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The study aims to examine the effects on stress, productivity and work-life balance for parents and individuals without children who work from home.  This is explored by investigating the difference of the variables for parents working from home and in the office and by looking at differences   between parents working from home and individuals without children working from home with a focus on gender differences.  Employees participated by completed an online survey and the data obtained was analysed. The participants were from the one organisation where there was a variety of employees who worked in the office, from home, as well as parents and individuals without children.  The results indicated that there was no significant difference in stress, productivity or work-life balance for parents who worked from home or in the office. Similarly, no significant difference was recorded between parents who worked from home and individuals without children.  Finally, no significant difference was noted in stress or work-life balance between mothers or fathers. However, a significant difference was observed in productivity between mothers and fathers. 


Introduction

On the 11th March 2020, the World Health Organisation declared the Covid-19 virus a global pandemic (WHO, 2020) and thus ensued the beginning of a change of life for the world’s population. In Ireland, the following day, all schools, colleges, childcare facilities and cultural institutions were closed. On the 24th March 2020, businesses, venues and amenities were also closed and three days later, saw the first stay at home order issued by the Irish Government (Leahy et al, 2020). Many citizens found themselves unemployed due to the Government restrictions, while others adjusted to working from home where possible.
Individuals who were in a position to work from home found new difficulties within their private and professional lives. The modification to the work environment, the structure of the work day and the lack of human contact, can have an effect on employees. Additional obstacles were imposed on working parents who found themselves working from home while also caring for their child and in some instances also teaching their child. The aim of this study is to investigate stress, productivity and work-life balance of parents and individuals without children who work from home. The study will also review the differences, if any, between these variables for mothers and fathers and discuss if gender roles contribute to stress, productivity and/or work-life balance while working from home.
Stress

Stress is described as a sense of being overwhelmed or being unable to cope with mental or emotional pressure. Stress can influence people in every age, sex, race, and situation and can result in both physical and psychological health issues (American Psychiatric Association, 2000). Work stress is defined as the negative reactions’ employees feel in life which related to aspects of the environment of their work and the individual, (Koteeswari & Sharief, 2014). Some stress can be positive stress and can be beneficial for motivation, adaptation, and reaction to surrounding environment, (Sinclair et al, 2008), while

too much stress can create an overwhelming amount of anxiety and reduce performance of the individual (Ahmed & Ramzan, 2013).
McCloskey (2018) found employees felt conflict in their mindset, when working from home, as home is associated with rest rather than work, which led to conflicts within the family. Grant (2013), noted an adverse impact on well-being as a result of employees overworking and not taking adequate rest. Employees undertook more tasks while working from home, resulting in multitasking, which caused a decrease to motivation and performance, (Jacobs, 2017) and an increase in work-to-life and life-to-work conflicts caused greater work-related fatigue, compounding the perceived work-life balance, (Palumo, 2020). However, work engagement was found to curb the negative effects of working from home. Similarly, Felstead & Henseke (2017), found that working virtually allows management of work flexibility and work-life balance unlike, Bahney (2020), who discovered the negative impact on employees that felt obliged to adapt to the current challenges. Moreover, employees with families found their role ambiguous, as they are required to work, while also taking care of their family and children, for an unknown timeframe. In addition, it was noted that the overlapping of work and family life, the inability to forget about work, and the lack of support and stability from the family resulted in stress, (Ahmed & Ramzan, 2013).
Employees working from home were recorded to feel stressed (Robbins, 2013) but it was noted that it was due to environmental factors, environmental uncertainty, changing of organisational structures and technological advances, and organisational factors in the form of high-risk demands. Furthermore, Jones & Graham (2015), also observed stress among employees working from home, which was due to technological issues such as incompatibility of software, weak internet signals and lack of communication between employees. However, with the use of virtual communication media, employees can stay

connected, feel cared for and can keep and create strong associations while working remotely, (Hedge, 2020).
An Australian study assessed the effect working from home has on partner’s and found that it contributed to an enhanced relationship and better division of household responsibilities where there were children in the home (Dockery & Bawa, 2019). It continued to conclude that working from home is conducive to families achieving a better work-life balance. Employees were found to have an improved sense of wellbeing as a result of autonomy that allowed flexibility of schedules (Delanoeije et al, 2019). Working from home also reduces office distractions and commuting (Kelliher & Anderson, 2010), and has been shown to improve overall work-life balance (Haeger & Lingham, 2014).
The benefits of working from home are apparent, flexibility, autonomy, reduced need to travel, however the reduced physical contact and lack of face to face meetings can result in feelings of detachment, isolation and disconnection with their employer, colleagues and the work itself. Further complications include, working too much or too little, disordered work and/or personal life, due to the integration of professional and personal lives, which can affect the emotional wellbeing of the employee and their work rate. Working from home and the closure of leisure centres and gyms resulted in less physical activity which was found to increase the risk of depression (Sato et al, 2020). Moreover, feelings of perceived stress increased in comparison to pre-Covid restrictions and was found to be greater in individuals who had not previously had the flexibility to work from home (Hayes et al, 2020).
Research has found that parents working from home experience increased stress, (Ahmed & Ramzan, 2013), but additional research observed an enhancement to parents’ lives. Individuals without children were noted to have an improved sense of wellbeing in some studies, (Delanoeije et al, 2019), while in others an increased risk of depression was observed. As well as management of stress while working from home employees were tasked with continued productivity as previously delivered while working in the office.


Productivity

Productivity can be explained as the relationship between the quantity and quality of output, (goods produced, or services provided), and the input, (the time, effort and materials used). The Oxford English Dictionary defines productivity as, “the rate at which a worker, a company or a country produces goods, and the amount produced, compared with how much time, work and money is needed to produce them. Although productivity levels vary from person to person and task to task, there is a general understanding of what level of performance is expected from employers and what output is to be delivered by employees.
When employees are working from the office, management and employers are more able to monitor the productivity of employees, or at least the physical presence of the employee gives this impression. Therefore, when employees are working from home there is less interaction with management and employers, which can affect productivity.
Less productivity was noted while working from home in comparison to working in the office (Bloom et all, 2015) and individuals were tasked with adjusting to distractions, otherwise experienced in the office, which include noise levels, lack of privacy and comfort (Kim et all, 2013). Furthermore, parents experienced a greater shift in their work day which would affect their work rate, in comparison to childless employees, as they would schedule their work around teaching and caring for their children (Lapierre et al, 2016). Additionally, decreased productivity can be associated with the individual’s inability to adjust to the workspace and the ineffectiveness of differentiating between the workspace and non- work/home space (Kim et al, 2016). Furthermore, Heschong & Mahone (2003) found that increased light can increase performance and, temperature and noise can also assist in a more comfortable work environment which can also improve output. Employees with children,

specifically, young children are unlikely to be able to control these factors at all times, therefore affecting their productivity. Mustajab et al (2020), noted decreased motivation, increased distraction and difficulty communicating with managers, which also effects work efficiency. Gibbs et al (2021) noted that employees with children worked a third of an hour more per working day while working from home than employees without children. However, despite the additional time spent working, employees with children experienced a decline in productivity (Gibbs et al, 2021).
The research shows a decline in productivity for parents working from home, though a decline in productivity was noted in general for individuals who worked from home, with or without children in the home. It is noted that parents, particularly mothers, worked more hours when working from home which effected their work-life balance.
Work-life Balance

Work-life balance has been defined as the equilibrium between personal life and professional life or career, (Friedman et al, 2013) and can be expanded to include boundaries, whereby work pressures don’t negatively impact personal life and vice versa. However, over recent years, with the expanding development and use of technology, the boundaries of professional and personal life are not as clear as before. Therefore, work-life balance is better defined as the minimisation of work-related stress, and the establishing of a stable and sustainable way to work while maintaining health and general well-being, (Day et al, 2017). With the implementation of working from home as a result of the pandemic, employees are finding the boundaries between professional and personal life less clear, resulting in a negative work-life balance.
Eddleston & Mulki (2015) found that working from home encourages employees to overwork which encroaches on their family life. The lack of distinction between the professional and personal life causes the home to be associated with work, resulting in the

preoccupation of work. Consequently, an increase in family to work conflict and work to family conflict was observed and work to family conflict was due to the employee’s inability to disengage from work. Similarly, Bellmann & Hubler (2020) demonstrated that working from home negatively impacts the work-life balance and effects men and woman differently. Likewise, Chung et al (2020) also noted an imbalance with work life stability for working parents but demonstrated that a stronger support system can result in a higher than average work-family balance, moderate support elicited an average work-family balance and poor support was found to give rise to a low level of work-family balance. Unsurprisingly, it is logical to accept, and has also been demonstrated by Chung et al (2020), that working parents with support experience a high work-life balance. Although, during the Covid-19 restrictions parents’ support systems were diminished, if not removed altogether and as such, the working parents will need to adjust without the support while attempting to balance work and family. However, Currie & Eveline (2010), recognised that many parents found times where their lives were not too imbalanced, and they achieved this by imposing strict boundaries around their paid work such that a healthy synergy could be experienced and lived. The boundaries would include structuring of the work day and adherence to the segregation of work and home, as work life balance can be interrupted by multitasking jobs at home (Mustajab et al, 2020). Even so, working parents will not necessarily be able to define their day as clearly and multitasking will be required to at least attempt to work while also caring for their child, including the responsibility for the emotional welfare of their child who is also experiencing confusion and uncertainty during the pandemic (Anderson & Kelliher, 2020). The responsibility for child minding and the running, and maintaining, of the home is shown to be placed with the working mother, which was observed to negatively affects her work-life balance (Mustajab et al, 2020).

Parents were observed to have a low work-life balance when working from the home as they were found to be unable to define their day, and both parents and individuals without children were found to overwork when working from home. Furthermore, mothers experienced a lower work-life balance in comparison to fathers.
Gender Differences

Currie & Eveline (2010), discovered that women undertook more of the housework while also working as long or longer hours at work, than men. This led to women being more likely, than men, to confirm that they were not satisfied with their work-life balance. As the childcare and responsibilities of the home has fallen more heavily on women during the lockdowns, it may result in reinforcing gender roles (Chung, 2020). This is evident in the UK, where the Office for National Statistics figures show that women spend more time on childcare than men. Moreover, women spent more time on unpaid work and less time on paid work in comparison to men (ONS, 2020). However, it is unclear as to whether this was as a consequence or cause of more time being occupied by childcare. Van der Lippe & Lippenyi (2020) concluded that working from home leads to more work-family conflict for women.
Women are more likely to consider both work and the family life, whereas men were found to be more focused on their career (Van der Horst, 2014). Lott & Chung (2016), determined that with flexible working hours, the expectation on men was to increase performance which was rewarded by income premiums, which would increase work-family conflict, whereas women were expected to increase responsibility in the home and with the family, while working flexibly which would also increase work-family conflict (Hilbrecht et al, 2008).
However, Arntz et al (2019), theorised that more working from home opportunities or flexible working hours could help reduce the gender gaps in hours worked and wages and believes that the gain might be even greater after the lockdown, as it would accommodate not only the employee but more so the employer or company, by increasing efficiency.

Moreover, Alon et al (2020), proposed that if household tasks, including childcare, were distributed equally among men and women, the changes could support a new and better dynamic moving forward. Nonetheless, the dynamics and gender roles would need to change now, as parents work from home. As mentioned, though, research shows that the extended lockdowns and working from home orders, have strengthened the gender roles, which, negatively effects woman’s careers. At the same time, Van der Lippe (2006), noted, while studying ambitions, that women were more influenced by their family obligations, whereas men were influenced by work obligations. Observing this, it would be reasonable to surmise, that gender roles are being actualised as a result of differences in motivation and values rather than societal pressures and influences. The differences in motivation and values can be mis-interrupted as undue influence of gender norms and societal expectations. Regardless, the lockdowns during Covid-19 have highlighted the consistent differences in the gender roles, whereby, despite both parents working from home, the household chores and childcare has remained the responsibility of the woman (Hjálmsdóttir & Bjarnadóttir, 2020). It is thought that the disproportionate workload between the genders has been present prior to any lockdowns, and the implementation of lockdown simply highlighted these inconsistencies (Hjálmsdóttir & Bjarnadóttir, 2020). Therefore, it is reasonable to theorise that gender differences experienced while working from home are not a consequence of the lockdown but already existing differences and are more apparent and evident as a result of the lockdown.
Women were observed to experience work-family conflict, a decrease in productivity and a low work-life balance in contrast to Fathers.
Conclusion

Regardless of the cause of the gender differences, both men and woman, mothers and fathers are being faced with difficulty and challenges due to working from home as a result of

Covid-19. Ispen et al (2021), however, indicated a more positive experience working from home and determined the advantages to be a general positive work life balance, better work efficiency and greater work control, in contrast to Grant (2018) who, as mentioned, noted an adverse impact on employee’s wellbeing. Bloom et all (2015) observed decreased productivity  while working from home and employees were tasked with adjusting to a different environment which offered distinct distractions in comparison to the office. Contrary to this, Eddleston & Mulki (2015) found that employees overworked when working from home and individuals experienced a negative work-life balance. Women experienced more of a negative work-life balance than men who are both working from home and Currie & Eveline (2010), confirmed that women partook in more of the housework while working as long or longer hours at work, than men, thereby demonstrating gender roles in a work from home environment. Although, Van der Lippe (2006), noted that the differences in motivation between sexes may be the reason for the inconsistency.
This study aims to determine if there is a significant difference in stress, productivity and work-life balance for employees working from home with young children in their household and employees working from the office with young children in their household; if there is a significant difference in stress, productivity and work-life balance for employees working from home with young children in their household and employees working from home without young children in their households; and, if there is a significant difference between men and women’s stress levels, productivity and work-life balance while working from home with young children in their household.

Methods

Participants

There are 102 participants in the study (m = 40, f = 62) where 32.5% of males aged between 26 – 33 years, and 34 – 41 years (range 18 – 42 and above) and 35.5% of females were aged between 26 – 33 years (range 18 – 42 and above). The population was sampled from an unnamed organisation which will be referred to as the Organisation throughout this report. All participants are currently working in the Organisation and are working full time, part time or under contract, with a combination of participants working from home, working from the office and working elsewhere. 65 of the participants have no children and 37 participants have 1 – 4 and above children. The sample population was chosen as the employees of the Organisation worked consistently through the pandemic and are in a unique situation, in which data can be obtained and analysed. The population was also chosen due to convenience. The survey, along with details of the psychological scales used within the survey, was sent to the CEO of the Organisation for review. On approval by the CEO, the survey was further reviewed by the Organisation’s Colleague Relations (CR) department and the email to accompany the survey, to be sent to employees, was drafted. Once the accompanying email was approved by higher Management, the survey and the email was emailed to all employees via their work email. There was no incentive for participants to take part and no payment was received for participation.
Design

The independent variables for the study are working from home and children in the household, and the dependent variables are Stress, productivity and work-life balance. A control group consisted of individuals, who had no children, working from home, and individuals, who had no children, working in the office, as well as individuals, who had children, working in the office. The experimental and control groups were selected based on 


the individual’s responses to the survey. The study is a quasi-experimental, within- participants, cross-sectional design for Hypothesis 1 and 2. Hypothesis 1 states, there is a significant difference in stress, productivity and work-life balance for employees working from home with young children in their household and employees working from the office with young children in their household. The null hypothesis is, there is no significant difference in stress, productivity and work-life balance for employees working from home with young children in their household and employees working from the office with young children in their household. Hypothesis 2 states, there is a significant difference in stress, productivity and work-life balance for employees working from home with young children in their household and employees working from home without young children in their households. The null Hypothesis 2 states, there is no significant difference in stress, productivity and work-life balance for employees working from home with young children in their household and employees working from home without young children in their households.
Hypothesis 3 is a quasi-experimental, between-participant, cross-sectional design. Hypothesis 3 states, there is a significant difference between men and women’s stress levels, productivity and work-life balance while working from home with young children in their household. The null hypothesis states, there is no significant difference between men and women’s stress levels, productivity and work-life balance while working from home with young children in their household. A quasi-experimental, between participants, design was chosen for hypothesis 1 and 2, as participants either have children or they do not, or work from home, or they work in the office or elsewhere. A quasi-experimental, within participants, design was chosen for hypothesis 3 as participants identify as either male or female. It is noted that, although the gender question had three responses, male, female and Other, all participants identified as either male or female.

Materials
All participants received an email from the Organisation’s CR departments to their work email address, inviting them to participate in the survey (see Appendix A). The survey was created using Mircosoft Forms and the participants gained access to the survey by clicking the link in the email. After clicking the link, prior to commencing the survey, participants were brought to the Information Sheet (see Appendix B) which outlined the details of the survey, rights of the participant, information advising that participation is anonymous, raw data is not shared with third parties and is saved and stored in adherence to GDPR and that by proceeding to the survey, they are consenting to participate. The survey consisted of sixty questions whereby the first ten questions are demographic, the next ten questions are about levels of stress, the following twenty-five questions relate to productivity and the last fifteen questions relate to work-life balance.
The Perceived Stress Scale (see Appendix C) was utilised for the stress related questions. An example of these questions are, “In the last month, how often have you been upset because of something that happened unexpectedly?”, and, “In the last month, how often have you found that you could not cope with all the things that you had to do?”. The minimum score for this scale is 0 and the maximum score is 40, whereby a minimum score indicates low levels of stress and a high score indicates high levels of stress. The Endicott Work Productivity Scale (see Appendix D) was used for the productivity questions. A sample of these are, “During the past week, how frequently did you arrive at work late or leave work early?”, and “During the past week, how frequently did you waste time looking for misplaced supplies, materials, papers, phone numbers, etc.?”. The minimum score for this scale is 25 and the maximum score is 125, whereby a low score demonstrates a high productivity and high scores demonstrates low productivity. Hayman’s Work-Life Balance Scale (see Appendix E) was used for the work-life balance questions in the survey, which consisted of question such as, “Please rate the 


following statements from 1 - Strongly Disagree to 5 – Strongly agree. My personal life suffers because of work”, and “I am unhappy with the amount of time for non-work activities”. The minimum score for this scale is 15 and the maximum score is 75, where low scores point to a positive work-life balance and high scores point to a negative work-life balance.
The Perceived Stress Scale, the Endicott Productivity Scale and the Work-Life Balance scale all consist of 5-point Likert scale questions. The Cronbach’s Alpha score for each scale is .905, .953 and .914 respectively. Once the participant has submitted their responses, they are redirected to the debrief page (see Appendix F), which thanks them for their contribution and offers contact details of resources if required. The full questionnaire can be accessed in the Appendices of this report (see Appendix G).
Procedure

Participants received an email from the Organisation’s CR department (see Appendix A) informing them of the aim of the study and inviting them to take part in the survey. On clicking the link, participants were redirected to the information sheet (see Appendix B), further outlining the aim of the study, the rights of participants, the storage and protection of data and contact details of the researcher. The information sheet advises that in proceeding to the questions, consent is given for participation and use of data collected. Questions 1 to 10 are demographic questions, which include age, sex, marital status, employment type etc. Questions 11 – 20 relate to perceived stress, questions 21 – 45 are about productivity and questions 45 – 60 focus on work-life balance. There was no time limit allocated to the survey and participants could take as long as they required to complete it. Mircosoft Forms indicates that it took an average of 10 minutes and 42 seconds to complete the questionnaire. On completion and submission of the survey, participants are brought to a debrief page (see Appendix F), thanking       them for taking part, outlining contact details for the researcher and further contact details for support resources, if the participant requires them.

Ethics
The study employed the PSI Codes of Ethics, along with the DBS Ethical Guidelines. The study was reviewed and approved by the DBS Ethical Committee. Approval for access to the population was sought and given by the Organisation’s CEO. The questionnaire was also reviewed and approved by the Organisation and the survey was sent to participants from the Organisation’s CR department to negate any potential conflict of interest as the researcher works in the Organisation. The information sheet (see Appendix B) outlines the aim of the study, the variables that are being accessed, the right of the population, including their right to withdraw, and the anonymity of participant responses, along with details of the storage and use of the data collected. The participants were advised in clicking through to the survey, they were consenting to the use of their responses for the study.
On completion of the questionnaire, participants were brought to a debrief sheet (see Appendix F), which thanks them for taking part and outlines contact details for the author and support services.

Results

Table 1. shows the frequency of employees who work from home, table 2. illustrates the frequency of parents and individuals without children who partook in the study.
Table 1.

Working in the Office Versus Working from Home
[image: ]

Table 2

Employees with Children and Without Children
[image: ]

Independent sample t-tests were run for each hypotheses and results outlined below.

On each test, the Levene’s test probability value was checked and was found to be not significant and equal variances were assumed.
Hypothesis 1

Hypothesis 1 states, “There is a significant difference in stress, productivity and work-life balance for employees working from home with young children in their household and employees working from the office with young children in their household”. 
Stress
An independent samples t-test found that there was no statistically significant difference between stress levels of parents who work in the office (M = 17.00, SD = 9.10) and parents who work from home (M = 17.96, SD = 7.12) (t(35) = -.32, p = .75, CI (95%) - 7.09 -> 5.16.






Productivity

An independent samples t-test found that there was no statistically significant difference between productivity levels of parents who work in the office (M = 44.0, SD = 15.11) and parents who work from home (M = 47.89, SD = 16.19) (t(35) = -.61, p = .55, CI (95%) -16.85 -> 9.06.
Work-life Balance

An independent samples t-test found that there was no statistically significant difference between work-life balance of parents who work in the office (M = 47.37, SD = 12.44) and parents who work from home (M = 47.68, SD = 9.45) (t(35) = -.07, p = .94, CI (95%) -8.52 -> 7.89.
Therefore, the null hypotheses cannot be rejected. Table 3. outlines the results as follows.


Table 3


Independent Samples Test for parents working from home and parents working in the office
[image: ]





Hypothesis 2

Hypotheses 2 states, “There is a significant difference in stress, productivity and work-life balance for employees working from home with young children in their household and employees working from home without young children in their households”. 
Stress

An independent samples t-test found that there was no statistically significant difference between stress levels of individual with no children who worked from home (M = 17.15, SD = 6.85) and individuals with children who worked from home (M = 17.96, SD = 7.12) (t(79) = -.504, p = .62, CI (95%) -4.02 -> 2.39.
Productivity

An independent samples t-test found that there was no statistically significant difference between productivity levels of individuals with no children who worked from home who work in the office (M = 48.19, SD = 16.90) and individuals with children who worked from home (M = 47.89, SD = 16.19) (t(79) = .08, p = .94, CI (95%) -7.38 -> 7.98.
Work-life Balance

An independent samples t-test found that there was no statistically significant difference between work-life balance of individuals with no children who worked from home (M = 51.92, SD = 11.78) and individuals with children who worked from home (M = 47.68, SD = 9.45) (t(79) = 1.66, p = .10, CI (95%) -.84 -> 9.31.
Therefore, the null hypotheses cannot be rejected. Table 4. outlines the results as follows.



Table 4.
Independent Samples Test for parents working from home and individuals without children working from home
[image: ]

Hypothesis 3

Hypothesis 3 states, “There is a significant difference between men and women’s stress levels, productivity and work-life balance while working from home with young children in their household”. The results are summarised in Table 5. below.
Stress

An independent samples t-test found that there was no statistically significant difference between stress levels of men working from home with children (M = 20.22, SD = 6.77) and women working from home with children (M = 16.95, SD = 7.21) (t(27) = 1.15, p
= .26, CI (95%) -2.56 -> 9.10.








Productivity

An independent samples t-test found that there was a statistically significant difference between productivity levels of men working from home with children (M = 58.55, SD = 17.17) and women working from home with children (M = 43.10, SD = 13.57) (t(27) =
.2.61, p = .01, CI (95%) 3.32 -> 27.58.

Work-life Balance

An independent samples t-test found that there was no statistically significant difference between work-life balance of men working from home with children (M = 44.33, SD = 5.91) and women working from home with children (M = 49.20, SD = 10.45) (t(27) = - 1.29, p = .21, CI (95%) -12.56 -> 2.82.
Based on these results the null hypothesis can be partially rejected, as there was a statistically significant difference between the productivity of men and woman who work at home with children.
Table 5

Independent Samples Test for mothers and fathers working from home
[image: ]



Discussion

The research study aimed to investigate the effect on stress, productivity and work- life balance on individuals who worked from home with young children. The study focused on three main hypotheses. Hypotheses 1 states that there is a significant difference in stress, productivity and work-life balance for employees working from home with young children in their household and employees working from the office with young children in their household. The results found that there was no significant difference between working from home or in the office on stress, productivity or work-life balance for individuals with children. Hypothesis 2 states, there is a significant difference in stress, productivity and work-life balance for employees working from home with young children in their household and employees working from home without young children in their households. The results showed this to not be the case, as there was no significant difference between working from home with children or working from home without children on stress, productivity or work-life balance. Hypothesis 3 states, there is a significant difference between men and women’s stress levels, productivity and work-life balance while working from home with young children in their household. The results showed there to be no significant difference between working from home with children for men and woman on stress or work-life balance. However, there was a significant difference in productivity between men and women who work from home with children.
Hypothesis 1 Stress
Contrary to previous research which indicated increased stress for individuals working from home with children, (Ahmed & Ramzan, 2013), the study found no significant difference in stress for individuals working from home with children and individuals working in the office. Jones & Graham (2015) noted higher levels of stress for individuals working
21


from home due to technological issues, however, Hedge (2020) found employees felt cared for when working remotely by utilising virtual communications media. Considering the contradictory findings, it is not likely the impact of the pandemic effected parents, whether they worked from the office or from home, and a level of stress was felt regardless of where the parents worked. As such, this could have affected the results, showing there was no significant difference in stress levels.
Productivity

Productivity for parents working from home was previously shown to reduce (Lapierre et al, 2016) and other research found parents worked a third of an hour more per working day, (Gibbs et al, 2021). It is likely that employees with children were working more, to make up for the lack of productivity during the working day. Noting this, it links into the result that there was no significant difference between productivity of individuals with children working from home and individuals with children working from the office, as it appears, the parents working from home are working longer hours to complete their work or task, therefore, a difference in productivity would not be observed.
Work-life Balance

Research regarding work-life balance of parents working from home suggested a low work-life balance (Currie & Eveline, 2010), as they are unable to define their day as a result of being responsible for their child, (Anderson & Kelliher, 2020). However, it has been demonstrated that working parents with support experience a high work-life balance. Given the result of the study, which indicates there was no difference in work-life balance for parents working from home and parents working from the office, it is feasible that the parents working from home have a support structure in place allowing them to maintain a balance.




Hypothesis 2 Stress
Previous investigations noted that parents who worked at home found their role ambiguous (Bahney, 2020) while additional studies observed an enhancement to parents lives due to the improved division of household responsibilities. Employees without children were observed to have an improved sense of wellbeing, (Delanoeije et al, 2019), although another study observed an increased risk of depression in employees without children who worked from home. The conflicting research demonstrates the ambiguity of how stress may affect individuals whether they have children or not. Although, it would be reasonable to expect a difference in stress levels of individuals working from home and parents working from home, as previously mentioned, if adequate support is in place for parents working remotely, this can be why no significant difference was recognised.
Productivity

Less productivity was noted in employees who worked from home, (Bloom et al, 2015), as well as a reduction in work rate from parents working at home in comparison to individual’s without children, (Lapierre et al, 2016). The result of the current study found no difference in productivity for parents working from home and individuals without children, opposing previous research. However, as discussed above, it is possible the parents work longer workdays to complete tasks, which would bring about no significant difference in productivity between parents and individuals without children who work from home.
Work-life Balance

Working from home encourages employees to overwork (Eddleston & Mulki, 2015), and particularly results in an imbalance for parents in comparison to individuals without children, (Chung et al, 2020; Currie & Eveline, 2010). As such, it was expected that a difference in work-life balance would be observed between parents and individuals without 


children who worked from home. However, the study found no significant difference. As mentioned, this result could be due to parents of the sample study receiving adequate support and therefore, maintaining a high work-life balance.
Hypothesis 3 Stress
Previous research indicates that women experience more work-family conflict than men (Van der Lippe & Lippenyi, 2020) and the responsibility of the children and household chores was left with the mother, (Hilbrecht et al, 2008). The outcome of the current study, whereby, no significant difference in stress was noted between men and woman contradicts this research. However, as women’s motivations are more likely to consider both work and family life, as opposed to men, who were found to be more focused on their career, (Van der Lippe, 2006), it is possible they don’t report experiencing greater stress as their motivations would not necessarily view it as stress. Furthermore, if women are taking on more of the responsibility within the home, and continue to do so while working from home, it would not materialise as greater stress, as it is what they have previously undertaken.
Productivity

The body of research indicates that women working from home with children experienced a decrease in productivity as a result of increase responsibility in the home, (Hilbreacht et al, 2008; Hjálmsdóttir & Bjarnadóttir, 2020). The current study found this to also be the case, showing a significant difference in productivity between Mothers and Fathers who work at home.
Work-life Balance

Past research showed woman experienced a lower work-life balance than men (Currie & Eveline, 2010), and found the strengthening of gender roles with individuals who work from home, (Hjálmsdóttir & Bjarnadóttir, 2020). Noting this, it was expected that a difference would be recorded between Mothers and Fathers who worked from home,

however, this was not observed in the current study. As previously noted above, it is viable that no significant result was obtained as Mothers have a support system and receive assistance which allowed them to maintain a high work-life balance.
Limitations

The sample size of the study was too small for the investigation that was being undertaken. With the division of individuals working from home and working in the office, individuals with no children and parents, and men and woman, the sample size diminished as the study and analysis progressed. It is possible that different results would have been obtained with a larger sample population. Similarly, the imbalance of female participants to male participants may have also affected the results of the study. Moreover, the study addressed if there were differences and not what those differences were, if any. The sample population was also taken from the one organisation, which again may have impacted the results. Continuing on from this, as the CR department issued the survey to the employees work email address, it is also noted that this may have influenced their responses, despite the survey being anonymous.
Strengths

The population working for the same organisation can be a strength of the study as it controls for the employer and organisational behaviour which could impact the responses. The ease at which the population were able to participate in the survey, by simply clinking a link in the email received, is also strength. Furthermore, the concise survey encouraged full completion and submission of the survey by the participants, the average time taken to answer the survey was less than eleven minutes. Additionally, the measures used within the study have good validity and reliability and asked participants to consider at most the last month, which individuals would not struggle to recall.






Further Research

Further research should look at other aspects that can effect stress, productivity and work-life balance while working from home with young children, such as whether there is support or assistance with the children, Additionally, it would be beneficially to investigate the outcome of individuals who work flexible hours and how this effects stress, productivity and work-life balance, and the differences between men and women, as this was not within the scope of this study and may give further understanding regarding the gender differences and whether gender roles are being enforced with remote learning.
Implications and application

Exploration of the home environment and the personality types, of individuals who work from home, could grow the body of research to consider the type of person and the best environment that facilitates low stress, appropriate productivity and a high work-life balance for the employee and employer. This is important for employee retention which could be addressed by improving procedures within an organisation, implementing support structures for employees, and assisting employees into positions that they are more compatible with.
Therefore, the organisation, employers and employees can benefit. Further research could study hybrid working and whether this effects the stress, productivity and work-life balance differences between mothers and fathers. 
Conclusion

The study found no significant difference between working from home or in the office      on stress, productivity or work-life balance for individuals with children; no significant difference between working from home on stress, productivity or work-life balance for parents and individuals with children; and no significant difference between working from home with children for men and woman on stress or work-life balance. However, a significant difference was noted in productivity between men and women who work from home with children. Although the results are mostly contrary to the current body of 
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research, it is possible, the sample size and ratio of women to men, could have affected the results.  The significant difference in productivity between mothers and fathers confirms that mothers are less productivity when working from home, in comparison to fathers and based on previous research, is due to mothers undertaking more of the household responsibilities. Research also highlights a difference in work-life balance between mothers with support and mothers without support. Further studies could examine the levels of support required and the type of support that would assist a working mothers to bring about a high work-life balance, and with that allowing high productivity and low stress levels.  As mentioned previously, the pandemic has been shown to enforce gender roles, and as such, examination of the situation post pandemic would be a meaningful direction of study, to ascertain the if   enforcement of gender roles was due to the pandemic or simply highlighted a systemic issue. 
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Appendix
Appendices A
Information Sheet
My name is Lane Egan and I am conducting research in the Department of Psychology that explores working from home with and without young children and the effect on stress, productivity and work-life balance. This research is being conducted as part of my studies and will be submitted for examination.

You are invited to participate in the study that will form the basis for a postgraduate thesis. Please read the following information before deciding whether to participate.

What does participation involve? You are invited to take part in this study and participation involves completing and submitted the attached anonymous survey. While the survey asks some questions that might cause some minor negative feelings, it has been used widely in research. If any of the questions do raise difficult feelings for you, contact information for support services are included on the final page. Participation is completely voluntary and so you are not obliged to take part.

Right to withdraw Participation is anonymous and confidential. Responses cannot be attributed to any one participant. For this reason, it will not be possible to withdraw from participation after the survey has been collected.

Are there any benefits from my participation? While there will be no direct benefit from participation, studies like this can make an important contribution to our understanding this topic further. As such, the findings from this study may be presented at national and international conferences and will be submitted for publication in peer-reviewed journals. Interim and final reports will be prepared. However no individual participant will be identified in any publication or presentation. Individuals will not be offered any monetary or other rewards for their participation.

Are there any risks involved in participation? There are no known risks associated with participation. Any inconvenience involved in taking part will be limited. Any questions prior to participation can be asked following the review of this sheet. After participation, a debriefing stage will be offered where any further questions will be answered, or any questions can be emailed to my email address below.

Confidentiality All responses collected as part of the study, are anonymous and will be used solely for research purposes. The survey responses will be securely stored and data from the survey will be exported to Microsoft software SPSS and stored on a password protected computer. The information will be stored safely and will not be publicly displayed or published. Data collected is stored in the EU, for five years, and will be used for research purposes to generate research content such as publications and presentations. Please note this research has been ethically approved by the DBS College Human Research Ethics Committee.

Contact Details
Should you require any further information about the research, please contact Lane Egan, XXXXXX@mydbs.ie.

Thank you for taking part in the survey.



Appendices B

Thesis Research - Participation Request!

Tue 18-Jan-22 10:56 AM
To:






To: All colleagues

Re: Thesis Research - Participation Request.
Good afternoon,

Our colleague, Lane Egan; Property Loss Adjusting Division, is completing her final year of the Higher Diploma in Psychology in DBS and requires participants to complete the attached survey for her research and thesis.

https://forms.office.com/r/gxasYFf9Mv
Lane is undertaking a study on working from home and the effect on stress, productivity, and work life balance for individuals with and without children.

The survey will take only 7 minutes to complete and colleague participation would be greatly appreciated, deadline for completion is Friday 21st January.

All responses are anonymous and unidentifiable, and all raw data is stored in adherence to GDPR.

Please note the survey is for Sedgwick colleagues only and we respectfully request that it is not forwarded outside of the organisation. 

Thank you!

Colleague Communications 
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Appendices F

Thank you very much for taking the time to participate in this research study. Due to the anonymous nature of the study, it will be impossible to withdraw once responses are submitted.

If you would like to receive a copy of the final report of this study when it is completed, please feel free to contact me, Lane Egan, at XXXXXX@mydbs.ie.

If you feel taking part in this survey has raised any discomfort for you, please consider contacting some of the support services listed below, or speak to a friend, family member or professional.

Samaritans
Website: www.samaritans.org/ireland Email: jo@samaritans.org Freephone: 116 123.

Aware
Website: www.aware.ie Email: supportmail@aware.ie Freephone: 1800 80 48 48
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Thank you again for participating in this research.
Appendices G
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Perceived Stress Scale



A more precise measure of personal stress can be determined by using a variety of instruments that 



have been designed to help measure individual  stress levels. The first of these is called the Perceived  



Stress Scale.



The Perceived Stress Scale (PSS) is a classic stress assessment instrument. The tool, while originally 



developed in 1983, remains a popular choice for helping us understand how different situations affect 



our feelings and our perceived stress. The questions in this scale ask about your feelings and thoughts 



during the last month. In each case, you will be asked to indicate how often you felt or thought a certain 



way. Although some of the questions are similar, there are differences between them and you should 



treat each one as a separate question. The best approach is to answer fairly quickly. That is, don’t try to 



count up the number of times you felt a particular way; rather indicate the alternative that seems like 



a reasonable estimate.



                  For each question choose from the following alternatives:
   0 - never    1 - almost never    2 - sometimes      3 - fairly often     4 - very often



________  l. In the last month, how often have you been upset because of something that    



  happened unexpectedly?



________ 2. In the last month, how often have you felt that you were unable to control the



  important things in your life?



________ 3. In the last month, how often have you felt nervous and stressed?



________ 4. In the last month, how often have you felt confident about your ability to handle   
  your personal problems?



________ 5.  In the last month, how often have you felt that things were going your way?



________ 6.  In the last month, how often have you found that you could not cope with



  all the things that you had to do?



________ 7. In the last month, how often have you been able to control irritations in



  your life?



________ 8. In the last month, how often have you felt that you were on top of things?



________ 9. In the last month, how often have you been angered because of things that



  happened that were outside of your control?



________ 10. In the last month, how often have you felt difficulties were piling up so high that
  you could not overcome them?
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During the past week, how frequently did you... 
Never (1) Rarely 



(2) 
Sometimes 



(3) 
Often (4) Almost 



Always 
(5) 



Arrive at work late or 
leave work early? (1) � � � � �



Take longer lunch hours 
or coffee breaks? (2) � � � � �



Just do no work at times 
when you would be 



expected to be working? 
(3) 



� � � � �



Find yourself 
daydreaming, worrying, 



or staring into space 
when when you should 



be working? (4) 



� � � � �



Have to do a job over 
because you made a 



mistake or your 
supervisor told you to do 



a job over? (5) 



� � � � �



Waste time looking for 
misplaced supplies, 



materials, papers, phone 
numbers, etc? (6) 



� � � � �



Find you have forgotten 
to call someone? (7) � � � � �



Find you have forgotten 
to respond to a request? 



(8) 
� � � � �



Become annoyed with or 
irritated by co-workers, 



boss/supervisor, 
clients/customers/vendors 



or others? (9) 



� � � � �



Become impatient with 
others at work? (10) � � � � �



Avoid attending 
meetings? (11) � � � � �



Avoid interaction with � � � � �
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co-workers, clients, 
vendors, or supervisors? 



(12) 
Have a co-worker redo 



something you had 
completed? (13) 



� � � � �



find it difficult to 
concentrate on the task at 



hand? (14) 
� � � � �



Fall asleep unexpectedly 
or become very sleepy 



while at work? (15) 
� � � � �



Become restless while at 
work? (16) � � � � �



Notice that your 
productivity for the time 



spent is lower than 
expected? (17) 



� � � � �



Notice that your 
efficiency for the time 



spent is lower than 
expected? (18) 



� � � � �



Lose interest or become 
bored with your work? 



(19) 
� � � � �



Work more slowly or 
take longer to complete 



tasks than expected? (20) 
� � � � �



Have your 
boss/coworkers remind 
you to do things? (21) 



� � � � �



Not want to return phone 
calls or put off returning 



phone calls? (22) 
� � � � �



Have trouble organizing 
work or setting priorities? 



(23) 
� � � � �



Fail to finish assigned 
tasks? (24) � � � � �



Feel too exhausted to do 
your work? (25) � � � � �
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* Required

Questions 1 - 10 are demographic questions

1. What gender do you identify with? *
O Man
O woman
(O other

2. What age range do you fit into? *
O 18 - 25 years old
O 26 - 33 years old
O 34 - 41 years old

O 42 and above

3. Which of the following options, best describes your situation?
O Single
O Divorced
O Separated

O Married
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Workintheoffie 21 06 06 06
Work fromhome 81 794 794 100
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