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Abstract 
The relevance of today’s work arrangement that is now being questioned due to the current 
pandemic situation had driven the researcher to examine the relationship between the impacts 
of telecommuting work arrangement and employee performance during the Movement Control 
Order (MCO) due to COVID-19 pandemic. The telecommuting work arrangement has played a 
significant role in Malaysia nowadays and it has become one of the mechanisms to ensure 
business continuity. The study has adopted cross-sectional survey research design to examine the 
relationship between variables. The data was collected via online survey from 152 respondents 
that Work From Home (WFH) during Movement Control Order (MCO) in Northern Malaysia. The 
findings had revealed that all of telecommuting impacts particularly job autonomy; work-family 
balance and level of occupational stress have a significant relationship with employees’ 
performance. Thus, it was indicates that majority of the respondents prefer telecommuting and 
are aware with the flexibility, and other benefits offered by it. The findings of the study should 
assist the employers to enhance the level of acceptance of this unfamiliar working concept among 
Malaysian which eventually will lead to the achievement of excellent performance in 
organization. It also serves as useful information to the organization and the policymakers who 
considered implementing this new working concept. 
Keywords: Telecommuting Work Arrangement, Work From Home (WFH), Movement Control 
Order (MCO), Employee Performance, Job Autonomy, Work-Family Balance, Work Productivity, 
Occupational Stress, Covid-19 Pandemic. 
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Introduction 
 A cluster of pneumonia cases of unknown cause was reported on 31 December 2019 in 
Wuhan, Hubei Province, China (Singhal, 2020). On 9 January 2020, China CDC reported a novel 
corona virus as the cause of this outbreak, corona virus disease 2019 (COVID-19). Formerly known 
as '2019 novel corona virus' or '2019-nCoV', the COVID-19 is a new virus related to the same 
family of viruses as Severe Acute Respiratory Syndrome (SARS) and certain types of common cold 
(Shereen et al., 2020). People that have been infected with the COVID-19 virus will likely to 
develop mild to moderate respiratory illness and recover without requiring special treatment 
while those with underlying medical problems such as cardiovascular disease, diabetes, chronic 
respiratory disease, and cancer are more likely to develop serious illness (Zhang et al., 2020).The 
World Health Organization (WHO) declared that COVID-19 was a pandemic when it became clear 
that the disease was serious and that it was spreading rapidly across a wide area. 
 The first case detected in Malaysia was on 25th January 2020, when 3 local who had 
previously had close contact with an infected person in Singapore returned to the country 
(Elengoe, 2020). To date (13th June 2021) a total of 657,508 cases of COVID-19; 3908 cases of 
deaths and 73,324 active cases have been reported in Malaysia (MOH, 2021). Due to the spike of 
the cases in Malaysia, Malaysian government has implemented restricted Movement Control 
Order (MCO). This was part of Malaysia government’s initiative to curb the spreading of the virus. 
With the restriction movement order in place which lead to the closure of many public and private 
sectors, majority of Malaysian are required to work from home if possible (Mumin, 2020). 
 One of government initiative to curb the spread of Covid-19 is an adjustment to 
traditional working culture to telecommuting (Chang et al., 2020). Even though telecommuting 
work arrangement has been implemented by many countries it is still consider as a new concept 
to Malaysian culture (Fazrida et al., 2018). However, The Movement Control Order (MCO) leaves 
many organizations with no option but to implement this type of working concept to ensure 
business continuity (Mumin, 2020). The concern is regarding the readiness and willingness of 
employers to implement this strategy in their organization. This is because in Malaysia, many 
employers are still questioning whether telecommuting will lead to better employee and 
organizations’ performance (Fazrida et al., 2018). Although telecommuting offers several 
benefits, the implementation of it during this situation may present additional challenges 
(Mumin, 2020). Therefore, this study intends to examine whether telecommuting work 
arrangement (job autonomy, work-family balance, work productivity and level of occupational 
stress) provide the positive or adverse impacts to the performance of employees which will 
provide preliminary information of the telecommuting implementation in Malaysian culture.   

 
Problem Statement 
 Telecommuting work arrangement has been implemented in several countries which 
offer their employees flexibility in work and improve working experience. Malaysia on the other 
hand are still unfamiliar with the type of practice as it is still considered as the new working 
concept besides the lack of support from the local company itself (Fazrida et al., 2018). However, 
this situation has changed over the time. The year 2020 has brought significant changes to the 
global economy and the corporate world. Due to the seriousness of Coronavirus Pandemic, a 
large proportion of the workforce was told to remain home and continue to operate remotely - 
if possible when the lock downs or stay-at-home measures came into effect (ILO, 2020). Under 
normal circumstances telecommuting may be an option in certain organization, however in 
situation such as the COVID-19 it may lead to involuntary telecommuting. Nevertheless it has 
proved to be a significant part of maintaining business continuity. 
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 Substantially, many local companies are overwhelmed by this situation due to the 
perception they hold on such practice and still questioning the significant impact that may be 
brought by telecommuting practice toward their employees as well as organization’s 
performance (Mahdi, 2012).  Previous study by (Fazrida et al., 2018) stated that married women 
with children favor the telecommuting practice as they have more flexibility in their work and 
have the opportunity to balance their responsibilities, however, that is prior to Covid-19 
pandemic. Recent survey conducted by Eurofound, revealed that there is an additional challenges 
present for working parents and cares due to the recent Covid-19 situation. Such employees find 
it difficult to manage their job and care responsibilities and present additional challenges in 
maintaining their work-life balance. Even though there has been many study conducted on 
telecommuting previously, however those studies are limited prior to COVID-19 pandemic. The 
lack of awareness towards the impacts of telecommuting might lead to performance failure 
among employees (Fazrida et al., 2018). Hence, the current study aims to address these 
limitations by examining the possible impacts of telecommuting toward employee performance 
during COVID-19 pandemic.  
 
Literature Review 
Employee Performance  
 Employee performance can be defined as how the employee carry out their job duties 
and task required by their employer or organization. Employee performance usually affects the 
success of an organization. Employee performance is the outcome of work leading to 
achievement or failure of any organization (WOLOR et al., 2020). 
 According to Pradhan & Jena (2016), employee performance refers to the achievement 
of an individual's work by making the necessary work effort to achieve a meaningful work, 
engaged profile, and compassionate co-workers. Employee performance is measured in terms of 
quality, quantity of work, responsibility, implementation of the task and initiative taken 
(Maulidiyah, 2019). Performance is an important mechanism to clearly define the objectives and 
performance standards, in order to motivate individual performance to ensure organization 
sustainability (Muda et al., 2014). 
 
Telecommuting  
 Telecommuting refers to work arrangement that allows employee to perform and carry 
out their work at remote location and away from their office, often working from home or close 
from their home. Rather than performing work at office, this work arrangement enables 
employee to keep in connection with their employer and co-workers through technological 
advancement. Telecommuting refers to the ability of employees to work from home and connect 
with their superior and colleagues using personal computers, mobile devices and software (Karia 
et al., 2003). 
 Telecommuting is also referring to the use of telecommunications technologies that 
enable employees to perform their duties remotely, away from their workplaces such as coffee 
shops, library or usually at the employee’s home with the consent of employer Ye, L. (2012). 
Telecommuting offers employee with several benefits that will enhance their working and 
personal life.  
 Onyemaechi et al. (2018) posit that telecommuting allows more flexibility in employee’s 
schedule which helps them to respond quickly in case of unexpected events. Furthermore, 
(Fazrida et al., 2018) stated that telecommuting offers opportunity for working parents to balance 
their work and personal needs.  
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Job Autonomy  
 Job autonomy can be defined the degree to which a job provides employee with 
significant freedom, independence and discretion in determining their working schedule and how 
they wish to carry out task given (Saragih, 2011). Job autonomy can be classified into two main 
dimensions which is having autonomy over work schedule and work approach (Khoshnaw & Alavi, 
2020). Rizwan et al (2014) stated that job autonomy is likely to offer employees the freedom over 
their job, which is likely help in reducing stress caused by the need to present certain emotions 
when performing their job.  
 In other word, autonomy is necessary for employee when telecommuting since they will 
perform job away from their employer. It indicates that they have the choice in their working 
aspect and that they are the source of their own action. Job autonomy also contributes in 
employee performance because having autonomy allows them to perceive that they are capable 
and more resourceful when performing their task (Saragih, 2011). Therefore, from the 
psychological aspect, this will increase motivation in performing their job which eventually lead 
directly to higher performance (Fazrida et al., 2018). 
 
Work-Family Balance  
 Work family balance refers to the situation which one is able to attend to both personal 
and works need without any conflict. Work life balance can be defined as working policy that help 
employee to strike a balance between work and non-work responsibilities (Munusamy, 2016). 
Consistent with Greenhaus et al. (2003), the work family balance is as an extent to which an 
individual is equally engaged and satisfied within work and family responsibilities. Past study by 
Liu et al. (2019) indicates work-family balance as the absence of work- family conflict. 
 The flexibility in telecommuting has become one of the contributing factors to work-
family balance because it provides teleworkers with flexibility in terms of time and place. Dual 
career parents may be greatly appreciated of that flexibility because it allows them to stay at 
home to take care of their children or parents as well as performing their job (Fazrida et al., 2018). 
According to (Tony, 2011) work-family balance can be achieved through telecommuting because 
it gives employee flexibility over time so that they can engage in other activities, such as spending 
time with their families, leisure activities and other needs. 
 
Level of Occupational Stress 
 Occupational stress refers to progressive stress experienced by individual at work due to 
the commitments, situations, environment or other pressures of the workplace. Robbins and 
Judge (2008) reveals that over workload, less capable supervisors, limited time at work, lack of 
responsibility, ambiguity of roles, conflict arising at workplace may be the contributing factors of 
occupational stress. Occupational stress may occur when one’s resources are inadequate to meet 
the demands and pressures of the situation (Kazmi et al., 2008). Stress is not necessarily negative; 
it could be positive but up to a certain extent. According to Irawanto et al. (2015), stress can bring 
either positive or negative effect on employee performance and it depends on the level of stress 
experienced by that employee.  
 Telecommuting is one of the mechanisms that can be used to reduce occupational stress. 
Since telecommuting does not required employee to commute to their offices, this could be help 
to decrease stress related to workplace condition (Mendoza, 2020). This is consistent with past 
study conducted by Fazrida et al. (2018), telecommuting can help reduced occupational stress 
since employee are given the opportunity to perform work from home, having flexibility in terms 
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of time, less interactions with colleagues and additional meetings and project which lead to less 
work conflict.  
 
Research Framework  

 
 
    H1 
 
 

 H2 
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Figure 1 Theoretical Framework 
(Sources: Fazrida et al., 2018) 

 
Research Methodology  

This study focused on the employees who engaged in the telecommuting practices. 
The respondents were selected from different private companies that located in Northern 
Malaysia. Using convenience sampling technique, the sample was chosen from random 
property and development companies that involved 152 employees. At the date of data 
collection, since Malaysia is still under Movement Control Order (MCO), therefore the survey 
was done via online that encompasses of two languages which is English and Malay to 
accommodate respondent’s preference. It consists of six sections with 34 items that adopted 
from previous scholars. To measure the items, Likert scale of 1 to 5 (from the lowest value of 
1 indicate to “strongly disagree” and the largest value of 5 indicate to “strongly agree”) were 
used to collect information including the demographic backgrounds and telecommuting 
experiences. The telecommuting impacts were employed to measure employees’ 
performance when working from home during Covid-19 pandemic.  
 
Findings Analysis  

Table 1 provides the summary of descriptive analysis such as mean, minimum; 
maximum and standard deviation that obtained for interval-scaled independent and 
dependent variables. All variables were taped on a five-point scale. The means for all study 
variables are above 4, indicating that majority of the respondents agreed that the three 
impacts of telecommuting have a significant effect towards employee performance. The 
values of minimum of 1.00 for all variables revealed that certain respondents disagree that 
there is a relationship between the three impacts of telecommuting toward their 
performance. The means for all variables are perceived at the range between 4.11 – 4.27.  

 
 

Employee Performance 

 Work-Family Balance 

 

Job Autonomy 

Level of Occupational 

Stress 



International Journal of Academic Research in Business and Social Sciences 

Vol. 1 1 , No. 7, 2021, E-ISSN: 2222-6990 © 2021 HRMARS 

 

Table 1 Descriptive Analysis 

Variables Minimum Maximum Mean Std. Deviation  

Job Autonomy  1.00 5.00 4.25 .80840 
Work-Family Balance 1.00 5.00 4.17 .79550 
Level of Occupational Stress 1.00 5.00 4.27 .83066 
Employee performance  1.00 5.00 4.11 .89386. 

 
Table 2 presented the result of reliability analysis. A value that is close to 1 indicates 

high reliability. As can be seen, Cronbach’s Alpha for all variables is above 0.90 which remarks 
as an excellent. Thus, it indicates that all items measure is reliable and appropriate.  
 
Table 2 The Reliability Analysis 

Variables No. of items Cronbach’s Alpha 

Job Autonomy  5 0.94 
Work-Family Balance 6 0.93 
Level of Occupational Stress 4 0.94 
Employee performance  5 0.96 

 
Results of correlation analysis are presented in Table 3. As stated, job autonomy is 

correlated positively and significantly with reliability (r=.88, p<.01), work-family balance 
(r=.85), (p<.01) and the level of occupational stress (r=.87), (p<.01) respectively. Thus the 
results of correlation analysis provide initial support for the study hypotheses.  
 
Table 3 Correlation Analysis 

Variables Mean SD 1 2 3 4 

Job Autonomy  4.2518 .80840 1    
Work-Family Balance 4.1741 .79550 .801** 1   
Level of Occupational Stress 4.2679 .83066 .791** .871** 1  
Employee performance  4.1116 .89386 .875** .849** .869** 1 

In Table 4, the result of multiple regressions is presented. The whole model explained 
85% of the variance in employee performance. All of three independent variables which are 
job autonomy, work-family balance and occupational stress significantly predicted employee 
performance with (β=.45, p>0.1), (β=.17, p>0.1) and (β=.36, p>0.1) respectively. Hence, all the 
study hypotheses were accepted. 
 

Table 4 Multiple Regression Analysis 

Variables β Sig.  

Job Autonomy  .449 .000 
Work-Family Balance .173 .033 
Level of Occupational Stress .363 .000 
Adjusted R Square                                         .85 

 
Discussions 

The results of the findings indicate that telecommuting is one of the mechanisms that 
help to increase employee performance. The study found that majority of respondent prefer 
working from home during Covid-19 pandemic and when Movement Control Order (MCO) 
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was in place. The upsurge in job autonomy leads to better employee performance and it was 
consistent with previous findings that posit the job autonomy has a significant relationship to 
employee performance since having a certain amount of autonomy in their work allows them 
to be more creative and flexibility in their decision-making (Fazrida et al., 2018). Job autonomy 
allow employee to have more control over their work which mean they are given good extent 
of freedom in determining to carry out and accomplish the task given. The flexibility given to 
them leads to a better performance since the employees feel that they are capable in their 
work. Similar to a study conducted by Saragih (2011), when employee perceived themselves 
capable, it will motivate them to do their best and accomplish the task given which eventually 
leads to better performance.  

This study also found that employee who engaged in telecommuting experience a 
great balance between their work and non-work responsibilities. When organization 
implement telecommuting work arrangement in work place, it helps employee to finds more 
balance towards their personal and work demand. This was supported by previous findings 
by Aziz-Ur-Rehman & Siddiqui (2019) that stated when employees are offer with more 
flexibilities in their work schedule it reduced work-life conflict because they are able to attend 
to both needs. Working from home during this pandemic has helped working parents to have 
a greater balance in their work and family responsibilities. According to Wolor et al. (2020), 
reduced in work-life conflict have a significant impact toward employee attitude, behavior 
and performance at work. Based on the results, telecommuting has a positive effect on work-
family balance especially for working parents who have to juggle between work and family 
responsibilities.  

Moreover, a study revealed by Mann & Holdsworth (2003) found that when individual 
engaged in telecommuting, it shows low level of occupational stress. Occupational stress may 
arise when employee are unable to cope with hectic situation or work demand. The low level 
of occupational stress reduce due to the time save in commuting and they have more control 
over their personal time. It was highlight that one of telecommuting benefits is the reduction 
in commuting time also decrease employees’ level of stress which has a positive impact on 
their performance. Moreover, a study conducted by Fazrida et al (2018) revealed that 
occupational stress has a significant impact on employee performance. Hence reducing 
occupational stress among employees is crucial as it affect the quality of work. Since then, 
telecommuting provides opportunity to reduce occupational stress among employee.   
 
Conclusions 

In conclusion, this paper has discussed three key areas of telecommuting work 
arrangement and employee performance during the Movement Control Order (MCO) due to 
COVID-19 pandemic. All of three independent variables which are job autonomy, work-family 
balance and occupational stress significantly predicted employee performance with (β=.45, 
p>0.1), (β=.17, p>0.1) and (β=.36, p>0.1) respectively. Hence, all the study hypotheses were 
accepted. Though, this pandemic situation as well as Movement Control Order (MCO) may be 
the primary reason of involuntary implementation of telecommuting work arrangement in 
many organizations in Malaysia. Nevertheless, telecommuting work arrangement is relevant 
to be adapted in organization to ensure business continuity. However telecommuting still 
consider as new concept among Malaysian working culture (Fazrida et al., 2018). This 
indicates that future study on this area is still much needed to understand the long-term 
impact of teleworking post Covid-19 pandemic given the likely increasing spread of this work 
practice globally. One area of policy where planning and implementation is an absolute 
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necessity is guidance into adapting to remote online work. We also need to explore the 
organizations and individuals confronting to the changes and challenges in coping up in this 
testing time. The issues of individual workers’ mental and physical health and to develop 
recommendations for employers and employees to optimize workers’ health as well its 
productivity. There are growing concerns about the level of stress accommodating the new 
extensive mass telecommuting experience during Movement Control Order (MCO). It leads 
to such as isolation and the loss of meeting co-workers, which it is essential in the work place. 
The performance appraisal system must be changed to suits the new era of working post 
Covid-19. Many companies are at chaos during performance review and strive hard to last 
minute changes to their performance measures and rewards guidelines. A study need to focus 
not only how to perform the job but as well as to evaluate effectively the employees 
performance by setting realistic fair performance goals and significant to the uncertain future 
environment.  
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