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Abstract

Since the outbreak of the Covid-19 pandemic in early 2020, many Swedish
auditors have been forced to work fulltime from home. If auditors are negatively
impacted working from home, it could result in auditors engaging in reduced
audit quality (RAQ) behavior and negatively impact overall audit quality.
Working from home to this extent is a new phenomenon, and thus, there is a

need to further research the effects on auditors.

In this thesis, the factors influencing RAQ behavior are theorized based on the
Job Demand-Control-Support (JDCS) model. This thesis examines how
auditors with high home demands perceive time pressure, workload, and work-
life balance to be affected when working from home and how it affects their
propensity to engage in RAQ behavior. Furthermore, this thesis aims to
examine if there are gender differences in auditors’ perceptions regarding these
factors. In this thesis, high home demands mean having at least one child under
the age of twelve. Data was collected using a qualitative method and conducting
14 interviews on how the auditors perceive the factors influencing RAQ

behavior have been affected while working from home.

The result of the thesis indicates that the propensity of auditors engaging in
RAQ behavior is decreased when auditors with high home demands are working
from home. Also, the results indicate that both male and female auditors with
high home demands enjoy working from home and that there has been a
decreased propensity to engage in RAQ behavior. This thesis highlights how the
propensity of auditors with high home demands engaging in RAQ can be

reduced, contributing to overall higher audit quality.

Keywords: Auditors, high home demands, JDCS model, reduced audit quality

behavior, working from home.
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1. Introduction

This is the first chapter and starts with the background, presenting the importance of andit
quality and the threats towards audit quality by extreme circumstances and anditors engaging
in RAQ bebavior. The background is then followed by the problematization, where mixed
results from previous studies on the impact of working from home are presented, leading to the
problem statement. The chapter ends by presenting the aim of the thesis.

1.1. Background

This thesis is about Swedish auditors with high home demands working from
home during the Covid-19 pandemic and how auditors are affected. The audit
profession is characterized by long hours, overtime, and few breaks (Kosmala
& Herrbach, 2006), and according to Persellin et al. (2019), the workload of
auditors often exceeds the point where auditors perceive the quality of audit
reports begins to dwindle. The auditor’s report fulfills a critical function
providing legitimacy to annual reports, reduces uncertainty, and facilitates
decision-making for different stakeholders. Therefore, auditing is valuable since
it contributes to the efficiency of well-functioning capital markets (Asare &
Wright, 2012; Chartered Financial Analyst Institute [CFA], 2010; Coram et al.,
2011; Dechow et al., 2011; Francis, 2011; Kosmala MacLullich, 2003) and
without audit reports, there is a lack of trust from the public (Kosmala
MacLullich, 2003). Despite the importance of auditing, the already heavy
workload faced by auditors tends to, according to Chen et al. (2019), increase
in times of extreme circumstances, jeopardizing audit quality. From this
perspective, the quality of the auditor’s report is believed to be affected by the
Covid-19 pandemic, which could be the most formidable challenge faced by
auditors since the 2007-08 global financial crisis (Albitar et al., 2020).

As a result of time pressure when conducting audits, most auditors claimed to
at some points have engaged in reduced audit quality (RAQ) behavior (Coram
et al., 2003). Further, workload (Amiruddin, 2019; Coram et al., 2003) and work-
life balance is also believed to influence auditors' propensity to engage in RAQ

behavior (Amiruddin, 2019; Pasewark & Viator, 2006; Persellin et al., 2019).



RAQ behavior could, according to Malone and Roberts (1996), jeopardize audit
quality and result in inappropriate audit opinions, which is a risk for users of
financial statements. Herrbach (2001, p. 787) defines RAQ behavior as “actions
taken by an auditor during an engagement that reduces evidence-gathering
effectiveness inappropriately.” However, the audit process is a subject of high
complexity (Pentland, 1993), and the issue of audit quality has dominated
contemporary audit research (Knechel et al., 2013) and despite several studies
on the subject, there is no unanimous definition or way to measure it (Knechel
et al,, 2013; Laitinen & Laitinen, 2015). Some researchers (Francis, 2004;
Knechel et al., 2013) argue that audit quality can only and will only be perceived
in cases where audit quality has been compromised. The most widely used
definition of audit quality is the one of DeAngelo (1981, p. 186), where audit
quality is defined as “the market-assessed joint probability that a given auditor
will both (a) discover a breach in the client's accounting system, and (b) report
the breach.” The likelihood of auditors identifying a breach depends on three
factors (Bell et al., 2015). First, the auditor's technological capabilities, which
include the auditor's client-specific knowledge and technical skills. Second, the
auditor's independence and their willingness to report identified breaches.
Lastly, the amount of effort invested by the auditor in any given audit. For this
thesis, the definition of DeAngelo (1981) will be used to define audit quality as
we examine how working from home has affected the propensity to engage in

RAQ behavior.

Due to the Covid-19 pandemic, auditors are forced to work from home. In
general, having the opportunity to work from home is perceived as something
positive since it opens up to more easily combining work and family-life, which
positively affects job satisfaction (Dockery & Bawa, 2014). However, in work
cultures where it is expected for employees to work overtime and to work hard,
it has been observed that work-family conflict increases when working from
home (van der Lippe & Lippényi, 2018), since both men and women tend to

work longer hours (Dockery & Bawa, 2014). The results of Dockery and Bawa



(2014) also indicate that women had a higher likelihood of working longer hours
at home compared to men. Their results are in line with Kosmala and Herrbach
(2000), who observed that the difficulty of separating work and family is
especially notable among women increasing their risk of experiencing work-

family conflict.

1.2. Problematization

As previously mentioned, audit quality is essential for efficient and well-
functioning capital markets (Asare & Wright, 2012; Chartered Financial Analyst
Institute [CFA], 2010; Coram et al., 2011; Dechow et al., 2011; Francis, 2011;
Kosmala MacLullich, 2003) and the trust of the public in financial reports
(Kosmala MacLullich, 2003). Therefore, auditors engaging in RAQ behavior is
problematic since it, according to Malone and Roberts (1996), increases the risk
of impaired audit quality. As mentioned previously, prior research has shown
that time pressure, workload (Amiruddin, 2019; Coram et al., 2003) and work-
life balance (Amiruddin, 2019; Pasewark & Viator, 2006; Persellin et al., 2019)
could influence auditors' propensity to engage in RAQ behavior. However, how
these factors are affected when auditors are working from home, and thereby
the propensity of auditors engaging in RAQ behavior needs more research and

will be examined in this thesis.

Regarding the impact of auditors working from home and time pressure,
previous research is almost non-existent. However, related studies show that
auditors with a flexible work arrangement and can work from home are
significantly more satisfied with their work than those who lack the same
opportunity (Almer & Kaplan, 2002). Studies in a non-audit setting (Dockery &
Bawa, 2014; van der Lippe & Lippényi, 2018) also show positive consequences
of working from home, such as improved job satisfaction. A study conducted
on IBM workers in the United States showed that it was easier for employees

who were offered the opportunity to choose when and where to work to achieve



work-family balance (Hill et al., 2001). The positive effect of an increase in
perceived flexibility was found for both men and women. As a result of
increased flexibility, employees could work for longer hours before experiencing
difficulties balancing their work and private life, which was especially notable

amongst women with young children.

Studies examining workload and work-family conflict when working from home
shows that in work cultures with a heavy workload and expectations of working
overtime, there is a higher degree of work-family conflict when working from
home (Dockery & Bawa, 2014; van der Lippe & Lippényi, 2018). During the
Covid-19 pandemic, employees' work-life balance in a non-audit setting
decreased when forced to work from home (Yerkes et al., 2020). One-third of
the respondents reported having a more difficult time achieving work-life
balance compared to before the pandemic. Further, 40% of the parents said
they now work more or much more in the evenings, while 31% said they work
more or much more during the weekends. It was also observed that the work
pressure increased among those with higher educational backgrounds when
working from home. To become an authorized auditor in Sweden, the minimum
requirement is a Bachelot's degree (Revisorsinspektionen, n.d.a). Thus, auditors

can be viewed as having a high educational background.

From another perspective, Del Boca et al. (2020) examined how working from
home has impacted the perceived workload and work-life balance and how this
might be impacted by gender. It was found that women have been more
negatively impacted than men during the pandemic due to increased household
chores and childcare, which were more likely to be attributed to women. Their
results also indicate that the younger the child, the greater difficulty for parents
to achieve work-life balance when working from home. Similarly, Hjalmsdottir
and Bjarnadéttir (2020) studied the perceptions of the distribution of household
chores and childcare among Icelandic mothers. Icelandic women perceive an
uneven distribution of household chores and childcare during the pandemic,

which aligns with the results of Del Boca et al. (2020). In a similar study, the
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adaptation of working hours was highest among mothers, where 61% said to be
working hours that they had not done before working from home, compared to
49% of fathers (Yerkes et al., 2020). However, despite gender differences in the
adaption of working hours, Yerkes et al. (2020) found that gender does not

significantly impact managing work-life balance.

As is evident from the review above, none of the studies have, to the best of
our knowledge, examined if the time pressure, workload, and work-life balance
of auditors with high home demands are affected, and thereby their propensity
to engage in RAQ behavior. Further, to the best of our knowledge, no studies
have examined any differences between male and female auditors with high
home demands on the perceptions regarding the three RAQ behavior risk
factors. Since RAQ behavior, according to Malone and Roberts (1996), harms
audit quality, which is a key for efficient capital markets (Asare & Wright, 2012),
itis deemed an important issue to study. Itis also deemed essential to investigate
if the effects on the RAQ behavior risk factors differ between men and women
since women have been shown to be more negatively impacted by working from

home due to more housework and family care.

Previous studies examining the effects of working from home have been
conducted under the assumption that the respondents had the opportunity to
choose if they wanted to work from home or not. This thesis is performed in
the context of the Covid-19 pandemic, where working from home has become
the new normal for many auditors after recommendations from the Public
Health Agency of Sweden (Folkhilsomyndigheten, 2021). Auditors and other
professional groups are advised to work from home and maintain social
distancing. For auditors, this could lead to a more difficult time engaging with
clients and co-workers, negatively affecting audit quality. Since working from
home to this extent presents a new and unique case for auditors and that it is
unclear how long working from home will remain the norm, it is important to

study how auditors perceive that RAQ risk factors have been impacted.
y p p
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1.3. Aim

This thesis aims to examine how auditors with high home demands perceive
time pressure, workload, and work-life balance to be affected when working
from home and thus how it affects their propensity to engage in RAQ behavior.
Furthermore, this thesis aims to examine if there are gender differences in

auditors’ perceptions regarding these issues.
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2. Theoretical framework

This chapter begins with a description of andit quality from an andit process perspective by
explaining how support systems and digital evidence gathering can enhance andit quality. The
chapter then continues with a description of the [DCS model, which in this thesis is theorized
in an accounting setting. The chapter then presents previous studies regarding how time
pressure, workload, and work-life balance are affected through job control & social support
when working from home. Studies on how the three factors are affected by gender are also
presented. The chapter ends with a summary of theoretical expectations based on the studies

presented in the previous sections.

2.1. Audit quality from an audit process perspective

Albitar et al. (2020) argue that auditors working from home will impact audit
procedures. They urge audit firms to invest in technological solutions such as
artificial intelligence and network security programs, which will allow auditors
to adapt to working from home more quickly and for more accessible
communication between co-workers and clients. The audit process is one
determinant of audit quality and implements all the different tests performed by
auditors (Francis, 2011). The audit process is constituted by the auditors that
perform the audits and the tests used when gathering evidence. This includes
several procedures, one of them being the judgments and decisions taken by
auditors when planning, collecting, and interpreting audit evidence according to
audit standards (Francis, 2011). When auditors invest less effort in the audit
procedure, there is a higher risk for audit failure, which is one cause of lower
audit quality (Xiao et al., 2020). An audit failure occurs when an auditor fails to
act independently or fails to collect sufficient evidence required by audit

standards (Francis, 2011).

Because of technical advancements in recent decades, using virtual work papers
and digital tools has provided audit firms and auditors with more alternatives to
how an audit can be conducted (Brazel et al., 2004). One of them is decision

aids, which can support auditors when assessing the risk of fraud management
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and enhancing the decision-making quality (Eining et al., 1997). According to
Dowling and Leech (2007), using audit support systems such as electronic work
papers and extensive help files in the audit process has become a crucial tool to
conduct efficient and effective audits. Similarly, Trompeter and Wright (2010)
argue that audit firms rely on technology-driven audit procedures to identify
risks. By serving as an electronic co-worker and supporting the auditor in their
work, intelligent support systems provide the opportunity for auditors to
improve decision making and increases the probability of good audits (Arnold
& Sutton, 1998). It was concluded by Knechel et al. (2013) that an audit of high
quality is more prevalent when there is a well-designed audit process in place
and is conducted by adequately trained and motivated auditors. However, it was
observed by Asare and Wright (2004) that the risk assessments of fraud made
by auditors are not dependent on how effective audit programs are but instead

on the auditors’ likelihood to consult with co-workers.

The use of sophisticated audit tools can assist auditors by automating the
collection phase of audit evidence (Brown-Liburd & Vasarhelyi, 2015). The
transition to a digital way of working and digital systems for collecting evidence
allows auditors to collect more extensive and more considerable samples
(Krahel & Titera, 2015). Information overload is one of the main limitations
that auditors face when conducting audits (Brown-Liburd et al., 2015), but using
digital tools to gather and analyze data can help mitigate this limitation and

increase the effectiveness of audits.

2.2. The Job Demand-Control (-Support) Model

When describing the association between work environment and the wellbeing
and health of employees, some of the most frequently used theoretical
frameworks are the Job Demand-Control (JDC) and Job Demand-Control-
Support (JDCS) models (Ibrahim & Ohtsuka, 2012). Robert Karasek introduced
the JDC model in 1979, where the main factors influencing employees’

wellbeing and job satisfaction were job demand and job control. In contrast to
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Karasek (1979), Johnson and Hall (1988) argued that more aspects influence the
wellbeing of employees than job demand and job control and thus, introduced
the factor of social supportt, resulting in the JDCS model. Johnson and Hall
(1988) formulated the iso-strain hypothesis, which predicts that those with jobs
of high demand, low control, and low social support will experience a lower
level of wellbeing. Job strain, which is high job demand and low job control,
was lower among employees receiving a high level of social support. Even
though the JDCS model is primarily used to gauge employee wellbeing, this
thesis will explain how job control and job support affect perceived time
pressure, workload, and work-life balance, which could affect RAQ behavior

when working from home.

2.3. Working from home and job demands

Karasek (1979, p. 291) describes job demand as “the psychological stressors
involved in accomplishing the workload, stressors related to unexpected tasks,
and stressors of job-related personal conflict.” In this thesis, the job demands

of interest are time pressure, workload, and work-life balance.

Peters and van der Lippe (2007) compared those who always work at the office
with three different groups based on how much they worked from home and
the effect on time pressure. On average, the group who worked more than one
day per week from home was more likely to have a decreased time pressure than
all other groups and applied for both men and women. On the contrary, Thulin
et al. (2019) observed that employees who frequently work from home
experience a higher degree of time pressure than those who do not, and women
with children aged 0-12 experience higher degrees of time pressure than those
without children, regardless of working from home or not. This is in line with
Delfino and van der Kolk (2021), who also observed an increased stress level
while working from home. Time pressure has been shown to result in cognitive

problems such as making reckless mistakes, ignoring important information,
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and having a more difficult time prioritizing important tasks (Margheim et al.,
2011). Further, in the case of auditors, time budget pressure increased their
propensity to engage in RAQ behavior (Broberg et al., 20106; Liyanarachchi &
McNamara, 2007). However, Johari et al. (2019) emphasize that auditors that
experience time pressure increased their job performance. Further, if auditors
perceive that work stress is under control, the overall deterioration of audit

quality will be reduced (Yan & Xie, 20106).

While working from home during the Covid-19 pandemic, work-life balance
and perceived work efficiency have been shown to be improved among
knowledge-workers such as consultants (Ipsen et al., 2021). On the contrary, it
has been observed by Felstead and Henseke (2017) that working from home led
to a decrease in work-life balance and a heavier workload. van der Lippe and
Lippényi (2020) argue that the intensification of work is because co-workers are
not immediately available, and therefore the individual employee has to invest
more effort using their skills and knowledge. Similarly, Karatepe (2013) and
Yustina and Valerina (2018) argue that a heavy workload could lead to a
difficulty finding a balance between their work-life and family-life roles.
However, Chong and Monroe (2015) argue that stress between work and family
roles is also caused by excessive workload and lack of information and control.
However, according to Lepine et al. (2005), a heavy workload is not necessarily
negative since it has been shown to have positive effects on job performance.
Regarding accountants, when there is a lack of work-life balance, job

performance is negatively impacted (Fisher, 2001).

Based on the studies mentioned above, working from home could impact the
propensity of engaging in RAQ behavior in different ways. The propensity
could decrease due to auditors perceiving a positive influence on job demand.
However, some of the studies point in the opposite direction, indicating that
the propensity of engaging in RAQ behavior could increase due to auditors

perceiving a negative influence on job demand.
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2.4. Working from home and job control

Karasek (1979, p. 289-290) defines job control as “the working individual's
potential control over his tasks and his conduct during the working day.” The
concept of job control constitutes two subsections, skill discretion and decision
authority. These subsections were measured by asking questions regarding the
extent to which the employees had flexible working hours, their influence on
planning their work, and at what pace the work would be conducted. Further,
Karasek (1979) also asked to what extent employees could control when to take

breaks and the degree of control they possessed over various work procedures.

Skill discretion and decision authority have been shown to mediate the
relationship between job demands and accountants' psychological wellbeing
(Del Pozo-Antunez et al., 2018). Thus, a higher level of perceived control could
allow accountants to manage a higher degree of perceived job demand.
Baldacchino et al. (2016) and Donnelly et al. (2011) found that auditor’s
perception of to what extent they had control over the outcomes of their work
could be used to predict the acceptance of dysfunctional audit behavior.
Auditors that perceive to have a high degree of job control were less accepting
of dysfunctional audit behavior. This is in line with Brink et al. (2015), who
found that job control among Chinese accountants reduced their propensity to
engage in counterproductive work behavior. Similarly, auditors that possess a
low degree of job control are more likely to engage in RAQ behavior (Herrbach,
2001). Further, a higher degree of job satisfaction and perceived organizational
support mitigates the effect between job autonomy and counterproductive work

behavior (Brink et al., 2015).

In a non-audit setting, employees who perceive to possess a high degree of job
control have been shown to have a reduced work-family conflict (Kossek et al.,
20006) and higher job satisfaction because of avoiding work-family conflict (Ru
Hsu, 2011). When working from home, employees experience a higher degree
of job control, such as deciding when to take breaks (Ipsen et al., 2021; Kossek
et al., 20006). According to Delfino and van der Kolk (2021), however, the
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control possessed by supervisors over their employees increased and became

more constrained when working from home.

The studies mentioned above indicate that job control could increase or
decrease while working from home, and thus the effects on RAQ behavior can
vary. If auditors perceive a positive influence on job demand, it can decrease the
propensity to engage in RAQ behavior since it becomes easier to cope with job
demands. However, if working from home negatively influences job demand, it

could increase auditors' propensity to engage in RAQ behavior.

2.5. Working from home and job support

Johnson and Hall (1988) measured job support based on five factors, such as
how co-workers interact and talk to each other during breaks, interact when
performing tasks, leave their task to talk with other co-workers while working,
socializing during non-working hours, and if they had interacted with a co-
worker. Del Pozo-Antinez et al. (2018) structured the social support dimension
into two subsections, supervisor support, and co-worker support. Supervisor
support refers to the extent employees feel the audit firm values their work and
is interested in their wellbeing (Kottke & Sharafinski, 1988). Co-worker support
refers to, among other things, the opportunity for employees to interact at work
and to what extent that interaction is transferred outside of work (Johnson &
Hall, 1988). To which extent co-workers are reliable, can get work done,
assisting and supporting each other have also been used to measure co-worker
support (Ariza-Montes et al., 2018; van der Doef et al., 2000). Support and close
interactions between co-workers have been shown to, among other things,

improve communication, and increase productivity (Berman et al., 2002).

It has been observed that the individual employee's performance is affected by
the extent to which their co-workers are working from home (van der Lippe &
Lippényi, 2020). It was also shown that co-workers perform worse the higher

proportion of co-workers working from home and that even though co-workers
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can communicate through digital tools and thereby continue to support each
other, it cannot compensate for physical interaction. Team orientation,
collaboration, and supportiveness within the workplace positively correlate with
work-life balance among auditors (Umans et al., 2016). It was observed by
Herrbach (2001) that auditors that appreciate their co-workers and workplace

are less likely to engage in RAQ behavior.

Ipsen etal. (2021) observed that during the Covid-19 pandemic, one of the main
disadvantages for employees while working from home is the lack of tools to
perform their work. As a result, employees perceived a lack of support from
their employers. When it comes to accountants, it has been shown that those
who are supported by their supervisors and can perform their professional skills
can manage a higher degree of job demand before perceiving a decrease in
psychological wellbeing (Del Pozo-Antinez et al., 2018). This highlights the
importance of supporting employees in their work since a lower degree of
perceived support is associated with lower levels of job performance. Similarly,
Brink et al. (2015) found that job satisfaction and perceived organizational
support have a negative effect on counterproductive work behavior of
accountants. However, Pierce and Sweeney (2004) argue that dysfunctional

behaviors of auditors were not significantly impacted by leadership style.

Among employees with young children, being interrupted more was a negative
consequence of working from home (Ipsen et al., 2021). It is argued by Haar
and Roche (2010) argue that supportive work-family environments can
contribute to superior employee performance. The perception of having
support from supervisors has been shown to mediate the adverse effects of
work-family conflict on job satisfaction (Ru Hsu, 2011). Further, it has been
observed by Hager (2018) that the psychological well-being among employees
not working at the office is dependent on good relationships at the workplace,

work-related social support as well as non-work-related social support.
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The studies mentioned above indicate that working from home could increase
the propensity of engaging in RAQ since job support could be negatively
affected in two ways. First, working from home could make it more difficult for
co-workers to interact and support each other and sharing knowledge, thus
increasing the workload and time pressure for the individual employee. Second,
those working from home might experience a lack of organizational support in
not being adequately equipped with the tools needed to perform their work. If
this is the case for auditors, the workload could be perceived as heavier and

more time-consuming, decreasing work-life balance.

2.6. The impact of gender on job demands, job control, and social
support

Previous research has observed mixed results on gender’s impact on job
demand, job control, and social support. Examining the effects of job control,
research shows that a higher degree of perceived job control has been shown to
help reduce stress for both men and women (Rivera-Torres et al.,, 2013).
Similarly, Groénlund (2007) observes no gender differences in work-family
conflict among employees in active jobs, characterized by high degrees of job
demand and job control and typically include the processing of numbers.
However, Vermeulen and Mustard (2000) emphasize that women are more
likely to experience stress than men in jobs where job demands surpass the level

of job control required to handle the workload.

Comparing the effect social support has on job stress among men and women,
results indicate that social support has a more substantial impact on reducing
job stress for women (Rivera-Torres et al., 2013). In contrast, Vermeulen and
Mustard (2000) observed that when employees perceive a low degree of social
support combined with high job demands, stress increases for both men and
women. Further, women receiving supervisor support experience a more

significant reduction in work-family conflict and lower levels of burnout than
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men (Blanch & Aluja, 2012). Kristensen et al. (2016) examined the gender roles
in international audit firms in Copenhagen. They found that traditional gender
ideology is more pervasive in audit firms than modern gender egalitarianism.
According to traditional gender ideology, women are viewed as primary
caregivers and should act as a support mechanism for men (Kristensen et al.,
2016). Further, according to Anderson-Gough et al. (2005), men are more likely
to recruit those similar to themselves, resulting in men more often having higher

positions than women.

Pasewark and Viator (2006) found that female accountants often experience a
higher degree of work-family conflict than men. Similarly, Lightbody (2009)
argues that women, due to a combination of household chores and childcare,
especially care of school-aged children and job-related factors, have a more
difficult time achieving work-life balance. However, van der Doef and Maes
(1999) claim that female employees working in jobs with a high degree of
demand and low degree of control are not as negatively impacted as men. On
the other hand, it was observed by Ru Hsu (2011) that the degree of work-family
conflict is not significantly affected by gender. Thus, there are contradicting
results in terms of gender differences on job demand. However, it should be
noted that the studies of van der Doef and Maes (1999) and Ru Hsu (2011) are
not conducted in an accounting setting but other professions with high job

demand.

The studies mentioned show mixed results on gender and its impact on time
pressure, workload, and work-life balance. Some studies hint that women are
more likely to experience a higher time pressure since they also need to take care
of household chores and children. Since household chores and childcare are
more likely to be taken care of by women, they are also more likely to experience
a greater workload and a lower degree of work-life balance than men. Studies
show that the propensity of auditors with high home demands working from
home engaging in RAQ behavior could be dependent on gender, where some

studies indicate that women's time pressure and work-life balance are more
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positively impacted when receiving support, while others indicate no gender
differences. When women have been the receivers of support, there has been a
significant increase in their job control. Further, due to socially constructed
expectations and gender views in audit firms, viewing women as the givers of
support rather than receivers, women, in general, could experience a higher
degree of stress and greater difficulty achieving work-life balance due to

childcare and household chores.

2.7. Summary of theoretical expectations

In this thests, the JDCS model explains how time pressure, workload, and work-
life balance, which could affect the propensity of RAQ behavior, have been

impacted among auditors with high home demands when working from home.

The previously mentioned studies indicate inconclusive results as to how job
control is affected while working from home. How job support is affected when
working from home is more conclusive on that it will be negatively impacted.
However, there is little knowledge on how job control and job support are
affected in an audit setting, but based on the studies mentioned, time pressure,
workload, and work-life balance can be positively influenced if job control and
job support increase. On the other hand, time pressure, workload, and work-

life balance can be negatively influenced if job control and job support decrease.

Regarding the possible impact of gender, some studies indicate that women have
a more difficult time coping with time pressure. However, if their capability to
manage time pressure is more affected than men when being supported is
inconclusive. Further, perceived workload among women could increase more
than the ones of men when working from home since they often are the ones
taking care of the household and children. When it comes to work-life balance,
studies indicate that women are more likely to experience a low degree of work-

life balance. If there are gender differences on the perceived effects from the
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support provided by employers that aim to enhance work-life balance need

further research.

To summarize, the existing literature is inconclusive, and thus, we need more
knowledge about how working from home affects perceived time pressure,
workload, and work-life balance among auditors with high home demands and

the influence of job control, job support, and gender.
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3. Method

This chapter aims to describe how this thesis was conducted. The chapter begins with a
description of the strategy, design, and data collection approach. 1t then describes the sample
and the sampling method, and how the collected data were analyzed. The chapter concludes
with a discussion on trustworthiness, alternative methodological approaches, and ethical
considerations.

3.1. Method strategy

This thesis aims to examine how auditors with high home demands perceive
time pressure, workload, and work-life balance to be affected when working
from home and how it affects their propensity to engage in RAQ behavior.
Furthermore, this thesis aims to examine if there are gender differences in
auditors’ perceptions regarding these issues. Since little is known about auditors'
experiences with high home demands working from home, the subject needs
further exploration to achieve an understanding and depth on the subject.
Therefore, an explorative, qualitative study was conducted, since these types of
studies, according to Gray (2017), aim to understand a specific phenomenon.
When the aim is to understand something, which is often common in qualitative
research, the collected data must be profound and wide-ranging (Corbin &
Strauss, 2008). According to Bryman and Bell (2011), the questions asked in
qualitative research provide more depth in the collected data than quantitative
research. Thus, a qualitative method was deemed the most appropriate for

achieving the aim of this thesis.

3.2. Research design

To examine how auditors with high home demands have perceived how
working from home has affected the risk factors of RAQ behavior, a multiple-
case study was conducted, where each auditor represented one case. By applying

a multiple-case study, the experiences of each auditor (i.e., each case) when
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working from home with high home demands can be compared against each
other. Multiple-case studies are commonly used in qualitative research since it
allows the observation of a relatively small group of cases that share similar
attributes, which creates a unique social setting and an understanding of the
behavior, values, and experiences of the observed cases (Bryman & Bell, 2011).
Additionally, it allows for a comparison between multiple cases included in the
sample, which can be both organizations and individuals, and encourages the

reflection of similarities and differences between the examined cases.

3.3. Population and sample

The population of a study consists of people, organizations, objects, or
occurrences that can be used to draw a relevant sample for the study in question
(Bryman & Bell, 2015; Gray, 2017). The population for this thesis was all
auditors with high home demands working at an audit firm registered at the
Swedish Inspectorate of Auditors (Revisorsinspektionen, n.d.b). To be viewed
as an auditor with high home demands, the respondent had to be an auditor
who worked from home to a greater extent during the Covid-19 pandemic and
had at least one child under the age of twelve. The maximum age was set at
twelve for two reasons. First, previous studies show that the younger the child,
the greater the adverse effects among mothers working from home (Del Boca
et al., 2020; Thulin et al., 2019). Second, twelve is the age when parents in
Sweden, in general, are no longer eligible for financial compensation when
staying home from work to tend to their sick child (Forsdkringskassan, 2021).
Thus, it could be assumed that over the age of twelve, children are more
independent and do not contribute to high home demands to the same extent
as children under twelve. Only including auditors with children under the age

of twelve could also make the results more comparable.

Based on the population mentioned above, a sample consisting of 14

respondents, including eight women and six men, was deliberately chosen by
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the authors to get as an even distribution as possible so that potential gender
differences could be examined. The number of children the respondents had
under the age of twelve ranged from one to two. The number of children an
auditor has is not public information, and it was difficult identifying those who
should constitute the sample. The characteristic of having at least one child
under the age of twelve had to be fulfilled to answer the aim for this thesis, and
therefore, purposeful sampling was conducted. Purposeful sampling is a non-
probability sampling technique where the researcher decides which cases to
include, based on his or her perception regarding which cases are believed to be
the most suitable to fulfill the aim of a study (Gray, 2017). Convenience
sampling was also applied due to time constraints, which according to Gray
(2017), means that the sample consists of respondents who are first available.
Convenience sampling is a type of non-probability sampling technique (Bryman
& Bell, 2011) and is suitable when only a limited number fulfills the
characteristics of the population (Gray, 2017). Potential respondents were
contacted through e-mail. The e-mail included an invitation to participate in the
thesis, along with an information letter describing the purpose of the thesis and

other practical information (see Appendix 1).

3.4. Data collection

To fulfill the aim of the thesis, the collected data needed to be deep and
profound to create an understanding of the studied phenomena. Collecting data
through interviews was therefore deemed as the most suitable option. Using
interviews to collect data is suitable when exploring complex phenomena, such
as the opinions and beliefs towards something, since it generates data based
upon the interviewees’ beliefs, views, and opinions (Denscombe, 2018; Gray,
2017). In this thesis, semi-structured interviews were deemed appropriate to
conduct since Bryman and Bell (2015) and Gray (2017) argue that it allows for

the opportunity to pose questions on areas that can be explored further and
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remove questions already answered. Furthermore, the questions encourage the
respondent to elaborate their answers, thus increasing the likelihood of
uncovering interesting results that were not initially intended to be studied.
Further, semi-structured interviews were deemed suitable since the structure,
according to Bryman and Bell (2011), makes it appropriate when the focus of
the study is relatively straightforward, as it ensures that the specific topics are
studied. Before the interviews were conducted, an interview guide (see
Appendix 2) was created based on the theoretical framework. Even though the
questions being asked in semi-structured interviews are relatively flexible, the
interview guide functions to ensure that all interviews will cover the same
questions (Bryman & Bell, 2011). The semi-structured interview and the
structure it brings also make it suitable when conducting several interviews since

it makes them comparable (Bryman & Bell, 2011).

3.4.1. Pilot survey

The interview guide was tested by performing a pilot survey on three accounting
students at Karlstad University. By performing a pilot survey in advance of the
large-scale data collection phase, the respondents' risk of questions being
interpreted differently, thereby affecting the data negatively, is reduced
(Denscombe, 2018; Gray, 2017). The pilot survey resulted in several questions
being adjusted and improved. The improved interview guide was then reviewed
by the supervisors of this thesis, which resulted in removing and reformulating

several questions (see Appendix 2).

3.4.2. Conducting the interviews

The final draft of the interview guide (see Appendix 2) was provided to each
respondent in advance of the interview to give them time to reflect and provide

well-thought-out answers. It also allowed the respondents to withdraw their
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participation in advance of the interview if they did not want to answer the
questions. Since the Covid-19 pandemic took place during the time of writing
this thesis, using digital interviews was deemed the most appropriate and
practical since it followed recommendations stated by Swedish public health
authorities. The interviews were conducted via video- or phone meetings and

had a duration between 16 and 45 minutes.

Personal interviews were conducted, which according to Denscombe (2018), is
when the author or authors have one-on-one interviews with each respondent.
Using personal interviews and not any other type of interview such as group
interviews, was based on the fact that by using personal interviews, Denscombe
(2018) argues that the experiences and feelings expressed during an interview
originate from one source, the respondent. Using personal interviews makes it
easier to link the collected data to a specific individual than group interviews.
Further, the process of transcribing personal interviews is shorter than group
interviews (Denscombe, 2018) which was appropriate due to the time
constraints of this thesis. The interviews were conducted in Swedish since the
respondents were Swedish, and the questions listed in the interview guide (see

Appendix 2) were translated from English to Swedish.

3.5. Analysis

Once an interview had been conducted, the audio file was transcribed.
Transcribing recorded interviews allows for a more correct and exact
examination of the interview (Bryman & Bell, 2015). Thus, each interview began
asking the respondents for consent to record the audio of the interview.
Transcribed interviews result in large amounts of complex data to analyze,
which according to Bryman and Bell (2011), is one of the main obstacles with
qualitative research. To identify data that could be analyzed, coding was
performed manually on the transcribed interviews. Coding is the process of

transforming unprocessed data into a format for data analysis (Gray, 2017).
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Characteristics in the data can be highlighted, and the amount of data that needs
to be focused on can be reduced (David & Sutton, 2016). Inductive coding was
conducted, which means that codes are based on transcribed interviews and not
on a theoretical framework (David & Sutton, 2016). Some examples of codes
based on the data are overtime and logistics. Categories were then based on codes
with similarities and the theoretical framework, which created the category work-

life balance, which was included under the theme of job demand.

3.6. Trustworthiness

When conducting qualitative research, four criteria evaluate the quality and
trustworthiness (Bryman & Bell, 2011; Gray, 2017). The four criteria for
measuring the trustworthiness of a qualitative study are confirmability, credibility,

dependability, and transferability (Gray, 2017).

3.6.1. Confirmability

Confirmability refers to the extent findings in qualitative research are
impervious to personal bias, such as personal beliefs and attitudes from those
conducting the study (Bryman & Bell, 2011; Denscombe, 2018). Because
findings in qualitative research are a product of the researcher processing
generated data (Denscombe, 2018), findings that are entirely free from
researcher bias are not possible to achieve (Bryman & Bell, 2011; Denscombe,
2018). Despite this, several measures have been taken to enhance the
confirmability of this thesis. First, personal values were set aside when
formulating the questions in the interview guide and were later revised by the
supervisors, who were not influenced by the work process and could provide
an unbiased opinion. Second, objectiveness was also a focus when conducting
the interviews by ensuring that all respondents were asked the same questions

in the same manner, which was ensured using the interview guide (see Appendix
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2). Lastly, the collected data was thoroughly analyzed separately by both authors

to enhance confirmability.

3.6.2. Credibility

Credibility refers to the extent the results of qualitative research can be proved
to be accurate (Denscombe, 2018). Determining credibility in qualitative
research is difficult since there are no established methods to prove that the
results of a study can be considered an absolute truth. However, several
measures can be taken to improve the credibility of the results, one of them
being respondent validation (Bryman & Bell, 2011; Denscombe, 2018). This is
the process of sending a copy of the transcribed interviews to the respondent,
allowing them to confirm or contradict that the produced data originating from
the interviews are aligned with the interviewee's perceptions and experiences
(Bryman & Bell, 2011). Thus, after each interview had been transcribed, the
transcripts were sent to their respective respondent. All respondents approved

the transcripts, which enhances the credibility of this thesis.

3.6.3. Dependability

The issue of dependability is often questioned in qualitative research
(Denscombe, 2018). Mainly because the researcher often assumes a central role
in the data collection phase, which is especially seen in interviews where the
interviewer is in a constant state of interaction with the respondent. The
question of dependability is about whether another researcher conducting an
identical study would make the same findings (Denscombe, 2018). To enhance
the dependability, the research process and procedures should be available for
other researchers to utilize and judge to what extent decisions can be deemed
reasonable (Bryman & Bell, 2011; Denscombe, 2018). To increase the

dependability, the authors of this thesis have been transparent with their
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supervisors throughout the writing process. The dependability is further
enhanced by thorough documentation of how sampling has been done, how

contact has been made, and how data has been produced and processed.

3.6.4. Transferability

To what extent qualitative findings can be transferred to other settings is a
common issue within qualitative studies due to its focus on a relatively small
sample (Bryman & Bell, 2011; Denscombe, 2018). To allow others to judge the
relevance and applicability of the findings to other settings, relevant information
regarding the population and sample characteristics must be thoroughly
documented (Denscombe, 2018). To increase the transferability a thorough
walkthrough of the population and sample, the sampling method, and the

respondents' characteristics have been made.

3.7. Methodology criticism

The sampling methods used for this thesis were purposeful- and convenience
sampling. A drawback of using convenience sampling in this thesis is that the
first respondents who were willing to participate were included, which resulted
in only auditors with several years of experience being interviewed. The
perceptions of less experienced auditors were not included. Thus, there is a risk
that the potential impact of experience on how the risk factors of RAQ are
perceived to be affected when working from home is missed. Even though there
is a risk that using convenience sampling has affected the results of this thesis,
convenience sampling was deemed the most appropriate to answer the aim
given the time constraints of this thesis. Since information regarding the number
of children is not public, it is time-consuming to identify potential respondents,
but by using convenience sampling, it was possible to get a relevant sample in a

limited time.
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Due to the spread of the Covid-19 pandemic, digital interviews were conducted.
Physical interviews would have been the preferred method of choice since they,
according to Bryman and Bell (2011), typically have a longer duration and
generates deeper data. However, despite not being able to conduct face-to-face
interviews, the argument can be made that using digital interviews opened up
the possibility to interview more respondents on a wider geographical area in a
shorter amount of time while still following recommendations from the Public
Health Agency of Sweden. Furthermore, Bryman and Bell (2011) argue that
digital interviews are a valid substitute when the interviewees and the

respondent cannot meet physically.

The interviews were conducted with Swedish auditors, and thus the interviews
were conducted in Swedish due to the risk of generating less data if conducted
in English. Thus, the transcriptions were also made in Swedish, and quotations
have therefore been translated into English, and the complete accuracy of the
quotations cannot be guaranteed. However, it is argued by the authors of this
thesis that the benefits of generating more data in Swedish outweigh the cost of

potential losses in the form of less accurate translations.

3.8. Ethical considerations

There are generally four ethical principles that researchers should abide by when
conducting research (Bryman & Bell, 2011; Denscombe, 2018; Gray, 2017).
First, researchers must be open towards the respondents regarding the purpose
of the study, what the findings will be used for, and not deceive the participants.
The authors have, throughout the writing process, strived to be transparent and
truthful to the participants. When invitations were sent out, the authors included
an information letter of the aim of the thesis and what the findings would be
used for. Second, researchers must receive informed consent from the
participants (Bryman & Bell, 2011; Denscombe, 2018; Gray, 2017). When

conducting the interviews, the authors started by reminding the participants
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about the purpose and what the results would be used for and asked for consent
to record the audio of the interview (see Appendix 2). Before the interviews
were conducted, each participant also received a copy of the interview guide. In
conjunction with the interviews, the participants provided signed consent, with
the possibility to withdraw it at any point during or after the interview had taken
place. Third, researchers must respect the participants' privacy (Bryman & Bell,
2011; Denscombe, 2018; Gray, 2017). The participants' privacy was ensured by
not including questions asking for personal information that in any way could
identify the respondents. Furthermore, the respondent had the option to not
answer a question if it made him or her feel uncomfortable. Fourth, researchers
must ensure that participants suffer no mental, physical, or emotional harm
from participating in the study (Bryman & Bell, 2011; Denscombe, 2018; Gray,
2017). Therefore, all data was collected and handled confidentially, which means
that participants cannot be identified by individuals outside the team of
researchers (David & Sutton, 2016). Additionally, Denscombe (2018) states that
all research must follow national laws and regulations. The authors of this thesis
followed the guidelines on collecting and storing data provided by Karlstad
University, whose guidelines act in accordance with the General Data Protection

Regulation (GDPR).
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4. Results

The results from the interviews are presented in this chapter, using quotations from the
respondents to support and excenmplify the results. The chapter follows an outline of three sections
where it is presented how time pressure, workload, and work-life when working from home are

influenced by job control, job support, and gender.

4.1. Working from home and time pressure - Influence of job control,
job support, and gender

The collected data indicates that the respondents have different views on
perceived time pressure when working from home. We can identify three
different groups in terms of time pressure. Some have not noticed a difference
in time pressure when working from home and constitutes just over half of the
respondents, and then those who either perceive a decrease or increase in time

pressure and consist of equally sized groups.

Among those who perceive time pressure to be consistent compared to working
at the office, a frequently mentioned reason is that the auditors have their
external and internal deadlines regarding different reports and that working

from home, therefore, does not perceive to significantly impact time pressure.

In general, 1 work approximately the same number of hours and I work in a
Similar way. 1t depends a lot on which andits we have and it is more that “if
you have this audit and the report is due week 8 or 9, then you conduct the andit
till that date” and it is sort of the same when working from home (R8)

Even if time pressure is perceived to be unchanged, some mentioned that when
working from home, they have a more difficult time achieving the hours needed
when conducting audit projects since there is a greater urge to spend time with
their families and that “/.../ #he challenge is to really get those chargeable honrs and actnally

find an evening even though you are at home” (K1).
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Among those who perceive that time pressure is unchanged when working from
home, all have received support from their employer in terms of equipment and
supplies that enable them to continue working in the same manner as before.
This could be why they do not perceive any changes in time pressure since it
implies that they maintain a certain level of control over their work when
working from home. In terms of gender differences, both men and women note
that not experiencing any differences in time pressure could be attributed to
rigid deadlines within the audit profession. However, one respondent says that
she does not perceive any differences in time pressure due to the support and

understanding received from her supervisor since she is a mother as well.

On the contrary, some respondents perceive that time pressure has increased
when working from home. The reason differs between the respondents, and
while some say, “You can have very long days with just meetings |...| and you cannot proceed
in the andit process” (R10), others say “If we got the wrong material, then you have to mail
back to them, and then you do not get a reply until tomorrow |[...| and you have to wait for
one more day” (R2). Among those who perceive an increase in time pressure,
managers and those responsible for coordinating and moving the audit forward
represent a significant portion. They emphasize that coordinating auditors have
been more difficult when working from home, resulting in a higher degree of

time pressure to complete audits before deadlines.

...] it is quite difficult to coordinate two-three different assistants, so it is

;/ﬁparz‘am‘ to mafke sure that everyone does what they are supposed to be doing
to the right extent. [...] so it has become difficult to sync the team and keep track
that everyone follows the project plan (R11)

The increase in time pressure has resulted in auditors, especially those who are
team leaders, now being more focused on finishing the audits in time and less

focused on the clients and their benefits of hiring the audit firm.
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Customer benefits have probably been somewhat neglected and there has been
more focus on ensuring that we have everything we need to close the andits in
time. But keeping the customer happy, that has been negatively impacted since
we started working from home (R6)

Time pressure has increased for some respondents despite receiving the same
support as those who do not perceive any changes in time pressure. Therefore,
any changes in time pressure could be attributed to something other than job
support, for example job control, since the respondents perceive to have a more
difficult time coordinating audits. Greater difficulty in coordinating audits could
decrease perceived job control, thus increasing perceived amount of work. All
of those who perceive a greater time pressure are men and responsible for

supervising audit projects.

Some auditors perceive that their degree of time pressure has decreased when
working from home. However, they emphasize that this is not related to the job
itself but rather to other factors that are positively impacted when working from
home. Those who experience decreased time pressure mention that time
previously spent commuting to and from work is now spent on their family or
work instead. It is also mentioned that their time pressure is decreased since

working from home has enabled them to manage their everyday lives better.

[-.] I think that it is better to work from home. A lot of it is maybe because of
location and logistics but for me who can look can look out the window and see
the preschool so I have very good opportunities for not experiencing any stress
[-..] 50 for me, everyday-life have become easier by working from home |...] (R9).

Those auditors who perceive a decrease in time pressure by working from home
emphasize that they have been well supported by their employer, similar to
those who experience an increase or no difference. Therefore, it could be argued
that job support does not impact time pressure when working from home. Since
the respondents say that they can manage their everyday life more easily, it seems
more likely that the respondents have gained greater job control when working

from home, resulting in lower overall time pressure. Even though time pressure
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has decreased, there seem to be no differences in job demand. The decrease
could be explained by time previously spent on commuting is now spent on
their work or on their family, resulting in a job that is perceived to be less time-
consuming. Further, a majority of those who perceive a decreased time pressure
when working from home are women. Compared to that those who perceive
an increase in time pressure are men, this could indicate that the time pressure
of female auditors with high home demands, on average, are less affected than

the ones on men when working from home.

4.2. Working from home and workload - Influence of job control, job
support, and gender

When looking at how the respondents perceive that their workload has been
affected when working from home, three different groups with an almost even
distribution regarding the number of respondents can be distinguished. The
groups consist of those who perceive no change in workload, an increase in

workload, or a decrease in workload.

The respondents who perceive an unchanged workload emphasize that working
from home has not been difficult since they have had the opportunity to
separate themselves from their families. They also emphasize that perceived
support from their employers regarding office equipment has enabled them to
have an ergonomic workstation at home and thus an unchanged perceived
workload. One respondent says that "I can seclude myself and 1 have dual screens, a

height-adjustable desk and other office-ergonomic things, such as a chair that I have gotten

Srom the office” (R5).

Another reason why the workload is perceived to be consistent could be because
of the digitalization of the audit profession, which has enabled the auditors to
collect material digitally even before the pandemic. Since these tools have been
available for the respondents, working from home has allowed them to conduct

audit projects as they always had.

37



"[...] we call it a wish list for material. We send it to the client and ask them
to prepare it |...| we started wusing it a couple of years ago |...| the client can
deliver the material digitally in this portal (R6)

The respondents who perceive consistent workload also mention that they work
a lot with self-leadership before the pandemic and that only they know how
much work they can handle and need to set their boundaries. Thus, since it is
the respondents themselves who, to some extent, control how much they work
and working from home has not changed this, self-leadership could be why
some respondents perceive a consistent workload. The consistent workload
could also result from the respondents receiving a high level of support
regarding office equipment and can still use the tools needed to collect material
and conduct audits. This could explain a higher degree of perceived control and
why the workload is consistent for most respondents. The combination of more
support and a higher degree of job control seems to result in an unaffected
workload. Regarding gender, those who do not experience any workload

changes when working from home are somewhat evenly distributed.

A third of the respondents claimed to experience a higher degree of workload
when working from home. However, the increased workload was not a result
of an increase in the audit profession itself. Some respondents perceive that the
workload has increased just by sitting alone at home, separated from their co-
workers "[...] to then sit and work from home, not having any co-workers to complain over
the heavy workload has made the stress increase more” (R6). Another respondent
emphasized that "We try to talk daily on Teams, but of conrse you miss that support when

working overtime. The possibility to just be able to complain and sigh ont loud" (R14).

Further, even though the amount of work is similar when working from home,
it is perceived that the same amount of work now takes a longer time to conduct,
resulting in the perception of increased workload. Furthermore, some

respondents also perceive that the audits take a longer time to conduct since it
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takes a longer time to receive help since co-workers are not as available as
before. The most common reason for this is how auditors now communicate,
even though they have different digital tools for communication. Almost every
communication between co-workers needs to be scheduled and takes more time
than working at the office when the same type of communication almost went

unnoticed.

[+-.] L can have six to seven meetings in a day, and I was not used to that before
the pandemic, then maybe I had two per day. Back then you also had
reconciliations at the office, but at the time you did not think “now 1 have had
ten verbal reconciliations, I am so drained.” Now, if you have six meetings from
eight  to  twelve,  you  are  out  from  exhaustion  (R17)

“Uf I am stuck at some point, I will go to someone at the office who has been
working there for 25 years and get help straight away.” At home it is more like,
“Danm, how do 1 do this?” Try to call someone, no answer, call someone else
and no answer and you are like “Abh, guess I will have to pause this for now”

(R7)

It is also mentioned by some of the respondents that they now have to conduct
several audits concurrently since previously available material when working at

the client now has to be requested and could take days to be received.

[--] if you are at the client, then it is easier to acquire and look at the material
directly, and sometimes perbaps the client takes a day or two to scan and send
it, and then it becomes a stopping device becanse then you have to deal with it
when it arrives, and by the time it does you have already started three other new
projects that you are dealing with (R4)

However, the increase in perceived workload does not seem to result from an
actual increase in the amount of work, but rather because auditors no longer can
share the workload in the same way as before. Thus, the increased workload
could be a result of a lower degree of co-workers supporting each other. The
perceived workload could also be a result of auditors now conducting more

audits concurrently. Not because they choose to, but that they do not have the
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same control over when the material will be available. It also seems like that
workload could be affected by gender since all of those who perceived a higher

workload are women.

Just over a third of the respondents said they perceive a lower degree of
workload when working from home. The respondents note that the decrease in
perceived workload might be attributed to other factors than working from
home and that working from home is more likely to have an indirect effect on
these factors. The respondents note that the workload itself has remained
consistent when working from home but that working from home has led to
more flexibility for the respondents and a greater possibility to set limits. The
respondents also note that they now perceive more control and can decide when
they work "I think it is pretty good to get that break. I am not the most productive aronnd
4.30-5 p.m. anyways, so it is quite nice to get that break and recharge your batteries’ (R13)
and "Yes, I think so, absolutely. Only you know when you are more effective, or when some
work. assignments are most appropriate to do [...]” (R8). Some respondents note that
they perceive a lower workload because they do not have to commute to and
from work and perceive that working digitally has made it easier to communicate

with co-workers that otherwise are difficult to get a hold of.

“In many ways it has become easier becaunse 1 do not have that time on
commuting, neither to clients or to the office and I can much more easily engage
with my co-workers in various meetings [...] for my part, in the role I have, it

has been a lighter workload” (R7).

The findings indicate that those respondents who perceive a lower degree of
workload when working from home also perceive a higher degree of job control.
Even though the respondents are working from home, the findings indicate that
it has not affected workload due to a high level of support, allowing them to
work in a similar way as before the pandemic. Furthermore, among those who

perceive that their workload has decreased when working from home, an
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overwhelming majority were men, indicating that men working from home are

not as negatively impacted as women in terms of workload.

4.3. Working from home and work-life balance - Influence of job
control, job support, and gender

Two groups can be distinguished from the collected data when examining how
the respondents perceive that their work-life balance has been affected when
working from home. One group perceives an increase in work-life balance and
constitutes twelve respondents, while those who perceive a decrease in work-

life balance when working from home make up the two final respondents.

The respondents who perceive an increased work-life balance emphasize a clear
connection between working from home and increased work-life balance. The
respondents perceive that they have a lot more control when working from
home. However, even though the respondents perceive a higher degree of job
control when working from home, it appears that their children somewhat limit
their control in how much they can work, which appears to result in an increased
work-life balance. One respondent says that "/...] when the children get home my
workday has to end because I cannot work. But for those who do not, there is a greater challenge
to kenow when to turn off the computer” (R7). They note that working from home has
allowed them to prioritize their families more when working from home. One
respondent desctibes it as “T would probably say it is the other way around [...] I have

probably prioritized the family better during the pandemic, I think” (R12).

The respondents who perceive an increased work-life balance emphasize that
their employer has supported them in terms of the tools needed to work
effectively even at home. Since the auditors can work effectively from home,
time spent commuting can instead be put towards work, leading to more family
time. One respond says that "I can work 100% from home. I do not have to go around
Stockholm [...], so for my daunghter's sake, it has been very positive |...] everything is digital,

which was not the case before” (R8). 1t is also mentioned that even during a busy
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season, working from home has allowed the respondents to not only spend
more quality time with their children, but working from home also opens up for

the opportunity to more efficiently manage household chores.

For me as a mom, 1 can appreciate to be home to a greater extent. Just to be
able to have dinner together, that is not alhways a certainty when there is a lot to
do at the office. So, there is more family time of everyday character, which 1

appreciate (R3)

It is easter for me when I do not have an office I need to get to and from, so 1
think it has been easier to balance work and family now |[...] for example, at
lunch I can do all my duties as a parent, such as cleaning, empty the dishwasher

and often prepare dinner -] (R7)

The respondents also indicate that the amount of work has remained relatively
consistent working from home and has not contributed to an increased work-
life balance. Similarly, nothing indicates that gender has any impact on work-life
balance. It appears that a combination of support from employers and increased
job control are the main factors for increased work-life balance when working

from home.

Two respondents say that they perceive a lower degree of work-life balance
when working from home. Both respondents feel supported by their employer
to ease the transition to work from home and feel a lot of job control. However,
they emphasize that the decrease in perceived work-life balance is not entirely
attributed to working from home. For example, one of the respondents says
that their work-life balance “/...] should actually be better, but 1 perceive it as worse
because of a heavier busy-season” (R14). The other respondent says that working
from home is perceived as a good thing, but when also taking care of a sick
child, they say that “/...] it is really difficult to maintain focus on the job, and the times I

really need to focus 1 get a bad conscience as a father” (R11).

Since the two respondents perceive to have had a decreased work-life balance

even though they perceive to have been supported by their employers, findings
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mentioned earlier, where job support appears to positively influence work-life
balance, are contradicted. Thus, there are mixed findings on the issue of how
work-life balance are influenced by job support. Similarly, job control has
increased, similar to those who perceived an increase in work-life balance. As
with those who experience an increase in work-life balance when working from
home, both men and women perceive a decreased work-life balance. Thus, we
could assume that gender does not influence the perceived degree of work-life

balance when working from home.
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5. Discussion

In this chapter, the findings presented in the previous chapter are presented in relation to the
theoretical summaries and how it contributes to previous studies. This chapter follows the same
outline as the previous chapter and presents how the examined factors time pressure, workload,
and work-life balance, when working from home are influenced by job control, job support, and
gender.

5.1. Working from home and time pressure - Influence of job control,
job support, and gender

As mentioned in the introduction chapter and the theoretical framework,
previous research is inconclusive regarding how auditors’ time pressure is
affected when working from home. Further, the literature is inconclusive on
how time pressure is influenced by job control, job support, and gender.
Increased job control and job support could make it easier for auditors to cope
with time pressure when working from home, and potential gender differences

could affect the perception of time pressure when working from home.

Our findings indicate that auditors who perceive increased time pressure have
received the same support as those who perceive a decreased or consistent time
pressure. Therefore, it could be argued that there is something else than job
support that determines how time pressure is affected when working from
home. Something worth mentioning is that even though job support appears to
not be what determines how time pressure is affected, it is unclear what the
effects without job support on perceived time pressure would be. Further, being
supported might be valuable to the respondents regardless of its actual effects
on time pressure. Time pressure when working from home could instead be
dependent on job control since those who perceive an increased time pressure
emphasize decreased job control, while those who emphasize a decreased time
pressure emphasize an increased job control. Further, time pressure could be
dependent on gender since a majority of those who perceive a decreased time

pressure and an increased job control are women, and all of those who
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experience an increased time pressure and decreased job control are men. The
men who perceive increased time pressure are responsible for coordinating audit
projects, meaning that gender structures within audit firms can help explain
these findings. A higher rank within an audit firm could result in higher average
time pressure and explain these findings. The findings could also be influenced
because of how the respondents were selected. No considerations were taken
regarding the respondents’ rank within the audit firms, and thus there was not
an even distribution in the hierarchy from a gender perspective. This could
explain why men are overrepresented in this thesis to have experienced an

increased time pressure.

As mentioned in the problematization, there is limited knowledge about how
time pressure is affected among auditors when working from home. However,
Peters and van der Lippe (2007) studied how time pressure was impacted when
working from home, although in a non-audit setting. The findings of this thesis
extend those of Peters and van der Lippe (2007) by showing that in terms of
auditors working from home, time pressure is not necessarily reduced. The
context of this thesis is set in a time when working from home is more or less
mandatory for auditors, which could have impacted the results. The thesis
further shows that when working from home is non-optional, men were
overrepresented among those who perceived an increased time pressure while

only women perceived a decreased time pressure.

5.2. Working from home and workload - Influence of job control, job
support, and gender

Based on the theoretical framework, it cannot be deduced how the workload of
auditors will be affected when working from home. However, the theoretical
framework indicates that the perceived workload may be influenced by job
control and job support. An increased job control and job support could make

it easier to cope with work tasks, reducing the perceived workload. The literature
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is more conclusive regarding the effects of gender on the perceived workload
since women, due to social structures, often are those taking care of the

household and children, increasing their perceived overall workload.

The findings show that perceived workload when working from is directly
affected by job control where the groups who perceive either a consistent or
decreased workload emphasize increased job control. Similatly, the respondents
who perceive an increased workload perceived less control when, for example,
they could not do their job efficiently since they lacked control of when they
receive the proper material for audit projects. One reason why this could
contribute to the perception of an increased workload is that audit projects are
more drawn out, and more audit projects are being performed simultaneously
when working from home. The findings indicate that perceived workload is
influenced by gender when working from home since men represent a majority
of those who perceive a decreased workload, while all respondents who perceive
an increased workload are women. This indicates that perceived workload might
be influenced by gender, which could be explained by gender structures in
society, where women are more likely to get a higher workload at home, taking
care of household chores and childcare. The findings also show that regardless
of how the workload was perceived to be affected when working from home,
they all emphasize that they have received a high degree of job support from
their employer. These findings question the influence of job support on
perceived workload, and even though job support from the employer does not
seem to directly impact workload, it could have an indirect effect through a
perceived increased job control resulting in a decreased workload. The reason
why all respondents have perceived support from the employer could be that
the profession was digital before the pandemic, and thus the auditors have
always been equipped with the necessary tools. Further, the findings indicate
that one determinant of how workload is perceived is co-workers supporting
each other since respondents who perceive an increased workload emphasize a

lack of co-worker support due to more time-consuming communication. Thus,
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the findings show that easy communication and proper co-worker support can
reduce perceived workload. Since the sample consisted of relatively experienced
auditors, the importance of co-worker support emphasizes that experience does
not influence the perceived effect of co-worker support, which could be argued

if the sample consisted of auditors with less experience.

As mentioned in eatlier chapters, there is limited research on how auditors’
workload is affected when working from home. Similar to this thesis, van der
Lippe and Lippényi (2020) examined the influence working from home had on
workload even though not among auditors. Our results add to van der Lippe
and Lippényi (2020) by highlighting that workload may not necessarily increase
when working from home in an audit setting. By conducting this thesis, we
extend the existing literature by providing a different perspective, arguing that
changes in perceived workload when working from home depend on job

control and the auditor’s gender.

5.3. Working from home and work-life balance - Influence of job
control, job support, and gender

As presented previously, previous studies have inconclusive results regarding
how work-life balance is influenced when working from home. There is also
inconclusive literature on how job control influences work-life balance when
working from home. An increase in job control could make it easier to achieve
work-life balance. Furthermore, the theoretical framework hints that job
support enhances work-life balance but that the amount of job support given
to employees is reduced when working from home. The existing literature
indicates that there could be gender differences in how work-life balance is
perceived when working from home, where women experience a lower degree

of work-life balance than men.

In this thesis, the majority of respondents perceive an increased work-life
balance when working from home and emphasize that their job control had

increased. An increased job control was also emphasized among those who
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perceived a decrease in work-life balance. Those who perceive an increase in
work-life balance also emphasize that they have received support from their
employers. However, so did those who perceive a decrease in work-life balance.
It can therefore be argued that job control might not influence work-life balance
when working from home. Furthermore, our findings also indicate that gender
does not influence work-life balance since neither men nor women stand out
among those who perceive an increase and those who perceive a decrease. Thus,
the findings indicate that work-life balance is not influenced by job control, job
support or gender when working from home, and it can therefore be argued
that other factors influence work-life balance. One of these factors could be that
all respondents have families, and working from home has enabled them to
spend more time with them. The respondents were also forced to stop working
in the afternoon when their children came home from kindergarten or school
and thus maintain work-life balance. One reason why no gender differences
were observed could be that Sweden has a relatively gender-equal society and a
well-developed system for childcare, promoting ideals where both men and
women work. The results regarding gender could therefore be different if a

similar study were conducted in another country.

Similar to this thesis, Yerkes et al. (2020) studied the effects of working from
home on work-life balance and gender differences among parents, but not in an
audit setting. This thesis extends the findings of Yerkes et al. (2020) by studying
how work-life balance among auditors is affected when working from home,
showing that work-life balance increases for most respondents. Since the
findings of this thesis indicate no gender differences, the knowledge is extended
on the effects of work-life balance when working from home with the
knowledge that both men and women are positively influenced. This thesis also
extends previous literature on how gender differences on achieving work-life
balance could be reduced since it indicates that if always having the opportunity

to work from home, the difficulties of women having a work-life balance could

be reduced.

48



Looking at the influence job support has on work-life balance in a non-audit
setting, Ipsen et al. (2021) argue that work-life balance increases when working
from home, despite losing job support. Our results contribute to the existing
literature by showing that work-life balance increased for an overwhelming
majority of auditors when working from home. However, our results show that
perceived job support increased when working from home, but the results are
inconclusive as to how job support influences work-life balance in the case of
auditors. However, it is not known how auditors’ work-life balance would be
influenced if they did not receive job support and how much it actually impacts

audit quality.

5.4. The impact of working from home on job control and job
support and the importance of gender

There is limited knowledge about how job control is affected when working
from home in an audit setting, but Delfino and van der Kolk (2021) examined
how job control was affected when working from home, although not on
auditors. Similarly, we examined how job control is influenced working from
home but in an audit setting. Our findings extend those of Delfino and van der
Kolk (2021) by showing that job control has been influenced differently among
auditors. Thus no conclusive statement can be made regarding how job control
is influenced when working from home. Further, our findings also indicate that

gender could have an impact on how job control is affected.

Regarding job support, there is limited knowledge about how it is impacted
when working from home in an audit setting. Ipsen et al. (2021) examined how
perceived job support was impacted by working from home among employees
in general. We examined how job support was impacted by working from home
among auditors, thus providing more knowledge on how job support is
impacted when working from home. Our findings indicate that job support has

been positively influenced by working from home. All respondents emphasize
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receiving more job support from their employer while making the transition to
work from home. The support given from the employer could be due to today's
audit profession, which is heavily dependent on digital infrastructure and its
access is therefore vital when working from home. In contrast, our findings
show that co-worker support has been negatively impacted by working from
home. Further, our findings indicate no gender differences regarding how job

support has been impacted when working from home.
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6. Conclusion

This is the final chapter of the thesis, where the conclusion answering the aim of the thesis is

presented. 1t is followed by its contributions, limitations, and suggestions for future research.

This thesis aimed to examine how auditors with high home demands perceive
time pressure, workload, and work-life balance to be affected when working
from home and thus how it affects their propensity to engage in RAQ behavior.
Furthermore, it aimed to examine if there are gender differences in auditors’

perceptions regarding these issues. To observe how the factors have been

affected, the JDCS model was applied.

The findings show that, on average, neither the overall time pressure nor
workload was perceived to be affected by the transition to working from home.
However, there are gender differences where men are more likely to perceive an
increased time pressure and women are more likely to perceive an increased
workload. Furthermore, the perceived work-life balance has improved when
working from home, but no gender differences were observed. Given these
findings, the propensity of auditors with high home demands engaging in RAQ
behavior when working from home has decreased. In terms of gender
differences, the likelihood of both male and female auditors with high home
demands engaging in RAQ behavior is decreased when working from home.
Thus, the implication of working from home is that the overall audit quality will
be positively impacted since auditors will be less likely to engage in RAQ

behavior.

6.1. Contributions

This thesis has contributed to the research field of RAQ behavior both
theoretically and practically. Theoretically, the thesis contributes by examining

RAQ behavior and the risk factors that could cause it, namely time pressure,
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workload, and work-life balance, and how they have been impacted when
working from home. In theory, working from home decreases auditors’
propensity to engage in RAQ behavior which ultimately leads to higher overall
audit quality. The practical contribution of this thesis is that audit firms could
use the results to negate the harmful effects of RAQ behavior among auditors
with high home demands. This could be done by promoting initiatives that give
auditors more flexibility in terms of where they can work to increase audit
quality in a post-Covid environment. Thus, this thesis will contribute to overall
higher audit quality by highlighting how the propensity of RAQ behavior can

be reduced when auditors with high home demands are working from home.

6.2. Limitations

This thesis was not without limitations. The interviews were conducted in late
March and early April, and thus, the interviews were conducted during the
auditors’ busy season. This should be noted as a limitation since the heavy
workload faced by auditors during that period may have influenced the answers
given concerning workload. Another limitation that should be considered is that
when determining high home demands of auditors, considerations were only
taken if they had children under the age of twelve. No considerations were taken
on the respondents' marital status, which could significantly impact their
perception of household chores and childcare and thus the perception of how
the factors influencing RAQ behavior have been affected when working from
home. Furthermore, since only auditors with children were interviewed, it could
indicate that the auditors interviewed, in general, had more experience within
the profession than auditors without children. Their experience could be one
reason why the respondents have not been so negatively impacted, and the
results might have been different if younger auditors with less experience were

included in the thesis.
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6.3. Future research

As a result of our conclusion and limitations, we list several suggestions for
future research. First, when conducting the interviews, several respondents
mentioned that the difficulties of working from home were more likely to harm
auditors who had relatively little experience within the profession or did not
have children. Therefore, we deem it interesting to conduct a study on auditors
with less experience within the profession. Second, no considerations were
taken into account if the respondents worked at a Big 4 or non-Big 4 audit firm.
Therefore, it would be interesting to study if any differences exist in the
perceptions of auditors working at Big 4 and non-Big 4 audit firms. Third, by
conducting a qualitative study, the results cannot be generalized to the larger
population. Therefore, we suggest conducting a quantitative study where the
results can be generalized to the larger population or a population that includes
more cases. Lastly, some respondents noted that client focus had been neglected
when working from home, and more focus has shifted towards the audit
process, which could have potential consequences on audit quality and auditor
retention. Thus, we suggest conducting a study from a client perspective

regarding how they perceive to have been affected by negligence.
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Appendix 1 — Information letter

Information letter regarding master thesis on auditors with children and

their experiences working from home.

Auditors constitute a professional group that for the last twelve months have made
the transition from working at the office, to working from home. Therefore, we would
like to study how auditors with children perceive that factors that have been shown to
have an impact on job performance among auditors have been affected by working
from home. We are looking for auditors that for the past twelve months have to a
greater extent been working from home and has at least one child under the age of
twelve. If this description fits you and you want to participate, please contact us via
the contact information at the end of this letter. Interviews will be conducted via video-
ot phone call, with an expected duration of 30-60 minutes.

All information will be preserved until the thesis have been approved and its final
grading have been registered. Afterwards, all information will be destroyed. Personal
records will be processed with your informed consent. Participation is voluntary and
consent can be withdrawn at any time without stating a reason why. All personal
records will be processed in such a way that no unauthorized party will have access to
them. Data will be presented in such a way that no participant will be able to be
identified.

Karlstad university is responsible for maintaining personal records. In accordance with
personuppgiftslagen (GDPR starting from 25* of may 2018), you have a right to get free
access to all personal information collected about you and having eventual errors
corrected. You also have the right to request the erasement, limitation or objecting the
processing of personal records. There is also an opportunity to put forth complaints
to Datainspektionen. Contact information to the data protection officer at Karlstad

University is dpo@kau.se

Students: Supervisors:
Alexander Ahlberg Lazarus Fotoh
Alexahlb100@student.kau.se lazarus.fotoh(@kau.se
072- 714 41 40 054-700 21 67
Ann-Lovise Hult Sven Siverbo

Annlhult101@student.kau.se Sven.siverbo@kau.se
070-293 14 27
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Appendix 2 — Interview guide

Opening questions

Your answers will be anonymous. Do we have your permission to record
the audio of this interview?

Can you tell us a little about yourself? How old are you? What is your
educational background? What is your rank within the audit firm?

How many children under the age of 12 do you have?

In general

How many days a week do you work from home?
In general, how did you experience the transition to working from home?

What are the main differences working from home compared to working
at the office?

Job demand

How do you perceive that the usage of decision aids in the audit process
have been affected by working from home?

o Why do you think so?

How do you perceive that your workload has been affected when
working from home?

o How so?

Do you feel you have to prioritize your work more over your family
when working from home?

o If so, could you give us an example on a situation when this have
occurred?

Have you ever been less thorough in your work trying to maintain a
balance between work and family, while working from home?

Do you perceive that your job demands have allowed you to be as
thorough when working from home as when working as the office?
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Being a parent and working from home, how do you perceive time
pressure have been impacted compared to working at the office?

Job control

Have your working hours changed when working from home?
o If so, in what ways?
o If so, what made you do these changes?
o If so, did you make these changes voluntarily?

o How do you perceive that it has impacted your work
performance?

How do you perceive that the degree of influence over your planning
and pacing of your work have been impacted when working from home?

Has your possibility to balance the duties between an auditor and a
parent improved or worsened when working from home?

Job support

Do you perceive that the support from your employer have changed
when working from home?

o If so, how do you perceive that it has changed?

How do you perceive that your employer has supported you in
maintaining a work-life balance when working from home?

How has working from home impacted you and your co-workers’ ability
to support each to cope with workload and reach deadlines?

In what ways do you perceive that your employer has supported you and
not supported you in conducting the audit process and cope with time
pressure while working from home?

Closing questions

While working from home, what do you believe to be the biggest factor
impacting your ability to conduct the audit process?

Would you’ve liked to work more or less in this type of working
arrangement?

68



e s there anything you want to add? Questions or thoughts?

We give our thanks and closing remarks.
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