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Abstract

This paper looks at the effects of remote working on the staff body of one large government
organisation, the Department of Social Protection (DSP), Ireland. It gives a background to the
remote working situation, looks at the current position, and potential future measures. It
draws on the works of others who have examined the area and effect of remote working both
before and during the pandemic. It looks at the focus of these studies and both past and

recent findings.

It examines and assesses the results of a survey on the staff of the department’s perceptions
of their well-being, work/life balance, and motivation, and how this may have changed or
developed after a year of remote working. The findings of this survey are measured against
other relevant studies and surveys to give a more accurate representation of recent attitudes
to, and perceptions of, remote working. For most department staff, due to Covid-19, remote
working became mandatory where prior to the pandemic it would have been a rarity. Though
there has been much study of the effects of remote working on the worker up to now there
has been less focus on the effects of obligatory remote working. This paper examines the
effect of mandatory remote working on the worker in the areas of well-being, work/life
balance, and motivation, how these perceptions may change over time, and what can be

learned from these findings.

The study found that largely DSP staff have improved levels of well-being and work/life
balance but have relatively unchanged motivation levels. An improved work/life balance is
the most important of the three areas studied. Where respondents have more free time and
better control of their time, work/life balance is improved which is shown to underpin

improvements in well-being and motivation.
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Chapter 1: Introduction

In early 2020 the world slowly began to realise that the vague rumours emanating from China
about a new, dangerous and easily transmittable virus were not going away. The rumours
were not abating, and they were being replaced by factual news stories. Few were aware at
that time that this was the beginning of a global pandemic that would have massive social
and economic effects across the globe. As the virus spread and countries came to realise, and
put in place the necessary actions to halt, or at least slow the spread, the follow-on effects
were devastating across many sectors. Ultimately, enforcing social distancing measures came
at a cost to the economy, lowering wages, and shrinking GDP that will have repercussions for
a decade (De Bruin et al., 2020). Shops, bars, and restaurants closed, there was cancellation
or postponement of sporting and cultural events, and many essential public services were
scaled back to the barest minimum. As this was happening conversely there was major growth
in certain areas of the tech industry. As consumers were pushed to use online shops as an
alternative to the physical shops, the online retail market developed at an accelerated rate,
advancing between 4 and 7 years over the course of 2020 (McKinsey, 2020). In a similar way
remote working technology grew across all other sectors where office-based staff now had
the potential to work away from the office. As of 2019, across the 27 member states of the
EU, only 5.4% of workers worked remotely, and this number has been relatively unchanged
since 2009. Since the outbreak of Covid 40% of the EU workforce is now working from home
(European Commission, 2020) many primarily without adequate training or resources (Como
et al., 2021). Most workers who are remote working are doing so because they must; their
work can be done remotely, and they have the necessary tech to work remotely. There is no
need for them to return to their workplace yet, government guidance is to work from home
where possible, and so employers have in some ways ‘closed’ offices and directed staff to
work from home until further notice. Studies have shown that staff that work from home are
“more committed, enthusiastic and satisfied with their job” than their office-based colleagues
(Felstead et al., 2017). There have been more recent studies, due to Covid, that show negative
correlation between working from home and work/life balance (Palumbo, 2020) and job
satisfaction (Mohring et al. 2020). This is two-fold and not just Covid related. Remote working

has always been a challenge for employers and employees alike. The main appeal of remote
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working is flexibility for the employee, though remote workers tend to work more hours per
day and find it harder to detach at the end of the working day (Rose, 2019; Ergovan et al.,
2021). When the benefit of flexibility is taken away remote workers are caught up in the
negative aspects of remote working with few or none of the benefits. Mandatorily working
remotely due to Covid with no option to attend the office has taken away that flexibility from
many people. This paper examines how the staff of Department of Social Protection have

managed after more than a year of remote working.

The DSP started affecting Covid measures around the middle of March 2020. The Pandemic
Unemployment Payment (PUP) was launched on 16 March 2020 and by Friday 27 March 2020
PUPs were issued to some 283,000 people on top of some 200,000 regular Jobseeker’s
payments (Gov.ie, 2020c). As of January 2021, the DSP were issuing PUPs to 460,000 people
(Gov.ie, 2021a) and by March 2021 some 850,000 people had received PUPs (Gov.ie, 2021b).
Unlike other government departments, and many private organisations, the DSP became
busier overnight, with hugely increased workload, and with the added concerns and stresses
of social distancing in the workplace, remote working, and other Covid measures placed on

the staff.

From analysing dissertation survey data gathered from DSP staff, and with reference to texts
related to this area of study, this paper sets about answering the following research

questions:

For the staff of the DSP over the 15-month period (March 2020 — June 2021) how has the

Covid pandemic and Covid related remote working:
e affected their well-being?
e affected their work/life balance?
» affected their motivation?

And further to this what measures can we put in place going forward derived from the

learning of this study.
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Chapter 2: Literature Review

Remote working or working from home can create unique challenges (Akkaya et al., 2021).
Based on the literature there are many positive and negative aspects to remote working
though mandatory remote working during a pandemic can be ‘extraordinarily stressful’ for
many people (Ipsen et al., 2021). This study is primarily looking at how survey respondents in
DSP were affected regarding well-being, work/life balance, and motivation. The following

literature review displays the current thinking in each area.

Well-Being

Measuring and recording the effects of remote working is not as straightforward as the
situation being either ‘good’ or ‘bad’ for the worker. Studies have shown a negative
correlation between remote working and well-being (Parham & Rauf, 2020) but the many
issues that may cause remote working to be stressful and detrimental to a worker’s well-being
may be offset by the added flexibility and autonomy that come with remote working (Curzi et
al., 2020). It is a complex issue. Studies have shown that remote workers report positive and
negative aspects to the situation (Oakman et al., 2020; Azimov, 2020). One study found that
remote working did not seem to affect everybody in the same way and that their results
seemed to vary considerably stating ‘increased stress’ and ‘improved well-being’ as outcomes
(Oakman et al., 2020). Though their sample size was small, they were able to identify negative
and positive effects caused by the isolation of working from home. This finding is echoed in
another study (Azimov, 2020) where, though workers are suffering the negative aspects of
mandatory remote working, they are inclined to state that the positive aspects of working
remotely outweigh the negative aspects. There are tangible and intangible benefits to
working from home (Prasad et al., 2020). A study carried out in the Netherlands found that
employees who maintained overall healthy lifestyle patterns seemed to be more insulated
from the negative effects of remote working whereas, conversely, those employees who were
most negatively affected by remote working found this negative effect causing deterioration

in their lifestyle, which in turn reduced their well-being (Pluut & Wonders, 2020).
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Healthy lifestyle behaviours lead to better well-being and happier people but the negative
aspects of mandatory remote working; challenges in work/life balancing, increased stress,
and exhaustion, lead to less participation in healthier lifestyle habits. It can be a downward
spiral if started and, though a healthier lifestyle cannot insulate a remote worker entirely from
this, the effects are less negative the better the lifestyle of the respondent. An exercise
program can help with the establishment of routine during mandatory remote working and
work endorsed fitness programs can help remote workers’ engagement levels (Pluut &
Wonders, 2020). This is important, as job engagement and remote working have been found
to significantly influence the psychological well-being of employees during the Covid-19

pandemic (Prasad et al., 2021).

The increased autonomy that comes with remote working has been found to relieve stress
and emotional exhaustion (Charalampous et al., 2019). Paradoxically, the more autonomy a
remote worker has, the more they strive to increase their own productivity and work longer
hours thereby affecting their well-being (Curzi et al., 2020; Rodriguez-Modrofio & Lopez-lgual,
2021). Studies show that people were far more likely to engage in unhealthy habits due to
the sedentary nature of life in a pandemic although this is not always constant. A Spanish
study found that as a period of lockdown continues a person’s habits start to improve again

(Lopez-Bueno et al., 2020).

It is not just physical health that is at risk when working from home. The isolation and blurring
of work/life boundaries can have significant impact on mental health leading to exhaustion
and burnout. Older studies found that remote working was linked with negative emotions in
survey participants, though recent studies find that the opposite is true, and remote working
is generally linked with positive emotions. This is largely due to increased tech that allows
workers to be more connected than before (Charalampous et al., 2019). When working life
and personal life have this increased ability and potential to become intertwined, it can be
difficult to let go at the end of the day and continued attempts to separate the two, while
being unable to, lead to more stress (Ergovan et al., 2021). Being able to fully disengage from
work issues during personal time is referred to as ‘psychological detachment’ (Firoozabadi et
al., 2018) and workers that can successfully detach gain more from their personal time, are
more refreshed during work hours, and have better well-being (Toniolo-Barrios & Pitt, 2021).

The inability to detach is not a new problem, but in the new hyper-connected remote working
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environment it has every opportunity to become increasingly worse. Increased connectivity
compels workers to respond to work matters outside of their work hours (Charalampous et
al., 2019). Occupational stress, increased through Covid, affects the psychological well-being
of employees and must be managed (Prasad et al., 2021) as it is the ‘primary well-being

dimension’ (Curzi et al., 2020).

There is a correlation between exercise levels and sleep and due to its prevalence in other
studies sleep should be prioritized as a well-being concern (Pluut & Wonders, 2020; Lopez-
Leon et al., 2020). Also, it should be noted, that though increased exercise has health benefits,
studies are showing the negative impact on mental health of reduced exercise specifically due

to Covid i.e. no commute, no training, closed gyms (Pears et al., 2021).

Remote workers should “adapt their lifestyle to working from home as opposed to letting
working from home adapt their lifestyle” (Pluut & Wonders, 2020). Employee burnout
becomes more of an issue as remote working is prolonged which must be a pressing concern
for organisations. Employee well-being is beneficial to both organisation and employee in that
it increases organisational performance through reduced absenteeism and staff turnover

(Toniolo-Barrios & Pitt, 2021; Como et al., 2021; Akkaya et al., 2021; Parham & Rauf, 2020).

In many ways the pursuit of the happy, healthy, motivated employee is about balance (Lopez-
Leon et al., 2020) which is, in part, the reason why work/life balance is so important in this

area, and why it receives so much attention in this study.

Work/Life Balance

‘Work/life balance’ is the term most used to describe the pursuit of equilibrium between a
person’s personal and professional commitments (Como et al.,, 2021) while minimising
conflict between the roles (Akkaya et al., 2021). The health guidelines introduced due to Covid
have caused workers to work from home exclusively since March 2020. Many find there is an
overall benefit to their work/life balance due to the flexibility it brings (Charalampous et al.,
2019; Ben Messaoud & Sen Gupta, 2021) but there are myriad potential downsides (Parham
& Rauf, 2020). It is unavoidable that many will try to multi-task work and family commitments

during the working day causing considerable work/life balance challenges (Pluut & Wonders,
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2020; Lopez-Leon et al., 2020). Also referred to as ‘work-family conflict’ and ‘work-life
integration’, work/life balance, when out of balance, is associated with lower perceptions of

one’s own physical and mental health (Como et al., 2021).

The economic downturn led to reduced workforces. Due to the fear of losing one’s job the
worker is compelled to work even harder in the remote setting. Adding this to the longer
workday, the lack of interaction with colleagues, and juggling work/life commitments, leads
to emotional exhaustion (Bhumika, 2020; Prasad et al., 2020, Palumbo). One Italian study
found remote workers were less stressed, but they were also less productive (lpsen et al.,
2021). It is interesting to note that Oakman noted associations between remote working and
less exhaustion though this was inversely proportional to the amount of organisational and
peer support received (Oakman et al., 2020). Managers and colleagues provide a stress-
attenuating roll (Molino et al., 2020) and, with family and friends, they provide a support
network (Pluut & Wonders, 2020). Those with low levels of support while remote working

had increased emotional exhaustion (Charalampous et al., 2019).

A lack of a dedicated workspace can decrease a remote worker’s work/life boundaries (Como
et al., 2021). Mimicking the pre-Covid workplace and routine can help with maintaining the
divide between work and personal life (Lopez-Leon et al., 2020; Aropah et al., 2020) as these
boundaries can become unclear while remote working (Rodriguez-Modrofio & Lépez-lgual,

2021, Ipsen et al., 2021, Charalampous et al., 2019).

Despite the many benefits that remote working brings to work/life balance it can also hinder
it (Akkaya, et al., 2021). Obscuring the divide between work and personal life is negatively
associated with employee well-being. In a Dutch study, 63.5% of participants reported that
division between work and private life was much more unclear than before Covid (Pluut &
Wonders, 2020) and many remote workers have been found to overwork (Akkaya et al.,
2021). This ‘informal overtime’ can have a negative effect on work/life balance (Parham &
Rauf, 2021). Those with larger families likely have even less personal time to recharge (Como
et al., 2021; Akkaya et al., 2021, Parham & Rauf, 2020) and it has also been found that those
with children are more likely to struggle with work/life balance than those without (Pluut &

Wonders, 2020) leading to the two no longer being ‘separate spheres’ (Lopez-Leon et al.,
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2020). Studies have shown that if remote workers work only their working hours then remote

working can be beneficial (Parham & Rauf, 2020).

For some, work/life integration can be positive, promoting flexibility and aiding their
management of personal and professional commitments (Como et al., 2021). It can also
increase job satisfaction and engagement (Akkaya et al., 2021) overcoming work/life balance
challenges for organisation’s employees (Parham & Rauf, 2020). Though the autonomy that
comes with remote working can really change a worker’s work/life balance for the better it
does not suit all workers. If not well managed it can lead to remote workers feeling that they
are either neglecting work, or neglecting family, which leads to guilt, stress, increased work

pressure, and ‘intensified work life conflict’ (Putnam et al., 2013).

The pursuit of this ‘balance’ is the linchpin for successful remote working experiences — the
balance is integral to increased well-being and motivation. Successful work/life balance
prevents depression and encourages overall well-being (Ben Messaoud & Sen Gupta, 2021).
If the work/life balance is not resolved while working remotely, the divide between the two
worlds is obfuscated (Parham & Rauf, 2021). This adds to the remote worker’s inability to
unplug entirely from work, thereby negatively affecting work/life balance, well-being and

motivation (Toniolo-Barrios & Pitt, 2021).

The reduction or elimination of commute times means that remote workers have less
personal expenses and more personal time which does a lot to address work/life balance
issues (Como et al., 2021; Parham & Rauf, 2020; Ipsen at al., 2021). Some studies since Covid
have shown that workers find the flexibility of the new remote work situation, though
mandatory, gives them more time to interact with colleagues, increasing their sense of
community and well-being, while other studies of workers in the same situation showed the

exact opposite (Purham & Rauf, 2020).

The use of the term ‘balance’ may be a misnomer as it is not about equal division of time, but
more about controlled application of time to work and personal life as desired. This is an
idealistic model as perfect ‘balance’ does not seem to be achievable (Como et al., 2021) but

the concept is worth working towards.
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Motivation

Motivation can be described as ‘purposeful behaviour’ (Ben Messaoud & Sen Gupta, 2021). It
encapsulates job satisfaction, productivity, and engagement and, with mandatory remote
working during this pandemic, is more of a challenge for employers than ever before (Bockova
& Lajcin, 2021). Studies have shown positive correlation between remote working and
motivation mainly attributed to increased flexibility and autonomy (Parham & Rauf, 2020) but
also negative correlations due to communication difficulties, loneliness, lack of support, and

distractions (Ergovan et al., 2021). It can be difficult to manage and balance for many workers.

Motivation can be weakened by quick changes to the workplace and practices such as those
brought by Covid. It affects the morale of workers (Azimov, 2020) and they must find a greater
willingness to work in ‘unusual times’ (Palumbo, 2020). While remote working, though
autonomy is increased, it has been found that work ability and co-worker interaction is
lowered (Schade et al., 2021). These factors can have a huge influence on remote workers’
engagement and motivation although studies have shown that remote workers can be as

productive as their office-based counterparts (Como et al., 2021).

As stated previously, many remote workers feel increased pressure to overwork and to be
‘always on’ (Charalampous et al., 2019). This feeling of increased demand can lower
motivation (Bockova & Lajcin, 2021) but, overall, the autonomy remote working brings can
increase job satisfaction (Ben Messaoud & Sen Gupta, 2021). Job satisfaction affects the
productivity of the remote worker (Aropah et al., 2020) thus the more control remote workers
have over their work the more productive they can be (Ipsen et al., 2021). Some studies have
shown a 75% increase in productivity in those remote working (Ergovan et al., 2021) although
decreased motivation and decreased productivity are also reported (Wang et al., 2021).
Remote workers can find increased motivation in greater peace of mind, greater work

efficiency, and saving on work related expenses (Bockova & Lajcin, 2021).

Increased motivation levels in remote workers do not last, with job satisfaction plateauing
and decreasing over longer periods of remote working. Job satisfaction is maximised when
remote working is both part time and flexible (Charalampous et al., 2019) which has not been
possible for many to facilitate during the pandemic. Although the positive aspects of remote

working can be many, the negative impact on motivation for remote working staff has been
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exacerbated by the mandatory nature of remote working during this pandemic (Bockova &
Lajcin, 2021). The situation has been static which is at odds with the flexible ideal of remote
working. Adapting to remote working hinges on to what extent the new situation can
assimilate itself to the previous situation in order to satisfy the work ‘needs’ of the remote
worker. Do they still have the same level of engagement? Is their workload significantly
increased? Do they still feel relevant? And do they feel their effort is acknowledged? Workers

need to fulfil these needs to be motivated and committed in work (Schade et al., 2020).

Work commitment is also positively impacted by having informal social interactions with co-
workers (Charalampous et al., 2019) showing further importance of maintaining social
networks while remote working. It has also been found that employee motivation and
creativity are negatively affected by a decrease in social interaction (Ergovan et al., 2021; Fritz

& Cotilla Conceicao, 2021).

Social Impact

Remote working, whether mandatory or not, causes isolation (Ben Messaoud & Sen Gupta,
2021) and reduced contact with colleagues and co-workers (Como et al., 2021) leading to the
depersonalisation of work relationships (Rodriguez-Modrofio & Lopez-Igual, 2021). The social
impact of remote working on the worker is hugely important and becomes more of an issue
when the worker has no defined date to return to the office. Over longer periods of remote
working workers can feel they are lacking support and communication from their colleagues
(Ergovan et al., 2021). Even where remote workers reported the benefits of saving time, and
increased freedom, the feeling of being socially isolated was ‘most significantly’ confirmed

(Bockova & Lajcin, 2021).

The lack of social interaction with other colleagues is of the ‘utmost importance’ (Parham &
Rauf, 2020) and is the ‘most noticeable change’ (Azimov, 2020). This ‘impoverishment of
social contacts’ (M6hring et al., 2020) leads to isolation of the worker from managers and
colleagues (Oakman et al., 2020). It is very much both the social and the professional aspects
of dealing with colleagues that are missed. Though working from home is isolating (Lopez-
Leon et al., 2020) a study carried out on remote workers showed that they were lonelier but

less stressed than their office-based counterparts (Parham & Rauf, 2020).
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This loneliness and decreased personal contact (Ipsen et al., 2021) is an ‘important challenge’
(Wang et al., 2021). Managers have been found to have an important role in this regard as
the more they supported and acknowledged staff efforts the less isolation individuals
experienced (Charalampous et al., 2019). The University of Derby found that online virtual
‘huddles’ can help alleviate the negative impact isolation can have on a remote worker’s well-
being (Kotera et al., 2020) but online virtual interactions are not always sufficient in alleviating
feelings of loneliness (Wang et al., 2021). Possibly the biggest negative aspect of remote
working is the challenge of interaction with colleagues (Bockova & Lajcin, 2021; Toniolo-

Barrios & Pitt, 2021; Como et al., 2021; Akkaya et al., 2021).

Remote working can affect workers in many ways but for most it seems to be a positive work
arrangement with negative side effects. The positive aspect of this arrangement is lessened
when the agency and autonomy of the worker is all but removed. The negative side effects
are no longer on the side and become full effects of the arrangement. In this study the survey
results will show which certain factors, as highlighted above, are affecting the staff of DSP and
to what extent. It can then be seen if mandatory remote working affects certain remote DSP

workers more than others and if this can be addressed.
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Chapter 3: Research Methodology

In order to ascertain how mandatory Covid related remote working has affected DSP staff, a
large-scale survey was carried out. Utilising the survey method in studies of this nature puts
emphasis on quantitative analysis. Large amounts of data from an organisation can be
collected through many different methods such as telephone interviews, pre-published
statistics, or, as with this study, an online survey. Once gathered the data is statistically
analysed and by examining a representative sample of an organisation the data captured can

disclose relationships and patterns across the staff body.

There are many benefits to quantitative surveying of large sample sets. Large amounts of
information can be gathered quickly, and different variables are made available for study
simultaneously (Ball, 2019). Various hypotheses can be investigated concurrently, and it can

be an inexpensive way to conduct research (Morgan & Carcioppolo, 2014).

This is not without limitations. Gathering data like this is purely observational and the
correlated data does not imply causation. Although a benefit in some ways, the cross-
sectional approach only gets a snapshot of a situation at a certain time and yields little
information as to the underlying meaning of the data (Gable, 1994). In this way cross-sectional

studies are weaker than longitudinal studies (Morgan & Carcioppolo, 2014).

Cross-sectional research, such as this study, is a very common form of research as it allows
the examination of the extent to which variables measured at the same time are associated
with one another. There is, of course, no manipulation of data afterwards. It is purely
observational research. Smaller scale research projects may be more suited to a qualitative
approach, but often larger surveys use standardised questionnaires with selectable answers
from a range. In the same way that qualitative surveys favour smaller sample sizes,
guantitative surveys favour larger sample sizes. Survey data can then easily be broken down

by subsets within the data for further analysis.

The aim of this research is to ascertain the views of DSP staff that have worked remotely, all
or in part, since March 2020 and the introduction of Covid related measures in the DSP.
Surveys have previously been circulated to departmental staff in support of staff writing their

dissertations and it was agreed with the HR Manager that this survey could be circulated by

Page 20 of 77



email in Summer 2021. The email circulated to staff carried information on the nature of the
survey. Both the email and the cover page of the survey stated assurance that data would be
collected anonymously, that the survey was an independent work (not commissioned by the

DSP), and that participation was entirely voluntary.

Quantitative data is required to address the questions of this dissertation and has been used
in related studies (Palumbo, 2020; Felstead et al., 2017; Molino et al., 2020; Aropah et al.,
2020). Schade et al., 2021; Pluut & Wonders, 2020; Parham & Rauf, 2020; Ipsen et al., 2021).
Given the enormous variety of workers across the DSP from age and gender, to work type and
situation, job location and domestic situation, a qualitative approach would not have been
appropriate and with this type of study “quantitative studies are necessary” (Molino et al.,
2020). The DSP authorised the distribution of this survey which allowed for over 6,000 directly
relevant candidates to be contacted to partake in the study. The findings of this research will
be further studied and cross-tabulated in order to gain further insight into the effects on

department staff.

Research Sample

The analysis is based upon data captured from the survey submitted to all DSP working staff
as of July 2021. This cross-sectional survey provides a comprehensive picture of the remote
working situation and mind-set of DSP staff as perceived by themselves. A “randomly
selected, representative sample’ is the ultimate goal for survey research (Morgan &
Carcioppolo, 2014). According to DSP statistics there were 6784 staff working in the
department at the end of June 2021 (DSP, 2021). The email was sent to all active staff as of 1
July 2021. Though circulated to all staff there was a purposive sampling element to this survey
process. The survey was directed at staff that had been working remotely in some regard
since March 2020. From that email 771 staff navigated to the webpage and commenced the
survey. Of that group 674 staff completed the survey with usable data which is 9.8% response
rate from all staff. According to Krejcie & Morgan (1970) a population of 7000 would require
a sample size of 364, therefore 674 usable surveys is more than adequate. This matches the
calculation for a population of 7000 with a standard 95% confidence rate and 5% margin of

error.
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Survey sample as accurate representation of DSP

Outside of surveying respondents on the three main elements of well-being, work/life
balance, and motivation, other questions were asked in order to get a better understanding
of respondents’ work and personal situation. This data was collected so that inferences could
be drawn, and patterns may emerge in the data. A small number of questions in the
‘Respondent Information’ and ‘Respondent Work Details’ sections could be measured against
available DSP staff data. Much of the data captured in these two sections could not be
corroborated against any official database but questions 3 (Age), 4 (Gender), and 18 (Grade)
can all be compared to internal staff data. In this way it is easy to see if the survey respondents

could be viewed as a fair and accurate representative sample of the DSP staff body.

Stated Gender of Respondents

In this first demographic grouping question staff were given a choice of four answer; ‘Male’,
‘Female’, ‘Prefer not to say’, and, ‘Prefer to self-describe’. The data regarding Male and
Female responses, as stated in the survey, was matched against recent staff reporting (DSP,
2021). The relative percentage of responses gave a very close match on available DSP data
although with a slightly lower proportion of male respondents and a slightly higher proportion

of female respondents (Figure 1).

Stated Gender of Respondents vs DSP Breakdown
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60.0%
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40.0%
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self-describe

B Survey ®DSP

Figure 1- Stated Gender of Respondents vs DSP Breakdown
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The number of responses for the latter two categories was few so, from a clarity and data
protection point of view, they were combined into one category — ‘Prefer not to say or Prefer

to self-describe’. This new category had a combined total of 0.9% of all responses.

Stated Age Profile of Respondents

The proportionate spread of age profiles across the survey respondents closely resemble the
same data from DSP staff. Differences between the two data sets are minimal, the closest
being in the 25-34-year olds. The slight over-representation of 45-54-year olds was matched
by the slight under-representation of 55-64-year olds. As shown, the proportional

representation is supportively similar (Figure 2).

Stated Age Profile of Respondents vs DSP Breakdown
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Figure 2- Stated Age Profile of Respondents vs DSP Breakdown
Though the data match here shows the accuracy of the survey sample the proportion of
responses for 18-24-year olds was 0.89% and for 65+ it was 0.89%. For clarity of reporting and

to avoid outliers these age brackets were joined with the adjacent brackets for analysis.
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Stated Grade of Respondents

This again looks to be a fair and accurate spread across the respondent body, with all grades,
as set out on the survey, represented in similar proportions. The notable outliers being the
HEO and CO grades. HEO grade, though making up just over one fifth of the DSP (22%)
accounted for over a third (34%) of all responses. Conversely, the CO grade, though making
up 38% of the DSP staff body, only accounted for a quarter (26%) of all responses. It is also
worth noting that the TCO grade only accounted for 2.2% of responses though they made up

9.3% of DSP staff at the time of the survey. There were no SO responses.

Stated Grade of Respondents vs DSP Breakdown
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Figure 3- Stated Grade of Respondents vs DSP breakdown
All grades from EO and above are overrepresented in the survey and it is only the CO and TCO
grades that are under-represented. This could be due, in part, to the section of DSP staff that

this study was aimed at.

The survey began by asking all potential respondents two ‘yes/no’ questions before the full
survey commenced. The first question was regarding the respondent’s agreement and
consent to their data being used. The second question asked respondents to confirm that
they are DSP staff, and that they have been working remotely “all or in part” since March
2020. The introductory information emailed with the survey link to all DSP staff, and the
survey introduction, also mentioned that this survey was directed towards staff that have
remote worked during Covid. The DSP was very much an essential service during this time

and, though it shortened business hours, it could not close its public offices (Gov.ie, 2020b).
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By May 2020 almost half the population (15+ years old) had experienced employment impacts
and with 26.1% unemployment (CSO.ie, 2020) DSP had to maintain a customer facing service,
albeit with reduced staffing levels. If it is taken that all staff were contacted and had the same
opportunity and motivation to complete the survey, then it may be that CO and TCO grades
were more likely to have not been able to remote work during Covid and were therefore

unable to partake in the survey.

Given the accuracy of the data in these three main areas the survey sample set can be seen
to be a fair and accurate representative sample of the DSP staff body. With this assurance the
next steps are two establish the effects, if any, on this sample in the areas of well-being,

work/life balance, and motivation.

Research Design

Questions were modelled specifically on the areas, highlighted through study of the literature
in this field, that may either mitigate or compound the effects of remote working. Including
the two agreement and consent questions on the first page the survey is comprised of 45
questions; 5 dichotomous ‘Yes/No’, 12 multiple choice, 7 free text, 20 graded multiple choice
and 1 Likert Scale. The first two of these questions were ‘Yes/No’ questions for the
respondents to give consent and to state that they had been working remotely (all or in part)

since March 2020, as described on page 24.

The graded multiple-choice questions were used with 5 points and 3 points in their range of
responses. The 5-point graded questions looked at how much the factor in question had
changed, if at all, before or after the start of Covid/remote working. The scale goes from ‘a
lot more before’, ‘somewhat more before’, ‘unchanged’, ‘somewhat more since’, to ‘a lot
more since’. The first two responses would be classified as ‘negative’ responses as the
situation would be judged to have deteriorated since Covid/remote working. The latter two
responses would be judged to be ‘positive’ responses as the situation has improved since
Covid/remote working. The midpoint answer is a neutral response as the situation has neither
deteriorated nor improved. A 5-point scale has ‘optimal balance’, requires the shortest
reaction time, and tends respondents away from acquiescence bias and extreme response

bias (Chyung et al., 2017). Although using a three-point scale is quite narrow in terms of
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allowing respondents to select the most fitting answer, there are, once the respondent does

not select ‘Not Applicable’, only 3 possible answers to these questions.

The main areas of their well-being, work/life balance, and motivation were questioned
alongside how they felt their perceptions of these areas had changed while remote working.
Similarly, other areas were queried too, in as much as they related. The survey was designed
to evaluate the respondent’s experience of Covid related remote working over several
different areas. Most questions were multiple choice, single selection questions to align
answers into readily reportable groups. The questions were based and/or heavily influenced
by recent readings in the area of remote working and mandatory remote working since Covid.
As shorter surveys have higher response rates than longer surveys (Morgan & Carcioppolo,
2014) the questionnaire was constructed in such a way that completion would take less than
10 minutes and thereby ensure minimal dropouts. The questionnaire was launched in July

2021 and was left open for a week. Discussed below, the areas queried in the survey were:
e Respondent Information
¢ Respondent Work Details
e Well-Being
e Work/Life Balance
e Work Motivation

e Final Views

Respondent Information:

Questions 3 — 12 are a mix of multiple-choice questions, free text (numerical) questions and
one ‘Yes/No’ question in order to gain the respondents personal details. This page looked for
age range, gender, household make-up and general location, and their proximity to any local
amenities. No identifiable personal data was requested, and all demographic information
was collected solely to identify trends between different groups based on demographic
characteristics. As well as being demographic information there are certain elements that

may prove relative to the study.
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Respondent Work Details

Questions 13 — 18 are multiple choice questions to gather information on certain elements of
the respondent’s work details, notably their grade, the amount of remote working (if any)
they had availed of prior to Covid and to what level this had changed. It enquired about the
amount of customer-facing work the respondent would usually be involved in pre-Covid, and
to what level this may have changed. It also looked for information on how the respondent’s

level of interaction with colleagues, co-workers and managers has changed since Covid.

Once the respondent’s personal and work details have been captured the survey then
guestions how Covid related remote working has affected them. These questions specifically
ask about their perceptions of different aspects that can influence, or be influenced by Well-
Being, Work/Life Balance, and Motivation. All three sections culminate with a question
regarding how they feel their perception of this has changed since they started remote

working.

Well-Being

Questions 19 — 24 are set out so that they can be answered to varying degrees. This section
gathered data on how much the respondent is making time for themselves, exercise, and
hobbies/interests. It asks about the quality of their sleep, how stressful they are finding Covid,
and their taking of sick leave. Question 25 is a 3-point scale question regarding how they

perceived their well-being had changed since remote working.

Work/Life Balance

Questions 26 — 37 are a mix of 5-point scale questions, free text (numerical) questions,
‘Yes/No’ questions and one 3-point scale question. This is arguably the most important, or at
least the most prominent, data set captured by the survey. It is impossible to conduct any
study on how remote work affects staff without addressing their work/life balance. This part
of the survey looks at the areas of workday length and how the respondent’s commute time

has changed. It also asks about whether respondents find it difficult to take breaks from work,

Page 27 of 77



or to ‘turn off’ at the end of the working day, and if they find themselves working after hours
or at weekends. Making social time for friends, family and co-workers is investigated as is
their availing of Annual Leave. As with the Well-Being section, several relevant areas were
touched on in order to ascertain patterns, causes and mitigations. Again, the final question is
a 3-point scale question regarding how they perceived their work/life balance has changed

since they started remote working.

Work Motivation

Questions 38 — 41 are 5 point and one 3-point questions. It is very important to gauge the
respondent’s perceptions of their current motivation level regarding their work. This section
looks at how engaged they feel, how manageable they feel their workload is and how this has
changed over time. This section also deals with how visible the respondent feels their work
effort is, and how this may have changed. As with the sections above, this part culminates
with a 3-point question asking how the respondent’s perception of their motivation level may

have changed since commencing remote working.

Final Views

Questions 43 & 44 are free text questions which adds some qualitative elements to the
survey. Respondents are asked to highlight the most positive and negative aspects of remote
working. These were included to give the survey scope beyond its structure and to bring an
element of the respondent views to bear on the overall survey outcomes. The final question

(45) asks about their preferred level of remote working in the future if they had the choice.

Data Collection Method

There are many ways to conduct a survey but more and more often nowadays surveys are
being conducted online. More than ever during a pandemic where potential respondents are
the length a breadth of a country, an internet-based survey is by far the most suitable choice.

Evans & Mathur (2005) stated that the best reason to use an online survey is when a large
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sample size is desired over a wide geographical area. But there are more benefits to online
surveys than just their reach. Online surveys have many benefits due to speed, simplicity,
cost, scope and flexibility (Ball, 2019). The perceived anonymity of completing the survey
online also helps prevent social desirability bias (Larson, 2018). Considering this, the main
research method used in this dissertation is analysis of primary data captured through a
Survey Monkey survey that was submitted to Department of Social Protection staffin Summer
2021. In order to ensure that the correct people were responding to the survey participants

were advised it was only directed towards certain staff of the DSP.

Data Analysis

To analyse the data, it was transferred into Excel and all partially completed surveys or surveys
that contain errors were removed. Before analysing data, it must be clean and suitable to
work with (Sheard, 2018). Some respondents had left the survey prior to completion and
some had left unusable responses in certain fields. From 771 that started the survey 674
completed it and gave usable data across all sections. Captured data was then studied through
cross tabulation in Excel pivot tables. The Excel pivot table function is a widely accepted tool
for quantitative data analysis. They can be used to perform analytical processing of data in
order to gain valuable information. Each element of captured data can be cross tabulated
against each other and thereby inferences can be drawn between different datasets in the
study, the distribution of the data, or their correlation with each other (Momeni et al., 2017).
Given the breath and variety of responses to the two qualitative questions (Q43 & Q44) the
data was examined and categorised according to the concerns, topics, or issues that were
most raised. Completed tables of the positive and negative response categories are available

at page 40.

Ethical Considerations

As there are human participants in this study a ‘Human Participant Ethical Review Application
Form’ was submitted to the National College of Ireland on 25 January 2021. It was not
considered that there would be any ethical issues or risks of harm or distress to participants

in the proposed research nor would there be any participants that belong to any vulnerable
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groups. Approval was sought and given by the DSP HR Manager for the staff body to be
surveyed anonymously. In order to partake in the survey staff had to agree that they were
staff of the Department of Social Protection, that they had been working remotely (all or in
part) since March 2020, and that they consented to their survey data being used for research.
Staff were also advised that the data would only be held for the length of the study and that
their participation was entirely voluntary. No incentives were offered for partaking in the

research which was entirely independent of the DSP.

Limitations of the Study

The most significant limitation with this study is that it is a cross-sectional survey and not a
longitudinal survey. This study is asking respondents to answer questions based on how their
perception of a current situation may have changed compared to 15 months previously. With
a limitation like this there may be issues of recall bias (Coughlin, 1990) which longitudinal
studies guard against (Cronin et al., 2020). Had this been a longitudinal study these different
aspects could have been measured across the DSP staff soon after commencing remote

working, and then again, a year later. This was not achievable.

As it is a quantitative study it looks at the data presented as a snapshot of the DSP staff at one
point in time. Although correlations can be drawn, and patterns emerge it cannot show the
cause and effect. In order to study how individual respondents are affected or motivated a

gualitative study would need to be carried out (Morgan & Carcioppolo, 2014).

As shown, the methods adopted have been utilised in many other similar studies and are the
most efficient in gathering and analysing the data needed. The intention was to capture the
necessary and relevant data from a representative sample of the DSP staff body and process
this accordingly. This was carried out through a large-scale quantitative survey and
subsequent cross-tabulation of the data. This is the most efficient and suitable methodology
given the stated objectives. This has been completed and the finding are set out in the next
chapter to see if the DSP data confirms previous findings in this area or does the data contain

any irregularities, surprises, or new findings.
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Chapter 4: Research Findings

The aims and objective of this study is to ascertain the effect of Covid related mandatory
remote working on the staff of DSP since March 2020. As stated previously this study will
focus on the results of those surveyed who expressed some increase or decrease in their
levels of well-being, work/life balance, and motivation, with discussion of neutral responses
where necessary or of relevance to the study. These questions appeared at Question 25 (Well-
Being), Question 37 (Work/Life Balance), and Question 42 (Motivation) and ask the
respondent to state whether their own perception of their well-being, work/life balance, or
motivation, has improved while remote working, deteriorated while remote working, or has
remained unchanged. There is also a ‘not applicable’ option for any respondents that feel that
some or all these questions do not apply. The numbers of ‘not applicable’ responses are not

included for discussion but are included in the calculation of response percentages.

It is seen that 41% of all staff stated that their perception of their own Well-Being had
improved (positive response) since starting remote working. Another 30% stated that it had
remained unchanged (neutral response) while 22% stated that it had deteriorated (negative

response).

Work/Life Balance responses were even more positive with 51% of all responses stating that
their work/life balance had improved since they started remote working, though the other
responses were not as diverse with neutral responses (22%) being just higher than negative

responses (21%).

Responses regarding motivation diverged from the pattern above. A majority (58%) of all
respondents gave a neutral response stating that their motivation level was unchanged while
remote working. Again, other responses are close with positive responses of staff being more

motivated now being just greater (19%) than the number of negative responses (18.5%).

The average DSP respondent has a more positive view of their own well-being and work/life
balance since they started remote working while their motivation levels have remained
unchanged. In the following results most respondents gave a neutral motivation response and
therefore, when discussing motivation, focus will be on the positive and negative motivation

numbers. All percentages discussed below are as a proportion of each category’s total
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response unless otherwise stated. Where a demographic has the highest or lowest proportion
of positive or negative responses in a category, they will be viewed to have given the most
positive or negative response. It is worth noting that though a demographic may be reported
as having the lowest proportion of positive responses in a category, that demographic may
still be returning an overwhelmingly positive return. Positive returns may be their largest
segment but is a smaller proportion when compared to the positive responses of other

demographics.

Personal Details

Respondents in the 35-44 and 45-54 age groups had the highest proportions of positive well-
being responses and the lowest proportions of negative well-being responses. Younger
respondents had the highest proportion of negative responses and the older respondents had
the highest proportion of neutral responses. Similar results were found regarding motivation
though, as stated above, the neutral responses are the most prevalent. Most of the older
respondents gave neutral returns and the younger respondents gave a higher proportion of
positive and negative responses. With work/life balance younger respondents gave the
greatest proportion of positive responses which shrank as the age bracket increased.
Conversely both negative and neutral responses were lowest with younger respondents and

grew as the age bracket increased.

Although almost identical with around a fifth of both male and female respondents giving a
negative response in all three areas, a greater proportion of female respondents than male
gave positive responses across well-being and work/life balance. Females also gave a greater
proportion of neutral motivation responses whereas males were slightly more likely to give a

positive motivation response.
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Domestic situation:

Married and Cohabiting respondents gave the highest proportion of positive responses and
the lowest proportion of negative responses across all three areas. Single respondents
returned the lowest proportion of positive responses and the highest proportion of negative

responses across all three areas.

Respondents living with children had highest proportion of positive responses across all three
areas. Those living with their partner or in shared accommodation had the highest proportion
of neutral responses across all three areas. Respondents living alone or with parents had the

highest proportion of negative responses and the lowest proportion of positive responses.

Respondents with children generally had more positive responses overall and those with
more children (3+) had the most positive and least negative responses. Respondents with 1 —
2 children also had the highest proportion of negative responses across all three areas
whereas respondents with no children, though similar in trend, were slightly more balanced
and less extreme. Respondents with pre-school children returned a less positive work/life

balance than those without.

Location of residence:

Responses were quite similar across all areas although some notable aspects overall. As
proximity to a neighbour decreases both positive and negative responses increase, and
neutral responses decrease. Those with amenities within walking distance have highest
proportion of positive and lowest proportion of negative overall across the three areas. No
notable findings here though those respondents not in the extremities (City/Rural) marginally

returned most positive and least negative responses overall.

Work Details

As can be expected during Covid there has been a large organisational shift away from
customer facing and towards remote working (Figure 4).
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With such a move to remote working across all areas of the DSP (Figure 5), staff have been
quite affected. There has been a large shift away from customer facing though a staff
presence has had to remain in many offices. Positive responses are higher with respondents
who are remote working more than half the time, and highest with those that are remote

working all the time. Negative responses are most prevalent with those in a blended working

Shift away from customer facing since Covid

Customer facing all Customer facing  Customer facing Mostly not Not customer
of the time most of the time  half of the time  customer facing facing at all

M Pre-Covid M Since Covid

Figure 4- Shift away from customer facing since Covid

pattern i.e. not 100% remote or office based.
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Shift towards remote working since Covid
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Figure 5- Shift towards remote working since Covid
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It is notable that a greater number of respondents (99%) have access to and avail of blended
working than originally worked exclusively in the office (93%) and that such change happened
so rapidly and without forethought or preparation. Of these respondents 39% reported
positive well-being responses while remote working compared to 22% negative. They also
reported 51% positive work/life balance responses versus 21% negative, and 20% reported

positive motivation responses versus 18% negative.

Levels of interaction with co-workers/managers were subject to change as the work
environment changed and DSP staff moved to work remotely. Of those surveyed 73%
reported a decrease in contact with those they work with, and over half of those reported a
significant decrease. These respondents had the highest proportion of negative responses,
and respondents that had increased contact with co-workers/managers returned the highest
proportion of positive responses. Positive responses were highest with those where co-

worker/manager contact had increased ‘somewhat’ compared to ‘a lot’.

Lower grades have the highest proportion of positive responses overall and lowest proportion
of negative responses across all areas. This is inverted as the grade increases. Those at the

other end of the scale report the most negative and least positive responses overall.

Well-Being

Almost half (49%) of respondents find it easier to make time for themselves since Covid
compared to almost a third (32%) that found it easier before Covid. Exercise is quite evenly
split across all three respondent areas, as is Hobbies & Interests. These areas are linked and
show similar results. Those that find it easier to make time for themselves, exercise and/or
find they could spend more time on their hobbies were generally twice as likely to return a
positive, and half as likely to return a negative, well-being response as those that found it
easier before Covid. Similar results were found in the work/life balance and motivation

responses although increased exercise correlated with higher motivation responses.

Just over half of all respondents reported no change to their sleep quality since Covid with
the majority of those remaining reporting that they slept better before Covid. Again, those

that sleep better since Covid would report twice the proportion of positive well-being
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responses and half the proportion of negative well-being responses as those that slept better
before Covid. Those that exercised less now than before Covid are twice as likely to report
deterioration in sleep quality compared to those that exercise more since Covid. Conversely
those that exercise more since Covid are three times more likely to report improved sleep

than their counterparts.

The majority of those surveyed (70%) found dealing with Covid to be either ‘somewhat’ or
‘very’ stressful and challenging with the remainder quite evenly split between those that have
been unaffected and those that feel less stress and have not found Covid challenging. Those
that reported less stress since Covid were the most positive with an average of 75% of well-
being responses being positive compared to an average of 7% of responses being negative.
Those that experience more stress since Covid were most likely to return negative responses

(29%).

A minority of respondents (6%) have had to avail of sick leave more than usual since Covid
but the majority (60%) of respondents’ sick leave needs have been unaffected. A third of all
respondents have needed to take less sick leave than usual with a quarter of all respondents

stating that they have needed to avail of sick leave ‘a lot less than usual’.

Similar positive and negative response figures were found in work/life balance and motivation
areas though it should be noted that positive motivation responses were generally in greater

proportion than recorded under Personal and Work details earlier.

Work/Life Balance

Though a free-text box was used to collect the ‘Commuting’ data for this response, answers
were collated into groups for clarity and ease of reporting. The grouped responses are more
similar in size though the smallest cohort, 10+ hours, contains the most diverse answers with
a small number of respondents returning pre-Covid commute times of 40+ hours per week.
As will be seen, the reduction in commuting times was the most popular positive item, and

item overall, in the qualitative responses (page 40).

The total amount of pre-Covid commute hours for the respondents amounted to 4398.25

hours per week (6hrs 32mins commuting time per respondent per week). For over 90% of
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respondents their weekly commute time decreased a lot or has been removed completely.
The number of commuters with ‘0’ commute hours went from 1% of respondents pre-Covid
to 51% of respondents since Covid. The new total commute times amounted to 978.15 hours
per week (1hr 27mins commuting time per respondent per week). This constitutes a reduction

of 5hrs 5mins or 78% for the average commuter per week.

There were varied responses to questions related to how DSP staff were adapting to the new
remote working environment. Responses are split quite evenly regarding the length of the
new working day with a third of responses in each of the three main categories i.e. the
workday being longer before Covid, longer since Covid, or unchanged. Less than half of all
respondents (43%) find that they are checking emails/working after hours or at weekends but
60% of respondents find it difficult to take breaks while working remotely. Slightly more
respondents (45%) find it difficult to turn off at the end of the working day than those that do

not (39%).

Although a varied response, those that found the work day longer before Covid, find
themselves checking emails/working after hours, and do not find it difficult to take breaks or
switch off at the end of the working day, gave the highest proportion of positive responses.
Those that had opposite views returned the highest proportion of negative responses. Results

similar to these were again found across the well-being and motivation areas.

Although less than half (43%) of respondents believe it is easier to make time for family since
Covid it is still the largest segment in this area. A third (33%) believe it was easier before and
about a quarter (24%) believe it is no easier nor more difficult. This differs slightly when it is
concerning ‘time for friends’. Two thirds of respondents (66%) found it easier to make time
for friends before Covid and half (50%) stated that it was ‘a lot easier’. Respondents in these
two areas that found it easier to make time since Covid returned the highest proportion of
positive responses, with contrary results from those at the other end of the scale. It was noted

that the results were more exaggerated in the ‘family’ responses than the ‘friends’ responses.

80% of respondents found it easier to make time for co-workers before Covid while 17% find
it no easier nor more difficult since Covid. The remaining 3% of respondents find it easier to
make time for co-workers/colleagues since Covid which is raised as an issue in the qualitative

responses (page 40). Though those that found it easier ‘since Covid’ had the highest
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proportion of positive responses and those that found it easier ‘before Covid’ had the highest
proportion of negative responses, responses overall were less diverse than with other

questions.

The majority of respondents (62%) in this category feel that there has been no change in their
ability to take Annual Leave since Covid, although most of the remaining respondents (33%)
felt they were able to avail of annual leave more before Covid. Those that feel they can take
leave report the highest proportions of positive responses. Those that feel it is more difficult

since Covid reported the highest proportion of negative responses.

Although almost a fifth (19%) of respondents stated that their work/life balance is worse since
Covid the majority (71%) state that their work/life balance is better since Covid, and over half
of all respondents state that their work/life balance is better ‘mainly due to remote working’.
As was stated earlier Work/Life Balance responses overall positive with 50.7% of all responses
stating that their work/life balance had improved since they started remote working, though
the other responses were not as diverse with neutral responses (22.1%) being just higher than
negative responses (21.4%). Similar positive and negative response figures were found in

well-being and motivation areas.

Motivation

Half of respondents feel their work engagement level has not changed since Covid with a
guarter of respondents each stating that they were engaged more prior to Covid or since
Covid. Respondents that are more engaged since Covid gave the highest proportion of
positive responses and those more engaged before Covid gave the highest proportion of

negative responses.

Almost half (45%) of all respondents feel that their workload is no more or less manageable
since Covid. Of the remaining responses 37% believe that their workload is less manageable
since Covid, and 18% feel that their workload is more manageable. On average those that feel
that their workload is more manageable since Covid have four times the proportion of

positive motivation responses compared to those at the other end of the scale. Those
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respondents had more than twice the proportion of negative responses than their

counterparts.

Over half (56%) of respondents feel that the work they are doing is seen and/or acknowledged
by co-workers and management as much since Covid as it was before. Just over a quarter
(26%) feel it was seen/acknowledged more before Covid with the remaining 17% stating that
it is seen more since Covid. Those that feel seen more since Covid have twice the proportion
of positive responses than those that feel they were seen more before Covid, who have, on
average, five times the proportion of negative motivation responses as the ‘since Covid’

respondents.

A majority (58%) of all respondents gave a neutral response stating that their motivation level
was unchanged while remote working. Again, other responses are close with positive
responses of staff being more motivated now being just greater (19%) than the number of

negative responses (18.5%).

Similar positive and negative response figures were found in well-being and motivation areas.
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Final Views

POSITIVE & NEGATIVE ASPECTS

As mentioned in the Chapter 3 (Methodology) the positive and negative qualitative responses

were tagged and categorised. The responses are tabled (Table 1 & 2) below:

Table 1- Positive Responses

No. | Positive Responses %

1 | Less Commute 51%
2 | Work life / Family time 34%
3 | Better work time management / Flexibility / Autonomy 23%
4 | Less distractions / Less office culture 12%
5 | Health / Less Stress / Happier 7%
6 | Costs (child minding, lunch, fuel) 7%
7 | Home comforts / activities 6%
8 | More manageable / workload 5%
9 | Safety / Covid 4%

10 | Childcare benefits 3%

11 | Enhanced online connectivity / productivity / services 2%

12 | Environmental 0.4%

Table 2- Negative Responses

No. | Negative Responses %

1 | Lack of interaction with colleagues (social & professional) 43%
2 | Increased Workload / Longer Workday 15%
3 | Work Logistics - Adapting work to WFH environment 14%
4 | Technical / Equipment related e.g. broadband, no printer or laptop, etc. 11%
5 | Isolation / Loneliness / Disconnection 11%
6 | Lack of Support 8%
7 | Communications 5%
8 | Extra pressure 5%
9 | Other Covid-19 related issues 4%

10 | Lack of Activity / Health Issues 4%

11 | Lack of interaction with DSP Clients 1%

The percentage allotted to each category reflects the percentage of responses in which each

category appeared and therefore the total percentages when summed are above 100%.
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FUTURE WORK PREFERENCE

There are five levels of response in this question and they should be looked at individually.
The most popular option (36%) is to work remotely most of the time with some office-based
work, closely followed by a 50/50 blended work pattern (29%). 100% remote working (19%)
and mostly office based (14%) are quite close. Only 1% are looking for a full return to the
office but issues regarding work logistics, isolation and co-worker interaction may make this

a necessity for some.

Overall, and what would seem to be the most important point, is that 99% of all respondents
would like to have some element of remote working in their work arrangement going forward,
with 85% of respondents wanting at least half of their working time to be spent remote

working.
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Chapter 5: Discussion and analysis of findings

This chapter contains the analysis of the survey findings. There is also discussion of what these
findings mean regarding the effect Covid related mandatory remote working has had on DSP
staff. Responses have generally been positive. If not the majority then the largest segment of
responses regarding well-being and work/life balance were positive. The largest single
segment is comprised of neutral responses regarding respondents’ motivation with 58%
stating that their motivation level is unchanged. It is encouraging to see that even when
positive responses are not the largest segment, motivation is not deteriorating but being

maintained.

Personal Details

Male and Female responses were quite alike in that they had similar levels of negative
responses across all areas. Female respondents tended to return more positive well-being
and work/life balances than Males. This may be due to the flexibility aiding females with
work/life balance (Parham & Rauf, 2020). This is contrary to findings at large in this area.
Females have been found to have more issues addressing work/life balance (Palumbo, 2020).
Women are also at greater risk of burnout due to increased household responsibility
(Hjdlmsdéttira & Bjarnadottir, 2020). This causes manifestations of stress (Aldossari &
Chaudhry, 2020) and can result in mental health issues at a greater rate than men (Gurvich et
al., 2020). Itis encouraging that this is not seen in this survey at this time especially after such

a sustained period of mandatory remote working.

Positive responses were also highest in the middle age ranges and less so with the younger
and older age ranges. Some studies have shown how mental health impacts during pandemic
can be greater in young people (Rens et al., 2021) as pandemic measures disproportionally
affect younger people’s mental health. Older respondents were the least affected i.e. the
most neutral responses. This is in line with recent research which has shown that older people
may be better equipped mentally to cope with the pandemic (Klaiber et al., 2020; Wilson et
al., 2021). Older respondents were also generally the highest proportion of smaller

households i.e. 1-2-person group. This group is quite split. Those in the 1-person household
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were more likely to be ‘Single’, ‘Divorced’, ‘Separated’, or ‘Widowed’, and also ‘Living Alone’.
These categories all returned high proportions of negative responses. Whereas those in a 2-
person household were generally Cohabiting/Married and without children in the household.
These respondents had the most neutral responses. It was generally the larger households,
which tended to be Married/Cohabiting and with children, that gave the most positive
responses as the larger household can provide a support network (Pluut & Wonders, 2020).
Though respondents with children would be more positive, the opposite is the case with small
children, and the younger the children the more challenging the situation (Del Boca et al.,

2020).

The survey showed that proximity to neighbours or population density can affect responses.
Those at the extremes are most affected, with those adjacent to neighbours or in a city
returning similar responses to those most distant from their neighbour and living rural. Those
who responded in the middle areas returned more neutral responses. Having amenities
within walking distance was very much a positive factor in responses which three quarters of

respondents had.

Work Details

Given the nature of DSP work there is a lot of customer facing. This changed significantly with
Covid and half of those that had some element of customer facing were no longer customer
facing. This is quite a change for the department and for many staff, but data shows that
respondents were largely unaffected. Although lack of interaction with DSP clients is
mentioned in the negative qualitative responses it is only 1% of responses. Working with
clients increases feelings of connectedness and decreases feelings of social isolation
(Charalampous et al., 2019) but this 1% did not expressly mention loneliness or isolation as a

negative when surveyed.

Remote working levels are greatly increased across the DSP and, as can be seen from the
Work/Life response regarding ‘Attitudes to Remote Working’ respondents view this in a very
positive light. The greater the amount of remote work the more positive the response.

(Charalampous et al., 2019; Ben Messaoud & Sen Gupta, 2021)
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Almost three quarters of staff stated that their level of interaction with their co-
workers/manager had decreased which may be to be expected given the pandemic, but staff
responses were still positive. Where contact with co-workers/managers increased there was
anincrease in positive responses, but this then decreased if the level of contact had increased
‘a lot’. A lack of trust has caused some managers to micromanage thereby affecting staff

engagement, motivation and productivity (HBR, 2020).

From the managers perspective the situation has been more difficult. They returned more
negative results compared to lower grades who returned more positive results. According to
Ipsen et al (2021) managers have been more challenged by the working from home situation

than non-managers.

Well-Being

Levels of well-being were very positive with 41% of respondents reporting improved well-
being since starting remote working, and a further 30% stating their well-being was
unchanged. The results for those whose well-being has deteriorated since starting remote

working (22%) are problematic.

The largest respondent segment stated that it was easier to ‘make time for oneself’ since
Covid but regarding ‘exercise’ and ‘hobbies & interests’ the results were much more balanced.
Those that have more time, exercise more, and can spend more time on hobbies and interests
return the most positive responses but not everyone has the capacity for this while remote
working, particularly for the DSP during this pandemic. Recreation and exercise are important
for well-being (Mandolesi et al., 2018; Bernstein & McNally, 2018; Lopez-Leon et al., 2020)

but personal time and energy are needed in order to actualise these elements.

Almost a fifth of respondents stated that both their workload was less manageable and that
they found it more difficult to make time for themselves since Covid. This leads into self-
defeating circle where remote workers overwork themselves leading to decreased well-being
(Curzi et al., 2020; Rodriguez-Modroiio & Lépez-lgual, 2021) and then do not have the time
or capacity to engage in activities that would improve their well-being. This is linked to the

Annual Leave question in the Work-Life balance responses (page 40). Those that feel that it is
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easier to take annual leave since Covid report the most positive results but a third of

respondents feel it is more difficult to avail of annual leave since Covid.

Although sleep experience among respondents was largely unaffected those that sleep better
report far more positively. Sleep is important for personal, mental and physical health
(Mandelkorn et al., 2020) and getting enough sleep is very important in order to maintain
well-being, particularly during pandemic induced remote working (Lopez-Leon et al., 2020).
But, again, this can be problematic due to the stresses of living through a pandemic. Studies
have shown that around 40% of people surveyed experienced sleep problems during Covid
(Jahrami et al., 2020; Barros et al., 2020). The positive correlation between sleep and exercise
(Pluut & Wonders, 2020) is seen in DSP respondents where those that exercise less now than
before Covid were twice as likely to report deteriorated sleep, whereas those that exercise
more now than before Covid were three times as likely to report improved sleep. Not getting

enough sleep can also lead to a build-up of stress hormones (Hirotsu et al., 2015).

Sick leave can increase due to the negative lifestyle effects caused by prolonged remote
working (Pluut & Wonders, 2020) but it is also found that those that can work remotely take
less sick days than those that cannot remote work (Ahmed et al., 2020). Ipsen et al (2021)
recognised the pandemics potential for causing ‘mental strain’ but, though the majority of
respondents have found Covid stressful and challenging, most have either maintained or

improved elements of their lives that lead towards well-being.

Work/Life Balance

Respondents work/life balance reports were very positive with 51% stating that their
work/life balance had improved since starting remote working and a further 22% stating that
their work/life balance was unchanged. This leaves 21% that found that their work/life

balance had deteriorated.

Less than half of respondents state that they are working a longer day while remote working.
This is slightly at odds with other studies where most respondents had longer working days
when remote working or were far more likely to work longer days than their non-remote

colleagues (Tusl et al., 2021, Curzi et al., 2020). The majority (60%) stated that they had
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trouble taking breaks, and 43% stated that they were working after hours. According to
Statista ‘not being able to unplug’ was the biggest struggle for 18% of those surveyed in 2020.
This has grown to 27% and is the number 1 issue for those surveys in 2021 (Statista, 2021). A
European study on remote workers that found 59% of remote workers find themselves
working ‘during free time’ (Curzi et al., 2020). This was mentioned as the second most
negative aspect of remote working in the qualitative responses with 15% of responses

mentioning elements related to increased workload and the longer workday.

Not being able to ‘unplug’ at the end of the day is an issue for 45% of respondents. According
to Charalampous et al. (2019) individuals can get caught in a feeling of always being visible or
active in place of being physically present. This was also stated as one of the biggest
challenges for staff in a study on mindfulness in the remote worker (Toniolo-Barrios & Pitt,
2021). It has been found that many remote workers struggle with overworking (Como et al.,
2021) and the inability to ‘turn off’ at the end of the day (Akkaya et al., 2021). This can lead
to an ‘always on culture’ (Charalampous et al., 2019). Though remote workers can find
themselves overworked they still enjoy the flexibility that remote working brings (Como et

al., 2021).

It was found that respondents generally found it easier to make time for their family, but
more difficult to make time for friends, and much more difficult again to make time for co-
workers. Making time for family is directly influenced by increased ‘free’ time due to less time
spent commuting, and general Covid health measures, as is stated in the qualitative
responses. Although remote working can make it more difficult to organise time for certain
groups, it is worth noting that this is greatly impacted by the global pandemic and related
measures. While respondents were able to make more time for family since Covid the fact
that it was so difficult to make time for co-workers became the biggest negative in the

qualitative responses (page 40).

The reduction in commuting times was the most stated positive of remote working in the
gualitative responses appearing in over half of responses. It is equivalent to a reduction of
5hr 5mins commuting time for the average respondent per week. When taken that the
standard workday in DSP is 7hrs 24mins it is clear why this is so heavily featured. Not only is

there reduced fatigue (Palumbo, 2020) but reduced commute times and the extra time this
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frees up is clearly beneficial to respondents. In a study where workers worked remote more
than three days per week, they were found to have far greater work/life balance due to

decreased commute times and more time to deal with family life (Como et al., 2021).

Motivation

Respondents felt, for the most part, motivated, engaged, and acknowledged. Though there is
less positive movement in this area there is little negative movement either. Almost three
quarters of staff feel that their work is seen and acknowledged by co-workers/managers at
least as much as before Covid, even though interaction with co-workers/managers is largely
reduced. Being ‘seen’ or feeling the need to be ‘seen’ is a common issue with remote working
and can cause massive undue pressure on those that remote work. Acknowledgements from

management can reduce isolation and promote engagement (Charalampous et al., 2019).

Past studies have shown that working from home during Covid significantly increased job
satisfaction, only more so at the beginning and less so as the pandemic and the period of
remote working progressed (Akkaya et al., 2021). More recent studies have shown motivation
taking a ‘significant hit’ after working remotely for a year (Ergovan et al., 2021). This may be
expected as motivation while remote working is mentioned as one of the main challenges for
staff (Toniolo-Barrios & Pitt, 2021) and some studies found that only 40% feel more motivated
at home (Bockova & Lajcin, 2021). This can be largely due to the challenges of interacting with

colleagues in the new remote environment.

Respondents to this survey were very much in line with the Civil Service Engagement Survey
2020 in showcasing a high level of motivation, engagement, and coping skills (Gov.ie, 2020a).
The largest segment (50%) of respondents felt their workload was just as manageable since
Covid and a quarter each returned that their workload was more and less manageable since
Covid. Increased workload or inability to manage one’s workload can lead to a lack of
engagement (Upadyaya et al., 2016). Due to the largely unaffected segment of respondents
the overall picture is one of unwavering motivation levels. This may be due to the increased
work/life balance seen across DSP reponses, as increased work/life balance has been seen to
increase job satisfaction, employee engagement and motivation (Mas-Machuca et al., 2016;

Bataineh, 2019).
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Final Views

POSITIVE & NEGATIVE ASPECTS

Focus here is placed on the top 3 positive and negative aspects of remote working as raised
by respondents. By analysing the top raised positive and negative issues a deeper
understanding of the responses overall can be gleaned which can the first steps towards

recommendations or shaping a strategy in moving forward.

Table 3- Positive Responses (top 3)

No. | Positive %

1 No/Less Commute 51%
Better Work/Life balance - More Family time 34%

3 Better work time management / Flexibility /Autonomy 23%

Positive responses:
1. Less Commuting

This is the most stated aspect across both positive and negative, is the time saved due less
commuting. In the US alone 89 million hours are saved weekly by not commuting (HBR, 2020).
Stated many times over the survey this extra time saved was directed to family, or exercise,
hobbies/interest, and other activities. Ipsen et al. (2021) also found that the reduced

commute was the biggest positive factor in their studies.

2. Better Work / Life Balance / More Family time

Mentioned by 34% of the survey and by 12.1% in Bockova & Lajcin’s survey (2021) Work/Life
balance generally scores higher with people with children (Ben Messaoud & Sen Gupta, 2021).
Less than half of the survey respondents have children, so this response is much broader.
Some responses mentioned more time for themselves or time spent at home. Many simply

mentioned ‘better work/life balance’.
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3. Better work time management / Flexibility / Autonomy

This is simply that respondents were more in control of their own arrangements throughout
the workday. There is mention of increased productivity and energy levels. This was also

mentioned by a quarter of Buckova & Lajcin’s respondents (2021).

Table 4- Negative Responses (top 3)

No. | Negative %

1 Lack of interaction with colleagues 43%
Increased Workload / Longer Workday 15%

3 WEFH Logistics 14%

Negative responses:
1. Lack of interaction with colleagues

The No. 1 negative in this survey and in others (Toniolo-Barrios & Pitt, 2021; Ipsen et al., 2021)
and is lack of interaction with colleagues. This is both social and work-related interaction. The
hyper connected virtual remote working space though keeping everyone in close contact does
not seem to be abe to keep everyone connected as much as they would like (Wang et al.,
2021). Workers can feel ‘virtually connected but physically disconnected’ (Como et al., 2021).
Organisation must ensure that there is socialisation of their employees while remote working

(Akkaya et al., 2021).

2. Increased Workload / Longer Workday

The increased workload, the longer workday and all that this entails as also mentioned by
Bockova & Lajcin (2021). Although this is high on this list it has been seen to be offset by
other responses. Some responses stated that even with a longer workday the average
working day is still shorter due to having no commute and being content with that.
Charalampous et al. (2019) state that individuals can overwork willingly as a trade-off for the

added flexibility of remote working.
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3. WFH Logistics

This is adapting to the new remote work environment. It is not particularly related to tech or
lack of a dedicated home office, but more related to adapting work practices, procedures,

and expectations to working remotely.

It should be noted that before being removed the 4th most popular (12%) positive answer

and 11th most popular negative answer was ‘nothing’.

Future Work Preference

There are five levels of responses to this question and the most popular option (36%) is to
work remotely most of the time with some office-based work, closely followed by a 50/50
blended work pattern. Only 1% are looking for a full return to the office but issues regarding

work logistics, isolation and co-worker interaction may make this a necessity for some.

Overall, and what would seem to be the most important point, is that 99% of all respondents
would like to have some element of remote working in their work arrangement going forward,
with 85% of respondents wanting at least half of their working time to be spent remote
working. Other international studies show 81% of respondents wanting blended or exclusively
working from home (Harvard Business Review, 2021) or that 57% would like to work from
home ‘more often’ (Pluut & Wonders, 2020). Given the overall positivity of respondents in
this study these results are not surprising. From studying the results of this survey remote

working, whether mandatory or not, has been incredibly positive for staff of DSP.
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Recommendations:

Respondents reported positive well-being and work/life balance, with unchanged motivation
levels. It would be prudent to address the negative aspects while capitalising on the positive.
As with Ipsen et al., (2021), this can be undertaken by addressing the 3 main positive and

negative issues raised.

The top 3 positive responses are also linked in that they concern ‘time’. When the remote
worker has more time, or is more in control of their own time, then they are more positive,

productive, and happy.

‘Less Commuting’ has been shown to be a massive benefit to respondents in this study and
other studies that have been referenced. If, for logistical or other reasons, remote working
was less available to workers, efforts should be made by organisations (DSP) to ensure that it
is made available to all workers to some degree. When commuting times are as great as has
been shown, and their reduction is the most positive aspect of remote working, then several

days remote working a month, or even one a week, could benefit workers greatly.

The second point, ‘Better Work/Life Balance / More Family time’, is linked to the first in that
it is, for a large part, a result of less commuting. In the positive qualitative responses, the
majority of those that mentioned less commuting mentioned increased free time, family time,
or as mentioned before, better work/life balance. By facilitating remote working to some

degree organisations (DSP) are ensuring that the top two positives are a reality for workers.

The third aspect, ‘Better work time management / Flexibility / Autonomy’, comes with access
to remote working. Those surveyed felt better able to manage their own working day and, in
doing so, felt less stressed and more productive. This again is easily facilitated by some access

to remote working.

The 3 top negative issues are linked in that they can be addressed by managers and co-
workers actively engaging with, interacting with, and supporting each other. ‘Lack of
interaction with Colleagues’ is directly and expressly addressed by regular engagement. As
with other qualitative responses this is linked to several other issues raised i.e.

‘Isolation/Loneliness’, ‘Lack of support’, and ‘Lack of Communication / Communication
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difficulty’. These responses would not appear so high on the list if co-workers and managers

were actively engaging with other on a regular basis.

Having an ‘increased workload / longer working’ day while remote working during Covid is an
issue not unique to the DSP. It can mean that there are difficulties in maintaining the divide
between home and work life, but it can also mean that some remote workers are not coping
as well as others. Reaching out, touching base, regular check-ins all can help with alleviating

some of the stress and burden that can build.

Issues with “‘WFH logistics’ are prevalent in all roles and situations and, in a rapidly changing
work environment, there is no assurance that they can be resolved over time. These can be
addressed by remote workers in similar situations sharing knowledge and experience on

addressing common WFH issues.

There are two main takeaways from this study. The first is that remote working, mandatory
or otherwise, is very much a subjective experience and workers will have differing remote
working experiences due to a myriad of elements in their working and private life. The other
main takeaway from this study is ‘time’. Regardless of the working or private situation of
respondents, saving time, reallocating time, and more freedom to organise their own time, is
of the greatest benefit to the remote worker. The positive elements of remote working far
outweigh the negative (Azimov, 2020). Of the three areas studied in this paper, work/life
balance has consistently been shown to be the most important to respondents. Although
factors under each area were not creating the perfect environment for positivity, responses
were largely positive, or at least, had not deteriorated while remote working i.e. motivation.
In this way a healthy work/life balance is the most important factor in this study and

underpins the results from the other areas.
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Chapter 6: Conclusion

This study has found that the staff of DSP have been mostly positively affected by Covid
related remote working in the period March 2020 — June 2021 in the areas of well-being,
work/life balance, and motivation. The survey and subsequent data analysis showed that the
largest proportions of staff were positively affected in the areas of well-being and work/life
balance, while motivation was largely unaffected. Respondents overall were most positive

about improvements in their work/life balance.

Further research should be carried out, should the situation arise again, but with a qualitative
longitudinal survey. In this way recall bias would not be an issue and cause and effect could
be studied instead of quantitative inferences. As this study gained massively from the
inclusion of qualitative data, a larger qualitative longitudinal study could be used in
conjunction with the findings from this study to provide much deeper understanding in this

area.

Had this pandemic happened fifteen to twenty years ago the reaction worldwide would have
been vastly different. The ability for organisations to change to remote working at all, not to
mention the rate that change occurred, was not then possible. The tech was in its infancy and
not readily available. But as Covid occurred when it did, many organisations were not only
able to quickly switch to remote working, but also to excel, as DSP did, in the face of new
challenges, increased demand on services, and a rapidly changing and dynamic working

environment.

The pandemic impacted respondents’ lives not just with mandatory remote working. It
overshadowed many aspects of everyday life from schooling to shopping to the level of
interaction with friends and family. Considering this, the findings of this paper should not just
be looked at as a study of remote working in general but of this specific instance of remote
working against the Covid backdrop. Some of the more painful aspects of remote working for
respondents have been exacerbated by adherence to public health guidelines. Though this is
true, the positive and negative elements identified in this study have commonality across
other similar studies. Many issues are universal whether the remote working is mandatory,

during a pandemic, or otherwise. Some staff were relatively unaffected by Covid and the
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subsequent health measures. Though their workday, commute, and workload may have been
altered, they themselves were unmoved and could progress into this new way of working with
some amount of aplomb. Others were affected both positively and negatively. It is important
for the DSP, and all organisations, to be aware, wary and mindful of these elements as we

move into the new way of working.

There are few, if any, studies of this nature that focus on large public sector bodies,
particularly an Irish public sector body, that is largely customer facing but found it necessary
to move to a remote working model virtually overnight. All carried out while the need for
their services grew exponentially. This study adds to the knowledge in this field and enhances
the understanding of how mandatory remote working can affect the worker. Overall, the
situation is a positive one with remote workers adapting to the rapidly changed working
environment, and finding improved, or at least unchanged, levels of well-being, work/life

balance, and motivation.

Remote working is beneficial to both the employee and the organisation and should be an
option for all workers to some extent going forward. Engagement, interaction and support
are key, whether it is coming from the professional or personal side of life. Ensuring
employees are engaged and supported must be the goal of all organisations. The most
significant positive finding from this study is that when people remote work, they have more

time, and that goes a long way to giving them a healthier work/life balance.

The most important negative takeaway from the survey is that co-worker interaction, both
social and professional, is crucial. This can be positively addressed and is not some
unachievable goal. Endorsing a culture of support and engagement between staff,
management, and teams is the way forward, particularly as remote working becomes more
and more a part of the global workplace. This should not be something for organisations to
be wary of, for if they facilitate remote working, they are addressing staff work/life balance
issues. And if they encourage and instil values of communication, support, and engagement,
they will have motivated staff with good well-being regardless of if they are working in the

office, home, or anywhere.

Page 54 of 77



References

Ahmed, F., Kim, S., Nowalk, M. P., King, J. P., VanWormer, J. J., Gaglani, M., ... Uzicanin, A.
(2020). Paid Leave and Access to Telework as Work Attendance Determinants during Acute
Respiratory lllness, United States, 2017-2018. Emerging Infectious Diseases, 26(1).
doi:10.3201/eid2601.190743

Akkaya, B., Jermsittiparsert, K., Abid Malik, M., & Kocyigit, Y. (2021) "Chapter 7. Covid-19 and
the Educational Leadership and Management". Emerging Trends in and Strategies for Industry
4.0 During and Beyond Covid-19, Sciendo, 2021, pp. 117-128.
https://doi.org/10.2478/9788366675391-012

Aldossari, M., & Chaudhry, S. (2020). Women and burnout in the context of a pandemic.
Gender, Work & Organization. doi:10.1111/gwao.12567

Arief, N. R., Purwana, D., & Saptono, A. (2021). Effect of Quality Work of Life (QWL) and Work-
Life Balance on Job Satisfaction through Employee Engagement as Intervening Variables. The
International Journal of Social Sciences World (TIJOSSW), 3(01), 259-269. Retrieved from

https://www.growingscholar.org/journal/index.php/TIJOSSW/article/view/120

Aropah, V. D., Sarma, M. & Sumertajaya |. M. (2020) ‘Factors Affecting Employee Performance
during Work from Home’'. International Research Journal of Business Studies Vol. 13. No. 2

https://doi.org/10.21632/irjbs

Azimov, P., (2020) ‘Effects of remote work on the workplace and workers’. Available at:
https://www.theseus.fi/bitstream/handle/10024/353225/FINAL%20version%200f%20thesis

.pdf?sequence=2&isAllowed=y [Accessed: 15 January 2021]

Page 55 of 77



Ball, H. L. (2019). ‘About Research: Conducting Online Surveys’. Journal of Human Lactation,

2019; 35 (3):413-417. doi:10.1177/0890334419848734

Barros, M. B. de A,, Lima, M. G., Malta, D. C., Szwarcwald, C. L., Azevedo, R. C. S. de, Romero,
D., ... Gracie, R. (2020). Relato de tristeza/depressao, nervosismo/ansiedade e problemas de
sono na populagdo adulta brasileira durante a pandemia de COVID-19. Epidemiologia e

Servigos de Saude, 29(4). doi:10.1590/s1679-49742020000400018

Bataineh, k. (2019) ‘Impact of Work-Life Balance, Happiness at Work, on Employee
Performance’. International Business Research; Vol. 12, No. 2; 2019 - ISSN 1913-9004. E-ISSN
1913-9012

Ben Messaoud, A. & Sen Gupta, M. (2021) Remote Work and Controllers Motivation. How
does Remote Work impact the Motivation of German Controllers, and how can it be positively

handled?

— A Case study of a German Automotive Manufacturer. Aalborg University, Denmark, 2021.

Bernstein, E. E., & McNally, R. J. (2018). Exercise as a buffer against difficulties with emotion
regulation: A pathway to emotional wellbeing. Behaviour Research and Therapy, 109, 29-36.

doi:10.1016/j.brat.2018.07.010

Bhumika, (2020) ‘Challenges for work-life balance during COVID-19 induced nationwide
lockdown: exploring gender difference in emotional exhaustion in the Indian setting’. Gender
in Management: An International Journal, Vol. 35 No. 7/8, 2020, pp. 705-718. DOI
10.1108/GM-06-2020-0163

Page 56 of 77



Bloomberg.com (2021) Facebook Says It Will Expand Remote Work to All Employees.
Available at: https://www.bloomberg.com/news/articles/2021-06-09/facebook-says-it-will-

expand-remote-work-to-all-employees [Accessed 16 July 2021]

Bockova, K. & Lajcin, D. (2021). Home Office and Its Influence on Employee Motivation,
Journal of Management and  Marketing  Review, 6(2) 94 - 109.
https://doi.org/10.35609/jmmr.2021.6.2(1)

Charalampous, M., Grant, C. A., Tramontano, C. & Michailidis, E. (2019) ‘Systematically
reviewing remote e-workers’ well-being at work: a multidimensional approach’, European
Journal of Work and Organizational Psychology, 28:1, 51-73, DOI:
10.1080/1359432X.2018.1541886

Chyung, S. Y. Y., Roberts, K., Swanson, I., & Hankinson, A. (2017). Evidence-Based Survey
Design: The Use of a Midpoint on the Likert Scale. Performance Improvement, 56(10), 15—-23.
doi:10.1002/pfi.21727

Como, R., Hambley, L., & Domene, J. (2021). An Exploration of Work-Life Wellness and
Remote Work During and Beyond COVID-19. Canadian Journal of Career Development, 20(1),

46-56. Retrieved from https://cjcd-rcdc.ceric.ca/index.php/cjcd/article/view/92

Coughlin, S. S. (1990). Recall bias in epidemiologic studies. Journal of Clinical Epidemiology,
43(1), 87-91. doi:10.1016/0895-4356(90)90060-3

Page 57 of 77



Cronin, F. M., Clarke, N., Hendrick, L., Conroy, R., & Brugha, R. (2020). Factors influencing
specialty choice and the effect of recall bias on findings from Irish medical graduates: a cross-
sectional, longitudinal study. BMC Medical Education, 20(1). doi:10.1186/512909-020-02405-

w

CSO (2016) Census of Population 2016 — Profile 6 Commuting in Ireland. Available at:
https://www.cso.ie/en/releasesandpublications/ep/p-cp6ci/p6cii/p6td/ [Accessed 01 August
2021]

CSO (2020) Monthly Unemployment May 2020. Available at:
https://www.cso.ie/en/releasesandpublications/er/mue/monthlyunemploymentmay2020/

[Accessed 25 July 2021]

CSO (2020) Press Statement Employment and Life Effects of COVID-19. Available at:
https://www.cso.ie/en/csolatestnews/pressreleases/2020pressreleases/pressstatementem

ploymentandlifeeffectsofcovid-19/ [Accessed 25 July 2021]

Curzi, Y., Fabbri, T., & Pistoresi, B. (2020). The Stressful Implications of Remote E-Working:
Evidence from Europe. International Journal of Business and Management. 15. 108.

DOI:10.5539/ijbm.v15n7p108.

DBEI - Department of Business, Enterprise and Innovation (2019) ‘Remote Working in Ireland
— Future Jobs 2019’. Available at: https://enterprise.gov.ie/en/Publications/Publication-
files/Remote-Work-in-Ireland.pdf. [Accessed 20 July 2021]

DSP (2021) Unpublished Internal Staff Record.

Page 58 of 77



De Bruin, K., Monaghan, E., & Yakut, A.M. (2020) ‘The Environmental and Economic Impacts
of the COVID-19 Crisis on the Irish Economy: An Application of the I3E Model’, Research Series
Number 106, pp.38, The Economic and Social Research Institute. Doi:

https://doi.org/10.26504/rs106

Del Boca, D., Oggero, N., Profeta, P. & Rossi, M. (2020) ‘Women’s and men’s work, housework
and childcare, before and during COVID-19’. Review of Economics of the Household 18, 1001-
1017 (2020). https://doi.org/10.1007/s11150-020-09502-1

Ergovan, E., Guo, J. & Seitl, V. (2021) ‘Remote work and leadership during the Covid-19
Pandemic : An exploratory study on how remote work is affecting leadership styles and

employee motivation’. Jonkoping University International Business School

Eurofound (2020), Living, working and COVID-19. COVID-19 series, Publications Office of the
European Union, Luxembourg. Available at:
https://www.eurofound.europa.eu/sites/default/files/ef_publication/field_ef document/ef

20059en.pdf [Accessed 25 July 2021]

European Commission (2020) Telework in the EU before and after the COVID-19: where we
were, where we head to. Available at:
https://ec.europa.eu/jrc/sites/jrcsh/files/jrc120945 policy brief -
_covid_and_telework_final.pdf [Accessed 10 January 2021]

Evans, J. R., & Mathur, A. (2005). The value of online surveys. Internet Research, 15(2), 195—
219. d0i:10.1108/10662240510590360

Page 59 of 77



Felstead, A. & Henseke, G. (2017) ‘Assessing the growth of remote working and its
consequences for effort, well-being and work-life balance’, New Technology, Work and

Employment, 32(3), pp. 208

Firoozabadi, A., Uitdewilligen, S., & Zijlstra, F. R. H. (2018). Solving problems or seeing
troubles? A day-level study on the consequences of thinking about work on recovery and well-
being, and the moderating role of self-regulation. European Journal of Work and

Organizational Psychology, 1-13. doi:10.1080/1359432x.2018.1505720

Forbes (2020) Twitter CEO Jack Dorsey Tells Employees They Can Work From Home

‘Forever’—Before You Celebrate, There’s A Catch.

Available at: https://www.forbes.com/sites/jackkelly/2020/05/13/twitter-ceo-jack-dorsey-
tells-employees-they-can-work-from-home-forever-before-you-celebrate-theres-a-

catch/?sh=4351ed172e91 [Accessed 15 July 2021]

Forsa (2020) Public consultation on guidance for remote working: Submission from Férsa to

the Department of Business, Enterprise and Innovation public consultation 7th August 2020.

Available at: https://www.forsa.ie/wp-content/uploads/2020/08/DBEl-consulation-august-

2020.pdf [Accessed 2 January 2021]

Fritz, T. (2021). Mental Health of Remote Working Employees in Europe. Avans School of

International Studies, Hertogenbosch, Netherlands

Gable, G. (1994). Integrating case study and survey research methods: an example in

information systems. European Journal of Information Systems, 3, 112-126.

Page 60 of 77


https://www.forsa.ie/wp-content/uploads/2020/08/DBEI-consulation-august-2020.pdf
https://www.forsa.ie/wp-content/uploads/2020/08/DBEI-consulation-august-2020.pdf

Gold, R. (2019) ‘Remote Work is Sticking Around’, Workforce Solutions Review, October-
December 2019, pp. 25

Gov.ie (2020a) Civil Service Employee Engagement Survey 2020. Available at:
https://www.gov.ie/en/collection/5e7009-civil-service-employee-engagement-survey/

[Accessed 12 August 2021]

Gov.ie (2020b) COVID-19 Revised Intreo Centre Opening Hours. Available at:
https://www.gov.ie/en/publication/3915af-revised-intreo-office-opening-hours/ [Accessed

10 August 2021]

Gov.ie (2020c) Update on payments awarded for COVID-19 Pandemic Unemployment
Payment And Jobseeker Payments. Available at: https://www.gov.ie/en/press-
release/728c73-update-on-payments-awarded-for-covid-19-pandemic-unemployment-

paymen/ [Accessed 10 Jan 2021]

Gov.ie (2021a) Update on Payments Awarded for Covid-19 Pandemic Unemployment
Payment and Enhanced lliness Benefit. Available at: https://www.gov.ie/en/press-
release/987cd-update-on-payments-awarded-for-covid-19-pandemic-unemployment-

payment-and-enhanced-illness-benefit/ [Accessed 19 Jan 2021]

Gov.ie (2021b) A Year in Review — €11.5 billion in Welfare Supports in response to COVID-19
pandemic. Available at: https://www.gov.ie/en/press-release/d4d6f-a-year-in-review-115-

billion-in-welfare-supports-in-response-to-covid-19-pandemic/ [Accessed 09 July 2021]

Page 61 of 77



Gurvich, C., Thomas, N., Thomas, E. H., Hudaib, A.-R., Sood, L., Fabiatos, K., Sutton, K., Isaacs,
A., Arunogiri, S., Sharp, G. & Kulkarni, J. (2020). ‘Coping styles and mental health in response
to societal changes during the COVID-19 pandemic’. International Journal of Social Psychiatry.

doi:10.1177/0020764020961790

Harvard Business Review (2021) 5 Traits of a Successful Hybrid Work Environment.

Available  at:  https://hbr.org/sponsored/2021/07/5-traits-of-a-successful-hybrid-work-

environment [Accessed 08 August 2021]

Harvard Business Review (2021) Designing the Hybrid Office. Available at:
https://hbr.org/2021/03/designing-the-hybrid-office [Accessed 08 August 2021]

Harvard Business Review (2020) ‘How to (Actually) Save Time When You're Working
Remotely’. Harvard Business Review. August 2020. Available at:
https://www.hbs.edu/ris/Publication%20Files/How%20t0%20(Actually)%20Save%20Time_5
307067a-78f0-4693-b466-7bddcflbbf21.pdf [Accessed 12 August 2021]

Harvard Business review (2020) ‘Remote Managers Are Having Trust Issues’. Available at:
https://hbr.org/2020/07/remote-managers-are-having-trust-issues [Accessed 13 August
2021]

Hirotsu, C., Tufik, S., & Andersen, M. L. (2015). Interactions between sleep, stress, and
metabolism: From physiological to pathological conditions. Sleep Science, 8(3), 143-152.

doi:10.1016/j.slsci.2015.09.002

Page 62 of 77



Hjalmsdottir, A. & Bjarnadottir, B. S. (2020) ‘“I have turned into a foreman here at home”:
Families and work-life balance in times of COVID-19 in a gender equality paradise’. Wiley

Online Library. https://doi.org/10.1111/gwa0.12552

Ipsen, C., van Veldhoven, M., Kirchner, K. & Hansen, J.P. (2021) ‘Six Key Advantages and
Disadvantages of Working from Home in Europe during COVID-19’. International Journal of
Environmental Research and Public Health 2021, 18, 1826.
https://doi.org/10.3390/ijerph18041826

Jahrami, H., BaHammam, A. S., Bragazzi, N. L., Saif, Z., Faris, M., & Vitiello, M. V. (2020). Sleep
problems during COVID-19 pandemic by population: a systematic review and meta-analysis.

Journal of Clinical Sleep Medicine. doi:10.5664/jcsm.8930

Klaiber, P., Wen, J. H., DelLongis, A., & Sin, N. L. (2020). The ups and downs of daily life during
COVID-19: Age differences in affect, stress, and positive events. The Journals of Gerontology:

Series B. doi:10.1093/geronb/gbaa096

Kotera, Y., Green, P., Rhodes, C., Williams, A., Chircop, J., Spink, R., Rawson, R., & Okere, U.
(2020) ‘Dealing With Isolation Using Online Morning Huddles for University Lecturers During
Physical Distancing by COVID-19: Field Notes’, International Review of Research in Open and

Distributed Learning. Volume 21, Number 4

Krejcie, R. V., & Morgan, D. W. (1970). Determining Sample Size for Research Activities.
Educational and Psychological Measurement, 30(3), 607-610.
doi:10.1177/001316447003000308

Page 63 of 77



Larson RB. Controlling social desirability bias. International Journal of Market Research. 2019;

61(5):534-547. d0i:10.1177/1470785318805305

Lépez, J., Perez-Rojo, G., Noriega, C., Carretero, I., Velasco, C., Martinez-Huertas, J., Lopez-
Frutos, P. & Galarraga, L. (2020). Psychological well-being among older adults during the
COVID-19 outbreak: A comparative study of the young—old and the old-old adults.
International Psychogeriatrics, 32(11), 1365-1370. doi:10.1017/51041610220000964

Lépez-Bueno, R., Calatayud, J., Casafia, J., Casajus, J. A., Smith, L., Tully, M. A, Andersen, L. L.,
& Lopez-Sanchez, G. F. (2020). COVID-19 confinement and health risk behaviors in Spain.
Frontiers in Psychology 11:1426. doi: 10.3389/fpsyg.2020.01426

Lopez-Leon, S., Forebo, D. A., & Ruiz-Diaz, P. (2020) Recommendations for working from home

during the pandemic (and beyond). Work. 66. 1-5. DOI:10.3233/WOR-203187

Mandolesi, L., Polverino, A., Montuori, S., Foti, F., Ferraioli, G., Sorrentino, P., & Sorrentino,
G. (2018). Effects of Physical Exercise on Cognitive Functioning and Wellbeing: Biological and
Psychological Benefits. Frontiers in Psychology, 9. doi:10.3389/fpsyg.2018.00509

Mas-Machuca, M., Berbegal-Mirabent, J., & Alegre, 1. (2016). Work-life balance and its
relationship with organizational pride and job satisfaction. Journal of Managerial Psychology,

31(2), 586-602. doi:10.1108/jmp-09-2014-0272

Page 64 of 77



McKinsey & Company (2020) How COVID-19 has pushed companies over the technology
tipping point—and transformed business forever. Available at:
https://www.mckinsey.com/business-functions/strategy-and-corporate-finance/our-
insights/how-covid-19-has-pushed-companies-over-the-technology-tipping-point-and-

transformed-business-forever# [Accessed 8 January 2021]

Mohring, K., Naumann, E., Reifenscheid, M., Wenz, A., Rettig, T., Krieger, U., Friedel, S., Finkel,
M., Cornesse, C., & Blom, A.G. (2020) ‘The COVID-19 pandemic and subjective well-being:
longitudinal evidence on satisfaction with work and family’, European Societies, pp. 11

DOI:10.1080/14616696.2020.1833066

Molino, M., Ingusci, E., Signore, F., Manuti, A., Giancaspro, M.L., Russo, V., Zito, M., & Cortese,
C.G. (2020) ‘Wellbeing Costs of Technology Use during Covid-19 Remote Working: An
Investigation Using the Italian Translation of the Technostress Creators Scale’, Sustainability

2020, 12, 5911; doi:10.3390/su12155911

Momeni, A., Pincus, M., & Libien, J. (2017). Cross Tabulation and Categorical Data Analysis.
Introduction to Statistical Methods in Pathology, 93—-120. doi:10.1007/978-3-319-60543-2_5

Morgan, S. E. & Carcioppolo, N. (2014), in Whaley, B. B. (ed.) Research Methods in Health

Communication: Principals and Application. New Yrok: Routledge, pp. 78-96

National Economic and Social Council (2020) How We Value Work: The Impact of Covid-19.
Secretariat Covid-19 - Working Paper Series. Available at:
http://files.nesc.ie/nesc_background_papers/c19-2-how-we-value-work.pdf [Accessed 20

July 2021]

Page 65 of 77



Oakman, J., Kinsman, N., Stuckey, R., Graham, M., & Weale, V. (2020) ‘A rapid review of
mental and physical health effects of working at home: how do we optimise health?’, BMC

Public Health, 20:1825, https://doi.org/10.1186/s12889-020-09875-z

Palumbo, R. (2020) ‘Let me go to the office! An investigation into the side effects of working
from home on work-life balance’, International Journal of Public Sector Management, Vol. 33

No. 6/7, pp. 771-790

Parham, S. & Rauf, M. A. (2020). Covid-19 and Obligatory Remote Working in HEls: An
exploratory study of faculties” work-life balance, well-being and productivity during the
pandemic. International Journal of Economics, Commerce and Management.Vol. VIII, Issue

12, Dec 2020. ISSN 2348 0386

Pears, M., Kola-Palmer, S. & De Azevedo, L.B. (2021) The impact of sitting time and physical
activity on mental health during COVID-19 lockdown. Sport Sciences for Health.
https://doi.org/10.1007/s11332-021-00791-2

Pluut, H., & Wonders, J. (2020) ‘Not Able to Lead a Healthy Life When You Need It the Most:
Dual Role of Lifestyle Behaviors in the Association of Blurred Work-Life Boundaries With Well-

Being’. Frontiers in Psychology 11:607294. doi: 10.3389/fpsyg.2020.607294

Power, E., Hughes, S., Cotter, D., & Cannon, M. (2020). Youth mental health in the time of
COVID-19. Irish Journal of Psychological Medicine, 37(4), 301-305. doi:10.1017/ipm.2020.84

Page 66 of 77



Prasad, KDV., & Mangipudi, M.R. (2021). ‘A General Linear Model Approach: Development Of
Psychological Well-Being, Remote Working, Employee Engagement, Job Satisfaction, Scales,
Data Analysis And Reporting Concerning To Information Technology Sector’. Journal of
Contemporary Issues in Business and Government. 27. 2021. P-ISSN:2204-1990; E-ISSN:1323-
6903

Prasad, K., Vaidya, R.W., & Mangipudi, M.R. (2020) ‘Effect of occupational stress and remote
working on psychological well-being of employees: an empirical analysis during covid-19
pandemic concerning information technology industry in Hyderabad’, Indian Journal of

Commerce & Management Studies, 11(2), DOI: 10.18843/ijcms/v11i2/01.

Putnam, L. L., Myers, K. K., & Gailliard, B. M. (2013). Examining the tensions in workplace
flexibility and exploring options for new directions. Human Relations, 67(4), 413-440.

doi:10.1177/0018726713495704

Rens, E., Smith, P., Nicaise, P., Lorant, V. & Van den Broeck, K. (2021). ‘Mental Distress and Its
Contributing Factors Among Young People During the First Wave of COVID-19: A Belgian
Survey Study’. Front Psychiatry. 2021;12:575553. Published 2021 Jan 28.
doi:10.3389/fpsyt.2021.575553

Rodriguez-Modrofio, P. & Lépez-lgual, P. (2021) Job Quality and Work—Life Balance of
Teleworkers. International Journal of Environmental Research and Public Health 2021, 18,

3239. https://doi.org/10.3390/ijerph18063239

Schade, H.M., Digutsch, J., Kleinsorge, K., & Fan, Y. (2021) Having to Work from Home: Basic
Needs, Well-Being,and Motivation, International Journal of Environmental Research and

Public Health 2021, 18, 5149. https://doi.org/10.3390/ijerph18105149

Page 67 of 77



Sheard, J. (2018). Quantitative data analysis. Research Methods, 429-452. doi:10.1016/b978-
0-08-102220-7.00018-2

Statista (2021) ‘What's your biggest struggle with working remotely?’. Available at:

https://www.statista.com/statistics/1111316/biggest-struggles-to-remote-work/

[Accessed 08 August 2021]

Toniolo-Barrios, M., & Pitt, L. (2021) “Mindfulness and the challenges of working from home
in times of crisis.” Business Horizons Vol. 64,2 (2021): 189-197.
doi:10.1016/j.bushor.2020.09.004

Upadyaya, K., Vartiainen, M., & Salmela-Aro, K. (2016). From job demands and resources to
work engagement, burnout, life satisfaction, depressive symptoms, and occupational health.

Burnout Research, 3(4), 101-108. doi:10.1016/j.burn.2016.10.001

Wang, B., Liu, Y., Qian, J. & Parker, S. (2021). ‘Achieving Effective Remote Working During the
COVID-19 Pandemic: A Work Design Perspective’. Applied Psychology. 70. 16-59.

DOI:10.1111/apps.12290.

Wilson, J. M., Lee, J. & Shook, N. J. (2021) COVID-19 worries and mental health: the
moderating effect of age, Aging & Mental Health, 25:7, 1289-1296, DOI:
10.1080/13607863.2020.1856778

Page 68 of 77



Appendices

Appendix 1 — Summary of Survey and Results

Survey Results
674 Completed Surveys
Confirmation and Consent
1 | agree to participate in this survey and | consent to my survey data being used Percent-
for academic research age
Yes 100%
No - exit survey 0%
) | am a DSP staff member and due to Covid | have Worked From Home / Re- Percent-
mote Worked all or in part since March 2020. age
Yes 100%
No - exit survey 0%
1. Respondent Information
3 Age Percent-
age
18-24 0%
25-34 9%
35-44 24%
45-54 39%
55-64 27%
65+ 1%
4 Gender Percent-
age
Male 28%
Female 71%
Prefer not to say or Prefer to self-describe 1%
5 Marital Status Percent-
age
Single 18%
Cohabiting 11%
Married 63%
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Divorced 4%
Separated 3%
Widowed 1%
. . - Percent-
6 Since Covid | have mostly been living..? -
Alone 11%
With parent(s) 5%
In house/apartment share with others 5%
With spouse or partner 22%
With spouse/partner and children 54%
Single parent with child(ren) 2%
. s P t-
7 How many total people (adults and children) live in your household? e;cgeen
1-2 37%
3-4 46%
5+ 17%
8 How many children in full time education live in your household? Pe;cgznt-
0 52%
1-2 38%
3+ 10%
.. Percent-
9 How many preschoolers live in your household? .
0 89%
1+ 11%
. .. Percent-
10 The location of your dwelling is...? -
Housing estate / apartment complex or similar - nearest neighbour is adjoin- 56%
ing/very close °
Group of close dwellings - nearest neighbour is >100m away 15%
Group of close but spread out dwellings - nearest neighbour is >500m away 18%
Solitary dwelling - nearest neighbour >2km 10%
Remote dwelling - nearest neighbour >5km 1%
11 Do you have local amenities within walking distance i.e. shops, playground, Percent-
places to exercise? age
Yes 74%
No 26%
. . Percent-
12 What would best describe where you live? e
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13

14

15

16

17

City 7%
Suburb 23%
Town 22%
Village 13%
Rural 34%
2. Respondent Work Details
Prior to Covid my work was...? Percent-
age
Customer facing all of the time 8%
Customer facing most of the time 14%
Customer facing half of the time 12%
Mostly not customer facing 19%
Not customer facing at all 47%
Since Covid my work is...? Percent-
age
Customer facing all of the time 1%
Customer facing most of the time 2%
Customer facing half of the time 4%
Mostly not customer facing 15%
Not customer facing at all 77%
Before Covid | worked....? Percent-
age
In the office all of the time with no remote working/WFH 93%
Mostly in the office with some remote working/WFH 7%
Half and half 0%
Mostly remote working/WFH with some office work 0%
Remote working/WFH all of the time 1%
Since Covid | work....? Percent-
age
In the office all of the time with no remote working/WFH 1%
Mostly in the office with some remote working/WFH 14%
Half and half 11%
Mostly remote working/WFH with some office work 28%
Remote working/WFH all of the time 45%
Since Covid the level of interaction between me and my co-workers/manager Percent-
(face to face, phone, video calls, etc.) has...? age
Decreased a lot compared to before Covid 42%
Decreased somewhat compared to before Covid 31%
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18

19

20

21

Stayed the same

14%

Increased somewhat compared to before Covid 8%
Increased a lot compared to before Covid 6%
lam a Percent-
age
TCO 2%
co 26%
SO 0%
EO 26%
AO 1%
HEO 34%
AP 8%
PO or above 2%
Prefer not to say 1%
3. Well-Being
Making time for yourself. What statement most accurately describes you? Pe;cgeent-
| found it a lot easier to make time for myself before Covid 18%
| found it somewhat easier to make time for myself before Covid 15%
| am able to make the same amount of time for myself now as | did before Covid 19%
| find it somewhat easier to make time for myself now than before Covid 28%
| find it a lot easier to make time for myself now than before Covid 21%
Exercise Percent-
age
| used to exercise a lot more before Covid 13%
| used to exercise somewhat more before Covid 20%
| exercise the same amount now as | did before Covid 31%
| exercise somewhat more now than | did before Covid 23%
| exercise a lot more now than | did before Covid 12%
Hobbies or other interests Percent-
age
Since Covid | have had no time to give to my hobbies/interests 9%
Since Covid | have had to reduce the time spent on my hobbies/interests 27%
Covid has not changed the amount of time | spend on my hobbies/interests 34%
Since Covid | have spent somewhat more time on my hobbies/interests 22%
Since Covid | have spent a lot more time on my hobbies/interests 8%
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22

23

24

25

26

Percent-

Sl
eep -
| slept a lot better before Covid 12%
| slept somewhat better before Covid 16%
| sleep the same now as | did before Covid 52%
| sleep a lot better now than before Covid 9%
| sleep somewhat better now than before Covid 11%
. . Percent-
Well-Being and Stress. How have you been affected by Covid? e
| have found Covid to be very stressful and challenging 19%
| have found Covid to be somewhat stressful and challenging 50%
| do not feel my stress levels have been affected positively or negatively by 16%
Covid °
| feel | have been somewhat less stressed since Covid and it has not been very 9%
challenging 0
| feel I have had a lot less stress since Covid and it has not been challenging at all 5%
Sick Leave (not directly related to Covid i.e. not due to having Covid, or issues Percent-
related to vaccination, etc.) age
Since Covid | have needed to avail of sick leave a lot more than usual 2%
Since Covid | have needed to avail of sick leave somewhat more than usual 4%
Since Covid the amount of sick leave | avail of has been unaffected 60%
Since Covid | have needed to avail of sick leave somewhat less than usual 9%
Since Covid | have needed to avail of sick leave a lot less than usual 24%
. . . . . Percent-
Your perception of your own well-being since commencing remote working -
| feel | had a more positive perception of my own well-being when | started re- 2999
mote working than | do now °
| feel my perception of my own well-being has remained unchanged since | 30%
started remote working °
| feel | have a more positive perception of my own well-being now than when | 41%
started remote working °
Not applicable 7%
4. Work/Life Balance
. . . Percent-
Without taking your work commute into account, your average work day... e
...was a lot longer prior to Covid? 14%
...was somewhat longer prior to Covid? 18%
...Is no longer or shorter now than before Covid? 35%
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27

28

29

30

31

32

...is somewhat longer since Covid?

25%

...is a lot longer since Covid? 8%
Before Covid how many hours would you spend commuting for work in an av- Percent-
erage week? age
0to 2 hours 20%
Up to 4 hours 18%
Up to 6 hours 20%
Up to 8 hours 14%
Up to 10 hours 14%
More than 10 Hours 13%
Since Covid how many hours do you spend commuting for work in an average Percent-
week? age
0to 2 hours 80%
Up to 4 hours 12%
Up to 6 hours 4%
Up to 8 hours 1%
Up to 10 hours 1%
More than 10 hours 1%
Since Covid do you find yourself checking emails or working after hours or at Percent-
weekends? age
Yes 43%
No 57%
Do you find it difficult to take breaks from work while working remotely/WFH Pe:;eent-
Yes 60%
No 40%
"When working remotely I find it difficult to 'turn off' at the end of the work- Percent-
ing day". age
Strongly Agree 14%
Agree Somewhat 32%
Neither Agree or Disagree 16%
Disagree Somewhat 15%
Strongly Disagree 24%
Social Family Time Percent-
age
It is a lot easier to make social time for family now than before Covid 19%
It is no easier or more difficult to make social time for family since Covid 24%
It is somewhat easier to make social time for family now than before Covid 25%
It was a lot easier to make social time for family before Covid 20%
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It was somewhat easier to make social time for family before Covid

13%

. . . . Percent-
33 Social Time with Friends
age
It was a lot easier to make social time for friends before Covid 50%
It was somewhat easier to make social time for friends before Covid 16%
It is no easier or more difficult to make social time for friends since Covid 18%
It is somewhat easier to make social time for friends now than before Covid 10%
It is a lot easier to make social time for friends now than before Covid 7%
A . Percent-
34 Social Time with Co-workers
age
It was a lot easier to make social time for co-workers before Covid 65%
It was somewhat easier to make social time for co-workers before Covid 15%
It is no easier or more difficult to make social time for co-workers since Covid 17%
It is somewhat easier to make social time for co-workers now than before Covid 1%
It is a lot easier to make social time for co-workers now than before Covid 2%
. Percent-
35 Taking Annual Leave.
age
| felt able to avail of Annual Leave a lot more before Covid 19%
| felt able to avail of Annual Leave somewhat more before Covid 14%
There has been no change in how | avail of Annual Leave since Covid 62%
| feel able to avail of Annual Leave somewhat more since Covid 4%
| feel able to avail of Annual Leave a lot more since Covid 2%
. . . Percent-
36 Covid, Remote Working & Work-Life Balance e
Since Covid my work-life balance has been better mainly due to remote working 56%
Since Covid my work-life balance has been better but not just due to remote 15%
working °
Since Covid my work-life balance has been worse mainly due to remote working 9%
Since Covid my work-life balance has been worse but not just due to remote 10%
working ?
Since Covid my work-life balance is unchanged 10%
. . . . . Percent-
37 | Your perception of your work-life balance since commencing remote working e
| feel | had a better work-life balance when | started remote working than | do 219%
0

now
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38

39

40

41

42

| feel my work-life balance has remained unchanged since | started remote

. 22%
working
| feel | have a better work-life balance now than when | started remote working 51%
Not applicable 6%
5. Work Motivation
. . Percent-
Your motivation regarding your work .
| felt a lot more motivated about work prior to Covid 14%
| felt somewhat more motivated about work prior to Covid 11%
My motivation regarding work has been unchanged since Covid 55%
| feel somewhat more motivated about work since Covid 13%
| feel a lot more motivated about work since Covid 7%
P t-
Work Engagement ercen
age
| felt engaged in my work a lot more prior to Covid 15%
| felt engaged in my work somewhat more prior to Covid 11%
| feel my level of engagement is unchanged since Covid 50%
| feel somewhat more engaged in my work since Covid 16%
| feel a lot more engaged in my work since Covid 9%
P 5
Your Workload ercent
age
| feel my workload was a lot more manageable prior to Covid 17%
| feel my workload was somewhat more manageable prior to Covid 20%
| feel my workload is no more or less manageable since Covid 45%
| feel my workload is somewhat more manageable since Covid 14%
| feel my workload is a lot more manageable since Covid 4%
The work | do is/was seen and acknowledged by my co-workers and manage- Percent-
ment.... age
A lot more prior to Covid? 13%
Somewhat more prior to Covid? 13%
To the same level as before Covid? 56%
Somewhat more since Covid? 12%
A lot more since Covid? 5%
. A . . . Percent-
Your perception of your level of motivation since commencing remote working -
| feel | was more motivated when | started remote working than | am now 19%
| feel my motivation has remained unchanged since | started remote working 58%
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| feel | am more motivated now than when | started remote working

19%

100% office based work

Not applicable 5%
6. Final Views
43 What has been the most positive aspect to remote working for you? Pe:;eent-
Commute 51%
Work life /Family time 34%
Better managed work time / More productive / flexibility / workflow 20%
Less distractions bad side of office 12%
Health / Stress improvement / Happier 7%
Costs (child minding, lunch, fuel) 7%
Home comforts / activities 6%
More manageable / workload? 5%
Safety / Covid? 4%
Child minding 3%
Autonomy 3%
Nothing 3%
Online Services (training / meetings) — travel for meetings / online work pro- 29%
cesses
Environmental 0%
a4 What has been the most negative aspect to remote working for you? Pe::geent-
Lack of Interaction with colleagues 43%
Increased Workload / Longer Day / Breaks 15%
Work Logistics in new working environment 14%
Nothing 12%
Technical / Equipment related issues 11%
Isolation / Loneliness / Disconnect 11%
Support levels — Management / Training / Organisation 8%
Communication Issues 5%
Extra pressure regarding work visibility 5%
Other Covid-19 related issues 4%
Health / Diet / Activity Level issues 4%
Interaction with DSP Clients 1%
45 Given the choice how would you like to work in the future? Pe;cgznt-
100% remote working/WFH 19%
Mostly remote working/WFH with some office based work 36%
50% remote working/WFH and 50% office based 29%
Mostly office based with some remote working/WFH 14%
1%
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