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Abstract 
 
The global pandemic crisis brought on by COVID-19 has prompted a massive scale of 
implementation of WFH and increased the usage of digital technology due to the movement 
control order (MCO) enforced by the government. Digitally mature organisations have adapted 
better to the disruption caused by COVID-19, but this is not the case for organisations that are 
still stumbling their way through the use of digital technology. The existing research has not 
delved enough into analysing the influence that digitalisation and working from home have on 
the culture of organisations, which may alter how employees behave; this continues to be an 
open question. This study's primary objectives are to investigate the challenges that WFH and 
digital transformation framed in the midst of the COVID-19 pandemic crisis and to investigate 
how these challenges have impacted the organisational culture in Malaysia. A structured 
interview was conducted to reveal that there were overlapping challenges between WFH and 
digital transformation. The use of technology is intricately bound up with WFH, and WFH is 
the key factor that has fueled digital transformation throughout the pandemic crisis. Although 
WFH might be the answer to the problem of business continuity, it still has its drawbacks that 
might hinder the efficiency of workers and be detrimental to their health. Another major 
finding is that the introduction of digitalisation and WFH has caused a change in the culture of 
the workplace. As a consequence, the organisation has become more result-oriented, with an 
increased focus placed on completing tasks and achieving performance goals. 
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Introduction 
 
The aftermath of the pandemic may change the trajectory of business. Deloitte (2020) asserted 
that as new infection cases continue to emerge, the lockdown, social distancing norms, working 
from home, and restrictions on public gathering have disrupted both demand and supply. The 
rapid emergence of COVID-19 has forced organisations to make digital transformation an 
overnight strategic focus (Amirul et al., 2023). Businesses are heavily reliant on digitalisation 
and working from home in order to survive this pandemic crisis. This has led to the rapid 
adoption of digital tools and intensive internet access because almost all organisations need to 
arrange flexible work, mainly working from home (WFH), due to movement control orders 
enforced by the government during this pandemic time. A protracted pandemic crisis might 
alter the way in which businesses see themselves and influence the ways in which their 
employees behave and approach their work. Organisational culture can be defined as a shared 
way of being, thinking, and acting collectively and coordinating people with mutual 
expectations (Serpa, 2016). Changes on a large scale in the economy and society as a result of 
the pandemic crisis have a substantial impact on organisational culture and raise questions 



  

53 | Accounting Centre Research Series (Vol. 4, 2022) (e-ISSN: 2682-8707) 
  

about the ways in which such a significant societal shift unsettles organisational culture (Spicer, 
2020). As workforces continue to work from home, at least part-time, on a large scale, many 
of the factors that make up organisational culture are no longer within the organisation's control 
in the same manner and to the same extent as they formerly were (Weston, 2020). 
 
This study is significant because it raises awareness of people's well-being amid the 
environmental jolt caused by the pandemic and how organisational culture may play a vital 
role in maintaining organisational people's well-being. It has been demonstrated via empirical 
research that well-managed organisational cultures not just for the sake of the individuals who 
work in the organisations, but also can lead to higher levels of organisational performance 
(Odiakaose, 2018; Warrick, 2017). Subramaniam et al. (2015) previous seminal work indicates 
that more family-friendly workplace strategies need to be implemented to achieve a better 
work-life balance. However, amid the pandemonium of a pandemic crisis, the digitalisation 
rapidly adopted and flexible work that has not previously been given by some organisations 
but has to do so for business survival may face significant challenges. Deloitte (2020) added 
that organisations displaying the characteristics of a digitally mature have adapted to the 
disruption caused by COVID-19 more effectively. This may not be the case for organisations 
that are still stumbling their way through the use of digital technology. This continues to be an 
open problem since the current research has not delved far enough into analysing the effect of 
digitalisation and flexible working hours such as working from home on organisations' culture, 
which may affect how people behave. Thus, this paper aims to investigate the challenges of 
digital transformation and WFH and how this has impacted the organisational culture change 
during this pandemic crisis. 
 
Literature Review 
 
The Impact of Pandemic Crisis on Organisational Culture 
 
Nga (2020) summarised earlier researchers' (Hofstede, 2011; House, Jovidan, & Dorfman, 
2001) definition of culture as the underlying common shared ideas, values, motives, 
interpretation, and identities of community members or groups that are passed down through 
generations. Thus, organisational culture comprises shared values, beliefs, and assumptions 
about how people should behave and interact, how decisions should be made, and how work 
activities should be carried out (Chartered Management Institute, 2015). According to the 
research study organised by Obrenovic, Du, Godinic, Khan, and Jakhongirov in 2020, COVID-
19 has introduced changes in the organisational culture and workforce responsibilities. During 
COVID-19, organisations experienced challenges in productivity and sustainable business 
operations. Recent findings by Obrenovic et al. (2020) reported that organisations have an 
increasing trend of a flexible hierarchy of control during the pandemic by delegating authority 
at all career levels in the organisation. Such practises make employees more independent and 
creative to deal with uncertain disruptions in the workplace caused by the COVID-19 
pandemic. Athar (2020) found that corporate visions and departmental responsibilities 
influence organisational cultural values. Before the pandemic of COVID-19, organisations 
were focused on competitive positions, market expansion, and sustainable business growth 
objectives. However, during the pandemic of COVID-19, most organisations face threats to 
survival because of government restrictions and lockdowns and a decrease in market demand. 
Environmental jolts have created pressure on organisations to introduce change plans in 
workplace operations and business processes. According to research findings, jolts can cause 
an organisation to be hypocritical and overreact in uncertain environmental conditions. The 
previous financial crisis changed markets, but highly resistant organisations to change 
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experienced failure. Research findings highlight the importance of organisational change and 
response to environmental jolts by adjusting to workplace culture (Spicer, 2020). 
 
Digitalisation in the Pandemic Era 
 
Digitalisation has led to the transformation of how work can be done and where it can be carried 
out (Shaari & Amirul, 2023). Digitalisation refers to new digital technologies that are currently 
transforming the industry (Antikainen, Uusitalo & Kivikytö, 2018). In the event of pandemic 
crisis, nearly all contacts with consumers and employees must happen virtually or over 
communications technologies. Digitising and virtualisation have been around for years; 
however, the COVID-19 pandemic has intensified the usage of technologies. It is the only way 
to keep businesses operating and survive during the movement control order or federal 
shutdown. Advanced digitalisation capabilities can provide new functionality, higher 
reliability, greater efficiency, and optimisation opportunities that exponentially increase the 
value that companies deliver to customers (Porter & Heppelmann, 2014). Antikainen et al. 
(2018) asserted that the digitalisation of industry makes it possible to use fewer resources more 
efficiently, reduce energy consumption and logistics routes, and utilise capacity more 
efficiently. Despite its advantages, digitalisation still has challenges. For instance, increase 
usage in technologies blurring the line between work and life (Cijan et al., 2019). Getting 
access to remote work makes it hard to get a work-life balance because it is usually difficult to 
turn off at home. Broom (2020) reported that billions of people are going online to stay in touch 
during the COVID-19 pandemic, but almost half of the world's population has no access to the 
internet. Broom (2020) added that fewer than 1 in 5 people in the least developed countries are 
connected. Apart from that, individuals with stronger social skills will be better able to use 
online social norms and be relatively strongly involved in online social interactions. Likewise, 
internet users who are socially isolated in an offline environment can find it challenging to 
succeed on the internet (Ross & Cram, 2016). 
 
Work from Home (WFH) 
 
Working from home (WFH) is always associated with the use of technology. One of the most 
noticeable ways ICT influences organisations is by changing how people are working; 
connectivity allows paid labour patterns to move beyond conventional temporal and spatial 
boundaries (Nansen et al., 2010). Technology and modern life are no longer the only factors 
that promote WFH. To keep businesses operating through lockdown or restriction movements 
enforced by the government, WFH has become the norm during the pandemic crisis, resulting 
in a disruption to routine for many employees (Vyas & Nantapong, 2020; Shareena & Shahid, 
2020). Cascio (2000) highlighted that WFH made employees feel happier as WFH offered 
them more time with their families, less hassle of driving in peak traffic, and the flexibility that 
comes with working in the home contributing factors to their increased happiness (Cascio, 
2000). Although WFH could be the solution for business continuity, there are significant 
concerns about the sudden introduction of WFH due to a pandemic situation. Lippe and 
Lippényi (2020) asserted that WHF is expected to provide employees with more opportunities 
to focus on their work. However, their (Lippe & Lippényi, 2020) findings indicated that 
employees who work from home perform worse than those who work in traditional workplaces. 
Besides, Scott (2020) added that "a higher reliance on smartphones and laptops is associated 
with higher stress levels in addition to greater social isolation and even insomnia, both of which 
are conversely linked with greater stress." WFH has its benefits and drawbacks. Investigating 
the current situation of rapid WFH implementation due to the outbreak of COVID-19 will 
further help to understand the challenges and problems arising from WFH. 
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Methodology 
 
This study used a qualitative research design because it is still a relatively new area requiring 
a depth of understanding and investigation. Facts and figures generated by quantitative research 
are undoubtedly helpful, but they cannot elaborate further on the statistics into more 
meaningful information. Thus, qualitative research is seen as more reliable as it provides a 
unique understanding of studied issues. As the study is qualitative in nature, the philosophical 
foundation of this paper was based on the interpretivism epistemology, which develops the 
truth based on social interaction. Interpretivism is often combined with the ontology of 
constructivism or social constructivism. Creswell (2014) further explained that social 
constructivists hold that individuals seek to comprehend and grasp the world in which they live 
and work and subsequently build subjective interpretations of their experiences. These 
meanings are oriented toward specific objects or things. Both the epistemologies of 
interpretivism and the ontology of social constructivism are relevant to capturing the objectives 
of this paper. 
 
This paper aims to investigate the challenges of digital transformation and WFH and how this 
has impacted the organisational culture change during this pandemic crisis. Hence, the research 
questions of this paper are twofold: (1) What are the challenges of digital transformation and 
WFH during the pandemic crisis of COVID-19? (2) How have these challenges influenced 
organisational culture change during the pandemic crisis? The interview approach was chosen 
to get insight into the paper's objectives and address the research questions. The interview 
protocol was developed as the main instrument to guide the administration of interviews in this 
paper. Interview protocol is vital to ensure that the interviewer focuses on topics set out in the 
questions to meet the research objectives of this paper and maintain consistency across 
interviews with different interviewees (Osman & Kamar, 2021). 
 
For this paper, the interviews were conducted in a structured way to avoid bias and to ensure 
that all participants had the same questions. The data was collected in 2020 during the 
outbreaks. There were fifty participants selected based on a purposeful sampling technique. 
Fifty-five participants were generally accepted or widely agreed upon sample size in a 
qualitative study (Amirul et al., 2020) because it fulfilled the law of saturation in qualitative 
research. Saturation has attained widespread acceptance as a methodological principle in 
qualitative research, which is generally taken as meaning that, based on the previous 
information, further exploration of the topic should be unnecessary (Saunders et al., 2018). 
 
Next, the study's obtained data were analysed using thematic analysis by Cruze and Dyba 
(2011) and adapted by Amirul et al. (2020). Thematic analysis identifies patterns or themes 
within qualitative data (Braun & Clarke, 2006; Maguire & Brid Delahunt, 2017). Braun and 
Clarke (2006) distinguish between top-down or theoretical thematic analysis, which is driven 
by the specific research question(s) and/or the analyst's focus, and bottom-up or inductive 
analysis, which is driven more by the data itself. Table 1 explains in detail how the thematic 
analysis was conducted in this study. 
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Table 1: Thematic Analysis of Study 
 Analytic Steps Descriptions 
1.   
2. Extracting Data Transcribed the interview into text with careful editing 

to maintain accuracy and re-checking for verification 
purposes. The study used the premises of this 
information to build a general overview of the topic and 
structured research around this. 
 

3. Generating Codes Generating codes for finding relevant ideas and 
organising the data in a meaningful and systematic 
way. First, all information given was transcribed into 
Microsoft office-words. Generating initial codes was 
done by coding every segment of the text. Then, we 
searched for the most frequent or significant codes to 
answer the research question of this study. 
 

4. Translating Code into 
Themes 

In this step, we categorised the coded data based on 
thematic or conceptual similarity. Identified research 
themes based on two levels: semantic (identify the 
explicit and surface meanings of the data) and latent 
(capture underlying ideas, patterns, and assumptions). 
This step is important to make sure the themes were 
coherent and distinct to one another and worked 
according to the codes provided. 

5.  
Create a model of 
higher – order themes  

 
Explore relationships between themes and create a 
model of higher order themes. This step is important to 
make sure the themes are coherent and distinct to one 
another and work according to the codes provided. 
There were considerable overlaps between steps 2, 3, 
and 4. 
 

 Trustworthiness  
 

Assess the trustworthiness of the interpretations 
leading up to the thematic synthesis. 

 
Findings 

 
This paper's main objectives are to investigate the challenges of digital transformation and 
WFH, and how this has impacted the organisational culture during this pandemic crisis. The 
following are the results obtained from fifty respondents who participated in this study.  
 
What are the challenges of digital transformation and WFH during the pandemic crisis of 
Covid-19?  
 
The MCOs enforced by the government have made working hours shortened since most of the 
employees were required to work from home. The constrained office time makes it difficult for 
employees to complete their tasks and duties, resulting in increasing workloads. Besides, 
limited time at the office made them hard to achieve their target performance, lost sales, and 
facing retrenchment. 
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"Work from home is terrible because we are not able to achieve KPI, progress is not going 
smoothly." G9P6  
 
"Work from home, it's not as efficient as working in an office. We also need to balance between 
work and family." G9P2  
 
"When the MCO is implemented, the operating time only needs from 7am to 6pm and the 
customer is only allowed 2 people in each table, or they just take away so this causes my 
customers and profits business to decrease dramatically. And I had to lay off half of my 
employees temporarily because I can't afford to pay their salary and to avoid huge losses to 
my business." G1P2  
 
"The company is a bit stressful because this pandemic has caused the economy to collapse and 
decline, so sales do not reach the target we should" G1P5  
 
"Due to this pandemic, we find it difficult to meet customers and service had to be held online 
only. when we did a survey, we found that customer satisfaction levels were at an unsatisfactory 
level." G4P2 
 
"Many employees were dismissed from the workplace because the company was trying to 
reduce the loss that the company had to face. So, in this situation, that has impacted them and 
might be changing people's behaviour like more stress because thinking about how to get some 
money to bear expenses and food for their family." G6P1  
 
The majority of respondents reported that they are facing work-life distress when WFH and 
using the online system. First, they were faced with a low control and unconducive 
environment. For example, they have messed up between work and family responsibility as 
well as other disturbances surrounding WFH.  
 
“It’s more challenging and stressful to work from home than in the office because of the 
interference of surroundings and to face with human disturbance, I can't focus on my work 
especially during the day time." G8P1  
 
"I'm working from home, the disadvantages that I found is the environment is not really helpful. 
I get distracted easily because it is a low-control environment." G2P2 
  
Working from home is a big change for workers. They feel stressed for not being able to 
concentrate on doing the job because of internet problems. some of them do not mind working 
from home because they can spend time with family." G5P2 
 
"It's stressful sometimes because we have to work outside working hours in order to complete 
our tasks on time." G9P1  
 
"The home environment is different from the atmosphere at work and there are many 
disturbances that may cause the work done to be delayed. Noise disturbances, noisy conditions 
and an unconducive environment can cause discomfort and an unpleasant atmosphere to work 
from home" G8P2  
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"Covid-19 pandemic totally changed the way of my current work. As we were required to work 
from home. This will disturb my daily work. I need to take care of my siblings because my 
parents need to go for work at our orchard" G8P3 
  
“For a mother that should work from home, they need to take care of their kids and manage 
their family as a daily routine." G8P1  
 
"I and other employees feel stressed working during this pandemic because I feel confused 
about what to do during working hours other than ensuring our workplace is safe and clean 
condition." G4P4  
 
More than 50% of respondents reported poor internet connections because of living in low 
internet coverage areas.  

 
"Hard to start meetings. Difficulties could occur during the meeting such as unstable networks. 
The given information might not be clear. Wrong interpretation could happen." G5P2 
  
“For me, working from home is very challenging because not all of us have a good network 
connection especially when their places did not provide any network connection." G8P1  
 
"As we were required to work from home, it was quite challenging for me. This is due to an 
unstable network because of poor internet coverage in my hometown." G8P3  
 
"It’s more challenging and stressful to work from home than in the office because of a lot of 
shortage such as the lack of internet connection." G8P5 
 
"The internet connections really a problem and I had to buy expensive data to do my work 
compared to when I work at office, we a provide with internet connection that very fast" G2P2 
  
"Working from home is a big change for workers. they feel stressed for not being able to 
concentrate on doing the job because having internet problem." G5P2  
 
"Also, sometimes everyone become a little bit stressful since it is not easy to get work done 
when internets problem suddenly occurred" G5P4  
 
"People change in organisations because of internet connection. This is because not everyone 
has a good quality of internet access. This can lead people to be highly stressed and pressured, 
especially as they are older than us. Therefore, it can lead to postponed meetings which is the 
cause of pending works in the organisation." G5P6  
 
Due to work-life distress and a poor internet connection, about 40% of respondents felt stressed 
with their working life. In addition to that, surprising results indicated that less than 10% of 
respondents stated that WFH helps them have work-life balance and family time.  
 
"Working from home is a big change for workers. Some of them do not mind working from 
home because they can spend time with family." G5P1  
 
"We work from 8 am until 1 pm compared to before we work from 8 am to 5 pm. These changes 
help us in facilitating our work and provide a long time to spend with our family." G4P4 
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It also reported that this pandemic crisis has held responsible for health concerns such as human 
anxiety and depression.  
 
"It contributes to anxiety and depression as employee have to learn new skills and adjust to 
new environment" G9P6 
  
“Some of my colleagues also get depressed and stressed because they are being pushed by the 
Head Department to complete and submit their work on time. they are really depressed with 
their job and still trying to adapt themselves with the new working environment." G8P3  
 
"People become more or too cautious of health, afraid of coming to office for fear of being 
exposed to the virus and becoming lazy and some facing anxiety because of feeling confined at 
home." G9P3  
 
"Many of us has been demotivated to our work, anxiety and scared to be in public." G8P2 
 
"Individuals will also be depressed as these pandemic changes take a long time to adapt." 
G3P5 
 
How these challenges have impacted the organisational culture change during this 
pandemic crisis. 
 
To summarise the results of 50 interviews with Malaysian employees, the study found that all 
respondents are undergoing the changing way of work due to digital transformation and 
flexible work arrangement, mainly working from home (WFH) resulting from the pandemic 
crisis. Followings were some of the responses given by the respondents: 
 
"This pandemic crisis changes everything, especially the way of work." G8P1  
 
"Covid-19 pandemic totally changing the way of my current work" G8P3  
 
"Obviously this pandemic affects all of us, especially from the daily routine and work. This 
pandemic runs our work differently." G8P5  
 
"I, who work in the private sector, have undergone various changes in terms of employment 
systems and way of working." G3P3  
 
"Look at now the world is upside down. It has led us to arrange our self-timing to work. It's 
totally changed our life and this can lead us to life balance as well." G5P6  
 
"We need to keep up with the rhythm of new learning norms that are actually 100% run online." 
G5P5  
 
"As a business owner, I have to change my schedule and more work to do." G6P3 
"As a teacher of kindergarten, the change is having to work from home and make it all online." 
G6P2  
 
"Traditional working environments have to be changed to work virtually with new technology 
tools. Teams no longer work together in office, communicating with colleagues or customers 
via video chat, email and instant messages like zoom and Google meet." G5P1  
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"Since the pandemic crisis, the way we work has changed. All employees work from home and 
work activities are done online. We use platforms such as Webex or Google Meet to hold 
meetings and discuss about work matters" G4P3 
 
More than half of the respondents indicated that their organisations were focusing on task 
completion and hitting target performance.  
 
"At this time, Covid-19 is still rampant, apart from trying to achieve the market target, our 
company also trying to tighten the rules that we have set" G1P5  
 
"The focus of our company during this pandemic is to gain more income and minimise 
expenses. More work was given when we work from home compared to working in the office. 
We have to think of other income sources instead of just depending on our online classes. Our 
company focuses more on completing tasks instead of people's well-being to hit the target and 
gain more income." G3P1 
 
"Having this pandemic means that most of the company needs to be prepared for unexpected 
fluctuations with the market value. Hence, employers wouldn't want to face a company's crisis 
so they would absolutely keep their company online by forcing their worker to be more 
hardworking. Some of the workers are even getting fired to keep the company in a small circle 
to avoid losses due to this pandemic." G3P1 
 
"The main focus of the organisation during this pandemic crisis is to complete the work and 
achieve the target. This is because most organisations do not think about the well-being of 
people, but they are more concerned about the benefits of their organisation than anything 
else." G8P2  
 
"Based on my observation during this pandemic crisis, the main focus of the organisation is 
more to the task which completing work and hitting the target of their company." G8P2  
 
"The organisation is focusing more on task to make the work complete and hitting targets. Even 
though, the organisation is still looking forward to our health and welfare. They also followed 
the new norms that are SOP that are given by the government such as social distance, wearing 
a mask all the time and cleaning oneself before touching anything." G3P3  
 
"Organisations sometimes stay focused on their work and complete it well so that the business 
conducted is stable." G1P3  
 
"Organisations pay more attention to completing work and achieving goals," G7P1 
  
"Employers are more assertive in matters of job execution and also in matters of salary 
distribution." G7P2  
 
"Organisation more focus to their task which is to hit the target and make sure their 
organisation did not experience any losses." G8P2 
 
Further results indicated that most respondents stated that the pandemic hard time had brought 
them closer and cared for one another.  
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"We became closer as colleagues where we shared our daily routine in the group chat. 
Everyone was supporting each other and encouraged everyone to stay positive as this will 
pass." G3P1 
  
"Due to this pandemic, behaviour of people also changed in organisations. They are more 
caring and help each other to make things easier:" G1P2  
 
"In my experience, during this pandemic, people involved in my area of work generally became 
more understanding and cooperative in an effort to overcome setbacks caused by the 
pandemic." G1P3  
 
"Organisations are now become more sensitive to the well-being of each other's" G1P3  
 
"The order issued by the government which is a movement control order causes most workers 
to take care of their behavior, always wearing face masks and taking care of each other. G4P4  
 
"Everyone focused on team members' health and the group chat minimum got 200 messages 
and asked about health. Most chats are not about tasks and all about different homemade food 
and covid 19 daily status." G4P6 
 
Less than 10% of respondents stated that they felt isolated and the relationship between 
organisational people were weakening during the pandemic crisis and felt bored at home. 

 
"The relationship between the company and its employees is no longer so strong, and the 
outsourcing model will become more popular." G7P1 
 
"The relationship between the company and its employees is no longer so strong, and the 
outsourcing model will become more popular " G8P1  
 
More than 90% of the respondent reported that their organisations were more vigilant and 
following rules of Pandemic Standard Operating Procedure (SOP)  
 
"They were being extremely cautious; thus, they tend to question more about their 
surroundings if it’s okay to enter the premises." G1P1 
 
"Due to this pandemic, we were more alert to our surroundings than before." G1P6 
 
"Working from home makes me bored due to unsuitable work environment and my daily routine 
has changed" G9P5  

Discussions 
 
The section has twofold. First, it discussed the challenges of digital transformation and WFH 
during the pandemic crisis of covid-19. Second, how these challenges have impacted the 
organisational culture change will be discussed further. Figure 1 has been developed to 
summarise the findings paper's findings and then discussed in further detail. As shown in figure 
1, the most prominent red arrow line indicates that all digitalisation challenges will be parts of 
working from home challenges. Therefore, overlapping challenges can be clearly identified in 
figure 1, which was developed for this paper. These overlapping challenges were expected 
since WFH is inextricably linked to the use of technology. Additionally, WFH is the primary 



  

62 | Accounting Centre Research Series (Vol. 4, 2022) (e-ISSN: 2682-8707) 
  

driver that has driven the digital transformation during the pandemic crisis (Antikainen et al, 
2018; Broom, 2020).  

 
Figure 1: The challenges of digitalisation and WFH 

 
One of the challenges of digitalisation is adaptation. The findings of this paper highlighted that 
the majority of participants are unprepared for rapid technological development and must 
quickly learn how to operate digitally or be left behind. The findings also found that the aged 
employees took a long time learning and adapting to work digitally. Adapting to digital work 
also has made them stressed. Connection issues are another significant challenge for 
digitalisation work in Malaysia. Broom (2020) emphasised that billions of people are going 
online, but almost half of the world's population has no access to the internet. This is consistent 
with the findings of this paper which found that more than half of the respondents had poor 
internet connections due to living in areas with limited internet coverage. This obstacle 
contributes to pending tasks, which raise employees' workloads and make their target 
performance much more difficult to achieve. Respondents also complain that they have to bear 
the cost of having more data for their internet connection.  
 
As indicated in Figure 1, internet connection issues have also been linked to health concerns 
as they are reported to be stressful. This is also in line with Scott (2020), who asserted that a 
higher reliance on digital tools is associated with higher stress levels. Another major challenge 
is communication. Respondents asserted that inadequate internet connectivity resulted in poor 
quality service to consumers, making it difficult to sustain customer satisfaction levels over 
time. In addition, poor online communication also leads to misunderstanding, vague 
information, and improper perception. This study highlighted that it is essential for employees 
to know how to use the internet and technological tools and be prepared to be working at home.  
 



  

63 | Accounting Centre Research Series (Vol. 4, 2022) (e-ISSN: 2682-8707) 
  

The study findings showed that the government's MCOs had made working hours shorter since 
most employees were required to work from home, contributing to digital hastening during the 
pandemic. This has become the major challenge for employees because the constrained office 
time requires them to do their work at home, and the job they must do begins to mount up and 
working time seems unlimited regardless of being at home or during the weekend. Besides, 
short hours at work rendered it difficult for them to reach their goals, lose profits, and appear 
for cutbacks. As seen in Figure 1, this circumstance might also result in health problems, as 
the findings of this paper found that digital transformation and working from home during this 
pandemic crisis has held responsible for health concerns such as human anxiety and 
depression.  
 
Some respondents claimed that they were more relaxed, spent more time with family and 
enjoyed WFH. As Cascio (2000) noted, WFH made employees happy since it provided them 
with more time with family, reduced the stress of travelling in rush hour traffic, and the 
flexibility that comes with working from home, all of which contributed to their improved 
happiness. However, this paper's findings suggest that most respondents reported experiencing 
work-life distress because of WFH. Being confronted with work and family responsibilities at 
the same time and place (at home) has resulted in work-life distress, as the majority of 
respondents were unable to manage their responsibilities and other types of chaos that follow 
WFH, such as a noisy environment, an unconducive workspace, a lack of family support, and 
etcetera. Most of the respondents claimed that it is hard to complete their tasks when WFH. 
Lippe and Lippényi (2020) have proven that employees whose WFH are negatively related to 
their performance than those who work at their workplace.  
 
The second fold of this section is to elaborate on how these challenges have impacted the 
organisational culture change during this pandemic crisis. This paper has significantly found 
that the digital transformation and WFH have given some impact to organisational culture. 
Particularly the daily routine of respondents have all been changed and they must adapt to the 
new rhythms of working that have emerged as a result of virtual work environments. Hence, 
this study is consistent with Obrenovic et al. (2020) who also found that COVID-19 has 
introduced changes in the organisational culture and workforce responsibilities. Obrenovic et 
al. (2020) stipulated that organisations have a growing pattern of delegation of authority during 
a crisis. The result of this study extends more into understanding that delegation is not the only 
pattern resulting from a pandemic crisis but the most pressing concern in this study was the 
strain of mission-driven, in which more than half of study's respondents indicated that their 
organisations were focusing on task completion and hitting target performance. According to 
the findings of this study, organisational culture is evolving into a result-oriented culture rather 
than a people-oriented culture. This shift may be explained by the fact that this pandemic crisis 
is a threat to organisational survival. Sharp et al. (2018) recent study emphasised that task-
focused working styles are more prevalent in workplace cultures where focused on efficiency. 
This pandemic crisis has led the organisational culture to focus on tasks to ensure that 
employees who were WFH are always on track. According to Burke et al. (2006), leaders 
adopting such behaviours ensure that members have a clear sense of direction and purpose. 
Savelsbergh et al. (2015) further added that the leader could take control and determine in 
detail what and how works should be done by focusing on task completion. Despite the fact 
that the majority of respondents experienced the task-oriented culture, most respondents also 
claimed that the pandemic's difficult period had brought them closer together and made them 
care for one another. Although most respondents were found to be more connected and caring 
for one another, a minority of respondents (less than 10%) stated that they felt isolated and that 
the relationship between organisational members was deteriorating during the pandemic crisis. 
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In the face of digital transformation and WFH, organisational and family support and 
individuals' ability to adapt are all critical. 
 

Conclusion and Future Research 
 
The movement control order (MCO) has affected Malaysia's economy. Most companies have 
their employees working from home (Ain Umaira Md Shah et al., 2020) as the MCO required 
people to remain indoors and instructed the closure of all facilities except primary and essential 
services such as health services, water, electricity, telecommunication and food supply 
companies (Aziz, Othman, Lugova & Suleiman, 2020). A result of the lockdown, the vast 
majority of individuals are talking, engaging, and carrying out their job obligations from their 
homes, using the Internet and digital tools for online communication and jobs completion 
purposes. The increased use of technologies has accelerated the digital revolution and WFH.  
 
This study looks at aspects in which Malaysian employees are responding to the pandemic 
crisis of Covid-19. Particularly how this pandemic crisis has brought the challenges of digital 
transformation and WFH and to investigate whether the digital transformation and WFH have 
impacted organisational culture during the pandemic crisis of Covid-19. The results of this 
paper concluded that digital transformation and WFH had changed the way in which 
organisational culture has used to be. These include how works were executed and how people 
behaved in this pandemic crisis. Every challenge arising from the transformation of 
digitalisation and WFH resulting from the crisis pandemic is interrelated. For example, digital 
transformation and WFH have been closely linked to the increase in depression and anxiety 
among those affected by this pandemic. This is in line with previous scholars (Cijan et al., 
2019) who reported that extensive technologies make it hard for employees who work remotely 
because it is usually difficult to turn off at home. Besides, Jacukowicz et al. (2020) recent study 
showed that extended work hours or doing work while at home can have detrimental effects 
on employees' physical and mental health and overall quality of life. While WFH may be the 
solution for business continuity, WFH still has its pitfalls that interfere with employees’ 
performance and well-being.  
 
Another significant conclusion is that the advent of digitalisation and WFH have altered the 
workplace climate, causing the organisation to tend to be more result-oriented, emphasising 
job completion and meeting performance targets. Despite the fact that most organisations tend 
to be task-oriented culture, the vast majority of respondents stated that the pandemic crisis had 
brought them closer together and prompted them to care for one another. This study was 
conducted in the first year of the pandemic crisis, leading to a jolt of working environment 
where most organisations and employees were not prepared. Thus, for future research, we 
would like to recommend this study to be reconducted again as the result may generate 
different outcomes because people and organisations are expected to be more accustomed to 
pandemic conditions and new norms. 
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