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Abstract:

The article explores a new area of the intricacies of work from home presenting its implementation, challenges
encountered by employees in Northern Iraq based on the impact of the COVID-19 pandemic, which brought about
major changes in the organizational environment, one of which is the way work is done. Using the qualitative
approach, the researcher employed 25 interviews which were used to collect primary data and analyzed the data
thematically. The findings revealed that whilst work from home had benefits such as offering flexibility and
freedom as well as allowing employees to save on costs; it also resulted in problems such as stress and challenges in
work-life balance, and these were compounded by the lack of support from the management. It also revealed that
most people with families found more time to spend with their loved ones but had challenges in balancing work in a
home setting. As an example, we illustrate the technology acceptance model on factors that influence the adoption
of new technologies such as ease of use, which makes people more amenable to using it. It also reflected the
invasion of privacy, insecurity, and stress as techno-stressors related to working from home. The qualitative method
allows us to improve the application of the techno-stress model, and the results can be used to improve work
policies in the country and adaptation in workplaces. It also gives insight into a better working structure with
regards to working from home. The novelty of the results highlights important issues regarding work-life balance,
gender disparity, psychological impact, and consciousness on environmental issues.
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1. Introduction

One of the greatest crises of modern time is the
COVID-19 pandemic (Tennessen et al., 2021). Not only
did it result in millions of deaths, it also brought the
business environment to a standstill (Saleh et al., 2021)
and resulted in a huge economic crisis that saw a huge
decline in employment (Ismael, 2022) and changes in
workplace dynamics (Anderson et al., 2020). However,
because businesses needed to survive, work from home
became the norm. Even now when the pandemic is
almost over, some organizations have still retained
work from home (WFH) and others have integrated it
into their organizational systems to have a hybrid model
that combines being at the office and working from
home. However, this has also presented challenges to
organizations in terms of managing the work flow,
finance costs, employee productivity, organizational
culture, and security of organizational data. Social
distancing and lockdown were implemented, and
organizations had no choice but to have their employees
work from home (Yang et al., 2020). The COVID-19
pandemic saw a great deal of increase and improvement
in digitalization as a response to dealing with the new
setup as technology had to bridge the gap.

Technology had to be used to ensure that businesses
did not completely stop but continue in another manner.
Virtual communities of practice were developed, and
many applications and platforms were employed to
create a virtual working environment in organizations
(Babatunde et al., 2020). The pandemic saw the
creation of a plethora of applications such as Teams,
intranet, Slack, and Zoom, among others, in a bid to
create conducive working from a home virtual
environment and making sharing of files better in the
organizations.

The pandemic also exposed the level and lack of
knowledge management systems in companies and
highlighted the critical need for them. Before the
pandemic, aspects of knowledge sharing where as easy
as going into the next office cubicle and delivering your
message, meetings could be easily conducted. Help was
easily available when you needed it and responses
prompt and in real time. Knowledge creation is
essential for new insights and development of ideas

(Alyoubi et al., 2018). However, with the onset of the
pandemic much has changed, meetings are now
conducted in a virtual setup, and employees must
navigate the new systems. According to Battisti et al.
(2022), many studies on working from home are those
before the pandemic, and there are very few after its
onset. Additionally, there are not many studies related
to the financial and economic aspects of working from
home.

2. Literature Review

The concept of working from home means that
employees will conduct their normal day-to-day work
activities away from the office in the comfort of their
homes or another location without physical presence at
the office (Tennessen et al., 2021) with the aid of digital
technology sans the usual face-to-face mode of
communication (Brem et al., 2021). Digital technology
is embraced to aid video conferencing, social media,
and file sharing, among others, through platforms such
as Google Meet, Workplace, and Google Drive, among
others. According to several scholars (Kelliher & De
Menezes, 2019; Kong et al., 2022; Patanjali & Bhatta,
2022), these platforms are responsible for the success of
working from home.

Working from home is not really a new concept
(Nambisan, 2017); it was practiced on a small scale and
people were just aware it existed (Delfino & van der
Kolk, 2021). Wang et al. (2021) explained that only 2%
of the population of Europe worked remotely in an
emergency capacity. However, in the COVID-19 era, it
was different, especially in the fact that it was an abrupt
and unforeseen development unplanned for (Yang et al.,
2020; Choudhury et al., 2020; Dwivedi et al., 2020).
According to Nambisan (2017), the past decade has
seen an increase in remote working because of an
increase in digitalization across the globe. This
especially increased during the COVID-19 pandemic,
where people had to be away from the offices and
organizations had to find a way to keep going.
However, as restrictions eased and the situation
somewhat resorted back to being normal, some
organizations did not go back to working at the office
full time but shifted toward a hybrid model where
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employees can do both, being physically present at the
office some days and working from home on others
(Jaiswal & Arun, 2020).

The WFH concept brought with it some merits and
demerits. The commentary below highlights the
arguments presented for and against the working from
home concept across various dimensions.

2.1. Arguments on Working Patterns

Al-Habaibeh et al. (2021) posed an interesting
argument that most employees had no choice but to
embrace the new developments. They explained that
sometimes individuals do something to avoid penalty,
as explained by the self-determination theory. In this
case, the employees had to embrace digitalization and
its tools to keep their jobs.

However, Furnell and Shah (2020) argue that the
abrupt start of working from home meant that most
employees had no training to tackle the new
development. They explained that most employees were
provided just with tools such as laptops but had to rely
on their own knowledge to do the rest. Gibbs et al.
(2021) also pointed out that because of working from
home, employees now ended up having lesser
productivity. The scholars also pointed out that women
were more affected than men because of mostly being
the ones that do more domestic work at home, and
employees with children had the same problem. The
scholars also raised the point that employees had less
uninterrupted time.

Chung et al. (2020) highlighted that work from
home resulted in a blurring of the boundaries between
work and home activities. This is also a sentiment that
was shared by other scholars (Grant et al., 2019; Vyas
& Buthakhieo, 2021) as they specified the intricacies of
the balance between life and work. The blurred lines
lead to employees’ overworking when they cannot get
themselves off work when they need to, stress, and
anxiety. Some because of failure to juggle work and
home demands end up using the time they should be
sleeping to do their work, which leads to exhaustion
(Xiao et al., 2021).

On the plus side, WFH provided a flexible schedule
to employees. Richter (2020) pointed out that working
from home allowed the employees to develop
independent work styles. The scholar also pointed out
that modern software and internet infrastructure is built
in such a way that organizations can now adapt to new
ways of ICT faster than they would have normally
done. Various work practises can now be employed.
According to Scheiber (2020), working from home
presents employees with a flexible schedule; hence,
they can navigate easily.

Chu et al. (2022) also echoed the same sentiments
and explained that when employees work from home,
they have control of their own schedule, hence
increased flexibility. Chung et al. (2020) stated that this
has also reduced stigma around flexible working
schedules. A prior study by Samani (2015) also pointed
out that employees had more control, e.g., over the

office setup, lighting, and so forth when they worked
from home. They pointed out that the indoor
environment was important for the physical and mental
health of the employees.

Tavares (2017), however, pointed out that
employees are deprived of socialization with their
colleagues. This was something other scholars have also
noted that work from home means that employees are
isolated from their peers. Gibbs et al. (2021) explained
that working from home is more ideal for professions
that are used to working independently like in call
centres. Kiinn et al. (2020) shared this sentiment in their
study on chess players and explained that in professions
that need collaboration like in chess, the players’
productivity was decreased when they were playing
online. Tavares (2017) pointed out that the lack of face-
to-face interaction and support can lead to mental health
issues and at worst even depression.

2.2. Arguments on Costs

Some scholars have argued that working from home
results in lower expenses; some pointed out that it
actually results in loss of income. Some have indicated
that working from home means lower costs in terms of
clothing and lesser expenses with regards to travel
(Smith et al., 2018). However, Battisti et al. (2022)
explained that over half of the respondents from their
study encountered financial difficulties and loss of
income as facilities such as meal vouchers and overtime
pay decreased. Additionally, their expenses for services
like internet connection, cloud sharing space, and others
related to digital connection increased. Al-Habaibeh et
al. (2021) pointed out that working from home was also
beneficial for the environment as less mobility means
less emissions.

2.3. Arguments on Security

According to Ahuja et al. (2020), WFH, whilst
beneficial, created some loopholes that can be
manipulated and used by those with sinister intent; the
more popular it is, the greater the scale of risk. This was
also supported by Georgiadou et al. (2022), who
repeated that WFH expounded the cases of malicious
online behavior. UK Finance (2020) pointed out that
Covid-19 fraud reports increased by 400%. Attack on
infrastructure also increased, and according to Rubins
(2020), cases of online fraud and phishing increased
with the move to work from home. This was also
echoed by the Jolly (2020), which repeated that
malicious email to home workers rose in the UK from
12% to 60% in less than a month when the lockdown
started. It was also pointed out that employees may
return with infected devices to the workplace.

According to Furnell and Shah (2020), there is a
general lack of training in cyber security for those who
have no knowledge on it. Zatterin et al. (2022) also
pointed out that there was a cyber-skill gap in around
51% of the businesses in the UK and that they had no
skills thereof to manage and respond to cyber security
issues. Inglet (2020) also pointed out that, according to
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an FBI report in the USA, successful attacks went up by
600%. They explained that working from home made
the vulnerability of systems increase.

Borkovich and Skovira (2020) added that this was a
result of increased administration rights of employees,
increased access, downloadable links sent via emails,
and sensitive organization information that could now
be easily put on the personal computers. Nurse et al.
(2021) explained that the way technology to enable
working from home was rushed presented problems.
Employees ended up adopting untested technologies
sometimes and using third-party applications such as
Google Drive and Dropbox to store company files,
which may contain sensitive information.

2.4. Models

A few models can be used to relate to the working
from home experience. However, this study will only
look at two of them: the technology acceptance model
and the technostress model.

Perceived
usefulness

Usage behavior

Figure 1. Technology acceptance model (Davis, 1989)

The TAM model is one of the most widely used
models regarding the adoption of new technology. The
model explains that perceived usefulness and perceived
ease of use of a technology are great determinants of the
acceptance of new technology. These are the factors
that determine the consumers’ intention to use it and
that influence their usage behavior.

Brod (1984) came up with the concept of the
technostress model. The author explained that it was a
result of the inability to cope with new technology. Li
and Wang (2020) defined it as a stress related to the use
of technology information systems. Technostress has
different aspects such as life invasion, overload, and
insecurity, among others.

According to Tarafdar et al. (2019), techno-stress
comprises several elements. It includes the environment
conditions that lead to techno-stressors and relate to the
pressure or demands that are put on the individual.
According to Zhang et al. (2018), these conditions can
include, e.g., ease of use and reliability, among others,
that inspire demand for technology. They also include
negative aspects such as problems with the technology,
which result in techno-stressors.

These techno-stressors, in turn, propel the individual
into motion by taking action, which thus leads to coping
mechanisms. It is these coping mechanisms that then
lead to behavioral and psychological responses (Nagi &
Bojiah, 2022). Techno-stressors include overload and
invasion. Techno-overload involves excessive use of

technology systems, having to expend more in using
technology and lean toward expectations of others in
the use of social media (Ingusci et al., 2021).

Techno-invasion comes about when the individual
feels like the use of technology is encroaching into their
personal territory (Xiao & Mou, 2019). Some
individuals may feel that their privacy has been
breached because of the monitoring and surveillance
aspects that come with information technology systems.
Additionally, they may also feel like they must be
always available and provide immediate responses
(Barber & Santuzzi, 2015). Technostress may also
encompass insecurity issues where individuals may feel
like they have no confidence in using technology and
complexity where they always have to learn to navigate
the technology.

Techno-stress results in negative outcomes such as
constant headaches, fatigue, burnout, and even less
enthusiasm regarding technology (Maier et al., 2019).
Yao and Wang (2022) found that technostress resulted
in poor sleep patterns and poor academic performance
in university students.

3. Methodology

3.1. Research Design

This study was a qualitative approach. It used a
combination of description and explanation to obtain a
better in-depth understanding of the intricacies of work
from the study.

3.2. Population and Sampling

In social studies, one may not be able to reach the
whole population. Instead, they select a targeted
population and from it a smaller fraction of it. They
then use this fraction of population, which is called a
sample. The researcher targeted a population of
employees from small businesses in manufacturing
companies in Northern Irag. Small businesses were
among the most affected by the COVID-19 pandemic
and thus the researcher figured there would be more
lessons to be learned from them, hence the choice as a
research subject. The researcher used purposive
sampling. This type of sampling technique means that
the researchers only use participants that have the
utmost contribution to the study. The researchers only
needed people with experience of working from home
during the pandemic, hence had to approach them; this
made the purposive sampling a better method for the
study. The researchers used a sample of 25 interviewees
who were working from home during the pandemic and
continued to do so afterwards.

3.3. Data Collection

The researcher employed the primary and secondary
method of data collection. Primary data entail collection
of data from a direct source for the first time. Semi-
structured interviews were employed as a method of
data collection. Interviews allow the researcher to
obtain more explanations about issues (Arsel, 2017).
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Half an hour was dedicated to each interview.

The researcher used secondary data sources for the
literature. These comprised textbooks and peer-
reviewed journals and articles. Secondary data has the
advantage of being conveniently available; in this case,
it was also later used for comparison purposes with
findings from the study to determine if there was any
new contribution to science.

The study employed the qualitative method of
thematic analysis as a means of interpreting the data.
Thematic analysis is a vital tool in the analysis of
qualitative studies and provides an in-depth analysis
that goes beyond being only descriptive. It entails the
observation of key ideas that come out of a study and
bundling them together according to their similarity; the
same ideas fall under one theme and so forth. The major
themes are thus provided and presented as the key
themes of the study.

3.4. Ethics

The researcher observed social sciences ethical
protocol in conducting the study. Permission was
sought from the relevant authorities and the
interviewees. The researcher also provided information
on why he was conducting the study and what their
participation involved. He also let them know that the
interview was on a voluntary basis and they were free to
stop the interview anytime they wanted to. The
interviewer also stressed that the names of the
interviewees were not going to be published and
participation would be anonymous. Additionally, the
results of the study would be used only for academic
purposes. The researchers also assured the participants
that there was no monetary gain involved nor would the
employees come to any harm by participating.

4. Findings

4.1. Descriptive Information on the Interview
Participants

The researcher interviewed 25 interviewees. This
consisted of 15 males and 10 females. The average age
of the interviewees was the 35-40 years. All the
interviewees were from the information and technology
sector

e Do you prefer working from home, from the
office, or a hybrid model?

Table 1 shows the responses to the question above.

Table 1. Descriptive information on the participants” work
WFH  Office  Hybrid
8 7 9

e Did you have any training of the technology
systems of the organization?

Most of the respondents indicated that they had not
received any training before being immersed in the
working from home system. Here is what some
respondents had to say:

There was really no time to do much training. We

had a busy schedule ahead of us and were just trying to
keep the business afloat.

No, we did not have formal training. We were just
told to get in touch if we had any problems setting
something up.

Well, we really did not do much in terms of training.
We had to figure out how to use some platforms on our
own. In our organization, we had to use Slack, and |
had never been on it before, so | had to figure out how
to navigate.

Yes, we had a bit of training, out IT experts held a
meeting where we were told what to do. They were also
always on hand to ask for help.

Well, most of us are proficient in technological tools
and we have a well-set system at work, so we just did
the stuff on our own and help was on hand if needed.

o  How did working from home benefit you?

Most of the points raised on benefits derived from
working from home were centred on flexibility,
privacy, saving time, and saving costs.

Flexibility

More family time

Saving costs

Privacy and control

Figure 3. Benefits of working from home (The authors)

4.2. Flexibility

Most interviewees pointed out that they had greater
flexibility because of working from home. These are
some of the notable responses.

Working from home made it possible for my working
hours to be more flexible. There were things that |
could actually do at what would normally be after
hours because that is when it would be more convenient
and | did.

| found that working from home enabled me to be
more independent on my timetable, | could choose to
work all throughout lunch if I needed to; so, I felt | had
more control over my schedule.

| found that our employer was willing for us to have
a flexible working schedule. He understood we had
families, and since we were all at home, it was not
always to be in the office mode all the time. So, some of
us had to work when we could and we could do some of
the work on weekends as long as we were on target. So,
| found it quite flexible.

4.3. More Family Time

Those with family expressed that they found that
their time with family had increased. This is what some
respondents had to say.

As a working mother, it is really important that I
spend time with my children. However, on working days
normally, we see each other few times because they go
to school. Working from home has been the best
opportunity for me because | now get to spend more
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time with them.

| think for me, working from home has improved my
work life balance. | get to spend some time with my
family more than I did and do my work in a comfortable
setting.

| love the fact that working from home helps save
time and that time | could have been preparing to go to
work and going out early to avoid congestion is time
that I now spend with my family.

I am a nursing mother, working from home means |
get to spend more time with my baby and | do not have
to express milk now since | am constantly available. |
think this has given me a chance to bond more with my
baby.

Working from home has ensured that | spend more
time with my family. | feel we have grown closer and
this is a good development. Both my husband and | are
working from home, so we really get to spend more time
together. It is now easier for us to share special
moments, and | must say it really feels more like a
family setting that it did before.

It was always difficult for me to live with my family,
my job was in a different city, and | had very long
hours. This left me with no time at all to see my family
and friends. Working from home was the best thing to
have happened, when | learned it was a permanent
shift, I immediately found an apartment closer to my
family in the same city and now | can just see them
every few days.

4.4. Saving Costs, Time, and Environment

Most of the employees also specified the
convenience of working from home on saving costs
such as day-to-day expenses and saving time. Some
expressed that they were very conscious about
environmental issues and, as such, felt more
comfortable working from home, which enabled them
to save on carbon emissions.

| like the working from home because it has allowed
me to save on costs and time. Normally, it takes me
much time to get prepared for work, and because | work
far from work, | need more time to prepare. However,
working from home means | do not need to do all that.
It has tremendously cut back on my time.

Well, | use my car to go to work, and there is
normally much traffic, which means I always must be
up early. Now, because of working from home, | can
totally catch up on my sleep.

I love working from home because | do not need to
prepare so much and to go get the train to work. | have
that time to myself and to do other things so | end up
achieving more.

I've always felt awkward each time I've gone for
pollution campaigns because every day | had to drive a
diesel engine to work, but there was nothing I could do.
It was unavoidable. It came as a welcome change when
| started working from home because I just realized that
was one less vehicle polluting the air ever since then.

| am very passionate about environmental issues.
Working from home not only means that people save on

fuel but also that there is less air pollution out there. |
feel it helps a lot in enabling a clean environment.

4.5. Privacy and Freedom

Some employees pointed out that working from
home improved their privacy; they felt like at their
workplaces, there was not enough privacy, especially
those working in open plan settings.

Working from home has given me the opportunity to
have control over my own space. | have control over
where 1 sit and all rather than just being told that you
work from this corner.

I like working from home because | have control
over where | work from. | have a study and that is
where | do my work from. However, at work, our office
is a pool office and | work with five other people in the
same office. Being at home means | have my own office,
which has more privacy.

Our offices at work are partitioned by glass, and to
be honest, | feel as if | am on display or something most
of the time. So, being at home and working from home, |
really have this enhanced sense of privacy and | love it.

Working from home for me means | have control
over my own furnishings and | really like that. |
decorate my office however | like it and | really feel that
this is my own space, so it keeps me in a good mood.

I like having music when | am working. However, |
cannot do that at work and therefore, being in the
privacy of my own home, | can set the mood for myself,
and this motivates me and keeps my spirits high when |
am working with my favorite music.

I used to be anxious every day when I had to go to
the office, there were people | did not get along with but
was forced to endure. Working in the office became
stressful, but 1 had no choice but to endure. However,
ever since I've been transferred to working from home, |
feel so much more relaxed and my wellbeing has
greatly improved.

e  What challenges did you encounter?

Home distractions

Tncreased stress

Work-life balance

Difficulties adjusting

Figure 4. Challenges of working from home (The authors)

4.6. Home Distractions

Many employees realized that working from home
came with increased distractions. The presence of
children and lack of supervision proved a hurdle for
some as this meant that their productivity was affected.
Here is what some had to say:

I have three children in the house and never really
knew how annoying they can be when you're trying to
get work done. That was until | started working from
home. It was a nightmare; | literally had to lock myself
in my bedroom just to work decently for a few hours
(Interviewee 13).

| struggled a lot with finding the time to work. As a
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mother with children, there were always demands for
me to do something. My children are not used to having
me home but being unavailable so it took time for them
to understand that | was working.

| really had to practice self-discipline because
something always needed my attention at home,
sometimes you would have visitors whilst in the middle
of work and it would be difficult to keep yourself in your
office.

4.7. Increased Stress

Some interviewees felt that they had increased stress
levels because of a few problems such as lack of
support. They felt they did not have enough support
from their organizations. Some felt that they were not
getting much sleep and ended up being stressed as well.

| feel like we did not have adequate support,
especially when it came to using new technological
platforms. We had to figure some things on our own;
not everyone is technologically savvy, and some of us
had a harder time than others.

| had much stress, and it ended up affecting my
mental health. | had to work at night sometimes to
manage the workload, and the constant pressure of
looking at the screen was killing me.

Working from home is really stressful. Sometimes
you must deal with things like poor internet connection,
fear of messing up and doing something wrong,
especially using new technologies. You are always on
edge.

4.8. Work-Life Balance

The unclear distinction between the boundaries of
the work and personal life environment has affected
some participants as they struggled to balance the two.
Some have reported feeling wunorganized and
unproductive as they have struggled keeping the
distinction between work and personal endeavors.

| just felt more organized working from the office as
that made it more professional in my experience.
Having to work from home for me has meant that | have
everything mixed in together ... a bit of work, a bit of
me. It's just a jumble to be honest. Office work is just
more organized because, at the moment | leave the
office, | know I am back to my personal life and vice
versa. Working from home does not give that clear shift.

| really feel like working from home is not for
everyone. Some of us with children must juggle work
and family demands, and that is very stressful. | think
work should definitely be away from the home set up.

| feel like there were moments | ended up working
much harder than | would have when | was at work. |
ended up failing to distinguish between work time and
personal time. It is easier to knock off work and go
home, but when you are home already, you can easily
keep telling yourself you will stop soon but end up not
doing so.

| found it hard to balance work and home demands.
| ended up working at odd hours when it was quiet just
so | could meet deadlines and this really ended up

affecting my sleeping pattern and mental health as well.

4.9. Difficulties Adjusting

Interviewees expressed their difficulties in adjusting
to the new system. Some changes were a result of the
technology system, whilst the other had a hard time
adjusting because of the lack of company and the usual
hustle and bustle of an office. Here are some notable
responses:

I had difficulties navigating the new system and all
the changes.

The platforms that we had to use were unfamiliar,
and it took me some time to be comfortable with them.

| was so used to being in an office setting where |
was surrounded by colleagues, working from home and
being on my own was really hard. In the office, my
colleagues would always pop in here and then with a
joke or some other silly thing. | never realized how
important that was.

Working at home I've noticed | tend to overwork for
long stretches without a break, so | think setting breaks
or have someone in the house to come chat you every
few times can be helpful.

| felt lonely most of the times, for me work was also
a socializing place. It’s just not the same when you
work from home.

Initially, there was much confusion because
everything had changes, the reporting system, the way
everything now had to be digital, it was really a lot to
take in. It took me some time to find my rhythm.

There was just too much everything! | was trying to
adjust to working from home whilst learning new
technologies and juggling work and home dynamics as
well as having to meet deadlines. It was just too much
for me, and I felt overwhelmed.

I think we would become more efficient if we were
more connected as a team. Working from home means
you cannot interact and understand each other the same
as in the office. | feel like having a more connected and
less professional meeting space would help us be more
connected and intuitive about the people we are
working with.

5. Discussion

The study revealed some insights that were found
across other studies, whilst it also brought some new
insights. One of the new insights was that working from
home offered freedom of settlement. The choice of
where to live for most working class has always been
overshadowed by their workplace geography. Since the
introduction of the option to work from home, many
participants’ report that now they have the option to
choose where to settle. Normally, convenience to the
workplace would play a major role in the selection of
the area to settle, but with WFH people got more
choices.

Another important issue that was raised was that of
going green. Global issues have become a major issue
that most people are increasingly trying to combat in
different ways. Some interviewees showed how
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meaningful and proud they felt from their opportunity
to alleviate their personal carbon footprint through the
elimination of the daily commute. This was also echoed
in the study by Al-Habaibeh et al. (2021), who showed
that WFH was great in terms of the environment.

The study concluded that a significant number of the
interviewees felt that their workload was easier and that
they needed much less time to do more. This generally
signified how the employees became more productive
from being allowed to work from home. However, not
all felt work became easier. Some felt that they ended
by doing too much and going overboard. This interplay
was also noted by other scholars such as Chu et al.
(2022). This is also supported by the techno-stress
model where the individual ends up doing more because
they must compensate for their lack of knowledge. The
study also showed that support with the transition from
working from office to home was mostly lacking. If the
technology is not easy to use, the users are reluctant to
use it and embrace it as reflected even in prior studies
of Davis (1989) in their technology acceptance model.

It is also clear from the study that left unchecked
some elements of working from home may result in
poor mental health. Some interviewees shared how they
ended up having poor sleeping patterns and high levels
of stress because of WFH. This was also supported by
Tavares (2017), who mentioned that if not done
properly, WFH can actually cause some damage.
Additionally, Maier et al. (2019), Yao and Wang (2022)
also highlighted that headaches and fatigue could be
negative outcomes of WFH.

The study also revealed that in terms of interaction,
some preferred their privacy, whilst some performed
better in a normal setting where they could be with their
colleagues. This means that for some WFH will
probably not be ideal, whilst some will thrive in it.
However, for some it was also a way of getting away
from toxic environments and being away from people
that tormented them at the workplace. This was also
echoed in the literature by Tarafdar et al. (2019), who
pointed out that techno-stressors were in great part, a
product of the environment a sentiment also echoed by
Xiao and Mou (2019). So, for some, this was a stress-
reliever and their mental health improved. So, there is
really no clear-cut answer but the personality of the
person, their mindset and outlook on life can sometimes
determine how they thrive in a certain environment.

The study, however, revealed the need and
importance of support, especially from the leadership
when transitioning to new systems. Others ended up
having anxiety for fear of messing up and found it
harder to adjust all because they had not been
adequately prepared for the transition. Additionally,
they were not given more of the tools that were
essential. It is imperative to have support, especially
these days, when cases of phishing and malicious ware
distribution are skyrocketing (Furnell & Shah, 2020;
Nurse et al., 2021). This fear of using systems can also
be attributed to the dangers of information sharing
online, which makes systems susceptible to malware.

This finding is also in line with UK Finance (2020),
which highlighted the increase in phishing activities
because of online systems. The study also showed that
those who had families were really affected by the
transition to work from home. Although some thrived
because it allowed them to spend more time with their
loved ones, it also served as a double-edged sword as
they could also not fully focus on the job because of
family demands. The JD-R, job demand-resources
model encourages that a balance be struck between the
resources and the demands as when they are high, they
result in negative outcomes (Ghislieri et al., 2018;
Sandoval-Reyes et al., 2019).

5.1. Implications of the Study

The study revealed several things about the
knowledge systems in the organizations through the
working from home concept. It can be observed that the
adoption of new technologies really needs much
support for them to thrive and for the employees to also
feel at home using the systems. Among the participants,
the most outstanding recommendations were the
increase in communication between the colleagues and
the push toward a more connected workspace through
various communication channels such as a work group
chat, emails, and zoom meetings.

Contrary to what the majority expected, most people
working from home tend to overwork and not have
enough breaks to relax. In the office, colleagues often
play and chat together during work, which gives breaks
and relief, but working from home removes that aspect.
It is then critical that they establish their own mini
breaks to stay healthy and to avoid incidence of mental
health issues.

Many employees who reported higher rates of
distractions were those who had families or did not live
alone. To combat this, there is a need for strict rules
forbidding their household members from approaching
them during their working hours. For those who had a
separate room dedicated as an office, this proved even
more effective and thus should be emulated.

6. Conclusion

The study provided enlightening experiences of
working from home and its dynamics as well as relation
to models. Despite the advantages of working from
home, it is clear that more still needs to be done to
ensure that it is a system that emulates the professional
feel and interactive nature of the office, whilst
providing the flexibility and freedom that allows people
to feel comfortable.

Working from home is not a cut and dried issue, as
revealed by the study. People with the same background
may actually have different sentiments. For example,
some people with families expressed that they found
working from home a great concept as they got more
time to spend with their families. It improved their well-
being, and they were better able to cope with the
burdens of work. In the same vein, others with families
realized that working from home presented too many
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challenges in relation to managing their schedules as
they needed to balance work load and home duties. It is
therefore important for companies to take all these
factors into consideration when implementing changes
in the organization and ensure that all disparities are
addressed.

The study also reveals the problem that comes
because of gender. Most women in Northern Iraq,
where gender roles are deeply rooted in the culture, are
the ones that take care of their homes. Women in the
study had more challenges than their male counterparts
when it came to work and life balance. House chores
need to be attended to and present challenges when the
work place is now taken home. Additionally, the study
also revealed that aspects such as the work-setting are
critical in work productivity. This must be put into
consideration as it may decrease productivity in females
at workplaces when WFH is implemented. A hybrid
model would, therefore, be more ideal for the women.

The psychological impact of working from home
should not be underestimated. It is crucial that
employees working from home be furnished with
support from the management. This support should
address proper training to ensure that the employees got
their work done with efficient use of the system. There
should also be adequate resources to ensure that
employees are furnished with everything they need so
that they may not end up using some of their own, some
of which may not be secure, which can put the company
intellectual property at risk.

Organizations should also set out some principles
and measures to ensure that employees do not end up
overworking, which results in burnout, fatigue and
stress. Additionally, there should also be measures in
place to ensure that employees have enough peer
support and use platforms more interactive to reduce or
eliminate the sense of isolation that some employees
feel when they work away from the office.
Additionally, measures should also include how best to
help employees find a work-balance to ensure that
people with families, especially women, can better
manage their schedules.

The study was focused on exploring the intricacies
of working from home from the perspective of
employees. Working from home is a concept that
gained popularity with the onset of the Covid-19
pandemic, which forced people to stay home and
businesses to conduct work from the home to ensure
continuity. The study employed 25 interviews as a data
collection method. The study revealed that work from
home was a little complicated process that needed to be
well thought out and well-structured for it to work. The
benefits included flexibility, less costs, more time spent
with family, and higher degree of freedom and control.
The challenges included lack of support, work-life
balance struggles, work overload, and some
psychological problems such as stress because of failure
to adjust to the system due to some factors. The study
also echoed sentiments expressed in the technology
acceptance model and the techno-stressors model. The

researcher concluded that certain measures had to be in
place to ensure smooth work flow, and these needed to
be deeply thought out before the implementation of the
working from home concept.

6.1. Limitations and Recommendations

The study was limited to a qualitative aspect.
Quantitative or mixed research methods could provide
better understanding and results that can be easily
verified and replicated for future studies. Future studies
could focus on these approaches. The study also used
purposive sampling; therefore, the application of the
results cannot be said to be a representation of all small
businesses on a very large scale. Additionally, the study
also researched from the perspective of employees.
Future studies could focus on the perspective of the
management to determine the impact on the
organization as they have access to this information.
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