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Abstract 

The COVID-19 pandemic has brought about significant changes in the way people work, with 

many companies now allowing employees to work from home. The debate on whether 

working from home or working from the office is more effective and productive has been 

ongoing. This paper reviews existing literature on the topic and compares the advantages and 

disadvantages of each working arrangement. 

 The findings suggest that working from home can increase employee satisfaction, work-life 

balance, and productivity, while reducing costs and commute time. However, it may also result 

in isolation, reduced collaboration, and difficulty in managing work-life boundaries.  

Working from the office, on the other hand, can improve collaboration, communication, and 

team cohesion, but it can also lead to distractions, longer commute times, and lower job 

satisfaction.  

The paper further suggests to study nature of the job, individual preferences, and 

organizational policies that will support an individual in taking decision to work from home 

or the office. For future recommendation model to be framed on hybrid model that combines 

both remote and in-person work may be the best approach for many companies. 
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Introduction 

In recent years, the way we work has undergone a significant shift with the rise of remote 

work or work from home (WFH) opportunities. While traditional office-based work is still 

prevalent, many people are now able to work remotely, either full-time or part-time. The 

debate between working from home versus working from the office has been ongoing, with 

proponents of each arguing for the benefits of their preferred option. 

One of the main advantages of WFH is the flexibility it provides. With no commute time or 

need to dress up, employees can structure their workday in a way that suits them best. This 

can result in increased productivity and job satisfaction. Additionally, WFH can lead to a better 

work-life balance, as employees are able to more easily balance their personal and professional 

responsibilities. 

 

However, WFH can also bring its own set of challenges. One of the most significant is the 

lack of separation between work and home life, leading to difficulties in establishing a healthy 

work-life balance. Additionally, remote work can be isolating, with employees potentially 

feeling disconnected from their colleagues and the company culture. Finally, WFH can result 

in increased stress, as employees may feel like they need to be "always on" and available. 

 

On the other hand, working from the office can also have its advantages. Being in the same 

physical location as colleagues can foster a sense of community and collaboration and allow 

for easier communication and problem-solving. Additionally, being in a professional 

environment can help employees establish boundaries between work and home life, reducing 

the risk of burnout. Finally, working from the office can provide employees with a break from 

the distractions of home life, resulting in increased focus and productivity. 

 

However, working from the office also has its own challenges. One of the main disadvantages 

is the lack of flexibility it provides. Employees may be required to adhere to strict schedules, 

and may need to commute to and from work, leading to added stress and fatigue. Additionally, 

working from the office may result in less time spent with family and friends, leading to a 

potential decrease in work-life balance. 

 

Overall, the decision between working from home or the office will depend on individual 

preferences and circumstances. Both options have their own set of advantages and challenges, 

and it is up to employees and employers to determine which option will result in the best 

outcomes for all involved. 

 

 

 

Literature review 
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Over the past year, due to the COVID-19 pandemic, the traditional office-based work 

environment has undergone significant changes (Hochschild,1997). Work from home has 

become a prevalent option for employees globally (Susilo, D, 2020). Several studies have been 

conducted to explore the effects of work from home versus work from the office. Here is a 

literature review of some of the most significant findings: 

 

Productivity: Several studies suggest that working from home increases productivity (Sridhar, 

V., & Bhattacharya, 2021). A study by Stanford University found that remote workers are 

13% more productive than their office counterparts. Another study conducted by Air tasker 

found that remote workers worked 1.4 more days each month compared to office workers, 

leading to an increase in productivity by 16.8 days a year. 

 

Work-Life Balance (Shamir, B., & Salomon, I. ,1985): Work from home allows employees to 

better manage their work-life balance. A survey conducted by Buffer found that 22% of remote 

workers reported a better work-life balance than their office-based peers. Similarly, a study 

by Owl Labs found that remote workers are happier with their jobs and work-life balance. 

 

Communication (Mennino, S. F., Rubin, B. A., & Brayfield, A. 2005): Communication can 

be a challenge for remote workers. A study by Robert Half found that 52% of remote workers 

had difficulty communicating with colleagues. However, advancements in technology and 

communication tools have made it easier for remote workers to collaborate with colleagues 

and stay connected. 

 

Social Isolation (Pang, Z., Becerik-Gerber, B., Hoque, S., O’Neill, Z., Pedrielli, G., Wen, J., 

& Wu, T. 2021): Remote workers may feel isolated from colleagues and the workplace culture. 

A study by Harvard Business Review found that remote workers feel left out and overlooked 

for promotions and assignments. However, a study by Buffer found that 19% of remote 

workers reported feeling less lonely than their office-based peers. 

 

Work Environment (Van Der Lippe, T., & Lippényi, Z. 2020): Remote workers have more 

control over their work environment. A study by Global Workplace Analytics found that 

remote workers can personalize their workspace, leading to increased job satisfaction. 

 

In conclusion, work from home has its advantages and disadvantages. While it increases 

productivity and improves work-life balance, communication, social isolation, and lack of 

workplace culture may be challenges. However, the advancements in communication 

technology and tools have made it easier for remote workers to collaborate with colleagues 

and stay connected. 

 

http://www.ijcrt.org/


www.ijcrt.org                                                       © 2023 IJCRT | Volume 11, Issue 3 March 2023 | ISSN: 2320-2882 

IJCRT2303425 International Journal of Creative Research Thoughts (IJCRT) www.ijcrt.org d694 
 

Research Question 

RQ1 To study the advantages and disadvantages of work from home and work from office. 

RQ2 To find out other factors effecting the decision for work from home and work from office 

by the organization. 

RQ3 Suggesting a conceptual framework supporting hybrid model taking care of both the 

practices. 

 

Research Methodology 

RQ1 to study the advantages and disadvantages of work from home and work from 

office. 

 

Work from Home (WFH): 

Advantages: 

Flexibility: WFH allows employees to have a flexible schedule that can be adjusted around 

their personal needs and obligations. 

Commute: No need to commute to work, which saves time and money. 

Environment: Employees can create a more comfortable working environment at home that 

suits their needs. 

Distractions: Fewer distractions from colleagues or interruptions from office meetings. 

Work from 
Home

Traffic

More 
Productivity

Less 
Stress

Flexibiliry

Freedom

Family

http://www.ijcrt.org/


www.ijcrt.org                                                       © 2023 IJCRT | Volume 11, Issue 3 March 2023 | ISSN: 2320-2882 

IJCRT2303425 International Journal of Creative Research Thoughts (IJCRT) www.ijcrt.org d695 
 

Productivity: WFH can boost productivity, especially for introverted individuals who prefer 

a quieter and more private work environment. 

Disadvantages: 

Isolation: Working from home can be isolating, leading to a lack of social interaction and 

collaboration with colleagues. 

Distractions: Home distractions such as family, pets, or household chores can impact work 

productivity. 

Equipment: Employees may need to purchase their own equipment such as computers, 

software, and office furniture. 

Communication: Communication may not be as effective as face-to-face interactions, leading 

to misunderstandings or misinterpretations of information. 

Boundaries: Difficulty in setting boundaries between work and personal life can lead to 

overworking or underworking. 

 

Work from Office (WFO): 

Advantages: 

Social Interaction: Working in an office allows for social interaction and collaboration with 

colleagues, leading to a better working relationship and teamwork. 

Communication: Face-to-face communication can lead to better understanding and 

interpretation of information, leading to better outcomes. 

Resources: Access to office resources such as printers, scanners, and office supplies that may 

not be available at home. 

Structure: A structured environment can help employees maintain a healthy work-life 

balance and establish clear boundaries. 

Supervision: Supervision by managers can ensure that employees are meeting performance 

goals and deadlines. 
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Disadvantages: 

Commute: Commuting to work can be time-consuming and expensive, leading to additional 

stress and fatigue. 

Distractions: Distractions from colleagues, office meetings, and noise can disrupt work 

productivity. 

Environment: Employees may not be able to control the office environment, leading to 

discomfort or dissatisfaction. 

Flexibility: Less flexibility in work schedules, which can impact work-life balance. 

Technology: Technology issues, such as internet connectivity or outdated equipment, can 

negatively impact work productivity. 

 

RQ2 To find out other factors effecting the decision for work from home and work from 

office by the organization. 

There are several factors that can affect an organization's decision to allow employees to work 

from home or require them to work from the office. Here are some of the most significant 

factors: 

1. Nature of the work: Certain jobs require employees to be physically present in the 

office, such as those in manufacturing or healthcare, while others can be performed 

remotely, such as those in software development or marketing. The nature of the work, 

therefore, plays a crucial role in determining whether an organization will allow work 

from home or require work from the office. 

2. Cost savings: Allowing employees to work from home can lead to significant cost 

savings for an organization. For example, an organization can save on office space, 

utilities, and other expenses associated with maintaining a physical office. However, it's 

important to note that there may be other costs associated with work from home 

arrangements, such as providing employees with equipment and ensuring that they have 

a suitable work environment. 
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3. Employee preferences: The preferences of employees also play a role in an 

organization's decision to allow work from home or require work from the office. Some 

employees may prefer to work from home due to family responsibilities or personal 

preferences, while others may prefer to work in an office environment to maintain a 

work-life balance. 

4. Technology: Technology has made it easier for employees to work remotely, and many 

organizations have invested in tools and platforms to facilitate remote work. However, 

some organizations may not have the necessary technology infrastructure in place to 

support remote work, making it difficult to allow work from home. 

5. Management style: Some managers may prefer to have their employees in the office, 

where they can monitor their work and provide feedback in person. Other managers 

may be comfortable managing remote teams and may have a more flexible approach to 

work arrangements. 

6. Culture and communication: An organization's culture and communication style can 

also impact the decision to allow work from home or require work from the office. If 

an organization values face-to-face communication and collaboration, it may be less 

likely to allow work from home, while an organization that values flexibility and 

autonomy may be more open to remote work arrangements. 

 

RQ3 Suggesting a conceptual framework supporting hybrid model taking care of both 

the practices. 

A hybrid model that combines both work-from-home (WFH) and work-from-office (WFO) 

requires a conceptual framework that takes into account various factors that can affect the 

success of such a model. Here's a framework that can help support a successful hybrid work 

model: 

1. Organizational Culture: The first factor to consider is the company's culture. A hybrid 

model requires a culture that promotes trust, communication, and collaboration among 

employees. If employees are used to a traditional office-based work environment, they 

may struggle with a remote working setup. The company culture should encourage both 

remote and in-person interactions to foster a sense of community among employees. 
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2. Job Role and Tasks: Not all job roles and tasks can be done remotely. It's important to 

consider which job roles and tasks can be effectively done remotely and which ones 

require in-person interactions. This information will help the organization decide who 

can work remotely and how often. 

3. Technology and Infrastructure: A hybrid model requires the right technology and 

infrastructure to support remote work. This includes reliable internet connectivity, video 

conferencing tools, project management tools, and other collaboration tools that allow 

remote employees to work efficiently. 

4. Work Schedule: A hybrid model requires a flexible work schedule that accommodates 

both remote and in-person work. The work schedule should allow employees to work 

from home or office depending on their job roles and tasks. 

5. Communication: Effective communication is essential for a hybrid model to work 

successfully. The company should establish clear communication channels to keep 

remote and in-person employees connected. This includes regular check-ins, team 

meetings, and project updates. 

6. Performance Measurement: Measuring performance is critical in a hybrid model. The 

company should establish clear performance metrics and goals for remote and in-person 

employees. This ensures that everyone is held accountable for their work, regardless of 

their work location. 

7. Employee Well-being: Employee well-being is crucial in a hybrid model. The 

company should ensure that employees working remotely have the right equipment, 

ergonomic workspace, and mental health support to work effectively. 

Overall, a hybrid work model requires a comprehensive approach that considers various 

factors. By following this framework, the organization can ensure a successful transition to a 

hybrid work model that benefits both employees and the organization. 

 

 

Problems with working from home 

Yet, working from home has its drawbacks as well. You might discover that there.  

The study mainly focused on the objectives which are: 
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 Stress level 

 Workload management 

 Work-life balance 

 Flexibility of work 

 Working Environment 

 

Conclusion 

In conclusion, while there are undoubtedly benefits to working from home, there are also a 

number of challenges that can arise. These include feelings of isolation, difficulty in separating 

work and home life, distractions from household tasks, and communication barriers with 

coworkers. To mitigate these issues, it is important for remote workers to establish clear 

boundaries and routines, prioritize social connections, and make use of technology to stay 

connected with colleagues. Employers can also play a role in supporting remote workers by 

providing resources and tools to promote work-life balance and fostering a culture of open 

communication and collaboration.  

 

Working from home can be a source of stress for many individuals. While remote work offers 

flexibility and other advantages, it also presents unique challenges that can impact an 

individual's stress level. Some common sources of stress associated with working from home 

include: 

1. Isolation: Working from home can lead to social isolation and loneliness, which can 

increase stress levels. 

2. Distractions: With no one to monitor their work, individuals may face distractions such 

as family members, pets, or household chores, leading to difficulty in focusing on work 

tasks. 

3. Lack of structure: Remote work often lacks the structure and routine of a traditional 

office environment, which can be stressful for some individuals. 

4. Difficulty separating work and personal life: When working from home, it can be 

challenging to create boundaries between work and personal life, leading to stress and 

burnout. 

5. Technology issues: Technical difficulties and unreliable internet connectivity can lead 

to frustration and stress. 
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