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ABSTRACT

IT industry has been distinctive for a variety of factors including the career 
opportunities, good work environment, closely linked into the global 
services economy and flexibility to work virtually. Most of the Tech giants 
offer employees an option to work from home at particular periods. In 
2018, almost
70% of the world’s population works remotely for at least once a week and 
53% for at least half a week. If we search for history of working from home 
(WFH) or remote working we can know that until industrial revolution, 
people used to work from their homes.  Working from home can help 
employers to save costs, yield better results and employees can have the 
flexibility to work at their comfort. But there are some disadvantages 
too, like extended working hours, threat from cyber- attacks, etc. In this 
context, it is important to study about the perception about working 
from home among employees. The present study tries to understand the 
changes in perception about work from home practices among managers 
in IT industry, before and after working from home. This study uses factor 
analysis and different statistical test over the primary sources of data i.e. the 
managers from IT industry. The study concludes that manager perceptions 
are generally true about work from home practices except for work life 
balance and security measures.

Keywords: Work from home (WFH), Remote working, Flexibility to 
work, Extended working hours, Threat from cyber-attacks.
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1.   INTRODUCTION

The year 2020, will be marked in 
history for a variety of reasons, like 
a pandemic, change in work style, 
worldwide restrictions on air travel, 
and so. The COVID-19 pandemic 
created a remote work tipping point: 
The Work from Home (WFH) 
practices are now trending among 
employers. Companies adopted WFH 
practices, in order to avoid reduced 
productivity; this helps workers to 
connect from anywhere they are. 
Some companies had WFH practices 
even before the pandemic as a regular 
option, while others took it up as an 
emergency option(ILO, 2020). Most 
companies now have a WFH policy 
which is nothing but an agreement 
between the employees and employer 
who prefer to have WFH privileges. 
This policy defines the responsibilities, 
expectations, eligibility and other 
guidelines. To have a brief overview, 
this policy ensures that all employees 
understand what is required of them, 
while working from home. Few 
companies like Google, Microsoft, 
etc. have even arranged for several 
enhanced teleconferencing tools to 
make WFH comfortable(Sarma & 
Medhi, 2021).

Managing employees can be 
extremely challenging for managers 
in the outbreak of a pandemic and 
other uncertain situations. They have 
to keep the employees engaged and 
motivated. Remote working is now 
an absolute necessity and no longer a 
luxury for the employees. Managers 
also have to note that the employees 

are adhering to the company value and 
principles while working from home. 
The working hours have increased 
thereby increasing the productivity. 
The employees can benefit by getting 
better mental and physical health, 
improved work-life balance and lower 
spend and overhead(Courtney, 2020).

Business continuity planning was 
of utmost importance and change 
in working style was an initial step 
to it, thus creating an increasing 
opportunity for working from 
home(ILO, 2020). Information 
Technology (IT) is the one industry 
in which WFH practices can be 
implemented relatively easily(Singh, 
2020). Undoubtedly managers are 
crucial for every project because they 
act as the link between the organization 
and entry, middle level employees and 
managers are important for business 
continuity(SHRM, 2021). Our interest 
in this study is the change in perception 
of WFH from home practices among 
managers in IT industry before they 
were working from home and after 
they were actually working from 
home.

In this study we are interested 
in understanding the difference 
in perception when we actually 
experience what was once considered 
only an ‘option for the privileged’. 
There may be anticipations with 
regard to the benefits of some choice, 
until it no longer becomes a choice but 
a compulsion. This fine comparison 
and differentiation is our focus. 
Specifically, we designed this study 
to find the change in perception about 
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work from home practices among 
managers in IT industry, before and 
after working from home, particularly 
the gender difference in this change in 
perception.

The rest of the paper is arranged as 
follows: a review of closely related 
literature is detailed in the succeeding 
section, followed by description 
about the methodology used to meet 
the objective. The analysis of the 
study follows along with the results 
and discussion. The paper concludes 
highlighting the limitations and 
possible avenues for future study.

2.   LITERATURE REVIEW

Managers are the people in an 
organization who are responsible for 
getting activities, that align with the 
company’s goals, completed through 
planning, organizing, leading and 
controlling(Varkkey & Dessler, 
2018). They accomplish department 
objectives, maintains staff, develops 
personnel opportunities and ensures 
a proper work environment in an 
organization. Considering the recent 
situations, working from home has 
become a part of modern life and a 
routine for employees (Vilhelmson 
& Thlin, 2016). A large number of 
employees use portable electronic 
tools like laptop, tablets, etc. to create 
a virtual office, that offers flexibility 
in timings and location. (Hill, Miller, 
Weiner, & Colihan, 2006); (ILO, 
2020).

There are mixed responses to working 
from home. Some studies show work 

from home leads to better performance 
(Vega, Anderson, & Kaplan, 2014); 
(Allen, Golden, & Shockley, 2015). 
Berinato & Bloom (2014)state that in 
comparison with the employees who 
work from office, the work from home 
workers were not only happier and less 
likely to quit but also more productive. 
while others highlight that work from 
home leads to social and professional 
isolation and hampers knowledge 
sharing (William & Longge, 2005) and 
also intensifies the labor (Anderson & 
Kelliher, 2009); (Felstead & Henseke, 
2017). When working from home 
contact with coworkers is significantly 
reduced for employees, this can lead 
to fewer interruptions(Bailey & 
Kurland, 2002). And freedom of 
discretion in how or the conditions 
in which they complete the work, 
as there is no physical monitoring 
(Kossek & Thompson, 2016).
Individuals are responsible for the 
quality of their own output (Felstead, 
Jewson, Phizacklea, & Walters, 2006). 
This could increase their flexibility, 
job involvement and productivity. But 
this social and professional isolation 
leads to lesser informal learning, 
interpersonal networking, mentoring, 
etc. Work flexibility is an important 
factor in any employee. Thomson 
(2008)assert that flexible working 
practices can facilitate work life 
balance, and that they are beneficial for 
both genders with the shift in family 
patterns. Gopal, Alberto, Gosain, & 
Darcy (2011)highlight that the client 
communication barriers can moderate 
the impact of coordination with client 
on quality levels. The occurrences of 
threats and vulnerabilities result in 
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damage or an illegal access of critical 
and confidential data of the employees 
(Bamiah & Brohi, 2011).

Managers can play a key role in 
identifying the suitability of work-
from-home (Pathak, Bathini, & 
Kandathil,
2015). Aryee & Debrah (1993) noted 
that a supervisor who is inflexible very 
quickly drives employees away.
In most cases managers are the one 
responsible for coordinating and 
motivating the behavior of the team 
members (Clear & Dickson, 2005); 
(Brrios & Pitt, 2020).Managers have 
to make sure the employees work 
properly and also connect with the 
leadership for next projects and 
strategies.

Managers find it difficult to assess 
the employee productivity in terms 
of output and motivate them, when 
working from home (Kossek & 
Thompson, 2016). This increases their 
job pressure and affects their work as 
well personal life, while working from 
home. This increases the pressure 
on them to adopt new monitoring 
mechanisms (Taskin & Sewell, 2015). 
This extra pressure can affect their 
personal and family life. Managers are 
required to be committed, balanced 
and in control of work and home and 
find it tough to keep a space between 
personal and professional work (Ford 
& Collinson, 2011). Managers are 
sometimes forced to work overtime 
to delay from developer end, or from 
client commitments. Tomlinson & 
Durbin (2010) claim that the main 
reason for absence of work-life balance 

is unpredictable finish times and long 
working hours. This leads to boundary 
blurring between work and these work 
to home spillover or interferences 
have a huge impact on family life 
(Clawson & Gerstel, 2014). Kraut, 
Pedigo, Mckenna, & Dunnette, (1989) 
state that employees, like managers, 
who are in charge of making decisions 
and leading are at a particular risk for 
mental health issues.

There has been a huge increase in 
double-earner couples since the last 
decade. In 1980s and 1990s, working 
from home was provided as a cost 
effective solution for improving the 
employee performance among the 
double-earner couples by enhancing 
their work-life balance.(Zabel & 
Avery, 2001). But still women are 
found to be responsible for household 
works, childcare etc. One of the main 
barriers for working women is the 
long working hours (Doherty, 2004). 
The prevailing patterns of divisions 
of work make women responsible for 
household tasks and childcare (Dehant 
& Blossfeld, 2015). Women are said 
to be good mangers and are good at 
multitasking. While men are more 
likely to fulfill the work demands 
women are better at combining both 
work and family life, while working 
from home (Lott, 2018).

While the literature is abundant 
detailing the attitude towards and 
perceptions regarding WFH practices, 
there is an apparent dearth of studies 
specifically with respect to managers 
particularly in IT industry. Managers 
need to get the work done and also 
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contribute to their performance too. 
Hence it becomes a task-people 
management activity and in a WFH 
scenario this may be challenging. 
Hence our study contributes to the 
literature by way of explaining 
the perception difference between 
expected and actual experience of 
WFH. The methodology of our study 
follows.

3.   METHODOLOGY

The research design we adopted to 
meet our study objectives were survey 
based, quantitative analysis. The 
design is explained below.

3.1 DATA COLLECTION

Data collection was planned from 
managers of IT organizations.Two 
basic data collection approaches are 
possible:

• By data enumeration, where all 
members of the whole population 
are measured.

• By sampling, where only a 
proportion of members of the 
whole population are measured. 
We adopted a sampling method 
from among the available 
managers.

3.1.1     Data Collection Method

A non-probability method of sampling 
was carried out. This is because the 
managers were still gripping the 
realities of WFH challenges and that 
we anticipated they may not be able 
to spare time. Hence a probability 

sampling may not enable us 
substantial response. A convenience 
sampling method was used for our 
study. The research method used was 
survey method using a questionnaire. 
The items were measured on a 
five-point Likert scale.Due to the 
obviousrestrictions due to lock-
down we resorted to an online mode 
of data collection. We designed the 
questionnaire in interactive Google 
forms and were distributed to the 
connections available via social 
media.Our primary data collection 
resulted in a usable response of 137, 
and the response rate was only 27%.

3.1.2     Sources of Data:

We developed a questionnaire to suit 
our objectives. This was validated 
by experts for content validity and 
construct validity.

3.1.3     Data Collection Tool:

The survey questionnaire included 
four sections. Section 1 - Demographic 
Variables
Section 2 – Perception of people about 
new work culture
Section 3 – Perception of people about 
work from home before new normal
Section 4 – Perception of people about 
work from home after the new normal

3.1.4     Sampling Plan

The sampling unit was identified 
as managers at various IT 
organizations. Several managerial 
positions like Project Manager, 
Business Development Manager, 
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Delivery Manager, Director, 
Relationship manager, Risk- Security 
and Compliance Manager were 
considered. We considered a manager 
as one who has more than 10 years of 
experience and who actively manage 
a team.

3.1.5     Tools used for the analysis

Data analysis is the process of 
inspection, cleaning, transformation, 
and data modelling keeping in mind 
discovery of useful information to 
suggesting conclusions and support 
the process of decision making. In this 
study, software packages such as SPSS 
16 and Jamovi (version 1.2.22) was 
used for data analysis.

4. ANALYSIS AND 
INTERPRETATION

Keeping in mind, the data collection 
method used and the methodology 
employed, this section attempts to 
describe the design and analysis of the 
data collected through research. The 
hypotheses and their validation are 
also worked out. The collected data 
had been analyzed by using Factor 
Analysis (Principal Component 
Analysis), Independent Sample t-test, 
Paired Sample t-test.

4.1 Descriptive Statistics

The demographic distribution and the 
responses (%) are detailed in Table 1

1. Gender Male-59.9% Female-39.4% Others - 0.7%

2. Managers 
who are WFH Yes - 95.6% No - 2.9% Essential Services - 1.5%

Parameter SA
(%)

A
(%) N (%) D (%) SD

(%) Result

3. Quality of 
work 21.2 27.7 40.1 8.8 2.2

Most of the managers are agree
that their quality of work has 
improved while WFH

4. Comfort 
level 30.6 37.2 13.9 16.1 2.2

Most of the managers are agree
that they are comfortable while
WFH

5. Internet 
connectivity 37.2 38 17.5 6.6 0.7

Most of the managers are agree
that   they   are   having   good 
internet connection while WFH

6. Workspace 
at home 29.2 26.3 19.7 19 5.8

Most of the managers are agree
that they are having dedicated 
work space at home

Table 1: Descriptive Statistics regarding the distribution of responses
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Strongly agree - SA, Agree - A, 
Neutral - N, Disagree - D, Strongly 
disagree - SD

The most important benefits and 
struggles were also sought and the 
compiled ranking is as shown in Table 
2. 
Time spent with the family and 
Flexibility was cited as the major 
benefits. This is in line with a common 

understanding. The most important 
struggle was ‘unplugging after work’. 
This is important because, unlike 
working from office there is no clear 
time limit by when the work ends. The 
border between the work and personal 
life appears to diminish.

4.2 Data Analysis

The study is primarily aimed at 
understanding the perception 
difference managers have regarding 
various work related factors before 
and after working from home. 
A reliability test was carried out 
to ascertain the reliability of the 
questionnaire we developed. A split-
half test or test-retest reliability could 

not be conducted due to challenges 
owing to data collection process. 
Hence reliability was measured using 
Cronbach’s Alpha method.

4.2.1     Cronbach’s Alpha Test
Cronbach’s alpha is an estimate of the 

7. Work 
completion 34.3 31.4 19 12.4 2.9

Most of the managers are agree
that they are able to complete 
works on time while WFH

8. Team 
coordination 8.8 21.9 24.8 35 9.5

Most   of   the   managers   are
disagree     that     their     team 
coordination has affected WFH

9. Isolation 
and loneliness 13.1 26.3 16.8 30.7 13.1

Most   of   the   managers   are
disagree that they are feeling 
isolated  and  loneliness  while
WFH

Rank Benefits Struggle

1 Time with family Unplugging after work

2 Flexible schedule Distraction

3 Work from any location Taking vacation time

Table 2: The major benefits and struggles of WFH for managers (ranked order)
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internal consistency of the scores that 
can be obtained from the scale.
The variables for analysis is subjected 
to the Cronbach‘s Alpha test.

Cronbach’s Alpha value of 0.7 or 
higher is acceptable(Santos, 1999).  In 
this case, all the variables have a
Cronbach’s Alpha more than 0.7 and 
thus we can conclude that reliability 
of the data appears to be fair.

4.2.2     Dimension Reduction using 
Principal Component Analysis

As the number of variables was high 
and it was apparent that these variables 
are correlated, a dimension reduction 
was carried out in the first place. A 
Principal Component Analysis (PCA) 
was done to reduce the dimensions. A 
Bartlett’s test of sphericity confirmed 
that the data set is factorable.

Table 4: Bartlett’s test of Sphericity

Bartlett’s Test of Sphericity
χ² Df P
960 78 < .001

A Kaiser-Meyer-Olkin (KMO) test 
for sampling adequacy test was 
conducted to evaluate the adequacy 
of the samples for a PCA. The results 
as shown indicates that PCA can be 
performed on the data set.

The scree-plot indicates that there 
are at least 3 components that can be 
extracted

Table 3: Reliability Statistics using Cronbach‘s Alpha test

Reliability Statistics

Cronbach’s Alpha Cronbach’s Alpha Based on Standardized Items N of Items

0.754 0.738 26

Table 5: KMO Measure of Sampling 
Adequacy

KMO Measure of Sampling Adequacy
MSA

Overall 0.78
Personal life suffers 0.818
Personal life is difficult 0.805
Put personal life on hold 0.873
Struggle to balance 0.857
Work suffers 0.762
Hard to work 0.761
Personal life energizes my job 0.667
Better mood at work 0.675
Able to connect with clients 0.724
Able to connect with team 0.711
Government policies 0.859
Adherence to company’s 
security norms 0.679

Able to identify threats 0.745

Figure 1: Scree plot
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Table 6: Eigenvalues of the components
Initial Eigenvalues
Component Eigenvalue % of Variance Cumulative %
1 4.566 35.12 35.1
2 2.514 19.336 54.5
3 1.296 9.969 64.4
4 1.227 9.438 73.9
5 0.807 6.208 80.1
6 0.599 4.608 84.7
7 0.461 3.549 88.2
8 0.392 3.015 91.2
9 0.326 2.511 93.8
10 0.319 2.457 96.2
11 0.218 1.675 97.9
12 0.169 1.299 99.2
13 0.106 0.816 100

Table 7: The PCA based on Eigen values is as shown:

Component Loadings
Component
1 2 3 4 Uniqueness

Personal life suffers 0.856 0.231
Personal life is difficult 0.918 0.128
Put personal life on hold 0.867 0.225
Struggle to balance 0.884 0.215
Work suffers 0.695 0.4 0.194
Hard to work 0.679 0.43 0.263
Personal life energizes my job 0.862 0.251
Better mood at work 0.848 0.252
Able to connect with clients 0.562 0.463 0.439
Able to connect with team 0.726 0.319
Government policies 0.477 0.296
Adherence   to   company’s   security norms 0.870 0.231
Able to identify threats 0.792 0.355
Note. ‘varimax’ rotation was used

The Eigen value show the presence of four factors that cumulatively explain 
~74% of the variance
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Table 8: The component summary is as shown:

Summary

Component SS Loadings % of Variance Cumulative %

1 4.17 32.07 32.1

2 2.22 17.08 49.1

3 1.97 15.19 64.3

4 1.24 9.53 73.9

Table 9 : Variables-Component Mapping

Variables Components

Personal life suffers

Personal - Professional balance

Personal life is difficult

Put personal life on hold

Struggle to balance

Work suffers

Hard to work

Personal life energizes my job

Job InvolvementBetter mood at work

Able to connect with clients

Client and Team InteractionAble to connect with team

Adherence to company’s security norms

Security measuresAble to identify threats

Government policies

It is evident that the 13 variables can be reduced into four dimensions. Based on 
factor loadings the following four dimensions were generated:
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One variable “Working hours in par 
with government policies” did not 
load against any components and was
removed from the analysis.

The original hypothesis is now 
quadfurcated into these four 
dimensions to test the perceptions 
of managers in general as well as 
the gender differences. The modified 
hypothesis is stated below.

4.3 Hypothesis Tests

In light of the newly identified 
components, we proposed the 
following set of hypotheses.

Personal-Professional Balance

H1a: Managers perceive significant 
difference in balancing their personal 
and professional life before and after
WFH

H1b: There is a significant difference 
between male and female managers 
in balancing their personal and 
professional life after WFH

Job Involvement

H2a: Manager perceive significant 
difference in their level of job 
involvement before and after WFH

H2b: There is a significant difference 
between male and female managers 
in their level of job involvement after 
WFH

Client and Team Interaction

H3a: Manager perceive significant 
difference in their level of Client and 

Team Interaction before and after
WFH

H3b: There is a significant difference 
between male and female managers in 
their level of Client and Team
Interaction after WFH

Security and Vulnerability

H4a: Manager perceive significant 
difference in their level of security and 
vulnerability before and after WFH 
H4b: There is a significant difference 
between male and female managers in 
their level of security and
vulnerability after WFH

4.3.1     Analysis on before and after 
scenario
Component 1: Personal-Professional 
Balance

The before and after WFH scenarios 
in Factor 1 (personal – Professional 
balance) are positively correlated 
with a correlation ratio of 0.580. In the 
paired sample test, Significant level p 
= 0.026, which is less than α=
0.05,  this  evidence  suggests  that  
there  is  significant  difference  in  
their  level  of  Personal-Professional
Balancebefore and after WFH 
Component 2: Job Involvement
The before and after WFH scenarios 
in Factor 2 (Job Involvement) are 
positively correlated with a correlation 
ratio of 0.545. In the paired sample 
test, Significant level p = 0.055, which 
is greater than α = 0.05, this evidence 
suggests that there is no significant 
difference in their level of job 
involvement before and after WFH
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Component 3: Client and Team 
Interaction

The before and after WFH scenarios 
in Factor 3 (Client and Team 
Interaction) are positively correlated 
with a correlation ratio of 0.244. In the 
paired sample test, Significant level p 
= 0.273, which is greater than α = 0.05, 
this evidence suggests that there is no 
significant difference in their level of 
Client and Team Interaction before 
and after WFH

Component 4: Security measures 

The before and after WFH scenarios 
in Factor 4 (Security measures) are 
positively correlated with a correlation 
ratio of 0.641. In the paired sample 

test, Significant level p= 0.026, which 
is less than α = 0.05, this evidence 
suggests that there is significant 
difference in their level of security and 
vulnerability before and after WFH

4.3.2     Gender Analysis on factors:

The categories of gender were taken 
as male and female. In the independent 
samples test, Significant level p=
0.416 (Personal - Professional 
balance), 0.726 (Job Involvement), 
0.583 (Client and Team Interaction), 
0.191 (Security measures), which 
is greater than α = 0.05, The result 
shows that the category of gender is 
not significant for variables for all the 
components.

Table 10 : Result of Hypothesis tests and inference

Hypothesis Status Inference

Personal-Professional Balance

H1a:     Managers     perceive     
significant difference in balancing 
their personal and professional life 
before and after WFH

Rejecting
Null
Hypothesis

There is significant difference 
in their level of  Personal-
Professional Balance before and 
after WFH

H1b:   There   is   a   significant   
difference between male and female 
managers in balancing their personal 
and professional life after WFH

Accepting
Null
Hypothesis

Gender has no effect on 
perception about Work-life 
balance, after working from 
home.

Job Involvement

H2a: Manager      perceive  significant 
difference in their level of job 
involvement before and after WFH

Accepting
Null
Hypothesis

There is no significant difference 
in their level of job involvement 
before and after
WFH

H2b: There is a significant difference 
between male and female managers 
in their level of job involvement after 
WFH

Accepting
Null
Hypothesis

Gender has no effect on erception 
about Job Involvement   after 
working from home.
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The major observations from the 
study are that there is no apparent 
direct work related or gender related 
differences perceived by managers 
before and after implementing the 
WFH practices. Nevertheless, there 
is a significant perception difference 
with respect to their work life balance 
(personal-professional balance) and 
regarding the security measures.

5.   RESULT AND DISCUSSION

There are various factors that affect 
the employee perception on work 
from home practices. In this research, 
the factors which were considered 
are Personal-Professional Balance, 
Job Involvement, Client and Team 
Interaction and Security measures. 
These factors were analyzed and 
results were drawn based on the study.

The analysis shows that the data has 
a good internal consistency. We found 
that Managers who agree and disagree 
that there is an increase in isolation 
and loneliness while working from 
home. Also through the paired sample 
T test, it was seen that managers’ 
perception about Work-life balance 
and Security measures before and 
after working from home has changed. 
The managers struggle to find a 
balance between their personal and 
professional life due to unavailability 
of dedicated workspaces, network 
issues, distraction, burdening of 
work. Managers find it difficult to 
identify the threats and vulnerabilities 
like malware, spam, phishing, 
etc.  And it was observed that 
manager’s perception about level of 
Job Involvement and Client-Team 

Client and Team Interaction

H3a:      Manager      perceive      
significant difference in their level of 
Client and Team Interaction before 
and after WFH

Accepting
Null
Hypothesis

There is no significant difference 
in their level  of  Client  and  
Team  Interaction before and 
after WFH

H3b:   There   is   a   significant   
difference between male and female 
managers in their level of Client and 
Team Interaction after WFH

Accepting
Null
Hypothesis

Gender has no effect on 
perception about Client-Team 
Interaction after working from 
home.

Security and Vulnerability

H4a:      Manager      perceive      
significant difference  in  their  level  
of  security  and vulnerability before 
and after WFH

Rejecting
Null
Hypothesis

There is significant difference 
in their level of security and 
vulnerability before and after 
WFH

H4b: There is a significant difference 
between male and female managers in 
their level of security and vulnerability 
after WFH

Accepting
Null
Hypothesis

Gender has no effect on 
perception about Security 
measures  after  working from 
home.
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Interaction was un affected. From 
the independent sample T test, it was 
identified that gender has no effect on 
perception about Work-life balance, 
Security measures, Job Involvement 
and Client-Team Interaction after 
working from home.

The study highlights that the 
managers have the correct perception 
with respect to the individual and 
team productivity and the employee 
contribution towards the work 
performance. There is no significant 
difference observed with respect to the 
dimensions of and Job Involvement 
and Client-Team Interaction. Before 
the WFH, managers correctly 
perceived that the level of individual 
and team level involvement in their 
assigned jobs will remain the same, 
and the ownership and productivity 
will be the same as they were in 
office. In addition, as progressive 
as IT organizations are found to be, 
there appears to be no significant 
differences with respect to the gender 
perceptions. The same opportunity 
and risks are available for both the 
genders. The important distinction is 
with respect to the difference between 
anticipated and reality with respect to 
Personal- Professional balance and 
Security Measures.

Managers had anticipated better work-
life balance, as they are working from 
home. Apparently this is a shirt- lived 
illusion and as the work dragged 
along, managers found it difficult to 
draw the line between personal life 
and professional life. As often their 
meetings dragged on or when the kids 

wanted help with the homework, the 
managers found it very challenging 
to satisfy both ends. This was the 
often cited and significant perception 
difference. As the managers were 
using their own home networks, the 
protection offered by the office with 
respect to data confidentiality and 
cyber security was not guaranteed. 
This was a previously un-identified 
dimension that needs to be prominently 
taken care when planning for WFH 
program.

The study concludes that manager 
perceptions are generally true about 
work from home practices except 
for work life balance and security 
measures. The major benefits 
according to managers while working 
from home are Time with family, 
Flexible schedule, Work from any 
location, etc. The major struggles 
according to managers while Working 
from Home are Unplugging after 
work, Distraction, Taking vacation 
time, etc.

6.   CONCLUSION

The survey conclude that manager 
perceptions are generally correct 
about work from home practices. The 
purpose of this study was to identify 
and analyze the factors that influence 
the perception of managers about 
working from home. The study defines 
change in perception about work from 
home practices among managers in 
IT industry, before and after working 
from home and perception about work 
from home practices among male 
and female managers in IT industry 
after working from home. The total 
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of 137 responses were collected and 
the variables have been validated with 
Cronbach’s Alpha. The collected data 
has been analyzed using principle 
component analysis that resulted in 
four components. Mean scores of 
the responses were compared using t 
tests. There is an apparent change in 
perception among managers.

5.1 Implications

The research outcome of this article is 
an important source of information to 
the IT organizations involved in work 
from home policy. The managers are 
comfortable and able to lead their team 
while working in the comfort of home. 
Also there is no gender disparity in 
perception about working from home 
among the genders. This study can 
be considered to have theoretical 
contribution with respect to taking 
WFH from a conceptual level to a 
realistic level. This can also have 
practical implication if organization 
uses the inferences from our study 
to design better and effective WFH 
policies.

5.2 Limitations

Like every study, the present study 
has its own limitations. First, the 

sample comprised of only managers 
of the IT industry. Due to the non-
responsiveness, the sample size was 
relatively smaller for a quantitative 
study. Second, it is based on data 
collected at one point of time, right 
after work from home was mandated. 
Probably a study across other sectors of 
the industry may bring out a different 
view hence the generalization of the 
conclusion drawn for the other sectors 
of IT industry needs to be qualified 
and evaluated.

5.3 Scope for Further Research

A similar research study with reference 
to the effect of expertise, organization 
size and geographyon IT employees 
gives way to further research.The 
scope of the present research is 
restricted only to the IT industry and 
similarkind of study can be extended 
to other two industries, which will help 
in deriving a comparative analysis of 
the results. The researchcontains the 
perceptions about work from home 
right after work from home was 
implemented, this opinion could vary 
after a period of few months or years.

Acknowledgement: We wish to thank 
all the managers who responded to our 
survey
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