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[bookmark: _Toc531928381]Chapter 1: Introduction
[bookmark: _Toc531928382]1.1 Background
In current working environment, increasing job complexity and responsibility has resulted in the inability for employees to establish a balance between professional and personal lives. Much has been discussed about the need to deliver flexible working arrangements for overcoming this issue. Major corporations now offer part-time jobs or even work-from-home, enhancing job flexibility (Brough and O'Driscoll, 2010). The current study focuses on the concept of working from home, with regard to its impact on employee careers. Working from home delivers significant advantages the employee, which often results in better productivity and effectiveness. This is primarily owed to the fact that the employee is empowered with choice. In other words, he or she can choose to undertake tasks or responsibilities as per his or her convenience. This means the employee can choose to complete a set number of tasks in just a few hours or spread the work load out throughout the day. As long overall productivity is not impaired, organisations have little worry. There is no employee overhead in the case of home workers, making it an effective solution for reducing costs related to human capital expenditure.
[bookmark: _Toc531928383]1.2 Research Purpose and Aim
An argument arises that since employees are physically separated from regular employees, the distance may result in in them becoming unsupported or isolated. This can have a negative impact over the individual’s career as he or she is not likely to receive leadership support, guidance and skill training; as seen in the case of regular office-going employees. The aim of the study is to determine if this very fact holds true or not. 
Despite the flexibility of working from home brings, it does place employees in certain disadvantages. Firstly, employees must invest in equipment, electricity, lighting and heating which raising personal expenditure. Secondly, reduced engagement between home workers and other employees places the former in social isolation. Hence, there is little to suggest the existence of professional relations. This breakdown of relations degrades trust between the employee and organisation. 

[bookmark: _Toc531928384]1.3 Research Method
The study will involve a literature review to help the researcher gain a thorough understanding of the subject. This will be followed by on-filed experiments to collect and analyse qualitative and quantitative data. Furthermore, graphs will be used to represent findings of the research; followed by a conclusion in which the author will provide recommendations.
[bookmark: _Toc531928385]1.4 Research Questions
Based on the research aim, the following two research questions have been put forward:-
Research Question 1: Does working from home harm one’s career?
Research Question 2: What recommendations can help companies reduce the negative impact of working from home?
[bookmark: _Toc531928386]Chapter 2: Literature Review
[bookmark: _Toc531928387]2.1 Arguments against working from home
Although working from home lets employees enjoy a great deal of freedom and flexibility, there are issues that creep up. Firstly, while it may seem that working from the comfort of home will allow more free time since commute times are cut, it may result in the opposite. This is because working in a casual environment with no time or professional restrictions might make individuals slack off. The temptation to take frequent breaks or complete pending tasks during the very last moment can actually result in more time spent working (Tietze and Musson, 2010). Secondly, working from home might in some cases defeat the very purpose of working away from an office environment. In most firms flexible work arrangements are offered to help employees develop a healthy work-life balance. However, studies show that remote workers find it even more difficult to separate their professional lives from their personal responsibilities. This is simply because taking work home on a permanent basis can cause professional and personal activities to merge in an unhealthy manner. As a result, people often spend more time working on files, mailing and receiving phone calls throughout the day (Hochschild and Machung, 2012). Thirdly, a home environment might be a source of even more distractions than what is usually experienced in offices, making it rather difficult to focus. For example, cars passing by, neighbours, children playing, family members talking, music etc. are all sources of distraction that office employees are not exposed to (Eng. et al. 2010). 
[bookmark: _Toc531928388]2.2 Working from home and career development
Remote workers face the following challenges with regard to sustaining career development. Firstly, training is a vital element for career development. It allows the development of existing skills as well as the acquisition of new ones. In a home environment remote workers are unable to benefit from training resources and facilities, unless IT infrastructure supports ‘telepresence’ or other modern communication methods (Park and Jex, 2011). When major organisational changes occurs, employees working at the firm are trained to handle the new tasks; however, remote workers are expected to adjust and make changes themselves. Many a time the appropriate skills needed are partially or never developed, significantly limit the knowledgebase and skill set of home-based workers (Kelleher and Anderson, 2010). 
Secondly, remote workers in most cases are treated like free agents or freelancers, where a relationship is built purely on an exchange between work and money. As a result, management and team leaders stop considering such employees as being part of the organisation. This has a negative impact on career growth of the employee within the firm. Because of this such employees are almost never given promotions within the firm and usually repetitive or routine tasks (Stacey, 2011). Lastly, working from home is not an employable trait companies seek. This limits the individual’s opportunity to shift to different companies or brands, where job characteristics and remuneration is more desirable (Bloom et al. 2014).
[bookmark: _Toc531928389][bookmark: _Toc531928390]Chapter 3: Research Methodology3.1 Research Design
The following research follows a mixed research design that involves both primary and secondary research. The primary research will involve surveys and interviews; while the secondary research analyses data from sources such as magazines, journals, books and articles. Since, secondary data does not represent current findings, relying excessively on it might not lead to an accurate study (Smith, 2015). This is why the author has chosen to include primary research, which will help conduct a study relevant to contemporary times.  
[bookmark: _Toc531928391]3.2 Research Instruments
Survey is a methodological tool that will allow the researcher collect generalised opinions from large number of respondents (Neuman, 2013). Among the various types of surveys, the researcher has opted to use email surveys. Considering that the target population are remote or home-based employees, it would be impractical to conduct the survey by visiting each respondent at their residences. This makes sense to email the survey to individual respondents. The survey will present 60 respondents residing in London with 3 close-ended questions.  The responses for each question are based of the Likert Scale, which is effective in helping represent the employee’s attitude towards a specific subject. In order to analyse the data generated from the survey, bar graphs will be utilised along with percentage analysis. Furthermore, simple random sampling will be used to select the respondents. Interviews will also be conducted over managers of the HR department. This will involve a telephone interview where 4 managers will be presented with 2 open-ended questions. In addition, all responses will be homogenised into a single response for each question. This prevents similar thoughts or ideas from manifesting in the response. In order to select managers through a practical and convenient method, the researcher has opted for convenient non-probability sampling (Etikan et al. 2016).
[bookmark: _Toc531928392]3.3 Ethical considerations
Prior to every survey or interview consent will be obtained from the respondent. No respondent will be forced or manipulated into taking part. The author will also abide with university guidelines listed in the rules of ethical research. Moreover, no personal information or irrelevant data will be collected from the respondents during the course of the study (Miller et al. 2012). 
[bookmark: _Toc531928393]Chapter 4: Findings, Analysis and Discussion 
[bookmark: _Toc531928394]4.1 Surveys
Question 1: To what do you agree that as a home-based worker you receive adequate opportunities for acquiring new skills? 

Figure 1: Number of responses towards skill Acquisition
Analysis:
Majority or 55% of respondents strongly agreed, with nearly 18% agreeing to the statement. This contradicts the argument of remote workers being unable take advantage of training facilities or leadership support, critical to skill acquisition. The development of communication methods and dissemination of information could help explain why workers are able to acquire training despite not being physically present. Training materials such as manuals may easily be mailed to individual workers, while video conferences in training sessions might prevent home workers from missing out on learning.
Question 2: To what extent do you agree that as a remote worker you stand a fair chance of being promoted?

Figure 2: Number of responses towards promotions
Analysis:
The majority or 33% of responses were neutral. This could explain a potential fear among employees to expose their employers. That being said, a clear result has been achieved with 30% and 27% of respondents disagreeing and strongly disagreeing respectively. This suggest that most home-based workers find it difficult to climb ranks or obtain vertical career growth in their respective organisations. Results from this survey question strengthen existing viewpoints regarding limited career growth among remote workers. 
Question 3: To what extent do you feel that you are being treated fairly in comparison with regular employees?

Figure 3: Number of responses towards fair treatment
Analysis:
Although most strongly agree with the statement, a clear result is not evident. 45% at least agree, while 32% at least disagree. In addition, a large number of respondents or 23% have remained neutral on this subject, probably out of fear of job loss. Based on earlier research, those working from home were not treated fairly, especially when compared to regular employees. However, an overwhelming positive response suggests that many employers extent their ethical values towards fair treatment outside the organisation and into homes. Another explanation may be related to the high intrinsic motivational value related to working from home. The employee may be undermining or ignoring unfair treatment due to the high level of satisfaction derived from working on flexible terms.
[bookmark: _Toc531928395]4.2 Interviews
What are the major challenges with managing employees working from home?
Manager 2 explains that one of the biggest problems related to managing remote employees is the lack of professional relations, which creates a major disconnect between the firm and employee. Manager 3 further adds by stating that there is no replacement for direct contact and face-to-face interactions, which is vital in building relationships. In addition, according to Manager 1, only performance can be used as a metric for determining rewards, which is difficult as the company often takes into account factors such as ethical behaviour, commitment and value of contribution. Hence, reward management for home-based employees is a challenge as pointed out by Manager 2.
What arrangements has your company made to ensure career development of remote employees?
Manager 4 states the importance of maximising communications between remote employees and teams. Manager 5 further adds by stating that the company has invested and continues to invest in IT and network capabilities to aid communication. These capabilities play a vital role in delivering training programmes, sessions and video conferences for those who work at home as argued by Manager 1. In order to ensure home-based workers are rewarded for their effort, the company has developed a specific reward management strategy. This strategy uses KPIs such as number of tasks completed, deadline adherence and accuracy to help determine rewards as stated by Manager 4.








[bookmark: _Toc531928396]Chapter 5: Conclusion
Literature had suggested that career development may be impacted through limited opportunities for receiving promotions. This notion was proven to be correct, where a clear response was noted which suggested difficulties in attaining vertical career growth. However, the experiment proved two major arguments wrong - Firstly, those working from home were not treated equally. Secondly, working from home prevented skill acquisition. It would seem that responsible business values play a vital role towards career development. Hence, selection of a reputable and trustable will guarantee that individual career development is not affected, even if working from home. The study concludes by answering the research questions. 
[bookmark: _Toc531928397]Research Question 1:
Answer: Based on the survey results working from home does not harm an individual’s career, as long as the brand or company abides to ethical and responsible values. In addition, regulatory frameworks are in place to prevent inequalities at work, which would discourage companies from placing their remote employees at a competitive disadvantage. Furthermore, advance in communication systems means face-to-face interaction can be substituted with ‘telepresence’. While, the survey revealed that those working from home may face difficulty achieving vertical career growth, this may be more related to challenges associated with rewarding remote employees. This is relevant considering that the survey also revealed that the organisation was treating remote employees fairly.
[bookmark: _Toc531928398]Research Question 2:
Answer: Recommendations
· Make it mandatory for employees to visit the offices at least once a week. This will allow interaction and help build professional relations
· Include employees in team meetings through video conferencing 
· Place time limitations over daily working hours by preventing employee access to company portals or office files during off hours
· Include home-based workers in all social events that may occur at work
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Attitudes Towards Fair Treatment


Responses	
Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	20	7	14	8	11	


Attitudes Towards Skill Acquisition


Responses	
Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	33	11	7	5	3	


Attitudes Towards Promotions


Responses	
Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	1	5	20	16	18	
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