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Abstract of the project paper submitted to the Senate of Universiti Tun Abdul Razak in partial

fulfilment of the requirements for the Master of Business Administration.

The Impact of Working from Home on the Banking Sector Employees’ Productivity

in the Klang Valley Area

By

Vikneswary A/P Gunarasa

June 2022

Employees working in a banking business or finance industry in the Klang Valley Area are the
focus of this study, which examines how working from home affects their motivation and
productivity. Working from home has been shown to be a beneficial method of working in the
past due to the widespread availability of.newer technologies. While working from home,
employees' motivation and performance levels were impacted, and this study sought to examine
this in greater detail. Semi-structured questionnaires were carried out as part of this study's
qualitative research technique. Employees' viewpaints and experiences were gathered using this
method, and trends in their motivation and productivity levels while working from home were
evaluated. It was possible for the researcher to record responses viathe google form application.
These responses then were transcribed and tagged so that the researcher could apply a thematic
method to analyze them. According to the findings, working from home boosts morale and
productivity among employees. Even though opinions on whether employees perform better when
they work from home differed, many said that removing the option to work from home would have
a significant impact on their productivity. Working from home has a favorable impact on staff
morale and productivity, which in turn improves employee well-being, work-life harmony, and job
contentment. This was evident in this study. Additionally, if employees are more engaged and
deliver higher-quality work, this is likely to have a positive effect on the company's ability to keep

and grow its workforce.
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CHAPTER 1

INTRODUCTION

1.1 Background of Study

The banking business or industry and how employees inside financial institutions have the
ability to work from home when necessary or when the firm does not demand it will be the
topic of this study. These concepts are also referred to as "working remotely,” "mobile

working," or "agile working.".

Work-life balance can be improved if employees who presently have the option to work from
home are more engaged and productive, according to the findings of this study, which focuses
on the motivation and performance of those employees. The purpose of this research is to learn
more about the benefits-of-working from home and to see if it should be made available to
employees who don't already have the option. The findings of the study will establish whether

or not this is a good thing for staff motivation and performance.

Working from home has evolved as a flexible working strategy throughout the years. It may
now be used in conjunction'with other agile practices. Employees can work from home or any
other location they want with agile-working (CIPD, 2016). Working from home is possible
with this way of operation. There was a 1% increase inthe number of agile workers in Canada
between 2000 and 2008, with the majority of these workers-being university graduates,
according to Turcotte (2010).

1.2 Context

While there has been a recent trend toward more flexible work hours, this research will focus
on the benefits of working from home. A flexible working agreement that permits an employee
to work from home may be combined with other flexible work arrangements, such as part-time
hours or working from home for a portion of the week (ACAS, n.d.). The phrase "working
from home™ will be used throughout this study to refer to this form of flexible work

arrangement.

The opportunity to work from home affects employee motivation and performance, as well as

work-life balance, and it will be feasible to learn more about this by focusing on employees
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who use this option. A key question for this research is: can working from home be as helpful

in the banking industry as it is elsewhere?

1.3 Purpose Statement

While the number of employees working from home has grown, little research has been done
on whether or not this option should be made available to more employees. As a result, this
topic was chosen. Depending on the workload, working from home may become more common

in the banking industry, despite the modest number of employees who now have the choice.

Workers who work from home may be more motivated and more productive, but there is some
debate over the impact that working from home has on these factors. That's why this study is
so important. If this is the case, would it be possible to allow additional employees to try out
this working style? In order-to-achieve high levels of employee satisfaction, it is necessary to
assess the elements that influence employee motivation and performance. An organization's
success is greatly enhanced if its people are satisfied in their jobs. Research on this topic should
be able to provide the bank with findings, conclusions and recommendations based on this
study's findings. An‘understanding. of this newer and changing way of doing business will be

gained from this.

Working from home can benefit employees by allowing them to sustain a healthy balance
between work and life, according to Watson and Lightfoot (2003)..While working from home
may inspire people to work longer hours each day, this study discovered that it can also cause
workers to feel alienated because they are frequently away from the workplace. Furthermore,
this study will look into whether banking employees who work from home are harmed by

isolation.

1.4 Significant of Study

Currently, this study is focused on financial institutions because it is not clear if this technique
of functioning is applicable to all businesses. Whether or not there are any concerns about
employees working from home will be fascinating to see if these concerns can be addressed or
if they act as a complete barrier for this particular company. As part of the investigation, this

study will also look at any issues an employee may have that have an impact on the company.



However, there is little evidence to suggest that flexible working arrangements benefit
employees in any way. For example, it's unclear whether workers who take use of these
arrangements are more motivated, have greater capacity for work, or perform at a higher level

as a result.

Taking a course on working from home will help us understand it better. An inconclusive study
on the impact of remote work on employee motivation and performance. The literature also
focuses on how to work from home in general rather than a specific business. Previous research
on this topic has not considered the impact of employee motivation and performance on the

entire corporation. Why isn't this option available to more employees?

The focus of many recent research has been narrowed down to narrowly defined organizations
or job functions. Wade (2011) interviewed Paul Braun, the managing director of a disaster
claims consultancy firm, and this research focuses on the dangers of working from home for
this firm. As a response to a perceived lack of staff creativity due to the huge number of
employees that worked from-home, other research, such as Pathak, Bathini, and Kandathil
(2015), examined Yahoa's prohibition on working from home. As a result, it will be interesting
to see how this form-of flexible working affects workers in the banking industry. For this
reason, the focus differs from Yahoo's in that the organization sets out to achieve many things
that may affect schedules and flexible warking arrangements. The nature of work at a bank

may be monotonous and repetitive, and it'is not always team oriented.

This study will reveal the realities of working from home in banking. According to Mullins
(2010), new technology has enabled workers to work outside the company, and this study will
investigate the impact on the banking business. Cousins & Robey (2015) investigated how
mobile technology affects and contributes work/life boundaries. This research focuses on how
fresh organizational norms and procedures may be enabled by mobile technologies, such as

mobile working.

Basile and Beauregard (2016) predict that as technology progresses, the use of working from
home will spread and climb dramatically. Other research has reached similar results. There
have been numerous studies on the subject, but the results are mixed when it comes to whether

working from home increases or decreases productivity and morale among employees.

Motivation is a combination of forces that can both energize and maintain an employee's
behavior. Employees will be evaluated to see if they are more motivated to complete tasks,

participate in more diverse activities, provide better customer service, and end working early
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so they may go home earlier. Mullins (2010) claims that performance is a steppingstone to peak
employee production. This study's results will be based on whether employees believe they can

perform better and concentrate better when working from home.

1.5 Research Question

Bank employees or financial industry employees aren't sure how working from home affects
their productivity and motivation. In spite of the claims of some research, it is impossible to
know if those who work from home are more or less motivated while doing so. Studies such
as Canonico (2016) claim that the negative consequences of working from home on corporate
cultures are still up for dispute. In order to better understand how working from home affects
work-life balance, this study will examine how people's motivation and performance levels
differ. Technology is making it easier for people to do their jobs while sitting in front of a
computer screen at home. Some companies, on the other hand, are hesitant to adopt this new
method of working because they are concerned about the implications for their own operations.
The purpose of this study, on the other hand, is to see if workers who are allowed to work from
home are more motivated and productive, Both the employee and the firm would benefit from
this.

This study will aim to answer that question. Researcher: By answering this question, | hope to
demonstrate the level of motivation and performance of remote employees.

“Is working from home perceived as a beneficial or detrimental influence for employees, and

how does this affect their work life balance?”

Following the aforementioned study topic, the following objectives have been defined so that
appropriate data can be gathered. The following objectives have also been set to help collect
the most relevant data required to adequately address the research issue.

e The goal is to analyze data to see if working from home improves motivation,
performance, and work-life balance.

e Determine whether working from home has a negative impact on motivation and
productivity.

e Determine whether working from home has a negative impact on motivation and

productivity.



CHAPTER 2

LITERATURE REVIEW

2.1 Review of related Literature

Performance, according to Mullins (2010), is a steppingstone toward employee performance.
This study will consider whether employees believe they can perform better from home and

focus more on their tasks when they are not distracted by the office atmosphere.

According to the CIPD (2016), organizations use flexible working to allow employees and
employers to meet their own schedule needs. This sort of flexible working allows employees
and companies to work remotely for all or part of the workweek. According to Shorthose
(2004), some private sector companies are slow to adopt this new manner of working. This
study's purpose is to first-describe and explain flexible working's roots. The research will then
look at prior research ‘to see how working from home affects employee motivation,

performance, and work-life balance.

Businesses benefit from mobile .working, yet managing staff successfully is a challenge for
every corporation. Working from home may be appealing to some employers, but not all, says
ACAS (n.d.). Working from home may not be as-beneficial as some other academics claim,
according to Chin (2014), a researcher in the field. Additional ambiguity exists about how
workers divide their working week, for example, working from home days may vary from week
to week. There is also a lack of research on the influence of flexible working hours on employee
well-being, according to Geurts and Demerouti (2003). This is because there are so many
potential benefits and drawbacks that have yet to be discovered. Positive aspects may include
the potential for more employees to work from home thanks to new and improving
technological implementations, while negative aspects may include the challenges employees
face in finding a work-life balance in organizations that are slow to adopt this newer way of

working.

Even though many companies promote mobile working, there is debate over whether working
from home has any detrimental effects on employees, according to Churchard (2015). Working
from home can cause feelings of isolation that would not exist in an office (Mullins, 2010).

Working from home may not be the ideal solution for many employees, according to Tisal and



Awais (2016). Depending on the employee's home situation, this manner of working may work

well for some but not for others, according to Jizba and Kleiner (1990).

Flexible working hours may be advantageous for employees who operate in specific areas of
the firm, such as customer service. Organizations worry that it's tough to tell if those working
from home are really committed to their jobs and doing their best work (Bloom, cited in Timsal
and Awais, 2016). HR has the responsibility of making sure that employees have a positive
experience when working remotely in order to maximize their productivity. According to a
study by Basile and Beauregard (2016), HR can play a key role in ensuring that working from
home is successfully implemented and developed. HR can also play a role in building a more
flexible and varied workplace by properly managing working from home.

A third of employees who work from home feel their supervisors don't support them enough,
according to Barton (2017). According to Canonico, working from home might cause social
and professional isolation (2016). The authors Kattenbach, Demerouti, and Nachreiner (2010)
concluded that HR should be tasked with finding and removing needless limitations. When it
comes to managing this type of work, HR's key goals are predictability and reduced time
constraints. Workers 'should be able to set their own schedules and work hours, the survey
concluded.

2.2 A Historical Perspective on People Working From - Home

Work style has changed in recent years, according to the authors of Kurland & Bailyn (cited in
Tietze & Musson, 2010), based on employee location. Employees are able to carry out their
daily duties at any time and in any location because they have extended their working
environment's location. Based on Ellis, the number of employees working from home in the
United Kingdom has climbed by around a fifth in the last decade (2016).

Men are more likely than women to work from home, according to the TUC (2013), but the
proportion of women doing so has grown significantly in recent years. Even if this study was
not conducted in Malaysia, it is apparent that this manner of working is more developed in

Britain and may have the same impact on Malaysian businesses.

The study by Morley et al (1995) shows that businesses could benefit from more responsive
working practices if they use flexible working strategies. An additional concern raised by this
poll was the low use of flexible work arrangements in Ireland, which included the ability to



work from home. However, the study revealed that various labor market changes, particularly
the crisis, have impacted working practices. As a result of this, flexible working methods have

become more widespread in Ireland.

At the time, the majority of studies focused on classifying employees based on their level of
job satisfaction and work/life balance, as reported by Morganson, Major, Oborn, Verive, and
Heelan (2010). One could have assumed that this book was aimed at people who work in an
office or at home. In the light of this study's findings, more research is needed to focus on

varied work activities and arrangements.

2.3 Lack of Motivation and Productivity among Employees

Firms are now testing new employee development strategies to attract and retain outstanding
personnel, according to Timsal-& Awais (2016). This manner of working allows people to
execute their regular chores while still arranging time for personal tasks, as outlined by James
(2016). Working from home might severely effect business culture, according to Canonico
(2016). Employees are less inclined to accept change unless it is regarded as favorable to their
requirements (CIPD, 2016).

As stated by the CIPD (2016), companies’ can prevent the hazards connected with flexible
working arrangements by treating employees fairly and implementing guidelines such as
providing necessary facilities and equipment, “ensuring employees feel supported, and
considering health and safety.. Any or all of these characteristics may impact employee
engagement, productivity, and overall workplace happiness.

In accordance with Weatherly and Otter, managers have the ability to deny requests from
employees for work flexibility if the business case justifies it (2011). To put it another way,
this could be due to a multitude of factors such as how it affects customer service and how
much money it costs the firm, as well as how difficult it is for an organization to keep track of
the volume and quality of work that has been done. It is likely that these variables could affect
employee performance because it is impossible to tell if they are working at a suitable level or
if they are motivated enough to achieve the best results possible.

Furthermore, any type of work has a lot of disadvantages. Timsal and Awais (2016) believe
that working from home is not optimal for many employees due to the high levels of

concentration, devotion, self-motivation, and control necessary. There are a number of



disadvantages to working remotely, according to James (2016), the most notable of which is
the difficulty to keep one's enthusiasm for one's job and one's ability to be self-disciplined and
self-driven in order to fulfil one's daily responsibilities. There's no mention of how these issues
affect the employee in this section.

Jizba and Kleiner (1990) found that employees who work from home or on the go are less
likely to succeed in their professions. Working from home may limit opportunities for
advancement in areas like communication, cooperation, and interpersonal skills with
coworkers. The monotony of doing the same tasks at home may also limit their opportunities
to develop new abilities. Jizba and Kleiner discovered in 1990 that working from home/mobile
work limits people's capacity to advance in their professions. Employees who work from home
may have fewer opportunity to grow in areas like communication, interaction, and
interpersonal skills. The monotony of their labor at home may also limit their opportunities to

master new skills.

In a research based on the travel company Ctrip, Bloom (2014) found that allowing employees
to work from home increased productivity. However, because this study was conducted with
workers at a contact center, it was simple to measure their performance. On the subject of
working from home at Yahoo, Bloom (2014) was asked if Marissa Mayer was correct in
banning employees from doing so because of a variety of reasons, including low morale in the
organization. For his new-born child while working full-time, lan Wright, a former office
worker, began working from home as a company owner, according to Barton (2017). lan, on
the other hand, quickly discovered he couldn't focus on his job owing to the new baby's needs.
Thus, he initially put his child into daycare, believing that this was to blame for his inability to
focus. This was also a failure, as lan's lack of productivity at home was exacerbated by the
myriad distractions that surrounded him. Instead of working from home anymore, lan has

finally made the decision to lease office space and dedicate himself solely to his business.

This type of work is more efficient and effective, according to Bailey (2012). However, the
London School of Economics and Political Science (2016) showed that these apparent gains
have diminished with time. A transient remedy with minimal long-term benefit if the results of
these two trials disagree. This has the potential to impact workplace happiness, inclusivity, and
work-life balance. Lewis and Humbert (2010), on the other hand, suggest that organizations

should priorities real-world practice above company-specific flexible work regulations.



2.4 Technology

Flexible working choices have expanded as a result of industry changes and improvements,
giving companies more leeway to accommodate more of their workforce in this way of
working. Since 2005, the number of employees working from home has increased by 4.2
million, according to a CIPD report by Churchard (2015). Roberts (2010), in a podcast,
explores how many hours a day UK professionals spend commuting to and from work.
Employees are able to use more flexible working practices due to the shift in working methods,
which reduces travel time and has a good impact on current environmental challenges, as

discussed in this episode.

According to Timsal and Awais (2016), new technologies have made it possible to work from
home. Modern technology has made it possible for workers to work from anywhere and at any
time, however research by Cole (2016) reveals that this flexibility may be at the expense of
psychological detachment for those who work from home. In addition, some organizations
have been influenced by new and creative ideas. Innovation and delivery performance were
severely impacted by working from home, suggesting that this type of working may have a

detrimental impact on-employee and employer motivation.

Yahoo is a good example of a corporation that enforced a ban on employees working from
home across the board. Employee and employer metivation and performance may both be
impacted negatively by working from home, according to research conducted by Yahoo (Arun
Pathak et al, 2015). According to this research, office workers have better levels of
communication since they are able to engage more effectively and positively. Some companies
have even attempted to ban the use of telecommuting, such as Best Buy (Basile and
Beauregard, 2016).

Arun Pathak et al (2015) study how other technology and IT-based firms, such as Google and
Hewlett-Packard, have imposed limits on working from home. According to The Irish Times,
Apple and Amazon priorities hiring employees who work from home, such as customer service
reps. Companies deploy these personnel to save office space and reduce absenteeism (Reddan,
2015). According to Miles (2016) for the CIPD, technological advancements have increased

the number of people working from home.

Laptop computer and software performance, cost, and availability have all helped firms in
recent years to allow employees to work from home. The availability of broadband in most

houses has made it easier for people to work from home. Mobile phone and laptop use has
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allowed firms to increase their options for allowing employees to work from home, potentially
reducing costs. According to numerous sources, flexible working methods are becoming
increasingly dependent on technology. However, these studies do not indicate how this affects

employees.

Workplace flexibility is no longer a question for employees, according to Dixon (2014),
because technology has made it possible for them to work from a variety of locations, such as
accepting business calls on their mobile devices. Businesses are now using “tracking software
and other Big Brother inspections” (Shellenbarger, 2012) as a means of determining whether
or not their employees are actually working because of the tremendous advancement in
technology and the spike in flexible employment (Shellenbarger, 2012).

2.5 Work Life Balance

Tietze and Musson (2010) claim that a cultural shift in the way managers work has them
questioning their capacity to work from home. Rather than just focusing on work-life balance,
the authors of this study advise businesses to consider their employees' viewpoints on working
from home. For example, each.employee may have various definitions of "working from home™

and "work-life balance."

This may imply that the approach isn't reliable or consistent. As a result, full-time management
is dubious. According to McCartney and Evans (2005), upper-level staff support is critical to
an organization's success. According to Peters, Den Dulk, and De Ruijter (2010), working from
home has an impact on general management and how organizations can alter their daily job
obligations to meet internal and external expectations. Despite this, the researchers recommend
more research on mobile working and the impact of environmental changes on managerial

attitudes.

Timsal and Awais (2016) claim that working from home provides employees with more
freedom, better work-life balance, and the potential for superior performance. McCartney and
Evans (2005) discovered that working from home does not allow employees to establish a

favorable work/life balance.

Working from home, according to Anderson and Kelliher (2009), increases staff loyalty and
job satisfaction. Working from home has many advantages for employees, including increased
flexibility and reduced commute time, adds Turcotte (2010). According to Barton, working
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from home boosts job satisfaction (2017). Bloom (2014) states that happy employees are less

inclined to switch employment.

McCartney and Evans (2005) concluded that flexible work options, such as working from
home, offered significant benefits for pharmaceutical companies, including Lilly UK. This
organization uses flexible working options, such as working from home, to recruit, retain, and
encourage people. In an interview conducted by Anderson and Kelliher (2009) on flexible
working, one employee stated that the organization was able to retain personnel by giving

flexible work schedules.

Working from home is also described as 'boundaryless' work, according to Mellner, Kecklund,
Kompier, Sariaslan, and Aronsson (2016). The researchers found that those who work long
hours may be weak in psychological distance. A worker who works from home is more likely

to be connected to the internet and accessible to their company.

On average, Canadians who worked from home for more than 10 hours per week were
dissatisfied with their work-life balance. Frustrated workers worked more than 10 hours per
week, 14% worked less, and 12% did not work from home at all. Working from home for more

than 10 hours per ' week reduced. job satisfaction.

2.6 Employers

There are several elements that must be considered when an organization implements a flexible

work strategy, according to McCartney and Evans (2005).

e To connect the policy with the business plan of the organization.

e Communicating with all employees, taking into account their ideas;

e Providing the required equipment and resources so that both managers and employees
can effectively perform their jobs, for example on par with what they would do in an

office environment.

Employers are increasingly adopting flexible work practices because of the market and because
they can be extremely effective in the workplace, according to Kattenbach, Demerouti, and
Nachreiner (2010). Businesses and employees have also been impacted by this shift, although
no conclusions have been formed regarding how they were affected. According to ACAS,

businesses are increasingly allowing employees to work from home (n.d.). They claim this to
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be true. Because it saves money and allows for more space in the office, Barton (2017) believes
that some firms are employing hot-desking to encourage more employees to work from home,

which is a win-win for the company.

2.7 Summary

Many of the studies we reviewed demonstrate that being able to work from home is a beneficial
experience. Yet little is known about the motivational and performance effects of people
working from home. Consider the impact on employees and their feelings when changes are
made to their work environments. Because of the profound impact that technology has had on
our daily lives, more and more people are choosing to work from home. In contrast, the goal
of this research is to close the motivation and performance gap that still exists among
employees.

Following that, this study will look into motivation, performance, and work-life balance to
determine whether or not this manner of working should be adopted by more departments
inside the bank. Jizba and Kleiner (1990) stated that this manner of working might be beneficial

for certain people, but it might not be beneficial for others.

2.8 Conceptual Framework

~. H5 ;
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2.9 Hypothesis

H1 - Bank employees working from home has a positive impact on work life balance
H2 - Work from home improves bank employee productivity

H3 - Work from home has a positive impact on job satisfaction

H4 - Job satisfaction has a positive impact on productivity

H5 - Work from home has a positive impact on employee productivity
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CHAPTER 3
METHODOLOGY
3.1 Method

Numerous research efforts will be required to obtain a deeper knowledge of working from
home and to address the study plan's questions. It is possible to do research in a variety of
different ways, including quantitative and qualitative approaches. Here, we'll look at a number
of different research methodologies in order to identify which one is most fit for this particular
topic. There will be details on the procedures that were utilized to obtain the data, as well as

any ethical considerations or limits that may have existed at the time of data collection.

3.2 Research Philosophy

The way a researcher views the world is reflected in their research philosophy. Hypotheses are
utilized to support the overall research approach as well as the specific research methodology
employed in the study. They must be relevant and useful to the research project at hand
(Saunders, Lewis, Thornhill; 2009).

According to Modell, ontology and epistemology may be difficult to categories or group
together because of their overlapping nature (2009). In addition, Saunders et al. (2012) used
their research onion, which they describe as a tool for peelingback each layer of the onion in
order to arrive at a study plan that is effective. Researchers may find it useful to apply
philosophical viewpoints such as ontology and epistemology to aid them in the planning and

design of their research projects.

3.3 Ontology

According to Marks and Yardley, it is the notion of what may be understood about reality by
scientific investigation (2004). Specifically, constructivism is an ontological stance that asserts
that modern events are always changing, and that this may be linked to a lack of knowledge in
the social world, as stated by Bryman and Bell (2011) in their work on constructivism. Because
of the methods employed, they were need to exert a great deal more caution when carrying out

their investigation.
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3. 4 Epistemology

Marks and Yardley call it epistemology (2004). It refers to the process by which new
information is acquired. While the natural sciences are frequently associated with quantitative
study, this isn't always the case with positivism, which has a different epistemological
viewpoint (Bryman and Bell 2011). However, interpretivism is the philosophical perspective
employed in this study, which focuses on people's values, actions, emotions, and perspectives
on the world (Pease, 2013). A qualitative research approach is more likely to be the primary
method used in a study focusing on constructivism and interpretivism, according to the findings
(Pease, 2013).

3. 5 Qualitative vs. Quantitative

However, Kapoulas and-Mitic(2012) state that there is much ambiguity as to whether this
interest in qualitative research will continue. There is a great deal of uncertainty because
alternative data collection methods may be used in the future. Some academics have expressed
displeasure with the use of questionnaires for qualitative data gathering because of the language
used, how the material is presented, and what they discover. This is further supported by Qu
and Dumay (2011).

According to Neuman and Jankowicz (quoted in Anderson, 2009), the two most prevalent
methods of gathering data, quantitative and qualitative, have significant distinctions. In their
research, Neuman and Jankowicz stated that quantitative data would be more about looking at
statistics, whereas qualitative data would be more about looking at themes that emerged from
a variety of sources. There is a general concentration on language in qualitative research and
the ability to go into greater depth in quantitative research, according to Jankowicz and

Neuman.

It is possible to plan out the research in advance using quantitative data analysis, according to
Saunders, Lewis, and Thornhill (2012). It is possible for the method to modify and adapt as the
study progresses with qualitative data analysis, on the other hand. When conducting
questionnaires, for example, the questions could be generated and/or enlarged as necessary.
Also, according to the University of Wisconsin, quantitative research is based on objective

data, whereas qualitative research is based on subjective data.
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3. 6 Mixed Methods

e In their research, several scientists are considering utilizing a combination of different
research methods. Qualitative and quantitative data would be examined in this study.
According to Anderson, results from mixed method research can be displayed using a
variety of sources (2009).

e There has been a change in research questions. quantitative and qualitative aspects
should be given the same attention

e HR issues have changed in terms of both the macro (quantitative) and the micro

(qualitative) in order to get an overall picture of how things are going.

This study would not have benefited from a mixed methods approach because combining and
combining the results of quantitative and qualitative research can be difficult. Even so,
according to Creswell (2013), a more complete picture can be gained by employing a
combination of quantitative and qualitative methodologies. There are some who believe that
because mixed methods research is'a newer.and more common method, it's not as good as
either quantitative or qualitative research. This gives the impression that this strategy is inferior
to either of the other two.

3.7 Choice of Research Methodology

Taylor, Bogdan, and DeVault (2015) wrote in their 2015 paper that it has to do with how people
approach problem solving and doing tasks. In order to acquire a better understanding of what
people believed and how they characterized their experiences, qualitative research was done in
this study. According to Gopaldas, qualitative research methodologies are crucial for the
majority of investigations (2016). Thus, a better grasp of relevant literature, proposed issues,
and hypothetical study topics can be achieved through the collection of data through these
methods. Qualitative research examines people's perceptions of a situation and how that affects

their behavior (Neuman and Jankowicz, cited in Anderson, 2009).

This research will benefit greatly from a qualitative method because people's attitudes of
working from home have evolved significantly over time, and there is growing concern about
the implications for both employees and companies. According to the findings of this study, a

qualitative technique allows researchers to expand on theory rather than simply test it

16



(Anderson, 2009). This is critical to the study's findings, which center on people's attitudes and
perceptions of working from home. In this study, a quantitative method would have been less
beneficial because it will only look at how many employees felt more motivated when they
worked from home, rather than how many employees actually claimed they felt motivated. For
this reason, it was able to draw more accurate findings because it had access to a wider range

of viewpoints.

It was possible to provide recommendations to the company about working from home because
of the findings and conclusions that were obtained using this type of data collection method.
The "research question™ section's goals and objectives were set in motion to achieve these
outcomes. Researcher's conclusions and recommendations may have been different as a result
of this.

3. 8 Data Collection

In order to conduct this study effectively, it was necessary to consider numerous factors, such
as the intended audience, the number of participants, the methodology employed, and the
questions posed in order to answer the research questions.(Bryman and Bell, 2011). The study's

method of investigation was to .conduct structured questionnaires with participants.

Structured questionnaires provide for flexibility in.the survey agenda as the questionnaire
develops, according to them. Spender picked structured questionnaires because he thought they
allowed for unstructured interviews and informal agreement on. the participants and the study

question.

After considering structured questionnaires, Lucie (Cited in Bryman and Bell, 2011)
concluded the researcher can present more general questions because they already know their
study's objectives while using this approach to data collecting. Researchers can seek more
unstructured inquiries and questions as the study goes because they know what areas need to

be addressed and what the answers are when they employ this strategy.

Other forms of queries, such as organized and unstructured interviews, were also investigated.
These are more frequent in quantitative research and would not be used here. Structured
questionnaires are used to assure the researches validity and measurement (Bryman and Bell,
2011). The researcher must be able to relate the open-ended question to the main study
problem. The participants will thereafter be allowed to express themselves via the google form.
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3.9 Data collection — Factors for consideration

Research methodologies and data gathering procedures were examined in order to
discover the best strategy to conduct this study. It was thus manner that the most relevant
information could be accessed and utilized. The following considerations had to be made when

employing a qualitative data collection technique:

e Responses

e To explain the questionnaires framework and provide participants instructions. A
thorough explanation of what is expected of the participant and how the questionnaire
is shaped is critical to the success of the study, and it may help the participant feel more
at ease.

e As a result, the questions were separated so that the first set was quick hits and the
second set allowed for more detail if wanted. As a result, the participant will be less

overwhelmed by the study's questions.

3.10 Feasibility Study

Using this technique, researchers can be sure that the survey questions are relevant, there are
no repeats, and that their method'works well'in. general (Bryman & Bell, 2011). The pilot study
used a person who works from home, based on the questions in appendix 1. Because there was
a lot of repetition and overlap in the questions, this allowedthe questions to be reworded a bit.
Based on this study's objectives, each question was crafted in such'a way that it was relevant
to all of the study's objectives. In addition, pilot research provided an indication of the length

of each questionnaires.

No matter how many questions posed via the google form, the researcher will be able to tell if
we asked too many or too few questions based on their responses. As a result of this study, the
number of questions presented changed. There is a list of the finalized questions included in
the appendices. In order to avoid the participant giving the same responses over and over again,
some of the original questions had to be reworded.

Because questionnaire method was employed in this study, it was straightforward to alter and
change the questions as the study progressed. However, if quantitative data was used, this

would not be possible because the questions cannot be simply modified.
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3. 11 Data Collection Sample

The research could continue after a pilot trial. People who work from home were chosen as the
target audience for this study. Choosing a sample size for a study might be difficult because of
time and expense constraints. Limitations like how long it will take to analyze the data and
whether or not it cost anything are included in this category. These considerations had to be
taken into account when deciding on the sample size.

Talking to other employees and managers in the organization who had worked from home
before, we were able to identify potential participants for the study. Appendix 3 contains a copy
of the email addressed to these workers. These workers were contacted through email to see
whether they'd be interested in participating in the study after their identities had been
discovered. The corporations jointly sent the email to 250 of its employees. | had aimed for a
response rate of 200, but only 161 employees took the time to answer. This study would be
able to collect adequate data since there would be enough of time for questionnaires and an
abundance of data to analyze. if all 161 participants who answered said they were willing to

participate.

3.12 Data Collection Procedure

The Data was collected using the google form application. The link for the google form was
attached along with the email detailing the research specifications.. The employees need to fill
in the answers for the questionnaires using the google form and thereafter submit those
answers. The google form will record these answers and tabulates each response in an Excel

sheet format in order for the researcher to tabulate and triangulate the responses.

3.13 Data Analysis

Analyzing data in a way that allows researchers to display their findings and talk about their
discoveries is essential in any study. In qualitative research, Turunen (2013) identifies content

analysis and thematic analysis as the two primary methods for examining the data's content.

It is generally the case that the researcher receives a list of attributes and the frequency with
which the occurrence occurred using content analysis (Marks and Yardley, 2004). From the

collection of data, this information is derived.
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Thematic analysis, on the other hand, was utilized to examine qualitative data in this study.
Analysis of qualitative data can be regarded as a flexible method of identifying reporting
patterns, such as themes, in the data. Thematic analysis (Braun and Clarke, 2006). A thematic
analysis, on the other hand, focuses just on the data's emerging patterns, rather than the entire
dataset (Marks and Yardley, 2004). The researcher will be able to look at and identify the main
themes from the data collection in order to analyze the responses offered by respondents. Using
this method, it is possible to identify patterns in the data that was gathered (Braun and Clarke,
2006).

3.14 Ethical Considerations

After analyzing the preceding issues, more ethical questions arise. Some of the study's
volunteers may not be able to work five days a week due to family illness or other personal
reasons. After this, there would be no more ethical difficulties. Their remarks would not be
linked to them personally and whatever information they provided would be kept totally
confidential. Each participant in the study had to complete a consent form (Appendix 5). It
covered all of these topics.

The researcher required to be'sensitive to each participant's needs if there were any potential
risks. Due to the likelihood of some participants being distressed by certain topics (University
of Greenwich, n.d.). It was unlikely that any issues would have arisen due to the study's vast

scope. Everyone knew they could go at any time.

It was also important to properly collect and manage all participant data. This was done to
verify that no one else had access to, misplaced, or erased the data. The google form was
produced from the researcher’s personal Gmail account, hence the results were only accessible
by the researcher, allowing researchers to maintain control of the data. Since 1988 and 2003,
the Data Protection Acts required that data be kept only as long as needed (Data Protection
Commissioner, n.d.). All questionnaire transcripts were saved on a laptop in a safe folder.
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CHAPTER 4
RESULTS & DISCUSSION
4.1 Findings

This study's findings helped answer the research question. The data collected revealed five
things about remote workers' motivation and performance. The 9 participants in this study work
for a bank and can now work from home, as stated previously. Using structured questionnaire,

As a result, the researcher has a lot of data to work with.

4. 2 Thematic Analysis
Below are the themes that is identified from the study:

Varying levels of Individual preferences
Motivation & performance levels
The key factor is work life balance

Isolated Workplace

o > W N oE

Technology influence

A number of questions were addressed about working from home and how it influenced their

motivation and performance. Participants in the survey commended working from home.

4. 3 Theme 1 — Individual Preferences

In each of the questionnaire, respondents expressed their delight at being able to work from

home. 70% of the responses recorded convenience via Q4.

Researcher found that working from home was more productive since there were less
interruptions, according to the study's 162 participants. Similarly, majority of the responses
recorded also shows that the participants are more comfortable to work from home as it is more
conducive. We can conclude that working from home provides the ultimate comfort and
conveniences as the responses recorded that, most of them get to work in a homely

environment.

Working from home appeals to a wide range of people for a variety of reasons. Commuter

times can be significantly reduced by working from home, according to several participants in
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this study. When there is less commute or use of transportation, then there is more cost savings

for the participants.

4.4 Theme 2 — Levels of Motivation and Performance

Majority of participants said working from home enhanced their motivation. Working in a
comfortable environment boost morale and allows them to work happily. Being in a familiar
environment would allow the participants to be more driven to get the work done. On top of
that, there is no restrictions on the dress code or break times. The participants presented that
with zero monitoring or SOPs, they feel more motivated to complete their work. Further to
that, majority of the participants also presented high levels of productivity with increased levels

of motivation. This presented positive reinforcements to the participants. z

Participants were asked how:-they thought their performance would change if working from
home was no longer a possibility. Several of the participants indicated working from home
would impair their performance, while several others felt it would have both a good and
negative effect.

Few of participants were conflicted . between the positive and negative implications of
eliminating the possibility of working from'home. However, members show their devotion to

the company by working from home when‘necessary.

4.5 Theme 3 - Work Life balance

The study indicated that motivated persons have a better work-life balance. Many of the
participants were able to spend more quality time with their families at the same time they were
also able to pursue extracurriculars activities or hobbies or even a night out with friends. The
majority of survey participants stated that working from home increased their motivation and

improved their work-life balance.

4. 6 Theme 4 — Isolation from the workplace

While most participants enjoyed working from home, they also felt alone. In a normal office

environment or setting, there will other staffs which results in having someone there all the
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time. Further to this, the participants are able communicate and share ideas in a normal office
setting, however, when working from home, although many participants claim the environment
is homely, comfy and peaceful, they do not have any interactions or limited interaction. This
may affect their morale and they may feel isolated.

4.7 Theme 5 — Technology as a driver

During the questionnaire, participants were asked if they sensed any limits or problems that
could affect their motivation and effectiveness while working from home. Majority of the
participants informed that there are no limitations as many of their employer is providing some
form of support when working from home. The support is in the form of providing broadband
services, subsidize the internet charges and etc. Technology is available and it allows for the
participant to successfully complete their work without any hindrance or down time.

4.8 Summary

When the researcher, reviews each of the 162 participants responses whether they preferred
working from home or in an office, they-unanimously stated that it was a 50/50 split. These
simple themes and conclusions clearly outline the benefits and cons.of remote employee

engagement and performance.

4. 9 Discussion

Overall, there has been a lot of research done about working from home, which has helped this
study reach its goals and aims. Some critical questions were posed at the outset of this
investigation. We looked at a variety of sources and conducted qualitative research to get to
the bottom of these questions. After that, the following debate was compiled. Using semi-
structured questionnaires to obtain data, this section examines the results presented in this

manner.

Research on working from home is extensive, and it has helped this study attain its goals and
objectives. When this investigation began, it posed a number of critical questions. In order to

answer these questions, we looked at a variety of sources and conducted qualitative research.
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Finally, the following debate was compiled. Using semi-structured questionnaires to gather

data, this section examines the results presented this way.

4.9.1 Discussion - Theme 1 — Individual Preferences

Working from home was clearly a favorable experience for most employees. Many
organizations regard mobile working as a positive manner of working, as mentioned by
Churchard (2015). This study backs it up. Working from home may appear beneficial to some,
but not all organizations, according to previous research (ACAS, n.d.).

Working from home was useful for the study's participants, according to majority of
participants. Likely reasons for working from home include more flexibility, peaceful

environment, less travel or commute time and etc.

People who work from-home-are more enthused and productive than those who work in an
office because they have a greater sense of well-being. James (2016) concurs with this
findings. Employees think this manner of working allows them to handle their daily
responsibilities as well as personal tasks. They also said they would be more stressed and see
a negative impact if the opportunity to work from home was withdrawn. The ability to work
from home has been shown to improve’employee satisfaction, which in turn improves
motivation and productivity. This study suggests that increasing these levels improves work-
life balance. Working from home provides employees with-freedom, flexibility and allows

them to stay focused.

4. 9.2 Discussion — Theme 2 — Levels of Motivation and Performance

It was critical to track the evolution of both employee motivation and performance over time
in this study, which examined the effects of working from home on both. People who conducted
this study intended to find out if working from home makes people more motivated and more
productive. To test if this had any effect on how well they could perform and have a balanced
life at work, they also decided to conduct an experiment. The majority of persons who worked
from home were more motivated than those who didn't work from home, according to the

responses.
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Working from home often makes employees feel like they have to put in more effort or achieve
more goals because they are not truly working. However, Watson and Lightfoot (2003) feel
that those who work from home work longer hours. Roberts (2010) examined how employees
in the UK commute for over 22 million hours every day and how changes in working patterns,
such as flexible working practises, will reduce travel times and so be more environmentally

friendly.

These findings are in line with other studies, such as Anderson and Kelliher (2009), which
found that an organization that offered flexible work schedules was able to keep its employees.
While the majority of individuals had the same opinion about performance levels, there are a
few participants with different opinions about them.

All participants in this study agreed that their performance might be effected if they could no
longer work from home, as shown by the results. Because it appears to have a significant impact
on employee motivation and performance, this method of working should be implemented as
widely as possible in the workplace. Timsal and Awais (2016) observed that organizations are
seeking for new ways to keep and grow their personnel, and that people are interested in
working for companies who are flexible all over the place right now. Because employees value
working from home so highly and would be "hugely dissatisfied" if the option were removed,
it is reasonable to assume that they ‘would become less committed, demotivated, and

disengaged in their jobs if the option were removed.

The literature and the conclusions of this investigation are slightly at odds. Because there are
no interruptions, employees can perform and concentrate better when working from home.
While lan Wright worked from home to be more productive and perform better, he said he had

more distractions, which Barton investigated in (2017).

There is a contradiction here since while individuals in this survey found that there were little
distractions at home, lan Wright looked to have many more distractions than he did at the
workplace, e.g. a newborn infant at home. In a workplace full of distractions, this study's

findings suggest that participants themselves may reduce workplace distractions.
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4.9.3 Discussion - Theme 3 — Work Life Balance

Timsal and Awais claim that work-life balance benefits all employees (2016) Working from
home offers employee’s flexibility, a better work-life balance, and the possibility for higher
productivity. This shows that employees can push through work and perform to a higher
standard to stay motivated and spend time with their families. To investigate the impact of
working from home on psychological detachment, Mellner et al (2016) claimed that working

from home constituted ‘boundaryless' work.

4.9.4 Discussion - Theme 4 — Isolation

This issue was offered to the researcher via the questionnaire and was not chosen for this study,
however participants mentioned it as a crucial factor they had difficulty adapting to. An isolated
and lonely work environment.can-have an adverse effect on an employee's motivation and
performance, according to the findings of this study. This is consistent with Mullins (2010),
who found that people who work from home experience a sensation of loneliness that they
don't while they're in the office.

Even if there is a fear of being alone, employees found that striking the right balance between
time spent in the office and time spent working from home was the most effective way to
achieve their goals. In their study, Shellenbarger (2012) found that there was a sense of
uncertainty about how employees were dividing their working week, such as the number of
days they worked from home. Because employees may work from home when they want,
isolation isn't as important as it once was, according to this study's findings. Also, facts reveal

that people who work from home can't do so full-time due to isolation.

4.9.5 Discussion — Theme 5 — Technology as a driver

The literature and this study's findings clearly show that technology has advanced, Timsal and
Awais (2016) point out that new technology has enabled working from home. Newer
technologies provide for greater location and time flexibility, yet there is no evidence of
detrimental consequences on workers. According to Miles (2016) for the CIPD, and this study's

participants, employees are increasingly working from home due to technological advances.
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However, technological issues aren't addressed in existing literature. The productivity and

morale of employees who work from home will suffer if their technology is inefficient.

4.10 Discussion — Study Objectives

Each of the study's objectives was met and was discovered in each of the themes. We will

discuss how the findings of this study aided us in reaching each of these aims.

To begin, the study's overarching research question was "Is working from home viewed as
having a beneficial or negative influence on employees, and how does this affect their work-
life balance?" By and large, working from home significantly boosts motivation and
performance, which benefits work-life balance. The following study objectives demonstrate
this.

4. 10.1 Discussion — Objective 1

"To gain an understanding .of the impact of working from home on employee motivation and

performance levels."

Throughout the questionnaire, participants commented on how working from home kept them
motivated. When asked why they liked working from'home, the participants in this study cited
independence and flexibility as major motivators. Participants’ comments to this study revealed

a general sense of optimism about the participants' motivation and performance levels.

4.10.2 Discussion — Objective 2

"To conduct a critical analysis of data obtained in order to determine whether working from
home increases motivation and performance and, if so, whether this has an effect on work-life

balance."

According to section 5.2 of this study, employees' motivation and performance levels rose
when they were given the possibility to work from home. An additional finding that came out
of this research was that the work-life balance of employees was positively impacted by their

motivation and performance levels.
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4.10.3 Discussion — Objective 3

“To assess whether there are any negative factors that could affect motivation and

performance whilst working from home”

Managers need to be aware of and endeavor to overcome the two primary elements that arose
from this study's findings and discussion section. Technology and solitude were identified as
two of the study's major drawbacks. Isolation and technological problems can both have a
negative impact on employee motivation and performance. As a result, employees may be less
motivated and less likely to fulfil their goals. Organizations can seek to overcome these
restrictions by focusing their efforts on them.

4.10.4 Discussion — Objective 4

“To see whether there are-any-routine activities that can be incorporated into firms to boost

employee motivation and performance levels over the next year”

According to the study's recommendations, a Team Development Strategy should be
implemented to make employees feel more active, included, and engaged. The literature and
this study's findings showed that remote workers suffer from isolation and time away from the

office.

4.11 Limitations

There will always be factors to consider when conducting research. The following problems

were identified and addressed as a result of semi-structured questionnaires.

Researchers that employ semi-structured questionnaires have difficulty probing subjects since
it is not face to face engagement and the response is only once, hence the researcher is not able

to go back and clarify the responses should there be any.

As the questionnaire is lengthy with majority questions requiring short paragraph or long
paragraph answer, participants may be eager to complete the questionnaire, while in the

process, may not grasp full understanding of the questions.

28



CHAPTER 5

CONCLUSION

5.1 Conclusion

When it comes to their work-life balance, persons who work from home tend to have a better
work-life balance than those who work in an office. Semi-structured questionnaires and a wide
variety of data from banking/financial industry employees were used to produce this research.
'Research question' section defined four primary objectives for the project. Some research
shows that working from home improves motivation and performance, and this is backed up
by a number of studies. It is in this area that the findings will be briefly summarized, as well as

ideas for how to improve them.

There was a void in the-body-of knowledge on working from home that necessitated this
investigation. Literature has stated that working from home is beneficial to workers, and
improved technology has made this possible. Research on how working from home affects
motivation and productivity was lacking before to this study, which the researcher filled.
Currently, technology companies-like Dell are the subject of most study into working from
home. Research on working from-home has‘been dominated by technology companies, such as
Dell, hence the banking industry was chosen for this study. It was necessary to do a more
thorough investigation to determine whether employees who worked from home were more
motivated and produced better work, and if so, why can't more employees at a bank work from

home?

In general, working from home has a lot of advantages, according to this research. Due to past
research and this study, this is the case. People who work from home have a higher level of
motivation than those who work in an office, according to this research, since they believe they
can get through their workload and complete the task at hand. Because they could not spend as
much time with their families if they worked full-time in an office, many respondents indicated
that working from home increased their motivation to complete their jobs. Many people also
reported that working from home improved their work-life balance because they were more
productive, had more motivation, and were happier, more engaged, and more satisfied with

their careers.
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The ability to undertake non-work-related activities is an important motivator for people who
work from home. Working from home allowed employees to maintain their work-life balance
because they were self-disciplined. It is possible, for example, to organize their work schedules
around their personal obligations.

People who worked from home had higher levels of productivity because they were more
inclined to complete their tasks. There will be a positive impact on the company's bottom line
since employees will be more motivated to maintain and enhance their current levels of
productivity. Three employees were identified as "fence sitters™ as a result of the investigation.
If working from home was no longer an option in the workplace, how would participants feel
about their performance? None of the three employees' explanations for why they didn't think

working from home would impair their performance actually referred to working from home.

Due to the fact that people may perceive questions in a way that isn't how they were initially
intended, researchers have to be careful while conducting studies because of this. In spite of
this, these folks were candid about the factors that made working from home tough for them,
such as being alone and having to utilize technology. Many of those who took part in the
research noted one or the other of these things. They also said that some of the technology was
demoralizing. According to Miles. (2016), a former CIPD employee, technological
advancements have made working from‘home more convenient for many people. There have
never been so many people working from home.‘We've already mentioned that software and

log-in issues were a major concern for workers.

Motivation and performance can be harmed by a number of factors, including isolation.
Employees blamed a lack of communication and a sense of belonging on this. An individual

may work from home only two or three days a week to achieve a "balance.”

Workers' motivation and output were found to be affected, which in turn affected their work-
life balance. As a result, no matter what form of working arrangement an organization chooses,

there will always be negative aspects to consider, discuss, and resolve.

Managers in banking organizations may want to look into introducing this type of working into
other departments of the bank, as it is obvious from this research that working from home
enhances employee engagement, performance, and work-life balance. In spite of this, a great
deal of work remains. For both the person and the organization, there could be more research

done into how working from home compares to working in an office.
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5.2 Recommendations

It is our hope that the information provided here will be useful to banks and other organizations
looking to hire more remote workers. Working from home has been proved to have a significant
positive impact on both staff morale and productivity in the past. People who work from home

have been given the following ideas on how to adapt new organizational practices.

5.2.1 Recommendation 1 — Working from Home, Implementation

e Companies should consider placing more employees in positions that allow them to
work from home, such as sales or customer service, because the benefits of this
arrangement far outweigh the disadvantages.

e As arecommendation, this method of working could be implemented in other areas of
the company. This'might be tested at a few locations within the bank.

e The company's HR department would need to ensure that all of its employees' contracts
were in compliance with the company's policy of agile working. These are worthy of
investigation.

e Asthis is a process that will-need to be adopted inside the organization, the timescale
for introducing this should be roughly 6 months: In order to execute this newer way of
working, there must be a local agreement with employees, and this must ensure that
managers are satisfied with the requirements.and the reasons for doing so

e Working in this manner may save the company money because it frees up office space
and reduces the requirement for office buildings.

e We want to cut down on how much office space we need

e Senior management might organize routine follow-up meetings with all managers to

explicitly look at the effect this has had on employee relationships and workload.
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5.2.2 Recommendation 2 — Review current facilities

Check your workplace to see if it has the right tools for you to work from home.

A lot of people thought that technology was their main problem.

Because the business will need to ensure that its IT infrastructure is capable of
supporting the working arrangement to be adopted with secure network connections,
this advice could be used in conjunction with the first one mentioned above.

As long as each employee has the same software and equipment they would have at
work, the company can allow them to work from home.

This should be done every eight months to make sure that the facilities support is good.

5.2.3 Recommendation 3 — Initiation of a mentoring program

Work-from-home employees can learn from one another's mistakes and successes by
participating in a formal mentoring program set up by their employers.

This might be done as soon as employees are offered the option of working from home.
They'll get a better sense of how to organize their time and workspace at home after
reading this.

People who are currently working from home or who work in HR can serve as
facilitators.

A mentoring program should not incur any additional costs other than the mentor's time,
which he or she must give up so that employees can share their own experiences. This

could be done by checking in with managers often.

5.2.4 Recommendation 4 - Team Development Strategy

Remote workers often feel isolated, so a team-building technique should be
implemented to make them feel more connected. * It is the responsibility of HR to
ensure that this is done on a daily basis.

In this way, all employees will be informed of upcoming assignments and projects as
well as important company news and HR publications. This necessitates regular face-

to-face interactions amongst team members.
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In order to ensure that employees have an opportunity to voice their opinions on
whether or not this new method of working is beneficial to both them and the
organization, this should be implemented.

In addition, there shouldn't be any fees associated with this. In light of the strategy's
requirements, however, the cost would need to be rethought.

Every three months, HR should verify that the process is working properly for both

managers and employees.
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APPENDICES



Appendix 1 — Survey Questions (15t Draft for Pilot Study)

1. State the number of months or years you have worked for the organization?

2.

10.

11.

12.

13.

14.

15.

16.

17.

18.

State the number of months or years you have been working from home?
How often do you work from home per week?

What is the reason you work from home?

Is your work full time or part time?

Do you work in multiple locations? (Otherwise known as mobile working)
Do you enjoy working from home?

What is your job functions that enables you to work from home?

How importantis it for you to have the option of working from home &
Why?

At home, how is your working environment like?

What is your preference when it comes.to working from home or working
in an office environment? Why?

Do you have experience of work/life balance while working from home?

What is your typical day like while working from-home, e.g.
working in the mornings/evenings

How do you think working from home influences your motivation levels?

Do you feel your motivation levels would be affected positively or
negatively if working from home was no longer an option in your
workplace?

How do you feel when working from home influences your
performance levels?

Do you have any experiences of communicating and interacting with other
colleagues while working from home?

Do you get any support from your organization? And what kind of support?
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19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

Does the level of support you receive from your organization affect how
many days you work from home per week?

Do you miss working in an office environment full time?

Do you feel like you get distracted easily? (Can you expand on this?)

In what way does this affect your motivation and performance levels?

How do you feel working from home impacts your ability to complete
work tasks?

Are you able to switch off from work? (Do you feel you find yourself
working longer hours)

What is your opinion on more people within your workplace being
offered the opportunity of working from home?

In general, do-you feel there are any limitations surrounding working from
home with regardsto your motivation and performance levels?

Would there be a main challenge that'you would face on a regular basis
while working from home?

Are there any additional comments you wish you make regarding working
from home / mobile working?
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Appendix 2 — Final questionnaire

W N U A W N

[ e}
N R O

13.
14.

15.

16.

17.

18.

19.
20.

State the number of months or years you have worked for the organization?
Is your position full time or part time?

State the months or years you are working from home?

What is the reason(s) you work from home?

How often do you work from home per week?

What is your job functions that it enables you to work from home?

Do you work in multiple locations? (Otherwise known as mobile working)
Is it important for you to have the option of working from home & Why?

If you are working from home, what is your environment like?

. What is your preference in terms of working from home or office? Why?
. State your experiences with-work life balance when you work from home?

. What is your typical day is like when working from home, e.g.

working in the mornings/evenings?

How do you think working from home influences your motivation levels?
Should working from home no longer remains as an option, will it affect your
performance level positively or negatively?

Do you have any experiences communicating..and working-along your
colleagues while working from home?

Does your organization provide support when working from-home and what
kind of support do you receive?

Does working from home has any impact in the completion of your
work and tasks?

While working from home, do you easily get distracted?

How does this effect your motivation and performance levels?

Are you able to switch off from work? (Do you feel you find yourself

working longer hours)
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21.

22.

23.

24,

What is your opinion on more people within your workplace being
offered the opportunity of working from home?

In general, do you feel there are any limitations surrounding working from
home with regards to how this may affect your motivation and
performance levels?

Would there be a main challenge that you would face on a regular basis
while working from home?

Are there any additional comments you wish you make regarding working

from home / mobile working?
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Appendix 3 — Email issued to potential participants

Dear Sir/ Madam,

| am currently in the process of completing my dissertation for my Masters in Business
Administration and | would greatly appreciate it if you could take the time to read the
below and | hope you would be interested in participating in my study.

Work-from-home policies and the influence they have on employees' motivation and
productivity are the focus of my research. A copy of the questions has been attached
as part of this research along with the google form link.

| would love to hear from you should you be willing to participate; it would be a huge
help. Kindly clock on the.link.and fill in. It is important that you complete all the
questions in order to capture the essence of the responses.

Thank you in advance
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