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Mangla, N. (2021). Working in a pandemic and post-pandemic period – Cultural intelligence is the key. International Journal of Cross Cultural Management, 21(1), 53–69. 
At the onset of the covid-19 pandemic, most businesses did not know what to do or how to get around the whole issue. Not long after WHO declared covid-19 a worldwide pandemic, whole economies were shutting down; however, where there is a will, there is a way, organizations came up with new ideas that have proved highly efficient in the job sector. Namita Mangla writes that the post-pandemic working environments are expected to be driven mainly by technology. Working environments are expected to evolve post-pandemic to usher in a new era of working from anywhere. He adds that a post-pandemic working environment will involve workers who will be fully working from home, other workers who will partially work from home and partially working from the office set up, and lastly, those who will be fully working from the office. Therefore, employees should be allowed to choose where they want to be working from post-pandemic.  
Dockery, A., & Bawa, S. (2014). Is working from home good work or bad work? Evidence from Australian   employees. Australian Journal of Labour Economics, 17(2), 163–190. 
In a journal written years before the pandemic, Dockery and Bawa concluded that working from home provided employees with flexibility while at the same time increasing their family–work-related stress. Employees were observed to spend more time with their families strengthening the bond between them; working from home also saved the employees a lot of time that would have been used commuting to and from work. However, everything is not green on the other side; employees were observed to spend more hours working mainly because of inevitable family disruptions. It would be wise for employers to let the workers decide where they would want to conduct their businesses with all factors considered. Family disruptions and long hours are easily correctable; if an employee sets up a friendly working from home environment, they can work from home.
Raišienė, A. G., Rapuano, V., Varkulevičiūtė, K., & Stachová, K. (2020). Working from Home—Who Is Happy? A Survey of Lithuania’s Employees during the COVID-19 Quarantine Period. Sustainability, 12(13), 5332. 
Violeta Rapuano notes that that the working environment in the 21st century has changed immensely. With drastic changes, especially in the covid-19 era, came innovative, easily adaptable coping techniques. Rapuano, along with other collegues, writes on the importance of telework in modern society. The possibility of working in environments that don't require a fixed location will be one of the attraction factors in the near future for employees looking to be employed. Recent research has shown that many organizations are adopting teleworking at a relatively faster rate than expected worldwide. Covid-19 forced employers to request their employees to change their working environments from the office set-up to the home set-up, with some organizations requiring some of their employees to work from home fully. Therefore, organizations must allow employees to choose where they want to work and provide them with the choice of working from their homes.
Bloom, N. (2014). Harvard Business Review. To Raise Productivity, Let More Employees Work from Home. Published.
Nicholas Bloom in Harvard Business Review suggests that to achieve more productivity, employers need to let their employees work from home. A study done on a travel agency showed that employees who worked from home completed 13.5% more calls than those in the office.  However, Bloom writes that some organizations' low productivity may be partly due to low morale in the home working set-up. Bloom also writes that evidence suggests that employers should give their employees at least two days to work from home in a week. Additionally, working from home has received a good reception from the older generation, married people, and parents. Young workers who are more active and whose social lives are more connected to the office tend not to want to work from home as much. Letting workers choose their preferred operating environments would go a long way in boosting productivity.
Rupietta, K., & Beckmann, M. (2017). Working from Home. Schmalenbach Business Review, 70(1), 25–55
The number of people working from home has increased with the advancement in the I.T sector; every new technology has presented organizations with multiple working options. Rupietta and Beckmann write that 20% of German firms in 2009 provided their workers with a possibility of working from home a couple of days in a month. The opportunity of working from home presented the employees' autonomy in scheduling their days and planning their working hours. By doing so, the firms registered a higher intrinsic motivation from their employees. Employees with a higher intrinsic motivation give more effort in the workplace, boosting productivity. By giving employees a chance to choose where and how they want to work, employers can retain highly skilled and hard-working employees. As such, firms need to embrace change and provide employees with an option of working from home.
Tolbert, P. S. (2020, November 25). The Impact of Working at Home on Career Outcomes of Professional Employees. Cornell.Edu. 
Previous studies have shown that working from home hurts an employee's career mostly because there are no supervisors to gauge the input of employees, rate their work, and employ them. However, these are studies that, at the time of research, were only limited to the supervisor's attitudes. A recent study conducted by Tolbert et al., has come up with contradicting results. Tolbert writes that it is, in fact, not true that working from home affects career progress. They further note that given the common difficulties in objectively gauging the performance of administrative and professional employees, employers and supervisors may see working from home as having lower commitment and effort. However, society is slowly deconstructing these biased opinions and normalizing giving credit where it is due. The study found out that effort and dedication are not determined by locality but the attitude of the employees.  
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