, et al., 2022). Parry, et al. (2021), identified the importance of wellbeing of working individuals by highlighting why physical, mental, and emotional health should be at the forefront of organisational priorities for their employees. They maintained that the crucial factors for achieving good mental health whilst working at home rests with working within contractual hours, having a sense of wellbeing, and being able to still communicate with colleagues and managers. In addition, these researchers argued that these were broadly difficult to achieve due to parents, carers and leaders putting in more hours working from home because of the pressure to complete their work, thereby setting no boundaries for work and home life; threatening business continuity and organisational performance and stability. A research paper published by the Australian Government Productivity Commission on WFH also suggested that working from home has its positive and negative effects on people’s wellbeing. The ‘blurred-boundaries’ phenomenon associated with WFH affects wellbeing as well as flexibility with balancing competing life priorities (AGPC, 2021). 


















CHAPTER 3 
3.1 RESEARCH METHOD AND METHODOLOGY 
This research is essentially based on secondary data, as described by O'Gorman & MacIntosh, 2015, p.79), as naturally occurring data in form of books and articles, journal articles, academic and public reports, newspapers and magazines, websites, that is readily available for researchers to collect and analyse. Researchers also find additional types of secondary data useful in form of public speeches and interviews, company reports, publicly available surveys, publicly available documents, public databases and reports, and archival records (O'Gorman & MacIntosh, 2015). It must be noted that there is a difference between a research method and research methodology. Adams, et al. (2014), defines research method as “a way of conducting and implementing research”, that is, tools utilised in gathering data, whilst research methodology is “the science and philosophy behind all research”; the philosophy which provides guidance for the research (Dawson, 2009). 
In the same way, Alharahshesh & Pius (2020), described methodology as the research strategy employed conventionally in conducting research which indicates the direction the research would take, and the methods used whilst research method are the means or mode of data collection. The appropriate method for this research is both qualitative, based on theoretical research from past academic literature, journals, reports, articles, books, and information available on working from home (WFH), and quantitative through the interpretation of the secondary data collection into charts and graphs.

3.2 RESEARCH ONION
Academic researchers use the research onion in breaking down their research into comprehensive detail, providing guidance for the researcher based on their research aims and objectives. The research onion model was created by Saunders et al. and used as a framework for research design. It provides a complete description of the research methodology stages necessary for an effective methodology (Melnikovas, 2018). Another way of describing research onion is a way of representing the subject matter fundamental to the choice of data collection method or methods (Saunders, et al., 2007). As shown in Figure 4, the research onion has six layers, starting from the outer layer, which is the representation of the research philosophies, leading to chosen approaches. The next three layers are: research strategies, research choices and time-horizons, which centres around the process of research design, meaning the research questions becoming a research project (Saunders, et al., 2007). The last layer in the innermost part reveals the data collection and analysis. 
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3.3 RESEARCH ONION LAYERS
Research Philosophy: The bases of research philosophy underpin the ideology of the research, represented by ontology (nature of reality), epistemology (sources of knowledge and nature), and axiology (ethics, values, and beliefs) of the research (Melnikovas, 2018). As much as ontology is concerned with nature of reality for researchers, it brings into questions the assumptions regarding how the world functions and the adherence to particular views; with the first aspect being ‘Objectivism’ and the second aspect which holds a social phenomena created from perceptions and resulting actions of the social actions regarding their existence, is ‘Subjectivism’ (Saunders, et al., 2007). Epistemology reflects the principles of ‘Positivism’ which is mostly used by ‘resources’ researchers for the development of knowledge; whilst ‘Realism’ philosophy is concerned with scientific enquiries, and ‘Interpretivism’ philosophy is based on two intellectual traditions of symbolic interactionism and phenomenology (Saunders, et al., 2007).  
The nature of this research study therefore requires the use of Interpretivism because it focuses on people’s ideas which in this case are the views of other researchers, academics, authors, and writers from secondary data. The investigation is based on available materials in form of academic journals, articles, and reports on the phenomenon of working from home (WFH), and its’ effect on people and organisational productivity, and business performance. Likewise, Alharahshesh & Pius (2020), discussed how Interpretivism evolved because of the criticism on positivism philosophy with subjective perspectives. As a result of this, and because research shows that humans cannot be explored the same way as physical phenomena through creating more depth in meanings; Interpretivism is cognisant of differences like circumstances, cultures, and resulting in development of different social realities (Alharahshesh & Pius, 2020). Therefore, the interpretivism approach helps demostrate the logical reasoning behind this research.

Research Approach: Research approach is the plan of action and procedure used by researchers to arrive at an outcome for their research. The research onion presents two main research approaches as ‘Inductive’ and ‘Deductive’ approach, with the combination of both as ‘Mixed’ or ‘Abduction’ approach. The inductive approach is often used in the development of a theory, with the deductive approach used for testing existing theory, and the mixed or abductive approach begins with an ‘unexpected’ fact, utilising inductive and deductive approaches to arrive at a probable explanation (Melnikovas, 2018). In essence, the researcher develops a research strategy for the purpose of testing the developed theory or hypothesis in the deductive approach; whilst the inductive approach arrives at a theory through the collection and analyses of data (Saunders, et al., 2007). 
In addition, Saunders and his team suggested that the strength of an inductive research approach lies within the understanding of how people interpret their social world, enabled by the emergence of social sciences in the 20th century; while the deductive approach derives its origin and strength from the natural sciences, with strong emphasis on cause-effect link between variables. Although, this research will be leaning more to the inductive approach for its interpretivism methodology, it would also lean into the deductive approach for analysing and testing the theory regarding WFH phenomenon.

Research Strategies: Researchers use the research strategy to show how the research can be conducted based on the aims and objectives of the research. As shown in the research onion, these strategies are: Experimental strategy, Survey strategy, Case study strategy, Action research strategy, Grounded theory strategy, Ethnography strategy and Archival research strategy. Each of these strategies are aimed at explanatory, exploratory, and descriptive research, with some belonging to the inductive approach, while others belong to the deductive approach (Saunders, et al., 2007). Nevertheless, it is crucial that whatever strategy or strategies is chosen by the researcher, it should meet the research objectives, answer research questions and influenced by the extent of existing knowledge, number of resources and time available, and the researcher’s philosophical foundation. 
For a better understanding each strategy, Saunders, et al. (2007) described them in the following way: 1. Experiment strategy takes the form of classical research of natural sciences, used in explanatory and exploratory research in answering the ‘why’ and ‘how’ questions. 2. Survey strategy is often used in answering ‘who’, ‘what’, ‘where’, ‘how much’ and ‘how many’ questions, associated with the deductive approach and frequently used in business and management research. 3. Case study research (qualitative in nature, inductive in approach and informed by interpretivist philosophy), as example, taking into consideration the views of current researchers on WFH since covid-19 happened. 4. Action research focuses on the purpose of the research, the participation of specialists in the research, the constant nature of the research, and the awareness to devote time, to planning and executing the research. 5. Grounded theory is identified as ‘theory building’ strategy combining inductive and deductive approach to explain and predict behaviour for the development of a theory relevant to business and management. It identifies similarities between sets of data with the results drawn from completed research without the aim of fitting the findings in with a pre-existing theory or framework. 6. Ethnography strategy stems from the field of anthropology and deeply rooted in the inductive approach. 7. Archival research by drawing from existing materials to find meaning by reviewing the existing data (suited to historical research).
 Based on the understanding of all the research strategies in the research onion, this study will be combining a couple of these strategies (Case Study and Archival) however, leaning heavily towards Grounded Theory. Grounded Theory to identify the commonalities between sets of data with results drawn from completed research without the aim of fitting the findings in with a pre-existing theory or framework. Case Study because it is qualitative in nature, inductive in approach and informed by interpretivist philosophy, and Archival by drawing from existing research in journals, reports, and articles on the topic.



Methodological Choices: The choices layer of the research onion enables the researcher to decide on how many types of qualitative or quantitative data to use in their research. According to Saunders, et al. (2019), quantitative method is implemented as a data collection technique which involves questionnaires or used for data analysis procedure like graphs or statistics that creates or utilise numeric data. They pointed out that qualitative method on the other hand takes the form of any data collection technique like interviews, or categorisation of data as a data analysis procedure which produces or uses non-numeric data. They (Saunders, et al. 2019) also argued that a great deal of research design in the field of business and management are expectedly combine the quantitative and qualitative elements in their research method and regarded as two ends of a continuum. Hence, the methodological choice for this research will combine both qualitative and quantitative methods, resulting into a mixed method because of the heavily dependence of data collection on secondary data. 
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(Fig. 5) Methodological Choices. Source: Research Methods for Business Students by Saunders, et al. (2019)

Time Horizon: This layer in the research onion consists of two options which are ‘Cross-sectional’ and ‘Longitudinal’ time horizon. As a researcher, it is important to decide whether the research is based on time over a particular period like weeks, months, or years (longitudinal) or represent a snapshot of a particular time (cross-sectional). Saunders, et al. (2019), suggests that research is cross-sectional if it involves the study of a specific phenomenon or phenomena at a specific time, commonly with a survey strategy; whilst it is longitudinal if the research is based on change and development. Therefore, as this research rests sorely on secondary data published in the past twelve to fifteen years, analysing the WFH phenomena, and is however based on change and the growth of the phenomenon as observed and reported in the data utilised; it is evident that both studies will be utilised.

Data Collection and Analysis: The data collection and analysis for this research is based on secondary qualitative and quantitative data. Re-using qualitative data in published studies, with a description and analysis of the study of data being re-used, different types of pre-existing qualitative data and the objective for the re-use. Secondary analysis “involves the re-use of pre-existing data derived from previous research studies” (Heaton, 2008). Research has found that there are advantages and disadvantages to researchers using secondary data for their research. A report by University College London on secondary data and analysis found that there are big savings in cost, time, energy and other resources, and there is a large scale of data available which is frequently governed by expertise and professionalism. 
On the other hand, the data found may be deficit of specific research questions needed to be answered. Therefore, a total of one thousand (1000) secondary data between 2010 – 2022 was sought from Harzing’s Publish or Perish, “a software program that retrieves and analyses academic citations” (Harzing, 2007). Next, the data were first transferred into Microsoft Excel spreadsheet before transported to ‘Jamovi’ “an open statistical software for desktop with a fully functional spreadsheet” for providing a total collection of data (The-jamovi-project, 2022). As a result, a statistical methodology in form of graphs and charts were produced as shown in the research findings section. 
The grounded theory and archival approach were chosen in analysing the data, to gain a detailed understanding of the WFH phenomenon. Grounded theory approach is particularly useful in meeting the aims and objectives of this research in promoting and ascertaining a theory (Creswell & Poth, 2018),and finding out the growth and broad view of the WFH phenomenon. In addition, grounded theory method of collecting data is “an emergent and systematic strategy” with emerging concepts from “previously collected and analysed data being used to direct future data collection” (Saunders, et al., 2019). In this case, the previously collected data are generated from the list of secondary data sourced from academic journals, articles, reports, and other publications. Archival strategy on the other hand allow access to online archives (digitalised data) like government documents, publications, reports, national statistical data; and some organisational documents, media documents, and academic publications (Saunders, et al., 2019). 


3.4 RESEARCH ETHICS
Ethics is a critical aspect of research which is important to the success of any research project involving the collection of primary and secondary data. For instance, research in business and management involves people’s participation hence, concerns regarding ethics are important which requires continuous reflection and evaluation (Saunders, et al., 2019). Manandhar & Joshi, (2020), believes that research ethics fundamentally protects people participating in the research, including monitoring and educating researchers themselves, to guarantee high quality ethical standards. It is believed that some ethical issues are also preserved in law as in the U.K. where the ‘duty of confidentiality’ is formed on common law, as published by the UK Data Sevice. Tripathy (2013), points out that ethics requies that the data should be adequate, relevant and not excessive, the ownership of the original data acknowledged especially if accessed on the internet, books, journals, reports and other public forum. For the purpose of this research which is based fully on secondary qualitative and quantitative data (existing and published research data), the ownership of the data are being acknowledged accordingly, and the belief is that the ethical and legal requirements have been satisfied by the primary researcher and can be shared with other researchers. 

3.5 RESEARCH LIMITATIONS
Initially, the methodological plan set out for this research was to use the Delphi methodology with the mono method (qualitative) as the methodological choice. The plan was to interview experts in academia like lecturers, professors, Dean of the faculty, because the case study for the research was based on educational institutions. The Delphi method is commonly used in decision-making and predicting results which harnesses the point of view of respondents without predjudice however, still allows guidance appropriately. It became obvious due to time constrants with accessibility to these respondents that there were limitations which emerged as constrictions to the potentials of this method.
 Therefore, it led to a review of the topic, aims and objectives and research questions. Another major source of uncertainty was the notion of using Primary research to collect raw data, first-hand information through structured questionnaires in a survey, proved challenging due to accessibility to organisations and time limitation. Also, it was not possible to gain access to respondents in organisations because the potential for inability to receive consent from ‘gatekeepers’ was evident. Due to these limitations of time and accessibility to respondents, it was obvious that the most suitable option is to use secondary data thereby making the research a theoretical research. Another potential limitation may be that the scope of the topic being discussed may be too broad. Future work on this may entail focusing on specific aspects of WFH such as hybrid working, remote working, flexible working, to mention a few. 

Philosophy: Interpretivism
Approach: Abductive (Inductive and Deductive)
Method: Mixed (Qualitative and Quantitative)
Strategy: Archival Research and Grounded Theory
Time-Horizon: Cross Sectional
Data Collection and Analysis: Secondary data (Qualitative and quantitative)


CHAPTER 4
4.1 RESEARCH RESULT 
Result from the secondary research carried out for the purpose of answering the research questions and meeting aims and objectives are illustrated through graphs and tables as found in this chapter. The overall results of the search for appropriate published citations and papers are limited to 1000 through Google Scholar by Publish or Perish for “accuracy and most-cited results” (Harzing, 2016), and transferred to Jamovi for conversion and analysis. The graphs show metrics related to total number of papers, citations, academic age, papers per author, authors per paper, and citations per author. As shown in figure 6, the chart displays the metrics calculated for the total number of papers (993 in total) from 2010-2022, with each year total paper count against the proportion based on the number of papers on the searched topic for a year.  The available numbers of publication decreased overall as the years progressed until 2020 when there was a slight increase, before reducing in 2021 and 2022. 
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(Fig. 7) Scatter Plot chat. Source: The jamovi project (2022). jamovi. (Version 2.3) [Computer Software].
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(Fig. 8) Pareto Chart. Source: The jamovi project (2022). jamovi. (Version 2.3) [Computer Software].
An essential point to this research is that there is the awareness that access to many secondary data is necessary for the purposes of having a comprehensive analysis of working from home and the effects of the phenomenon on employee and organisation productivity. Figure 7 shows the number of citations measured against the number of citations per year in a Scatter Plot Chart, from the total number of publications sourced to gather the secondary data. Figure 8 on the other hand reveals the cumulative percentage of the types of data (HTML, Books, PDF, Citation) measured with the age of the papers, in a Pareto Chart.  
To find the information needed for this study, the secondary sources were narrowed down from the total of 1000 publications to just under 60 at the beginning of the research to find books, journals, articles, and reports needed to help answer the research questions. Secondly, these papers were broken into groups by searching and accessing the information through the topic, abstract, introduction and conclusion, for the purpose of ascertaining the relevance to this research study. The next stage was breaking the chosen papers into groups to create categories and organised into types of publications depending on the focus of the research. For example, a list of summaries was created for use in the literature review section as the basis for this research, with the following result:
· Total publications on WFH = 12
· Total publications on WFH including Telework and Telecommuting = 14
· Total publications on Covid-19 = 5
· Total publications on employee productivity = 12
· Total publications on employee work-life balance and wellbeing = 7
· Total publications on advantages and disadvantages of WFH = 10
· Total publications on the history of WFH = 3
· Total books and publications on research and research methodology = 3

4.2 RESEARCH DISCUSSION 
In this research study guided by secondary data, it has been shown that the question remains regarding WFH being an alternative way of working in the current and future employment reality. The office workplace is slowly becoming a less compulsory and less dominant working space with the growth of technology and social changes. Working 9-5 and Monday to Friday in a centralised working environment, commuting with others to get to work at the stipulated time, waking very early to commute, cost of appropriate work clothing, juggling work-life balance, work stress linked to direct supervision or managers, cost of buying lunch at work, career predicament, have become stereotypes which are being challenged since Covid happened. Chronopoulos (2016), argues that these stereotypes are constructed reality rather than objective necessity because of pivotal changes, bolstered by technological innovations and subsequent social changes which could transform the norms of the workplace, thereby building stereotypes and beliefs for what is standard and suitable for the workplace. Therefore, the WFH phenomenon is strengthened by the internet broadband and the global accessibility it provides. 
The research method used by Andreas Chronopoulos in 2016 was based on a case-study of his colleagues of Clinical Research Associates (CRAs) in the Clinical Trials Sector (CTS) in the United Kingdom (UK), to investigate the implications of WFH on CRAs and the possibility of other organisations that are still sceptical to be encouraged to adopt the way of working. It was to evaluate the some of the benefits experienced by some people who WFH, on how beneficial it was on work-life balance, reduction in cost of travel and other expenses associated with working in the offices, technology and its complications, and the impact on individual performance, and management supervision. These factors mentioned formed the basis of the questions in the survey. The result of this study indicated several findings that are like, and in agreement with other research on this topic. 
One interesting finding was that large savings were made from cost associated with travelling to and from work, work clothing and buying lunch, and cost of childcare and savings of time (Chronopoulos, 2016). Perhaps the outcome of these factors especially in the current times of economic instability and high energy bills for everyone, would place priority od cost reduction by working from home over the drawbacks encountered. Another important finding from this research pointed out that a remarkable amount of literature on working from home emphasise upon the improved work-life balance of this way of working as evidence pointed at employees who spent 90% of their time working from home felt three time better. Considering that other factors like having children at home to look after or other obligations like being a carer may hinder these feelings. 
As mentioned in the literature review, Parry, et al. (2021), draws attention to the social factors related to social deficit through working from home or hybrid work by pointing out that people have indicated and demonstrated a strong need for association and social support at work. Parry’s report highlights the need for people to have social interraction for the purpose of learning from others and impacting new ideas, which digital communication have not been able to replace totally. In their view, this is why the preferrence for hybrid way of working which is a combination of WFH and work at the office, is gaining ground in the workplace. Research found that seven out of ten people prefer the flexibility of a combined work from home and being in the office as an opportunity to have some control over their ways of working (Parry, et al., 2021). Some research have challenged these findings because other reports have highlighted what is currently known as ‘the great disconnect’ which means that more employers are of the opinion that their employees prefer working from the offices as oppossed to working from home. 
Segal (2021), identified a report from a global study by ‘the Future Forum pulse’ from a survey of 10,569 knowledge worker in countries like U.K., U.S.A., Japan, Australia, Germany, and France found that 76% of these workers prefer flexible way of working (hybrid), 93% prefer flexibility regarding when they work and also discovered that, most of the workers who prefer to work in the office are in executive positions. While the executives in organisations favour being in their offices, a stronger workforce are clamouring for hybrid and working from home. In the same way, Segal (2021) stated that non-executes prefer felexibility, and suggests that a way of briging this gap between executives and non-executive’s way of working preference thereby retain talents is to bridge the gap. 
Equally significant from the findings from Felstead & Henseke (2017), is their outcome from their report highlighting the incomplete evidence from the advantages of working from home. Both agreed that this is because most research have been dependent on small sample sizes, focused a single organisation trials, or lack of involving similarly placed generally located workers. Perhaps because of these incomplete evidence may be the reason for challenges of working from home. Evidence suggests that due to the drawbacks of WFH/remote working, organisations like Yahoo announced in 2013 the ban on their workers working remotely, sighting problems with speed and quality of work; also Hewlett-Packard decided they needed ‘all hands on deck’ because of the belief that their organisational productivity depends on their employees being in the office (Felstead & Henseke, 2017). 
Survey carried out by Barrero, et al. (2021), for the National Bureau of Economics in America involved over 30,000 Americans with a structured evidence to examine whether the WFH phenomena would remain. Despite this survey representing a small percentage of employees in America, it gives an indication to how people are thinking and their experiences, together with organisational strategy, and the implications of economy and society regarding the phenomenon. The findings from the reseach with data from the developing ‘Survey of Working Arrangements and Attitude’ arrived at four projected findings which predicts that WFH is here to stay in most organisations (Barrero, et al., 2021). 
Firstly, the evidence 








4.3 CONCLUSION AND RECOMMENDATIONS
This research study set out to investigate the foundations and evolution of working from home, the impact on employee wellbeing, work-life balance, the benefits, and challenges faced by employees and their organisations, and the influence of the growth in technology for future longevity. This study has however shown that there are more questions regarding the future of WFH the effects it will have on organisations of the future. Whilst there are varied signs regarding its longevity in the business world in the form organisations forcing their employees to come back to their offices, and the grounds for optimism for growth rising at the same time. Organisations like Goldman Sachs, Netflix, Amazon, Apple, Capital One, to mention a few are some of those who have either mandated their staff to fully work in their offices or opted for the hybrid way of working as solution.
Fundamentally, human beings thrive in a social structure of orderliness and predictability. Global pandemics like the covid-19 brought a change in structure to daily lives and work lives which caused many to re-evaluate their work-life hence, some preferring to work from home and others choosing to go back to working from their offices. 
The observable conclusion to this study is that there is large scope for more research to be done and resources made available to carry out this research. In addition, a study like this perhaps may contribute to the growing interest in “seeking to understand the effects of Covid-19 pandemic on society” (Malti, 2020); and seeking to understand the benefits, challenges, and impact of WFH on people and organisations in general. Perhaps more organisations need to adapt to changes instead of fighting changes. 

Recommendations:
Based on this dissertation, there is a demonstrative need for researchers to carry out more observational study of respondents over a prolonged period or short period repeatedly because of the scarcity of literature and academic publications on the WFH phenomenon. Therefore, the following recommendations and noticeable actions are as follows:
1. Organisations should be mindful of their employee’s needs regarding WFH by being aware of work-life priorities and develop strategies that would benefit flexibility.
2. Introduce online team-building training and activities to combat feelings of isolation by those working from home.
3. Researchers to have larger sample sizes spread over multiple organisations and discipline for their research so that broader data can be collected as findings.
4. Research to be streamlined to focus on specific form of remote working.
5. Organisations to provide and support honest conversations and consistent communication with their employees.
6. Organisation to aid and support to their employees on matters regarding mental health and wellbeing.
7. To validate this study moving forward, a qualitative methodology would be appropriate by creating questionnaires, conducting interviews of a broad range of respondents.
8. Organisations and their leaders need to be open and truthful to their employees by having conversations with their employees, acknowledging that people are not okay, some need to WFH or do hybrid or prefer to work in the offices and own up to the uncertainties of ways of working now and in the future. 
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