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Abstract 

The purpose of this study is to determine the relationship between the motivation and workload of IT employees while 

carrying out Work from Home (WFH). The number of respondents used in this study was 5 (five) respondents who 

were IT employees at PT Mahamitra Loka Media. The method used in this research is qualitative. Data were obtained 

by observing, reviewing documentation, and interviewing IT employees at PT Mahamitra Loka Media. The results 

showed that while carrying out Work From Home (WFH), (1) 70% of IT employees experienced deep stress due to 

the increased workload, (2) 80% of IT employees felt that the workload during WFH was increasing, (3 ) 40% of IT 

employees do not motivate in doing work during WFH, but there are (4) 60% IT employees feel that the facilities 

provided by the company during WFH make employees motivated up to (5) 70% of IT employees can do their job 

well and on target. 
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1. INTRODUCTION 

 

Indonesia and all countries in the world are facing major challenges to restoring the economy affected by the 

Coronavirus Disease 2019 pandemic (Hatijh & Yuhertiana, 2020). The Covid-19 pandemic that has attacked Indonesia 

for approximately 2 years has changed many patterns in people's lives, including in terms of work. The number of 

restrictions made by the government to break the chain of the wider spread of the Covid-19 virus has limited the 

community's space for movement so that it interferes with the mobility of people to carry out activities outside, so 

many people are doing work at home to avoid the spread of Covid-19. Various efforts have been made by the 

government, namely from implementing appeals to maintain distance or what is known as social distancing to 

implementing large-scale social restrictions (PSBB) in various regions. 



Most government agencies in the private sector implement work-from-home policies to minimize the spread of the 

Covid-19 virus in the work area (Susanto & Yuhertiana, 2021). Organizations using the WFH system are seen as a 

partial solution to the business problems created by the restrictions caused by the Covid-19 pandemic (Patanjali & 

Bhatta, 2022).  

 

The system of working remotely is not new, as it has been known since the 1970s as an effort to overcome traffic jams 

from traveling from home to work or vice versa every day. The application of working from home is mostly voluntary 

according to need. However, the existence of the Covid-19 pandemic makes working from home a must (Mungkasa, 

2020). During the Covid-19 pandemic, many organizations or companies implemented the Work from Home (WFH) 

system which then made workers or employees obliged to do work at home. This change in the lifestyle of the 

community certainly causes many problems. The number of workloads that change during WFH is certainly felt by 

many employees. 

 

A national survey was distributed to collect data on the workload and productivity of regular work and WFH, 

considering different tasks and jobs. Findings showed that WFH led to an increased workload for all participants three 

hours per week and lost productivity for 38% of participants, (Wu & Chen, 2020). The effect of working longer hours 

can trigger an excessive workload or work overload, causing work stress (Malik, 2011). The workload is the extent to 

which an individual worker's capacity is required to complete the tasks assigned to employees, which can be indicated 

by the amount of work to be done, the time or time limit possessed by the worker in completing his/her tasks as well 

as the individual's subjective view of the work assigned to him. et al., 2021). 

 

The excessive workload can cause a decrease in employee performance. This is of course based on the inability of 

employees to complete work caused by the capacity and ability of employees not by the demands that must be done 

(Fransiska & Tupti, 2020). The concept of this research relationship is based on the Reference Theory (Mudayana, 

2014) which explains that workload greatly influences the performance of the employees. This can be caused by the 

level of expertise demanded is too high, the work speed may be too high, the time limit is short, and the work volume 

may be too much. Similarly, IT employees at PT Mahamitra Loka Media have experienced an increased workload 

during the Covid-19 pandemic while doing WFH. This happens because IT employees are at the forefront of the 

company that backs up all activities related to information technology during the pandemic. 

 

The limited access of employees while doing work at home is certainly the focus of IT employees in controlling all 

access within the company so that activities while doing work can continue to run well even within a limited distance. 

This makes the workload increase if the company requires WFH compared to when doing Work from Office (WFO). 

The too high loading level allows excessive energy resulting in overstress (Pratama et al., 2021).  

 

The workload of IT employees during the pandemic when doing WFH is more than WFO. This is because IT 

employees are required to ensure that all company activities are systemized during WFH due to limited face-to-face 

access. During WFH, IT employees are required to handle work so that it remains well-systematic, such as ensuring 

company meetings conducted using Zoom or similar applications can run smoothly, ensuring that no servers are down, 

and handling all software used by the company so that it can be used properly. hassle-free, and ensuring that everything 

that was originally done offline can switch online or take advantage of digitization. In addition to the workload factor, 

another factor that encourages an IT employee to keep doing his job is motivation. Motivation is a process that needs 

to encourage a person to carry out a series of activities that lead to the achievement of a certain goal (Mangkunegara, 

2009). The process of the emergence of a person's motivation is a combination of the concepts of needs, drives, goals, 

and rewards (Ramadani et al., 2018). Motivation is also a very important factor to increase the enthusiasm or work 

spirit of IT employees during a pandemic when the workload is increasing. 
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2. LITERATUR REVIEW 

 

2.1  Attribution Theory 

 

Attribution theory was first discovered by Heider in 1958. Attribution theory assumes that people try to determine 

why people do what they do. The three stages underline process of attribution, (Heider, 1958), namely; (a) One must-

see or observe a behavior; (b) One has to believe that the behavior was intentional; and (c) A person must determine 

whether they believe that the other person is being forced to perform the behavior or not. Attribution theory is a theory 

that discusses the causes of a person's behavior, which will form an impression. The impression formed will be 

concluded as factors that influence other people. 

 

In this study, the researcher uses attribution theory because the research will conduct an empirical study to find out 

the factors that cause IT employees to continue to do their jobs when the workload increases amid WFH during the 

Covid-19 pandemic.  

 

2.2  Workload 

 

The workload is one aspect that must be considered by every company because the workload can influence work 

productivity. Every job that a person does is a workload for him, these burdens depend on how the person works. 

From an ergonomics point of view, every workload that a person receives must be appropriate and balanced both 

concerning physical abilities, cognitive abilities, and the limitations of humans who receive the load (Munandar, 

2011). 

 

According to Tarwaka (2010), the workload can be defined as a difference between the capacity or ability of workers 

and the demands of the work that must be faced. Considering that human work is mental and physical, each has a 

different level of loading. The level of loading that is too high allows the use of excessive energy and overstress 

occurs, on the contrary, the intensity of the load that is too low allows boredom and saturation or under stress. 

 

By putting forward some of the definitions above, the previous studies conclude that the workload is the extent to 

which the individual worker's capacity is needed in completing the tasks assigned to him, which can be indicated by 

the amount of work that must be done, the time/time limit possessed by workers in completing their tasks and the 

individual's subjective view of the work assigned to him. 

 

2.3 Motivation 

 

Sadirman (2007), states that motivation can be interpreted as an effort that encourages someone to do something. 

Motivation can be said as a driving force within an individual and the subject to carry out certain activities to achieve 

a goal. Meanwhile, according to Malayu (2015), motivation comes from another word movere which means 

encouragement or giving driving force that creates enthusiasm for one's work so that they want to work together, work 

effectively, and integrate with all their efforts to achieve satisfaction. Motivation in management is only aimed at 

human resources in general and subordinates in particular. The importance of motivation is because motivation is the 

thing that causes, distributes, and supports human behavior so that they are willing to work hard and enthusiastically 

in achieving maximum things. 

 

3. RESEARCH METHODS 

 

This research is done using a qualitative approach. Data collection techniques were carried out by mix-method 

approach, data analysis was inductive, and the results of qualitative research emphasized meaning rather than 

generalization (Creswell, 2011). This study's purpose was to determine the relationship between work motivation and 

the workload of IT employees when doing WFH during the Covid-19 pandemic. 
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Data were collected through observation, review of documentation, and interviews with IT employees at PT 

Mahamitra Loka Media. The document sampling technique was taken using purposive sampling, namely, the research 

sample was taken based on the consideration of the criteria of the respondents who were considered related to the 

research. The research instruments were in-depth interview guidelines, observation guidelines, documentation study 

guidelines, informed consent sheets, writing instruments, cameras, and recorders. 

Table 1: Characteristics of Respondents 

No Name  Gender Age Marital status 

 

1 

 

Gilang 

 

Male  

 

25 

 

Single  

2 Ridho Male 26 Single 

3 Rizky Male  29 Married, child 1 

4 Didin Male 35 Married, child 1 

5 Ilham Male  30 Married, don't have one yet child 

     

 

4. RESULT AND DISCUSSION 

 

Covid-19 has changed the pattern of employee work during the pandemic. This is shown by the changing work patterns 

of employees who experience a lot of workloads during the pandemic compared to before the pandemic. The existence 

of the WFH system is known to have many changes in the workload so that employees feel an increase in workload 

and loss of work motivation. This statement was clarified by Didin as a senior employee of PT Mahamitra Loka Media. 

 

“Since the company implemented Work from Home (WFH), the workload has continued to increase, 

especially for IT employees during this pandemic. The relocation of the place of work that was 

originally in the office to be at home has made a change in the work pattern of employees”. 

 

This is also shown in the results of a questionnaire filled out by 5 respondents who are IT employees at PT Mahamitra 

Loka Media when doing Work from Home (WFH) which states that 80% of IT employees feel that the workload 

during WFH is increasing compared to when doing WFO. 

 

The increased workload for IT employees when doing WFH puts a lot of pressure on IT employees which makes IT 

employees feel deep stress. This was confirmed by Ilham, who is an IT employee at PT Mahamitra Loka Media. 

 

"Many employees feel stressed because of the increased workload while doing WFH". 

 

This statement is supported by the results of a questionnaire that has been filled out by 5 respondents who are IT 

employees at PT Mahamitra Loka Media when doing Work from Home (WFH) which states that 70% of IT employees 

experience deep stress due to the increased workload while carrying out WFH. 

 

This phenomenon is a new thing experienced by many industries during the Covid-19 pandemic. Increase workloads 

that cause stress to employees due to pressure is one of the causes of the loss of employee motivation at work. This 

statement was clarified by Gilang and Ridho an IT employee at PT Mahamitra Loka Media. 

 

“The workload makes employees lose motivation so that it results in stress experienced by employees 

while doing WFH. However, the company tries its best to provide adequate facilities when 

employees do WFH so that it is expected to foster motivation and enthusiasm for WFH employees” 

 

This statement is supported by the results of a questionnaire that has been filled out by 5 respondents who are IT 

employees at PT Mahamitra Loka Media when doing Work from Home (WFH) which shows that almost half of the 

respondents or respondents do not have high work motivation in doing work during WFH with a percentage 40%. 

However, this needs further development because 60% of IT employees feel that the facilities provided by the 
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company during WFH can foster the enthusiasm of IT employees in completing work amidst the many workloads 

given during WFH. 

 

Responding to the increasing workload and loss of motivation for employees when doing WFH, it turns out that 

respondents are able to complete their work and achieve target by using the facilities provided by the company to their 

employees when doing WFH. This statement was clarified by Rizky, who is an IT employee at PT Mahamitra Loka 

Media. 

 

“The facilities provided by the company have a relationship with the completion of the work 

according to the target. The provision of these facilities is considered to be able to foster enthusiasm 

and motivation of employees even though there is a lot of workloads given during WFH” 

 

This statement is supported by the results of a questionnaire that has been filled out by 5 respondents who are IT 

employees at PT Mahamitra Loka Media when doing Work from Home (WFH) which shows that 70% of IT 

employees can complete the job well according to the given target. 

 

5. CONCLUSION AND IMPLICATION 

 

5.1  Conclusion 

 

The workload of IT employees during Work from Home (WFH) increases compared to when Work from Office 

(WFO). This was obtained from 4 respondents with a percentage of 80% who stated that the workload during WFH 

increased compared to during WFO. The increased workload makes around 70% of IT employees feel deep stress due 

to the additional workload given by the company when doing WFH. 

 

The work motivation of IT employees shows that almost half of the respondents do not have high work motivation in 

doing work during WFH with a percentage of 40%. However, this needs development because there are 60% of IT 

employees feel that the facilities provided by the company during WFH are able to foster the enthusiasm of IT 

employees in completing work amidst the many workloads given during WFH. 

 

There is a relationship between motivation and workload of IT employees when doing WFH. This is based on the 

completion of the work of IT employees well during WFH supported by the facilities provided by the company. This 

is considered to be a motivation for IT employees to be able to continue to do their work amidst the many workloads 

given by the company during WFH. The relationship between motivation and the workload of IT employees when 

doing WFH is also proven that 60% of IT employees feel that there is support from the company in the form of 

providing adequate facilities when employees do WFH. This result is also supported by the percentage of 70% of IT 

employees who can complete the job well according to the target given by the company during Work from Home. 

 

5.2  Implication 

 

The implications of this research are divided into two, namely theoretical and practical. Theoretically, the findings of 

this study can be a reference for further research, especially in revealing the relationship between motivation and 

employee workload during the pandemic, especially for IT employees. Practically, this research has implications for 

employees, especially IT employees who have an increased workload during WFH to be able to create enthusiasm 

and work motivation so that they can continue to complete work well. Meanwhile, the company as a policy maker is 

expected to be able to provide verbal and non-verbal motivation or by providing adequate facilities in order to provide 

employee comfort during WFH in order to continue to achieve company goals. 
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