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Abstract

Globalisation, changing demographics and continuous development in technology are
changing the nature of work today. New forms of working knowfteaible working practices

are more common and evident in many organisations. A flexible working arrangement termed
Aremote workingo is increasing in organisat:.
location other than the office environment.idistudy examines remote working and, in

particular, how this practice influences the weding of remote workers.

Research in relation to remote working and employeelvestlg is scarce. A previous study

on remote working and welleing studied self enhpyed and individuals in administrative
roles. Furthermore, Crawford et al (2011), highlighted a gap in research with respect to remote
working and its influence on employee wiéing. Accordingly, this study aims to address this
gap by investigating rent® working and the influence it has on employee Wwelhg on
practitioners within the recruitment sector. In particular, the study aims to investigate the social,
psychological and physical wdlleing of remote workers.

A qualitative approach was carriedt through the use of sessiiructured interviewsleven
participants were interviewed, ranging across-tiolle, parttime and flexitime remote
workers, all of whom were active professionals in the recruitment sector-sestured
interviews were enlpyed as these allowed the researcher to explore the phenomenon in detalil
and obtain the opinions and experiences of remote workers in relation to theleingll
Interviews were recorded using a dictaphone and thereafter trans@itieedatic analysis as
employed to analyse the datdhich facilitated subsequent coding and collation into 5 common

themes.

Conclusions were drawn which outlined that remote working had a positive influence on
overall weltbeing. However, it is equally evident from the fings that the social welleing
of remote workers was negatively influenced due to isolafidmitation of the study may be

the sample size, in terms of the number and category of participants.
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Chapter 1. Introduction

1.1 Introduction

The aim of this study is to explore how remote working has influenced théeed of remote
workers within therecruitment sector. The purpose of this chapter is to provide an
understanding of the background and focus of this research. The research aims and objectives
will be outlined together with the research approach adopted to conduct this study, while
including ethical considerations. The structure of the study will be outlined along with a
summary of each chapter.

1.2 Research Context

Myerson et al (2010), highlights changes in qualifications of the labour force, designs of
workplaces, forms of working and tewlogy which have contributed to the changing nature

of work today. New forms of working such as flexible and remote working have experienced
growth, and allow work to be undertaken in multiple locations as a result of technological

advancements.

The resarch focuses on the flexible working practice known as remote working which has
sparked contentious debate amongst academics and the workforce today. Remote working is a
form of flexible work arrangement that has grown dramatically in recent years due to
developments in ICT, workforce demographics and changes in the nature of work. Remote
working is defined as working agreement that allows individuals to carry out their work
obligations from another location by utilising internet access and technolegyimunicate

with the organisatiofMadlock, 2018).

Remote workers are defined as individuals who work at a location other than the office
environment (Crawford et al, 2011Felstead & Henseke (2017), argue that the rise of the
knowledge economy, demandrfflexible working and changes in the demographic of the
workforce have contributed to growth in remote workithile previous research has been
conducted on remote working in relation to productivity and job effectiveness, there are a
number of gaps ithe literature highlighting the requirement for research on theheellg of

remote workers.
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1.3 Research Aim

The primary aim of this study is to determine how remote working influences théeusdj

of remote workers in relation to psychological, physical and socialbeail.

The focus of this research is to investigate how remote working influences renmkézsno
relation to each of these aspects of voeling. There exists a scarcity of research on the impact
of remote working on employee w4ddeing, amongst other measures. Accordingly, this study

seeks to address identified gaps in the literature.

1.4 Research Question

AHow does remote wodhkimg iofflreemonte twhe kwe IslI? ¢

1.5 Research Objectives

- To explore how remote working influences gueial weltbeingof remote workers
- To investigate how remote working influences tipsiychological welbeing
- Toinvestigate how remote working influences tipdiysical wellbeing.

- To investigate how remote workers manage their vifekboundaries.

1.6 Research Design

In order to address this study a qualitative research paradigiekaschosen in order to
explore the influence remote working has on thesweihg of remote workers. This approach
allows the researcher to explain, explore and understand the phenomenon of remote working
and the experiences of remote workers in théeodrof their wellbeing. The study focused on
remote working within the recruitment sector. A snowball approach was used, and the sample
chosen for the study is a mix of individuals in ftithe remote, pasime remote, and flexible
remote working. Duect remote working being a new phenomenon in a relatively small
industry, the researcher experienced some difficulty identifyinetifak remote workers for

this study. The data was obtained by interviewing eleven participants who were all recruiters
within the recruitment sector. The data was then analysed by employing thematic analysis
which involved coding and categorising the data into five themes to answer the research

guestions and objectives.
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1.7 Research Ethics

Ethical considerations were takeriaraccount at all stages of this study in relation to data

obtained, privacy and confidentiality. As interviews were the selected method of data

gathering, the researcher sought to ensikearticipants were informed that this was a

voluntary process anthat they were free to terminate the interview at any stage. Each

participant was required to sign a consent form prior to interview.

1.8 Outline of the Study

The study aimed to investigate remote worker \Welhg in the recruitment sector.

Chapter 1:

Chapter 2:

Chapter 3:

Chapter 4:

Chapter 5:

Chapter 6:

This section outlines the framework for this research including the
background and rationale of the study. Aims and objectives are

established with the chosen research method and ethical considerations

This chapter forms the basis of the studithwan examination of
previous research and studies in this area. Gaps in the literature are also
highlighted.

The research questionines and objectives will be outlined in this

chapter. An explanation of each research objective will be indlude

This chapter outlinethe research method chosen to conduct this study.
This includes the research design, sample, sampling method, data
collection, data analysis, limitations of the chosen research method and

ethical considerations.

The findings from the study are identified and categorised into five
themes. Each theme is analysed with quotations from the qualitative

semistructured interviews.

This chapter examines tfiadings identified in this study in relation to
previous literature and with reference to the literature review.

Limitations of the study are also outlined.

14



Chapter 7: This chapter offers a summary of the research findings.
Recommendations are made whimay be useful to employers along
with future research recommendations. Lastly, a personal learning

statement and implications of the findings are included.

1.9 Conclusion

This chapter has reviewed the rationale for this study, along with the reseaslarad

objectives.

The research design was outlined which included the chosen approach, the sample, data

collection method and how the data will be analysed.

Ethical considerations were also outlined as privacy and confidentiality must be ensured at all

stages of the research.

Lastly each chapter of this study was outlined.
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Chapter 2. Literature Review

2.1 Introduction:

The aim of this chapter is to provide a comprehensive review of the research that has previously
been conducted by academics in the area of flexible, remote working andewegil The
following literature examines the development of flexible working waitfocus on remote

forms of working and previous studies in relation to how remote working effects employee

well-being.

In order to achieve the purpose of this study, it was important to evaluate, examine and critique
previous research and highlight gapghis area. This chapter will offer an understanding of

remote working along with an examination of employee-weihg in the workplace.

2.2 The Changing Nature of Work

Globalisation, developments in technology, increased competition and diverse generations are
contributing to changes in the workplace todAyit & Sarma, 2018) Further changes are
evident in demographics of the organisation due to diverse attitudes and values, the working
environment and culture of organisations (Cole et al, 2014; Wilkinson et al, 2017). Rubery
(2015), highlights four significant changes eviden the workplace today such as

flexibilisation, feminisation, fragmentation and financialisaton.

Flexibilisation explores changes in the way individuals work in the relation to the type of
employment contract and hours of w@Rubery, 2015) Feminisation describes the changes

in the labour market in relation to demographics of an organisation such as the growth of
women entering the workfor¢Rubery, 2015)Changes to the conventional work eowiment

such as the traditional office space have been replaced by a modernised environment in which

work can be undertaken in a variety of venues due to developments in ICT (Cole et al, 2014).

Developments in technology is a primary driver of changet, laasi influenced the pace and
nature of work and has placed pressure on organisations to react to competitors while keeping
up to date with technological changes (Wilkinson et al, 2017). Comparable with this, Harris
(2015), highlights that there is a sificant focus on flexibility, welbeing, technological
changes and working styles in organisations today which contribute to the changing nature of

work. There has been rapid development in information and communication technology (ICT),
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which is contribuing to changes relating to forms of work, and times of work (Cole et al, 2014;
Blok et al, 2012).

Technological development and economic changes are causing organisations to become agile,
enhance connectivity and adjust rapidly to unpredictable marketgebéHarris, 2015)
Developments in smartphones, laptops, the internet and other digital devises are allowing
individuals to stay connected twenty four seven where ever they may be (Amit & Sarma, 2018;
Myerson et al, 2010).

These changes are influencing many aspects of human resource management such as, for
example, recruitment and retention strategies (Idris, 2014; Vaiman et al, 2012). In order to
attract and retain staff many organisations are implementing new work praetiogaised as

flexible working arrangements (CIPD, 2019; Berkery et al, 2017; OMeamnke et al, 2018).

2.3 Development of Flexible Working

Taylor (2014), reports that the flexible firm model was first proposed in 1984 by Atkinson,
who had suggestedaha flexible firm was comprised of three groups of employees; core
workers, peripheral workers and workers who were employed on subcontracted terms.
Moreover, the flexible firm model was primarily concerned with organisational effectiveness

and reducing @sts (Atkinson, 1984).

Flexible working has grown due to an increase in competition for high talent and developments
in information and communication technology (ICT) (Wilkinson et al, 2017). Similarly, Choi
(2018), highlights thahe increased competitn amongst companies for high talent has placed
pressure on employers to adopt flexible work practices in order to retain staff and enhance
organisational performanddowever, by contrast, Idris (2014), contends that flexible working
has grown due enhargtenterests in worlife balance, and the increased participation of

women entering the workforce.

2.4 Defining Flexible Work

The definition of flexible working is a challenging concept as multiple researchers define the
term in contrasting ways. Accand) to de Menezes and Kelliher (2011), flexible work

arrangements are work schedules that are different to normal working hours. Similarly

Ciarniene and Vienazindiene (2018), describe flexible working as arrangements that include
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variations in relation tdime, location or tasks of worlAlthough flexible working can be
defined in various ways all researchers such as Berkery et al (2017), de Menezes and Kelliher
(2011), Radcliffe and Cassell (2015), and Ciarniene and Vienazin(#6a8), all agree that

this form of work is growing rapidly due to changes in technology, environment, increased

competition and globalisation.

According to CIPD (2018), flexible working can offer many benefits such as cost reduction,
improved satisfactio and reduced staff turnover. Consistent with this, other research indicates
that flexible working practices impact positively on attitudes of employees (Gajendran &
Harrison, 2007). According to CIPD (2019), offering flexible work arrangements is of high
importance for the attraction and retention of high talent. However although these studies have
examined flexible working in relation to attitudes and performance they have not examined
individual performance or a specific type of flexible work which miagent a gap in research

(de Menezes & Kelliher, 2017)ypes of flexible working as highlighted by de Menezes and
Kelliher (2017), include formal arrangements
informal arrangemds that may develop following discussion between employer and
employee. Informal arrangements will include flexibility of working hours or remote working
(de Menezes & Kelliher, 20179Dther forms of flexible arrangements indduparttime work,

job sharing, flextime and compressed working weeks (Berkery et al, 2017; Wilkinson et al,
2017).

2.5 Remote Working

Remote working can be described via multiple terms todaguch as teleworking,
telecommuting, remote working, working from home and agile wor@rgnt, et al., 2019)

The quest for an established wevlitle definition of renate working has triggered debate and
conflict (Grant et al, 2013). Similarly, Allen, Golden & Shockley (2015), argue that the absence
of a universal definition of remote working has impeded the understanding of this form of work
as results of many studiase often divergent. Remote working is defined by Chiru (2017), as
performing work activities at home or at a location other than the workplace by means of
technology. Again, Madlock (2018), describes the practice as a working agreement that allows
individuals to carry out their work obligations from another location by utilising internet access
and technology to communicate with the organisation. By contrast, however, Wheatley (2012),
describes remote working as paid work outside the normal place of wdrkas at home, or

actively on the move via ICT. Individuals who work remotely at a location other than an office
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base are known as remote or mobile workers (Crawford et al, 2011; Kelliher & Anderson,
2010; Keeling et al, 2015)ccording to Hayman (2010%e majority of previous research has
examined the broad concept of flexible working where as remote working has not been studied
in the same detail.

Remote working is an emerging trend worldwide today and is increasing in many firms due to
developmentsi ICT (Morgan, 2004; Eddleston & Mulki, 2017). According to Hunter (2019),
remote working is driven by both technological changes, social trends and cultural changes.
Comparable with this, Gratton (2010), highlights five forces contributing to remotengorki
today such as demographic changes, globalisation, developments in technology, societal trends

and emphasis on leearbon developments.

Developments in technology has allowed work tasks to be performed at any time or place to
assist flexible work praates such as remote workif@rant, et al., 2013)Comparable with

this both Choi (2018), and Grant et al (2013), highlight that enhanced technology has offered
opportunities to work from various settings. Technology has tramsfb the association
between work and home as the conventional movement of employees from home to the
workplace is upturnedGiovanis, 2018) However, Watson (2017), argues that enhanced
technology may give rise to robots whialil reduce the volume of careers offered to the

human workforce in future years.

It is evident that the utilisation of remote working has increased as according to CIPD (2019),
60% of organisations in Ireland are now offering remote working optionpradétt this will
increase to 70% by 2020. A study by IDA Ireland (2018), estimates that there are some 216,000
people working remotely in Ireland today. Comparable with this, Melte&Abreue Silva

(2017), state that remote working will continue to iase in the future due to variations in
attitudes and values of individuals as well as the rapid advancement in ICT. Recent studies on
remote working suggest that remote workers are becoming more established today with
evidence in the US revealing an ingedrom 39% to 43% of remote workers in the American
workforce(Chekwa, 2018)However in contrast, previous debate already exists in relation to
remote working as evident in Yahoo where CEO Marissa Mayer banned all empliypees
engaging in remote working as it was perceived to be harming innovation in the company
(Allen et al, 2015; Pathak et al, 2015). Furthermore, Radcliffe & Cassell (2015), argue that
traditional gender norms still exist in relation to remote workingcd as women are more

aware of such practices as well as females being more likely to take on additional labour such
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as childcare responsibilities. Comparable with this, Allen et al (2015), highlight that females
may be more inclined to balance househatdl childcare responsibilities when remote
working. Research also suggests women are more likely to engage in remote working then men
(Allen et al, 2015; Radcliffe & Cassell, 2015).

2.6 Benefits of Remote Working

There appear to be multiple benefits of remote working to both employees and employers.

In a report by Beauregard et al (2013), satisfaction and commitment levels were discovered to
be higher in remote workers than office workers. Other benefits of remmsteng include
enhanced autonomy and flexibility for remote workers in relation to work tasks and schedules
(Crawford et al, 2011; Beauregard et al, 2013; Wheatley, 2012; Grant et al, 2013). Remote
workers enjoy superior flexibility in their work duegortable communications and technology
(Keeling, et al., 2015)Similarly, Vega et al (2015), suggest there is a lack of physical
monitoring of remote employees in comparison to employees in an office setting which may
imply greater autonomy for remote workers. However Putnam et al (2014), argue that enhanced
autonomy may r eownlttr oil n plaawtdoxdmwhi ch can res

intensely.

Crawford et al (2011) highlight that remote working offers many adgmstto an organisation

such as enhanced productivity and lower absenteeism. Comparable with this Allen et al (2015),
Hunter, (2019), and Baard & Thomas, (2010), highlight that remote working has a positive
impact on performance of an organisation. Marsgeagchers have examined remote working

to have a positive impact on productivity (Torten et al, 2016; Bhalla, 2016). This is also evident
in a recent study in the UK by CIPD (2019), which revealed that 51% of remote workers felt
more productive performinthis form of work. However, Madsen (2011), argues that it is
difficult to measure productivity of remote workers due to variations in the work environment,

family situations or quantity of telework.

Remote working offers benefits to employers such as reduced costs in relation to office space
and running costs of the workplace (Choi, 2018; Felstead & Henseke, 2017; Meldlgreu

e Silva, 2017; Grant et al, 2019; CIPD, 2018; Giovanis, 2018). This démork offers a
competitive advantage to organisations as it allows a company to employ individuals
throughout various time zones as well as providing HR managers with flexibility to acquire
high talent all over the world (Offstein et al, 2010). Comblaravith this Elshaiekh et al

(2018), state that remote work can attract talent abroad which can drive a company and enhance
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financial position. Similarly Lozowski (2016), highlights that remote working practices enable
organisations to recruit and retaiigh talented employees globally. It is clear that remote
working is therefore a significant recruitment and retention tool in many companies (Madsen,
2011).

An additional, important benefit is that of reduced pollution and environmentally friendly
practces due to less commuting (Elshaiekh et al, 2018; Chiru, 2017). Narayanan et al, (2017)
and Melo &de Abreue Silva, (2017), support this perspective, and also refer to decreased
traffic congestion. Again, Beauregard et al (2013), specifically refer tmtesmvorking
practices as assisting in the support of a reduction in carbon emissions.

Remote working enables stability of an organisation during unforeseeable and emergency
circumstances (Cha & Cha, 2014; Donnelly & Prodbomson, 2015; Lozowski, 2016).
Similarly, Greer & Payne (2014), suggest remote working may even prevent company closure

during weather events or other unforeseen conditions, as well as avoidance of flu viruses.

2.7 Challenges of Remote Working

However, numerous debates and argumeamfienge this form of working, which is triggering
debate. Dowling (2012), contends that a risk associated with remote working is the threat to IT
security when performing work at another location. Other researchers argue that access to
resources such aglvanced technology is a major challenge associated with remote working
(Crawford et al, 2011; Donnelly & Proctdhomson, 2014).

A major challenge for both employees and employers associated with remote working is
effective communication (Lozowski, 2016mith et al, 2018)Similarly, Morganson et al
(2010), highlight that communication is limited due to an absence of a personal and verbal
interface between remote employees and their colleagues and managers. Communication
methods such as email are poor moels for transmitting emotions and signals in contrast to
video tools which are more powerful for effective communicaijdten, et al., 2015)
Similarly, Avis (2018), suggests virtual meetings may enhance communication s&d ea
feelings of loneliness. However Smith et al (2018), highlight that various communication
channels are more suited to different types of personalities of remote workers. Klopotek (2017),
argues that communication between remote and office workers mafyelove as various
communication tools such as Google docs allow individuals to work on the same document

simultaneously, which may support more effective probsetaing.
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Previous research indicates that remote working may increase family conflicteas th
environment may be challenging if the individual has greater responsibility, and if children

need to be directly supervised (Solis, 2017; Varatharaj and Vasantha, 2012).

A major challenge for employers is in relation to performance measurement of veonktes,

as they are not visibly present in the workplace (Klopotek, 2017; Crawford et al, 2011,
Elshaiekh et al, 2018). Similarly, Beauregard et al (2013), articulates the same perspective in
managing performance of remote employees in comparison togmgnperformance of
office-based employees. In the same manner, Eddleston & Mulki (2017), highlights that
managing remote workers is the main challenge associated with remote working. However,
Offstein et al (2010), argue that managers must focus ongdestead of attempting to

virtually monitor or micromanage employees.

Trust, therefore, appears to be a key issue between managers and remote workers. Regardless
of many studies reporting that remote workers experience higher productivity levels, managers
nonetheless retain a view that being present in the workplace irsdoeaiteg) productiveAvis,

2018) In support, Beauregard et al (2013), highlights that a major barrier to remote working is

due to management trust in employees, and the perception that being visible implies being
productive. Shs (2017), argues that if managers do not have trust in their remote employees

this may impact negatively on performance. A recent study of teleworking in Ireland revealed
that 69% of individuals obtain a pewtcaeption

management culture oriented to employee visibi{onovan & Wright, 2013)

2.8 Remote Working and WeHlBeing

While employee welbeing is a term that easily recognised, it remains the subject of debate by
many stiolars due to an absence of an accurate definition (Zheng et al, 2015; Simone, 2014;
Sandilya & Shahnawaz, 2018). Wéllei ng at work is defined as
performance and experiences in the workpl@zarinarayan2016) Well-being can also be

defined as the way in which individuals assess themselves, and incorporates aspects such as
satisfaction, anxiety, emotions which may be affected by the work environment and its
practices(Shier & Graham, 2010)By contrast, wetbeing at work is conceptualised as the
absence of stress and negative symptitagemi, 2017) E-Wellkb ei ngo i nvol ves t
how remote workers control their health and vizgling while working remotelyGrant, et al.,

2013)
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2.9 Aspects of WelBeing

Employee welbeing is comprised of three main elements: physical, social and psychological
well-being (Robertson & Cooper, 2011; Badrinarayan, 2016; {G@€x7; Khoreva &
Wechtler, 2018)Earlier definitions of weklbeing focused on physical factors of an individual

in contrast to recent explanations that combine physical, emotional, mental and social factors
(Simone, 2014)Psychological welbeing (PWB), refers to personal experiences and the
ability to function in the workplacéKhoreva & Wechtler, 2018)There are two main aspects

of PWB which are eudaimonic and hedonic wading (Robertson &ooper, 2011; Yadav et

al, 2014; DagenaiBesmarais & Savoie, 2011). The eudaimonic approach examines well
being in relation to meaning, seltceptance and the optimum level of functioning (Hoffraann
Burdzi EGska & Rut kowska, 2 6ldweverthe bedanic dapgraach & Co
considers welbeing in relation to happiness and life satisfactipagenaisDesmarais &
Savoie, 2011)One of the first models developed to assess psychologicab&istj is a six
dimension modeproposed by Ryffs including se#ficceptance, personal growth, purpose in
life, positive relations with others, environment mastery, and autonomy (Robertson & Cooper,
2011; Zheng et al, 2015; Sarotarlzek et al, 2015). By contrast, however, Ddjesaiaais

& Savoie (2012), examine psychological weding through five elements such as personal

fitness at work, succeeding at work, competence, involvement and recognition.

Previous studies have examined the impact of flexible working onbe#lh in relabn to
office based employedblayman, 2010)However there remains a gap in research in relation
to the influence of remote working on the wledling of remotely based employees (Grant et
al, 2013).

Physical wellbeing refer¢o health and physical functioning at work such as exercise and sleep

and also safety such as equipment and workplace environment (CIPD, 2019; Khoreva &
Wechtler, 2018). However, according to Khoreva & Wechtler (2018), future studies on
employee physicakell-being may include elements such as increase in work load and stress.
Lastly, social welbeing involves having a supportive and meaningful workplace network with
interactions and lonterm relationshipgSimone, 2014)Sogal well-being is defined by CIPD
(2019) , as 0empl oyee voiced such as commur
relationships with cavorkers and managers. Khoreva & Wechtler (2018), also suggest future
research on social wdlleing to examine interactis between employees and colleagues as

well as organisational support. Social, psychological and physicalbeiely are also
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highlighted in Masl owbés Hierarchy of Basi c H
& Gao, 2013). Maslow outlines physicateds such as sleep and safety, psychological needs

such as esteem and satftualisation, as well as social needs such as feelings of belongingness

and relationshipgTaormina & Gao, 2013Accordingly, individuals pursue thebasic human

needs every day (Cole et al, 2014).

Research suggests factors that may influencelvegtlg are workife balance, stress, workload

and job satisfaction (Hayman, 2010). Similarly, Yadav et al (2014), proposes issues that may
influence emploge weltbeing such as organisational support, wifekbalance, workaholism

and job security.

2.10 Models of WeHBeing

According to Robertson & Cooper (2011), the ASSET model may be used to measure
workplace weHlbeing. The ASSET model demonstrates how certain workplace features such
as communications, relationships, resources, workload, job conditions and autonomy may
infffuence an i ndi vi d-beng @Rebergson & Coopel, B0JHAEEINnenw e | |
& Michaelson, 2014). The literature suggests this model of-lmatig is influenced by both
internal and external factors in the workplace, and considers both hedoneudaichonic
components of welbeing (Sandilya & Shahnawaz, 2018Jhis model employs a scale to
measure psychological wdlkeing ranging from-b with the result being the average point on

the scalg¢Robertson & Cooper, 2011)However, a critical analysis of this model is that it is a
broad ranging model, and the questionnaire for assessing workpladeemellis not easily
accessibl¢Sandilya & Shahnawaz, 2018 cortrast, Robertson & Cooper (2011), argue that
this model is the most representative model of obtaining data concerning psychological well

being at work.

Another framework for assessing components of-tveilhg in the workplace is examined by
Simone (2014)adapted from Danna & Griffin (1999). This framework examines factors
related to welbeing in the workplace and implies that wedling is affected by three primary
issues; the work setting, personality traits and occupational $¢8&sene, 2014)The work
setting includes health and safety hazards and other risks which may influenteingll

negatively, or if they are eliminated may influence viing positively(Simone, 2014)
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Risk in the work environment of remote workers is a major health and safety c@ideana
& Griffin, 1999). Comparable with thif)onnelly & ProctorThomson (2014), argue that data

security, together with health and safetg arajor concerns for remote employees.

Personality traits such as Type A with a o01lo
well-being at work as well as occupational stréSsmone, 2014) Frequent causes of
occupational stress include intense workload, job insecurity, relationships at work, role
ambiguity and lack of recognition and promotion prospg@dtthammad Mosadeghrad, 2014)

In contrast to the ASSET model, this framework alghlights consequences of workplace
well-being for both individuals and the organisation itself. Individual outcomes may be
physical, psychological and behavioural factors whereas consequences for the organisation

may include absenteeism, financial costd productivity(Danna & Griffin, 1999)

An additional model of evaluating weldleing in the workplace is proposed by the CIPD (2019),
which suggests the five key areas of wading. These include firstly heaklsuch as phsical

and mental and physical safety of individuals at work (CIPD, 2019). The second area is
concerned with issues related to work such as management, the work environment, autonomy,
pay and recognition (CIPD, 2019). Other aspects include values aniplassuch as ethical
morals and social aspects such as employee voice and relationships (CIPD, 2019). Lastly, the
fifth domain is concerned with individual growth such as career advancement, learning and

innovation.

Finally, a further model recognised as the JDR model has been utilised to evaluate employee
well-being in relation to flexible working arrangeme(Ksttenbach, et al., 2010yhis model
has been employed by many researcheexamine the effects of job resources and demands

on employee welbeing at work (Kattenbach et al, 2010; Marieke Van & De Jong, 2014).

This model proposes that job demands of a physical and mental nature may cause stress and
pressure, while job resourcemy be positive and act as motivators (Kattenbach et al, 2010;
Marieke Van & De Jong, 2014; Peters et al, 2014). To examine the effects of job demands and
resources, the model suggests two practices such as the health impairment process and the

motivatioral process (Marieke Van & De Jong, 2014; Peters et al, 2014).

In their study of flexible working times and wdlking, Kattenbach et al (2010), employed the
JDR model to their study and classified two approaches into demands such as time restrictions

andresources into time autonomy. Previous research utilising the JDR model in relation to
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remote working concluded that employees who worked from home one day per week obtained
higher work flow in contrast to their colleagu@®eterset al., 2014) Furthermore, Marieke

Van & De Jong (2014), concluded in their study that job demands such as insecurity and
pressure had a negative impact on seeling in contrast to job resources such as autonomy

and social support to impact positiven wellbeing

2.11 Previous Studies on Remote Working and WeBeing

Employee welbeing is of increasing importance today due to the increasing number of
employees working remotely, and which raises concerns for the boundary between work and
nontwork life (Hayman, 2010)According to Simone (2B4), employee welbeing is a vital

i ssue as an employeebs personal experiences
positive and negative wayRecent research suggests flexible forms of work may present
challenges to employees and can inhibipkryee wellbeing(Hoeven & Van Zoonen, 2015)

Similarly, Guest (2017), argues changes in ICT can lead to overworking and result in intrusion

between home and work life.

2.11.1 Challenges:

Many researchers suggest Hmindaries between working life and Aeork life have become
progressively blurred due to flexible work (Wepfer et al, 2018; Hislop et al, 2015; Grant et al,
2013; Shier & Graham, 2010). Comparable with this, Wheatley (2012), argues that remote
working dminishes the established boundary between work and home life. Indeed, recent
research by CIPD (2018), revealed that 87% of remote workers indicated that technology
affected an individual éobworkibgihduis tSiynilatlypFesbeadnvi t ¢ h
& Henseke (2017), highlight thagmote working is linked to a strong inability of individuals

to 6switch off 6 from t helbeing. Theredppeawrdto behgamiay af
the research which points to a need for assessing howeenwkers manage woile
boundaries and the eff e ¢Bddlestanf&Mbllg,201Y) unabl e t

Research suggests that, while remote workers may be more productive, they may be working
longer hours (Grant etl, 2019; Avis, 2018). There may be an argument that spare time may
be spent working instead of recreation (Wheatley 2012; Klopotek, 2017). Indeed, Avis (2018),
contends a potential danger exists that remote employees may work longer hours than office

basd empl oyees, and as a-whehaffettedemeayap welleang.i n o pr
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However, other researchers argue that being situated in a different venue may facilitate working
longer hours due to reduced distractions (Kelliher & Anderson,;204d@a et al, 2015).

Numerous researchers suggest that remote working impacts negatively on emplopeawyell

due to social isolation issues (Crawford et al, 2011; Allen et al, 2015; Avis, 2018; Eddleston &
Mulki, 2017). Remote working may cause relatghip concerns with colleagues and managers

due to lack of face to face interaction (Maruyama & Tietze, 2012; Crawford et al, 2011).
Comparable with this, Chekwa (2018), argues that remote employees may be easily disengaged
due to lack of face to face commcation and this may influence the wis#ling of individuals.
Research has argued that a lack of face to face communication can effect innovation and
knowledge transfer among workers (Allen et al, 2015; Baard & Thomas, 2010). In a study by
Greer & Payng2014), 181 supervisors of remote workers reported a lack of face to face
communication was the most widespread challenge. Comparable with this, the primary reason
for eliminating remote working practices from Yahoo was due to the major impact it had on
innovation which remained essential to the success of the bugkPabmk, et al., 2015)
Further challenges with communication may be experienced if employees are working across
various time zones which may also affect the
Felstead & Henseke, 2017).

By contrast, other researchers suggestrérabte employees benefit from reduced distractions
when working at home compared to working in the office environment (Wheatley, 2012;
Madsen, 2011). Remote workers may benefit from a reduction in office politics and conflict
due to lack of face to faceteractions (Madsen, 2011; Crawford et al, 20REuschke (2019),
argues there is a scarcity of research in relation to how social isolation is associated te the well
being of remote workers, which itself presents a gap. Similarly, Crawford et al (20atBnds

that research is required to investigate the relationship between remote workers and their

colleagues in relation to isolation.

Furthermore, an individual who works remotely may feel liable to discrimination in relation to
promotion opportunitieeind pay progression as may be afforded to an employee working
within the workplace environment (Avis 2018; Eddleston & Mulki, 2017). Long term remote
working may impact negatively on career advancement and restrict skill development
(Maruyama & Tietze, 2I2; Donnelly & ProctoiThomson, 2015). Furthermore, Greer &
Payne (2014), argue that being separated from the physical workplace environment may give

rise to scarce development opportunities for remote workers.
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2.11.2 Benefits:

In contrast, many reseams such as; Grant et al (2019), Felstead & Henseke (2017), Avis
(2018), and Melo &de Abreue Silva (2017), all highlight that remote working improves
satisfaction and commitment levels of employees, which may be related to reduced commuting
and flexibility over their own working hours. In a similar manner, Bloom et al (2015) and
Giovanis (2018), also report that remote workers experience higher levels of satisfaction.
However, according to Smith et al (2018), there is a gap in research in relationarimyg

remote workers may experience higher levels of satisfaction than others.

Studies indicate that remote working in the form of working from home may enhance work
life balance especially for women (Melo & Abreue Silva, 2017; Avis, 2018). Remote
working has been linked to increased wbfé balance in relation to reduced commuting time
(Beauregard et al, 2013; Avis, 2018; Elshaiekh et al, 2018). Many researchers propose that
remote working reduces sickness as many workers take less sick days @lab, 2015;
Beauregard et al, 2013).

2.12 Previous Studies & Gaps

According to Vesala & Tuomivaara (2015), previous research on the outcomes of remote
working on employee welbeing have been paradoxical in various studies. Comparable with
this, Kattenbach et al (2010), argue that studies in relation to flexible working and employee

well-being are scarce and contentious, varying from negative to positive outcomes.

A qualitative study and inductive approach carried out by Grant et al (2013) nexaramote

wor ker s o e f-lbeing aned nvoritife balareeé by conducting sersiructured
interviews. From this research Grant et al (2013), recommended future research to investigate
remote wor ker s0O rmeingtdad to greviaub tesehrrasnlithg iw miked
results. Acording to Onken Menke et al (2018), there is limited research on the effects of
remote working on individual employees in relation to work andwork related factors such

as family life and personal hobbies. Comparablth his Vesala & Tuomivaara (2015),
highlight that research on remote working on viing has been inconsistent as this form of
work has been argued to increase work intensity resulting in issues witHif@do&lance. In

contrast, other research suggeweltbeing is positively linked to remote working due to
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decreased commute times (Grant et al, 2013; Melie &breue Silva, 2017). Future research

recommended by Giovanis (2018), is to exploreWwelhg in relation to remote working.

A gap in thisarea of research is highlighted by Crawford et al (2011), due to scarce research
existing in relation to the health and wk#ing of remote workers and there is a requirement

for future research on this area. Similarly, Grant et al (2013), highlights thex gap in
research on how remote working practices may influencebweatly. Furthermore Bentley et

al (2016), conclude in their study that future research is needed in relation to factors that may
enhance welbeing of remote workers and understandihg remote working experience.
Comparable with this, CIPD (2019), highlight that it is essential for organisations to recognise
and identify the impact of remote working on employee Avelhg. Furthermore, Beauregard
(2011), suggests there is a lackedearch on the work from home culture and its influence on

health and welbeing of individuals.

A similar study by Grant et al (2013), conducted research on remote working in three different
sectors and five different companies. In addition other stuafiesmote working and well

being were carried out specifically on remote workers who aresgifoyed and working in
administrative rolegHislop, et al., 2015)This presents a gap as there is no evidence of research

on remogé working and the influence it has on employeevelhg in the recruitment sector.

Other research suggests limited studies in relation to how teleworkers are supported during
remote working practice@entley, et al., 2016)A further gap is presented by Eddleston &

Mulki (2017), who suggest research should explore how remote workers manage boundaries
between work and home and explore the reasons that prompt individuals to engage in remote

working.

2.13 Conclusion of the iterature

Throughout this chapter the concepts of remote working and employebeaedl have been
defined by various and contrasting definitions from many academics. It is evident that remote
working offers many advantages and disadvantages to both employeesgandations.
However, previous research on the effects of remote working on employelkeimgllhave
been controversial and contentious. Therefore there is a requirement to explore this issue in

greater detail by obt ai nieelggsineeclatontewelbeng.k e r s 6
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Scarce research exists in relation to how remote working influences the psychological, physical
and social welbeing of remote workers. Accordingly, this needs to be considered in relation

to what degree remote workde®l| their weltbeing is influenced by working remotely.

There are also additional gaps in the literature which requires further examination and may be
addressed such as managing boundaries between work and home life. Furthermore, research is
needed to imestigate relationships between remoteged workers and offideased workers.
Therefore, this study will investigate the influence that remote working has on employee well
being, specifically in relation to the psychological, physical and sociatbeely of remote

workers.
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Chapter 3: Research Question and Aims of Study

Based on the above literature, it is clear that there is uncertainty and gaps in previous research
with respect to how remote working influences the selhg of remote workers. This study
will aim to provide an understanding of the remote working expeeien relation to how

remote workers feel their wdlleing has been influenced since engaging in this practice.

The following research question has been chosen to answer this study. This research question
will hopefully provide a clear indication as tow remote working influences the wdéléing
of employees who work remotely.

3.1 Research Question

AHow does remote wodhkimg iofflreemonte twhe kwe IslI? ¢

3.2 Research Objectives

- To explore how remote working influences the socialvell-being of remote
workers. This objective was developed as the literature suggests significant research
gaps exist, and indicates further research is needed to explore how remote working
influences social issues and relationships, and how organisation support remote
workers.

- To investigate how remote working influences the psychological wdleing of
remote workers. This objective was developed to examine how remote working
influences psychological aspects such as vlifekbalance and satisfaction of remote
workers.

- To investigatehow remote working influences the physical welbeing of remote
workers. This objective was established to investigate how remote working influences
the physical aspects such as health and stress and also the physical working
environment.

- To investigate hav remote workers manage their worklife boundaries. This
objective was developed to investigate and explore how remote workers manage the
boundary between work and home life as the literature suggests gaps exist and further

research is needed
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Chapter 4: Methodology

4.1 Introduction

This study focuses on remote working and how it influences theberlf of remote workers.

This chapter will discuss firstly the philosophy for research and types of research methods that
may be undertaken to conduct this study in order to select theapmm®priate method of data
collection. The research design will then be outlined including the research approach selected
to conduct this study. The sample chosen, and the type of research method selected will be
discussed along with the data analysiscpdure, limitations of the research and ethical

considerations to be taken into account.

4.2 Research Philosophy

The research onion described by Saunders et al (2016), suggests there are a number of factors
to consider when undertaking research. Reseghilosophy is the first stage, which involves

the belief and outlook that direct how research should be carried out (Collis & Hussey, 2014).

There are two main philosophical viewpoints that must be considered such as epistemology
and ontology. Epistealogy is associated with knowledge and how it is created and developed
(Horn, 2009). There are two perspectives of epistemology such as positivism and interpretivism
(Quinlan, 2011). Positivism is concerned with natural sciences and may involve quantitativ
research (Bryman & Bell, 2011). Interpretivism allows the researcher to understand differences

among individuals rather than objects (Saunders et al, 2016).

Ontology is concerned with the nature of existence and may be objectivism which suggests that
sccial occurrences are external and independent of social actors (Collis & Hussey, 2014). An
additional ontological perspective is the constructivism position, which suggests that social
experiences are built from the beliefs and behaviours of social &@8tgrean & Bell, 2011).

Due to the nature of this study the resear
individual experiences while engaged in remote working and therefore the research philosophy
selected is an epistemology approach. The aims amrdtogs of this study were considered

and an epistemology approach was selected. An interpretivist perspective was selected for this

study due to the aim of understanding and obtaining opinions of individuals who remote work.
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The interpretivist approachivil f aci | i t ate knowl edge to be ofj

interpretation and experience of remote working and its influence on theipeved.

4.3 Qualitative vs. Quantitative Methods

There are two primary methods of research which can be undertaken such as qualitative and

guantitative.

According to Saunders et al (2016), qualitative data is based on meanings articulated through
linguistic or visual information and can be classifietbinategories. Qualitative research is
employed when a comprehensive understanding of attitudes, views and behaviours is required
(Barnham, 2015)Therefore this form of research involves the exploration of a phenomena
based onfeelings, opinions, beliefs and perspectives (Quinlan, 2011). Furthermore, Horn
(2009), states the use of qualitative method
and behaviours. The main sources of qualitative research include interviewssgfouaps and
observationMills & Birks, 2014). Qualitative research mainly adopts an inductive approach

which centres on generating theory from data gath@ktlams & Moser, 2019)

By contrast quantitative research involves utilising a questionnaire or statistics that produce
numerical data (Saunders et al, 2016). Quantitative methods may be used when exploring
factual and hard data compared to qualitative which itself offers a deeper ingight
exploring a phenomenofBarnham, 2015)Quantitative research is primarily used to test a
theory as it employs a deductive approach and measures variables using statistical analysis
(Park & Park, 2@6).

Quantitative methods determine new information based on previous insights and develops this
knowledge in contrast to qualitative methods which provides insights that develop new
directions of theory(Bansal, et al., 2018)Furthermore, qualitative research is typically
unstructured or senstructured practices with a small sample in contrast to quantitative
techniques which are highly structured and employ a large sample of parti¢ipekt& Park,

2016) However, both qualitative and quantitative may be combined to form a mixed methods
approach to research (Saunders et al, 2016). According to Park & Park (2016), the integration

of both methods is termed triangulation.
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4.4 Research Design

Research is defined as a unique investigation carried out to contribute to existing literature and
understanding in a specific ar@dyers, 2013)According to Saunders et al (2016), the research
design wil outline how the research question will be answered. The aim of this study is to
investigate the influence remote working practices have on thebeiely of remote workers

in terms of psychological, physical and social weding.

According to Barnham 2015), qualitative reseeh is employed to obtain an-depth
understanding of i ndividual 6s Vvi ews, exper.
states that qualitative research allows researchers to understand a phenomena in great depth
and is appopriate for exploratory research when studying aspects and views of people.
Therefore, in order to conduct this study qualitative research was chosen as the most suitable
approach as the information requi expalientes be ¢
and views of remote working and wélking. Quantitative research would not be suited to this

study as it does not allow for exploration in depth and is less flexible than a qualitative approach
(Saunders et al, 2016).

Selecing a qualitative approadias assisted the researcher to explore the research question by
obtaining remote worker sdé v ilagow® remaexworkingi e nc e s
and its influenceon their weltbeing. An additional advantage of qualiwatiresearch was the

flexibility to use operended questions in contrast to quantitative which are-elnded and

extremely rigid(Myers, 2013) Furthermore, a comparabdtudy conducted by Grant et al

(2013), also applied a glitative approach to research in which job effectiveness, diferk

balance and welbeing of remote workers were explored.

This study adopted an interpretivism paradigm as it offers understanding of differences
between individualsthe gatheing of opinions and is suitable in understanding business

research (Saunders et al, 2016).

An inductive approach was selected basedyrounded theory which centres on developing
theory from the data gatheradilliams & Moser (2019), proceed to distinguish thishwiihe

deductive approachyhich is concerned with testing a theory

A grounded theory approach will allow meanings and behaviours of social actors to be explored

and offer theoretical explanatighiines, et al., 2010)The rationale behind utilising an
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inductive approach and qualitative methodology is to understand remote workints and
consequent influencaen the psychological, physical and social wding of remote workers.
This will allow the researcher to obtaiarpeptions and opinions in relation to remote working

and the influence it may have on wk#ing of remote workers.

4.5 Sampling Method

The overall aim of this study is to explore how remote working influences thébeiaty of

remote workers and there@éoremote workers were selected to participate in this study as they
were the target audience. As the research is interpretivist in nature, the experiences and
opinions of remote workers will be gathered. Noobability sampling was carried out using
snowball sampling which involved finding one participant to with whom to conduct the
research, and then being recommended to the next participant (Quinlan, 2011). A purposeful
sampling method was employed as the researcher selected the sample of pa(iripaars

& Bell, 2011)

A snowball method of sampling was chosen as it allowed the researcher to gain access to a
group of individuals with whom the researcher had limited typical access. Moreover, due to

t he r e s e aribiity eorfaursremate warkers this facilitated the researcher being
recommended to other remote workers in the recruitment sector. This was a useful advantage

as the researcher was introduced to remote workers through other remote employees

A major advantage of choosing a snowball sampling approach was that it allowed the
researcher to exercise control over the sample, as the study was only conducted on remote
workers in the recruitment sector. However, a disadvantage of a snowball sarppliogch

was it might prove difficult to secure contact with participants who are identified due to this

approach being voluntary (Saunders et al, 2016).

Remote workers in the recruitment sector were specifically asked to participate in this study as
theyare the key subjects in this investigation. If the researcher selected standard office workers
who do not undertake remote work this may dilute the integrity of the aims and objectives of
this study. Four of the participants were sought through persomaot®f the researcher and

the remaining seven were obtained by snowball sampling.
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According to Morgansoret al (2010), as remote workers are typically a small portion of
workers in an organisation it may be challenging to recruit participants for research on remote
working. Due to remote working being a relatively new phenomenon in many organisations
and theconsequent difficulty in recruiting a group all being fiuthe remote employees, the
sample selected was a variety of remote workers such asrfalllemote, pattime remote

and flexibleremote workers. The sample included eleven participants whosefeiced from

three organisations across the recruitment sector. The sample was comprised of eight females
and three males with age ranges c#85all practitioners participants in the recruitment sector.

As soon as the participants were identifiedearail was issued to all of the remote workers to
invite participation in this study. A copy of the original email is referenced in Appendix 1. The
email was sent to thirteen subjects, eleven of whom as remote workers responded to the email
expressing theimterest to participate in this study. The email also attached an information
form referenced in appendix 2, outlining all details of the study and a consent form seen in

appendix 3.

4.5.1 Breakdown of Sample Participants

| PARTICIPANTS
A B C D E F G H | J K
Gender |Female Female Female Female Male Male Female Female Male Female Female
Age 44 44 40 25 32 38 40 36 32 48 42
Length of
time
. 6 years 8 years 10years | 9 months 10 years 7 months 9 years 1year 3 years 11 years 10 years
working
from home
Frequency Dnc: ; 3timesa Once a Every 2 days per Every 2 days per
of working | Ad Hoc we«-e or Fulltime | wedensday L Fulltime | Wedensday | Full time el
twice a month month week week
once a week once a week

from home month

Type of , . , , . . ,

Flexible Flexible Flexible Flexible Full time X . Full time . Full time X
remote i i i i Part time Part time Part time Part time
basis basis basis basis remote remote remote

worker

Reason Childcare & Childcare &

started |Childcare & | Productivity i o - ! care Childcare & : car_e - Childcare & | Childcare &

) Childcare | Flexibility | Flexibility | work-life o work-life Flexibility
remote | commute | & childcare flexibility commute commute
i balance balance
working

Table 1. Breakdown of sample
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4.6 Pilot Study

A pilot study was conducted to allow the researcher establish if the interview questions were
relevant to the study. An advantage of employing a pilot study is that it reduces problems,
prevents surprises and allows the researcher to consider any subssaunemg to include in

future interviewgNunes, et al., 2010 he pilot study was carried out on one remote worker

and the interview questions posed are seen in Appendix 4. By conducting a pilot study this also
allowed theinterview questions to be refined if there was slight repetition in questions or if

some questions were not sufficiently open. This also allowed the researcher to then consolidate
the preparation of opeended questions in the final interviews, and follogy with further
probing such as O6can you tel!/l me more about
meano6é. This was a useful advantage as the qu
the study. This would not have been possible if a dadéine approach was selected.
Furthermore, the pilot study offered an opp:«
skills and eliminate any potential riskdunes, et al., 2010puring the piloting, a dictaphone

was &so used to test how efficient and clear the audio was before using it in the main study.

4.7 Data Qollection

The data was gathered by conducting a 30 minute-steodtured face to face and telephone
interviews with the eleven selected participantsrfithe recruitment sector. The data obtained
was primary data, from an original sourdaeing interviews with remote working employees.
An interview schedule was established which included a combination of-evoked,

comparison and probing questions evitin Appendix 5.

4.7.1 Interviews:

The research method that was chosen for this study wasssectured interviews. According

to Collis & Hussey (2014), interviews involyv
attitudes and beliefs. This type of research method was suitatites study as the main aim

of this research involved gathering data in relation to how remote workers felt about their
psychological, physical and social wbking when working remotely. Furthermore, interviews

are a flexible approach as they allow &oiditional questions and probing on important issues

(Qu & Dumay, 2011)Semistructured interviews allowed the interviewee to raise questions
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about the primary issues of interest but also to develop further questions derintetview

which was an advantage in exploring particular topics in depth (Collis & Hussey, 2014).

The interviews were conducted within the two recruitment organisations with 8 remote
working employees. In addition, due to many employees working reyraited fulttime basis

it was not possible for some interviews to take placetfadace and therefore three telephone
interviews were conducted to facilitate the participants. The interview questions as evident in
Appendix 5 were based on remote workergd in particular how the participants felt their

psychological, physical and social wbking has been impacted since working remotely.

4.7.2 Interview Schedule

The following questions wer e ddowedoss pemate t o
working influence employee wélle i nagd?@achieve the four objectives of this study. The
concrete interview schedule is evident in Appendix 5. The interview schedule was arranged

into the following 6 sections:

Demographics of participas

Psychological welbeing

Physical wellbeing

Social weltbeing

Boundary management

1 Perspectives on their webkeing and thoughts of remote working

= =4 4 A A

In order to achieve the research objectives the following questions were developed:

Objective 1 To investigate how remote working influences the social welieing of remote

workers:

1) Can you tell me how do you communicate with the office when remote working?
2) How do you feel your organisation supports you when working remotely?
3) How do you feel yourelationships with your colleagues has been impacted since

engaging in remote working?

Objective 2 To investigate how remote working influences the psychological wedeing

of remote workers:

1) How do you feel working remotely has impacted on your widekbalance?

2) Can you tell me why you engaged in remote working?
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3) How do you feel in terms of satisfaction since working remotely?

4) What do you feel the major challenges are when working remotely?

Objective 3 To investigate how remote working influences the pysical wellbeing of

remote workers:

1) Can you tell me what your remote working environment is like?
2) Can you tell me what a typical remote working day involves?
3) How does your remote working environment differ to the office environment?

4) How do you feel irrelation to your stress levels when remote working?
Objective 4: To investigate how remote workers manage workife boundaries

1) How do you manage the boundary between work and home life when working
remotely?

2) How do you feel remote working has impacyedir ability to switch off from work?

4.7.3 Interview Procedure

As soon as participants agreed to take part in the study they were contacted via email to arrange
a suitable time to attend interview, at which time the interview schedule was created. Befo
each interview commenced the interviewer provided the participant with a pack containing an
information sheet, consent form and contact details to read in order to understand all

information of the study.

The interviews were conducted in a quiet coafiee room, away from distractions, so as to

allow for privacy and irdepth conversation. Each interview lasted 30 minutes.

As three interviews had to be conducted via telephone, the researcher contacted each
participant prior to the interview to ensutey were in a quiet location before commencing

the telephone interview.

For the three telephone interviews the information pack documents were emailed to each
participant before the interview. The interview commenced with a set of demographic and
opening questions that allowed the participant to begin talking and feel relaxeelthe key
interview schedule questions were posed, the researcher moved to ask deeper questions and

probe for additional information that they felt was of important value to the study.
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4.8 Data Analysis

Qualitative data analysis involves analysthg data gathered to obtain a rich description of

the phenomenon being studied (Quinlan, 2011). Once the data was gathered by conducting
semistructured interviews the data was then transcribed. The use of a dictaphone allowed the
interviews to be listeneid repeatedly in order to transcribe the entire interview from beginning

to end. Once the data was transcribed the researcher examined and read the data multiple times
to become familiar and immersed in the study. As a grounded theory approach wad k®lecte

this study the process of coding was carried out which involves three stages; open coding, axial

coding and selective coding (Saunders et al, 2016).

Thematic analysis was employed to identify themes across the data gathered. According to
Quinlan (2@.1), thematic analysis involves examining data through the application of themes.
The analysis involved reading and examining interview transcriptions and notes taken during
the interview in search for thematic pattefélliams & Moser, 2019) The transcripts of the
interviews were examined continuously using a highlighter pen to code and identify common
themes. Once a common theme was identified it was provided with a code and each coded
category was examined for patterns anthmon themes to ensure all the primary categories
were incorporated in the data. The results from the thematic analysis and coding were then

compared to ensure validity.

49 Limitations of Research Design

There are many limitations of qualitativesearch. Firstlyjme wasa limitation for ths study

as interviews are timeonsuming to conducts well as interviewees being busy with their

personal livesln addition, the researcher maintained awareness that, according to Bryman &

Bell (201D, qud i t ati ve research may be subjective di

It was also found to be heavily tir@nsuming to transcribe the data after the interviews were
conducted. A further critique of qualitative research is that the findingsotdye generalised

to a specific population as the research aims to understand opinions, behaviours and beliefs of
a specific issueHowever, in accounting for the limitations of this research design, the

researcher contends that the strengths and ditytatbithis research design was not degraded

40



410 Ethical Considerations

According to Myers (2013), qualitative research prompts many ethical considerations such as
respect and security for people who are participating in the study. There were several ethical

issues to consider when conducting this study.

Firstly, due to the ature of this research it was extremely important that all participants
engaging in the interviews were fully informed in relation to confidentiality, privacy,
sensitivity and data protection. In order to address this, all participants were issued with a
consent form prior to conducting the interview setting out confidentiality and privacy as the
interview would be audio recorded. All participants were informed that this is a voluntary
process and they may terminate the interview at any stage. Each drticgp@nts were
required to sign the consent forms before the interview commenced. Participants who could
not be interviewed face to face were provided with the consent form and information sheet via

email.

Ethical considerations eve taken into account when phrasing questions in the interview to
eliminate any form of discrimination as this may be sensitive data in relation to employee well
being.Due to the sensitivity of the study, the interviews were conducted in a private meeting

room in a comfortable environment away from all distractions.

A further ethical concern is the storage of the sensitive data once it was collected. Each
participant was informed in writing and verbally that the researcher would follow all Data
ProtectionAt r egul ati ons and the National Coll ege
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Chapter 5: Findings

5.1 Introduction

This chapter will provide an examination of the data obtained and an exploration of the themes
which were derived from the data bgnducting thematic analysis. Sestiuctured interviews

were carried out with eleven participants who were all remote workers in the recruitment sector.

The following themes have been identified in order to address the research question and
achieve the keobjectives. As the remote workers were a mix of flaxie, partitime and fult

time remote employees, the findings are compared and may contain similarities and variances

in certain themes.

5.2 Demographic Description

As outlined in chapter 4 treample was a mixture of remote workers. Three of the participants
were fulktime remote workers, four of them were flexible remote workers and four were part
time who engaged in remote working either once or twice a week. The sample was a mixed
age groupanging from 2548 years old. The sample was comprised of eight females and three
males, which may indicate a gender imbalance but the researcher experienced difficulty in

obtaining male remote workers.

Sample Gender

Male remote
workers
30%

Female remote ® Female remote workers

workers ® Male remote workers
70%

Figure 1. Description of sanple gender
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5.3 Themes

Thematic analysis was employed to analyse the data obtained from the elevstrisetomed
interviews. These interviews were recorded and then transcribed. Thematic analysis was
carried out by highlighting, coding and sorting the common data into thekftes.each
transcript was reviewed individuallyt, was then cross referenced with other transcripts to
establish the most common themes throughout the data. The data was analysed and coded with
caution, and 16 themes were initially identified during tkengination. The 16 themes were
further analysed as the researcher began to identify overlap in some tfsertless isolation

and loneliness which can be categorised into one theme. This allowed the researcher to further
analyse the themes and organisanthnto 5 primary themes that emerged from the data.

The researcher reviewed each of these themes and categorised them into 5 themes:

1. Isolation
2. Flexibility / Personal Factors
3. Boundary Management
4. Work environment
5. Health & well-being € _
Isolation
Social EE—
o
well-being 4 -
Flexibility&
. personal
Psychological | ——™ fartare
well-being
( -
Managing
Remote / Boundary |—— | boundaries
working and management >
well-being |— Work
Physical environment
well-being

Figure 2. Thematic diagram illustrating the relationship between the research area, the
five emerging themes and research objectives.
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54 Thematic Analysis

5.4.1 Theme % Isolation

Throughout the interviews all of the participants expressed feelings of loneliness and isolation

when working remotely.

Participant J expressed that tliey e e | i solated and dondét feel I
Similarly, participant H outlined poep | e dondét remember you i f yol
make you feel isolated and | onelyo.

However in contrast participants G and E who are botkifuk remote workers outline that
they donhoét af & gdthepandl uast eeddantl therefote only experieniea s pect s

of i sol ationo.

Participant's feeling towards isolation

Aspects of
Isolation
20%

Totally Isolated

80%

m Totally Isolated m Aspects of Isolation

Figure 3. The percentage of participants feeling isolated

A number of participants conveyed how they felt isolated when working remotely.

Participant C statel mi s siontpedaytotd ay of fi ce chat so.

Similarly, participant F highlighted mi ssi ng t he evemndfadagoons$tf ace b
of missing outo.
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Comparable with this, participant K expressed that they feel like theyiame s si ng o u't

especially not being present for meetings an

In addition participant | expressédt he absence of everyday con\

l unch breaks and wal ks as you are on your oW

It is clear that many ahe participants displayed a fear of missing out on conversations and

office situations in relation to isolation.

Participants outlined how their organisation and colleagues support them when they are remote

working.

AMy col | eagues a aealltuseofflgxibilitytsd eveeyone tedpects eachiother
when working remotely anfarticippreB)e are no hard

Al 6m really lucky my coll eagues are support.i

together no matter what location Ira i (Participant D).

1]

M yeamsupport medaily, communicating my email, skype calls and phone. | am always

=~

ept wupdat ed (ParticipamtHy. | ssueso.

AWe have a team video call every week and al
(Participant K).

This finding suggests that participants were supported positively by their organisation and

colleagues.

Participants commented on their relationships with their colleagues and methods of
communication when working remotely. All participants indéchusing email as the best

method of communication with the office.

ParticipantBstated my col | eagues update me daily by el

into the officeo.

Similarly participant A outlinedi me and my col |l eaguemostyuse r e al

our What sApp group or email to communicate e

Participant F expresséimy col | eagues have respect for m ¢

them more responsibility when I am not prese
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However, intriguingly participant G statésdwe e ue ma i | daily but it 6s

because the personbs tone may appear short a

Comparable with this participant J outlined tha¢ ma i | i's only good for s

conversationso.
All participants commented on their social wieding when remote working.
Participant J statelit he absence of soci al aspects is th

Similarly, participant | outlinedi | am an extremely soci al per

workingisgood n ot her areas you definitely comprom

Comparable with this, both participants A and F highlighted tfiesro c i &¢ing o dé |

negative due to feelings of isolationo.

Overall the findings is this theme were similar for futhé, part time and flexi time remote

participants.
5.4.2 Theme 2 Flexibility / Personal Factors
Flexibility was a common theme throughout the interviews. Flexibility in relation to-ifferk

balance was a common theme that emerged from this studyalfofohine out of eleven

participants all expressed positive views that remote working has on theitifg@dralance.

Participant A highlightedi h avi ng f | e Xife balahce ang family comnaitménts

has helped myweb ei ng and wor ko.

Participant C outlined that since starting remote workinghy  wife balance has improved

and is really beneficial for meo.

In a similar manner, participant F statBdwvor ki ng r emot el y difas bence

balance with my family and allowed metobe moregani sed i n my wor ko.

Participant D emphasisedthiat i f e 1 sndét all about work and p

now with a greater demand forwotk i f e bal anceo.

However in contrast to these views, two part

had a positive influence on their welife balance.
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Participant E statedl f o r  milde balance ks the biggest problem as | forget my life and
it dexestMorddayFr i day o.

A contrasting statement was outlined by participant Bwho siated d on 6t t-lifed nk my

bal ance has been reduced or i mprovedo.

It appears clear that debate surrounds the issue oflii@balance when remote working.

Views on Worklife balance

Bad work life
balance
20%

Good work life balance

Good work

life balance Bad work life balance
80%

Figure 4. Participant's views on worife balance.

Participants were asked what was the main reason for engaging in remote working. The primary

reasons were for childcare reasemgth seven of eleven participants declaring for that.

However, in contrast, three of eleven participants outlined flexibility to be the main reason.
Participant G outlined flexibility and childcare reasons to be the primary motivations of

engaging in remote working.

Participants who outlined flexibility as éhmain factor expressed their views in a positive

manner.

Participant D statedi f | exi bi Il ity 1 s great, you donoét

appointment that may take two hours out of

Similarly, participant | stated hav i ng t hework froenxhonieiisigiedt gspecially
when you may need to be at home for a particular reason. | can work remotely instead of

taking a day offo.
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Comparable with this participant E outlinech avi ng charge of your own

advant ageo.

The findings also indicated greater levels of autonomy due to flexibility.

Participant K stateédt he fl exi bi l ity gives you more aut
availabilityo.
Comparable with this participant E highlighted f eel | hav e ommlroer aut on

my schedul eo.

The second common reason for engaging in remote working is due to balance in family

commitments and childcare.

Participant G highlightedi b ei n g abl e t o have flexibility

appointments and family needsé&s huge benefit to meo.

Similarly, participant Joutlined bei ng c¢cl oser to the kids and h

a huge benefit to meo.

Both of these findings indicate a greater balance in family life.

Comparable with these findings participantBtetii | have more ti me with
had huge savings in childcare costso.

Furthermore, participant A highlightédl ess stress i n organising a
in child care costs are a great benefito.

This appears an advantage as childoawsts are expensive, however it is noted that both

participants who mentioned savings in childcare costs are females.

48



Reasons for engaging in Remote
working

m Childcare m Flexibility = Both

Figure 5. Reasons for engaging in remote working

Participant B sparked a pointed debate in relation to demographics of remote workers.

ParticipantBstated r e mot e wor king is typically a femal

of the child traditionallyo.

The researcher found this issue of interaistl as sermstructured interviews were chosen this
allowed the researcher to explore the issue and ask other participants about their view. This

generated more commentary in the interviews.

Participants I, J, F, D and G all outlined that women do work t&memore often than men

and may be due to childcare responsibilities.

However participant J also outlined that menwhodoremotefivatk | | not say t hey

working a | ot of the timeo.

This was of interest to the researcher as it sparked débatghout the interviews and allowed

the researcher to obtain more expansive views.

In relation to personal experiences eight of eleven participants expressed why they feel more

satisfied working from home.

Participant Hstated | 6 m s o mu ¢ h wankengrpmotely besausa Ichave my own

dependence and can balance my family needso.
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Participant J highlightedi havi ng contr ol over my wor k has

confident that I 6dm trusted to work remotelyo

However participant B outlined an inase in satisfaction duefogr eat er wor k pr o

when working remotelyo.
Several participants referred to the challenge of staying motivated while working remotely.
Participant I state k eepi ng moti vated and having discip

Similarly, participant K highlightedit her e s a h u-gdivattomandidistiplinef s el f

invol ved, being trusted to remote work is a

Likewise, participantD outined havi ng t he opportunity to work

thatmymamger trusts meo.

Participants were then probed to comment on how they stay motivated and disciplined working

from home.

A similar pattern emerged with participants E and C outlififgavi ng a schedul e

t h e id@derdo remain disciplined.

Comparable with this, participants | and J stated haviegv e r y d a y and tickigkdch st s 0

task off once completed.

However in contrast, participant Asuggestedt depends on the person

personalityo.

When asked about the chailges of working remotely several participants commented on a

lack of opportunities when working remotely.

Participant J stated | know | &m not going to get promot

of ficeo.
Similarly participant E commentdgdmi ssi ngobtit ce devel opment 0.

Likewise, participant H outlined | ess opportunities for promot

in the officeo.
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All three participants are futime remote workers in contrast to the other eight participants
who are a mixture of flexiime and partime remote who did not raise concerns in relation to

promotion opportunities.

However numerous participants commented on challenges of working remotely in relation to

aspects of work in the recruitment sector.

A

ParticipantBstatedi t 6 s easi er to meet candidates when

In contrast participant | highlighted remote working in recruitment is a great advantage as

can have better conversations with candidat e

ParticipantG statedfi | am more honest and have better

working remotelyo.

5.4.3 Theme 3 Boundary Management

Participants were asked to comment on how they manage the boundaries between work and
home life when working remotely. Abf the participants expressed difficulty in managing
boundaries and felt that the boundaries tend to become blurred. As a result, a majority of the

participants stated that they work longer hours.

Participant | outlinedi boundar i es ar efor the f douldibée mdkigg dindeu r r e d

whil e having my | aptop open responding to en
Similar statements were out!l i néedouldbehepiag t i ci p
my kids with homework while responding to en

Furthermore, participar® commented on the lines between work and home life stéting

merge the two worlds together so the |Iines d

Other findings suggest that technology may be the source for boundaries becoming blurred.
Participant H outlinedi | have omg mwmmaphsne so | dondt f ece

boundari eso.

Comparable with this participant E confirmed toba | way s switched on wit

with devel opments in technologyo.
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However in contrast participant K indicated having emails on gergsonal phone may be both

an advantage and disadvantage.

Participant K statei i t 6s good in the way that my email

because | could be Iying in bed checking my

Managing Boundaries

100%

@ Difficult

Figure6. Difficulty Managing Boundaries

When asked about a typical remote working day, all participants commented on working longer

hours.

Participant Aexplaineil | ooked at the c¢clock and it was

8 that morning gativebink thatoés a ne

Similarly, participant I stated |  wo r k a |l onger period of ti me
| keep the | aptop open much | ongero.
In contrast participant J revealéd| work | onger hours than |

di stractionso.

However partigpants who remote work on a flexible basis outlined that it is acceptable as they

A

arendét engaged in the practice full ti me.

ParticipantBstated | wor k | onger hours but | i ke to

work remotely everydayo.

Similarly, participant D outlined working longer hourstiul only do it once a
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Wor king | onger hours has been | inked to Opt
participants outlined that there is a perception that if someone is not present in the office that

they are not working as hard as they would be in the office.

ParticpantGstated | f eel | i ke | should be constantly
| &m not in the officeo.

Similarly, participantJoutlinedi t f eel s | i ke | have to be ava
an obligation to get more doneo.

ParticipantD expresseédil cano6t be seen to be sl acking of
so | make sure I 6m always onlineo.

However other participants revealed that they feel they owe something to their organisation

and therefore need to prove their work.

Participant F commented on working longer hours highlightingither gani sati on tr

to work from home and it feels |Iike | have t
Comparable with this participant H outlinédt wor k hard and f eel I i K¢
proveo.

It appears evident that switching off from work when remote working is a challenge and
problem as ten of eleven participants expressed their inability to switch off.

Al just dondét switch off ever and | dondt f
constantl y (ParticipamtdH).acti veo.

Al Il og on at 8am and try switch of(Rarti@anbound 7
G).
Altés difficult and | can never find time f

e ma i (Pastidipan J).

However in contrast participant C outlined dondédt find it hard to s\

work donebo.
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Switching off from work

m Ability to switch off

m Inability to switch off

Figure 7. Difficulty Switching Off

Many participants revealed practices they engage in to help them manage the boundaries and

to switch off.

Participant K highlighted d oi ng medi ati on in the evenings t
bedo.

ParticipantIstated goi ng f or a ewaolrk aatdrliuvnec ht ot itmmy s wi t

However the remaining participants all admitted to having difficulty in managing the

boundaries, and confided that they fail in managing them.

It is clear that trust issues between remote workers and manageain an issue as five of

eleven participants outlined experiencing issues with trust.
Participant A stated my manager viewed me differently an

Similarly, participant | outlinedi my manager has a pwakmgefpmi on i f

home they arendét doing as much worko.

Comparable with this both participants H and K expresseditttat huge el ement o

working is based on trusto.
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The findings suggest managing boundaries is determined bgis&lbline.

Participant D stated i t 6 s about discipline and you have
ti meo.

Similarly, participant A highlightsii t comes back to the person

manage their timeo.

Participant E outlinedd y o u h a v & ontyaursdif and katverdiscipline but it is extremely
di fficulto.

5.4.4 Theme 4 Work Environment

Findings from this study indicate the work environment that the participants work in may play

a role in influencing their welbeing at work. Participants were asked to comment on their

work environment when working remotely. Participant J stétéda v iworg endronment

with good lighting and not too cramped is important for yourself and helps you to focus

b e t tSenilady, participantCoutlinedi s et ti ng up i n a particular
and making sure | 6m comf @articipabtiK bighbghteli hnaovti ncgr o u

an environment with plenty of space, enough
Remote working from home was outlined as the most common location by all participants.
However, participant B statédl wor k ionn htohteelgso and coffee sho

Similarly, participant G highlighted wor ki ng fr om home, in coffee

in the caro.

A total of six of eleven participants stated that they work from their kitchen when working

remotely andhe remaining three of eleven participants have their own office at home.
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Remote work location

Kitchen table
Office at home 55%
27%

m Kitchen table m Office at home = On the go

Figure 8. Remote Work Location

Support from the organisation in setting up the work environment when remote working was
also highlighted by participant H who staftd o meone came out to my ho

a safe environment to work in and equipped my office with a desk, chairlardp t o p 0 .

Similarly, participant J outlined my wor k environment had to be

safe and | had the equi pment needed to wor ko

Participant F and H outlined that the organisafiore nsur es safety by swi:t

accessforsequi ty reasonso.
Almost all participants highlighted the importance of no distractions in their work environment.

ATherebs no phones ringing or chatting to
(Participant D).

il get a | ot mor e dosnter abcetciaounsse ctohmépPeaticipmar et on ot |
A).

~

nl feel |l i ke my work is more f | u{PatcimeeBause t

Participant F highlighteéd my productivity is 100% better w
no distractions?o.
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Similarly, participantE stateilill 6 m mor e focused on my work and

because there are no distractionso.

5.4.5 Theme 5 Health and Well-Being

All participants commented on their overall health and “wvelhg since workingemotely.
Some participants mentioned they have good-twvedli ng but that they wo

remote work full time.

1

|l t 6s gooeefimrg myn welrims of p(PaticipantA)e wor k | i f

Al t hi ndoeingig positivd blutif il was o wor k remotely full toio
would be good for my webh e i r{Ramicipant I).

Altés definitely -H®i0OBog plost tli veamdt myowméht o
days p e(Particigast k)0 .

However participants who womrlemotely full time also outlined having good wb#ing and

much better health.

A

AMy weihg is great as [ 6m in more control o]
f a mi (Paytidipant J).

Alt s made my | ife 100 ti mdldedagi arr,e hatiH | myas
so much happi er (RatiagpantH). was bef or eo.

A make sure | take t i-bmiegtoohave gobdomork mjy eeb &l ande
(Participant E).

In relation to stress all female participants indicated higtiess levels when remote working.

Participant J stated being stressed for two reasons siicimast bei ng physicall

team and because | am essentially doing two

Likewise participant K outlined i ti&ks |havi ng two jobs because |

pressure on me to mind the kidso.

Participant A highlighted an increase instresSds get worri ed that | &6m

not being seeno.
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However all male participants stated no increasdearease in stress levels when working

remotely.

Participant F stated | feel more calm and relaxed wor ki
spaceo.

Similarly, participant | highlighted | dondt feel more stressed wh

Stress levels since remote working

Same or
decreaased
30%

¥ Increased

Increased
70% m Same or decreaased

Figure 9. Participant Stress Levels

Many participants admitted to not taking breaks while remote working.

Participant B highlightedil| dondét tend to take breaks whic

suppose and | dondéutr itnegn dt hteo dnaoyvoe. mu c h

Similarly participant K stated |l dondét tend to take my |l unch b
Participant Aoutlinedil never take any breaks because |

har do.

Participant Hexpressédl dondét actually take a lunch bre
really focusedo.

In terms of health participant Gstated f i nd it good for my heal't

and if | do I never take a sick dayo.
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Likewise participant Joutlinedl donét take any sick days, I

actually was sicko.

However participant D mentionddmy eyes get tedious and sore

smal | screeno.

Lastly it is evident that time saved in commuting has influenced participantsevet)

positively.

Participant Goutlineé I save time in terms of commute wh
Similarly participant C statefi | save sO0 muc lotravel tmand frosmtwork av i n g
which is more time | can spend with my fami/l

Comparable with this participant F outined get much more sl eep bec

commute which is really good for meo.

Participant K also commented statiiig g et nsoe sleep mow due to not having to

commute and | feel amazing and have overall

5.5 Conclusion
This chapter has examined the findings of the qualitative-semgtured interviews that were
carried out to answer the research question ahig\ee the objectives of this study.

The data was analysed by employing thematic analysis and coding and as a result five primary

themes emerged from the data.

As the sample of participants were a mix of-tuthe, parttime and flexitime remote workers

the findings were varied in numerous themes and similar in others.
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Chapter 6: Discussion

6.1 Introduction

This chapter will examine the findings obtained in the previous chapter and discuss in detail
why the findings are relevant to the research. The findings will be linked back to previous

research in the literature review.

The main objectives of this studyere to investigate the social, psychological and physical
well-being of remote workers and to investigate how they manage the boundaries between

work and home life.
Each of these six themes are related to one or more of the research objectives.

1 Theme 1is concerned with social weltleing;

1 Theme 2 relates to psychological wieding;

1 Theme 3 involves boundary management;

1 Themes 4 and 5 are concerned with physical-beilhg.

Each of the themes will be discussed in detail. Other findings emergedtionrétaprevious

research in the literature review which highlighted gaps in research.
6.2 Discussion: Theme 1lsolation
It is clear from the literature and the findings of this study that social isolation is a major

challenge for remote workers. Panpiants outlined their individual preferences in relation to

remote working and were asked how they communicate with their colleagues.

As outlined participant J stated thigyf e e | I sol at ed a ramtparticipantpla r t
expressed i t ¢ ayno um af keee | i solated and | onel yo.

All participants outlined that they experience eithet o torafilacs p eottigolation when

working remotely.

This supports previous research as highlighted by Crawford et al (2011), Allen et al (2015),
Avis (2018) and Edédston & Mulki (2017), who all suggest that remote working impacts
negatively on employee wdbleing due to social isolation.
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The literature suggests that a lack of faméace communication was a major challenge for

remote workers (Greer & Payne, 2014).

Consistent with this participant C outlinédmi s si ng out tobe amasdeétofe ¢ ha
isolation. Similarly, participant | statsiit he absence of elneontyastay c o1
participant E outlined | f e e | I sol at ed Dblwedin dfficeddcamawhichh a v e t

i's an advantageo.

This view is supported by Madsen (2011), who suggests remote workers may benefit from

reduced office politics due to lack of fateface interactions.

In relation to methods of communication, Allen et al (2015), highlighted methods such as email

to be poor in conveying emotions. This view is supported as participant G Stateda i | i s
guite challenging because t he opmayleamékof t one
under st Bawdvermagjarity of participants use email to communicate with office based

employees.

Khoreva & Wechtler (2018), presented a gap in research on sociabeusdl to examine

interactions between employees and colleagsesell as organisational support.

To address this Participant B outlinedmy col | eagues updandimyne dai

coll eagues are supportive, there are no hard

Participant A expressed the relationship with their colleaguésrag aldsé and vee mostly

use Whats App for email to communicateo.

Similarly, participant H highlighted my t eam support me daily com
skypeo.

Accordingly, the gap in the literature has been addressed, indicating a good relationship
betweerremote workers and their colleagues and effective support from the organisation.

Socialweltbbei ng i s highlighted in the |iterature |

as feelings of belongingness and relationships (Taormina & Gao, 2013).

In supprt of this, participant Joutlinelin ot f eel i ng Pimailarlly, pastitipanth e t e «

Hstatedi peopl e donét remember you i f youbre not
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This may suggest feelings of remote meed ker s

according to Masl owbs theory.

6.3 Discussion: Theme 2 Flexibility / Personal Factors

It is evident that flexibility in terms of workfe balance is positive for many of the participants

in this study.

Participant A stated f | e x i b i dife balance amd fawoly cemmitments has helped my

welkbei ng and wor ko.

Similarly participant C outlined my wdrfke b al anc eHowewves, participanto v e d 0

Boutlinediii t 6s debateadl ¢ et bas aypycmy hawaesr k mprovedo
Participant E added thd wo-r kf e bal ance is the biggest pro

Debate also exists in the literature in relation to wdekbalance as Melo & de Abreu e Silva
(2017) and Avis (2018), suggest remote working may enhancebeiell especially for
females. However, byontrast, Vesala & Tuomivaara (2015), argue that remote working may
cause issues with woike balance as evident in this study with 2/11 participants admitting to
having problems with their workfe balance.

It is evident that flexibility is a majordmefit of remote working for all participants in this

study.
Participant K highlighteééi t gi ves you more autonomy and |6

Similarly participants E and J highlighted haviigno r e a udndfinnoommyed0 cont r ol

schedul eo.

This is consistent with the literature as Crawford et al (2011) and Beauregard et al (2013),
suggest benefits of remote working to include greater autonomy and flexibility over work
schedules. Furthermore, this finding appears to align with a study bgkdaran & De Jong
(2014), which concluded that autonomy has a positive influence on employebeingll
However Putnam et al (2014), contends that having enhanced autonomy may result in
6aut cnoomyr ol par ad o xnempldydes iorkicgalayer hrowrssThid is
evident in the findings as all employees outlined working longer hbarsin the officedue

to schedule flexibility.
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Many participants also outlined the benefit of flexibility in relation to child care needs. As
outlined participant G statsdb ei ng abl e to have flexibility
b e n e fikewise,.both participants H and A expreséed a vii m gs h i tb bea area¢ 0
benefit. However, according to Radcliffe & Cassell (2015), gender norms are still present in
remote working practices, with females more likely to take on childcare responsibilities. This

may be evident here as eight femalesensterviewed in contrast to three men.

Participant B also highlighteiir e mot e wor king is typically a f
see mor e mal &Similatlypdticipagt Fstated My 0 wi f e wor ked r emo

childcare responsibilitieso

This suggests some level of gender imbalance may still exist in relation to childcare

responsibilities and remote working.

Flexibility and childcare reasons are primary drivers for participants engaging in remote
working. This addresses the gap in therature outlined by Eddleston & Mulki (2017), to
explore reasons why individuals engage in remote working. A total of eight of eleven
participants indicated childcare to be the primary reason for engaging in this practice while
three participants outlimepurely flexibility to be the main driver.

Participant D outlinedif | exi bi |l ity i s great as | donot
appoi nt ment t hat wheraayg patti@apkness Kandh d waresafigned in their

view.:Ail get t o swietnld myrki dd mend save in childc

An additional reason for which three participants were attracted to remote working was due to

reduced commuting times.

According to Felstead & Henseke (2017), and Melo & de Abreu e Silva (2017), remote working
improves employee satisfaction. The study findings are consistent with this, as many
participants outlined an increase in their satisfaction levels. Participant J stateid sesng mu ¢ h

h a p p and padicipant Koutliningg i mpr ovement s i mots$ataitsfoaoti on

Smith et al (2018), highlighted a gap in research in relation to why remote workers experience
higher satisfaction levels than others. The findings indicated that participants were happier
working from home due greater autonomy and schedetbflity, ability to balance family

needs and greater levels of work productivity.
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Maruyama & Tietze (2012), and Donnelly & Proecidiomson (2015), argued that leteym

remote working may have a negative influence on career progression. This is consikten

the findings in this study as the three fiithe remote workers all outlined @l ack of
devel opment dugtpnotbding préesént aadsvisible in the office, in contrast to the

other eight remote workers who are not engaged in remotengdiki-time.

It appears evident that working remotely has a negative impact on career development for full

time remote workers.

6.4 Discussion: Theme 3Boundary Management

It becomes clear from the findings that managing the boundary between work and home life is

difficult and challenging for all participants.

Eddleston & Mulki (2017), highlighted a gap in the literature in relation to how remote workers
manage their workife boundaries. The fourth objective of this study was to investigate how
remote workers manage the boundary between work and home life. As previously outlined in
the findings many of the participants felt their boundaries between work and home life have

become blurred.

Participant | expressed their boundaries as beidge f i n i t ePasticiphntsu,rHramrdd0 .

allagreeditwag d i f fancctheyitd@on 6t manage the boundaries

In connection with boundary management, research by Wep#dr(2018) and Hislop et al
(2015), implied that the boundaries between working life andwark life have become
progressively blurred. Therefore it appears evident that the boundary between work and home

is difficult, managed ineffectively and is Ioiad.

Guest (2017), highlighted ICT may impact on the intrusion between work and home life.
Consistent with this participants E and H stated haimgc c ess t o wor k emai | s
makes it difficult PadicipardBasgiadattdihafi beoweldap merstod
i n t e c hmaofurtbegimpact on boundary management.

The findings indicated that many participants experienced difficulty switching off from their
work when working remotely. According to Felstead &Henseke (2017), remote @askin

associated with inability of individuals to switch off from their work.
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This is confirmed in the findings as participant H outlinedito e v er  s.viikewiseh of f O

participants E, G, J and K stated theylare onst ant |l y ono.

Consistent with this contgion, research by CIPD (2018), discovered that technology affected
87% of workerés ability to O6switch offd. Thi
have established that remote workers Wwave an

Other findings indicated that presenteeism is also associated with an inability to switch off and,

in addition, t hat wor king | ongebeinghladtaratusee af f e
presented by Avis (2018), suggested that employees mak lwoger hours due to
presenteeism which affects employee vieing.

This is confirmed in the findings as majority of participants expressed thafitiieg e | t hey
should be comst amtelyy acoeinibhe®@resent irmrythe o
ensure they aré a | wa y s asahey camma be seen toibes | a ¢ k i Rargicipanf G o .

highlighted feeling they should lec o n s t a n tbecauseotmey arenndétpr e sent i n
o f f iPmesenteeism is clearly a major issue as one participatighigil never puttingi o u t

of office on emai |l Parteipantd). when on holi dayso
However, new insights from this study have

presenteeism and constantly being switched on when working remotely. Particijgentd F

outlined optics to be a major challenge. Participant F outlined théagmreement to work

remotely may be agreed with by your line manager but the higher manager may not know

about it and therefore question why you are working from ham&imilarly participant |
statedthati doesndét | ook good i f the CEO came into

It is clear that optics remain a challenge for remote workers and may suggest future research

in this area.

An argument presented by WheatleyX2Pand Klopotek (2017), suggests that additional time
may be spent working extra hours instead of switching off and engaging in recreational
activities. This is confirmed in the findings as participant J outlined that instead of trying to

switch off theyareh answer i ng emails even on holidayso.

The literature suggests that trust is a major issue between managers and remote workers.
According to Avis (2018), many managers obtain a view that being present in the office
indicates greater productivity. This supported in the findings as five of eleven participants
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outlined that trust is & h u g e e bf eemeten wodking. Furthermore, two participants
expressed thattiief ul lwa s wét ot here with their manager

from homendicatedi n ot doi ng astheywoualdin thewmffide.0

The findings support an argument by Beauregard et al (2013), which highlights a major barrier
to remote working is due to managers retaining a lack of trust in their workers and a perception

that being present implies higher productivity.

Other literature suggests that although remote workers may be more productive, they may be

working longer hours (Grant et al, 2019; Avis, 2018).

This is supported in the findings as all participarftexi-time, parttime and fulitime remote

workers admitted to working longer hours.

The key findings suggest working longer hours is duefitonabi | ity to S Wi

Apresent eei s mandi | fetsrsu dti sitgssawcedgs o ns 0.

6.5 Discussion: Theme 4The Work Environment

The findings suggest the work environment, when working remotely, is extremely important

for remote workers.

According to Dowling (2012), IT security is a major challenge when working remotely.
However, in contrast, the findings suggest that IT security is not a significant issue as four of
eleven participants outlined that their organisafioe n s u r e dandic ad EHAOD .
eleven participants received visits from the organisation to ensure the remote work

environment was safe.

In addition, Crawford et al (2011), concludes that access to resources is an issue for remote
workers. However the findings alsompete with this argument as four of eleven participants
outlined they have r e thefirmeitsedf switches sn theaccasefarour c e
secur it yTherenamisingrseven of eleven participants all outlined being provided with

a laptop wen remote working to ensure IT security and ability to access resoRhyesscal

safety in the work environment is also a basic need by Maslow highlighted by Taormina & Gao
(2013), in the literature. However it is clear from the findings that the geaits satisfy this

need.
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While all participants conceded working longer hours, the findings suggest nine of eleven
participants work longer hours owing to less distractions in the work environment. This finding

is consistent and supported by an argumeesgnted by Vega et al (2015), which outlines

being located away from the office environment may indicate working longer hours due to
reduced distractions. Participants in this study expressed a feeling offbeirggr e f oc us ed
and thattheifi p r o d uics i IvO G %guebt@ Ie€ss distraations.

However, a new insight into how the work environment may play a role in influencing well
being was identified. Five of eleven participants outlined the importance of setting up their
environment correctlytoensii e nough | i ght oandifneon adu gght rsapa d eodn ¢

This may suggest that having a healthy and safe work environment will influence employee
well-being positively. According to Wheatley (2012), remote workers may benefit from
reduced distractions wHicis supported in the findings as all participants outlined they had
greater productivity while two of eleven participants specifically contended having enhanced

Aheadspaceo.

6.6 Discussion: Theme 5Health & Well-Being

The findings suggest that all of the participants in-tiatle, part time and flexiime remote

workers outlined having greater wiking since working remotely.

This addresses a gap in research as Crawford et al (2011), contended there existeg a scarcit
research in health and w4dleing of remote workers. In terms of health two participants who

are fulttime remote workers outlined reduced sick days since working remotely. This is
consistent and confirms an argument presented by Bloom et al (2019),sugigests remote
working may reduce sickness. Beauregard et al (2013) and Elshaiekh et al (2018), suggest
reduced commuting may be linked to enhanced sitekbalance and welbeing. This is
supported by the findings as four of eleven participants edtiieduced commuting to have a
positive influence on their webleing. New insights into other causes of greater-tilhg

include greater sleep and mental health due to less commuting, additional time spent with

family and increased wotlfe balance.
However, a new insight was discovered in the findings which filled a gap in research.

Khoreva &Wechtler (2018), suggested research to explore physicab&wed in relation to
stress. The findings offer an additional insight into stress levels of remdteraol he findings
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identified that all eight female participants obtained greater levels of stress than the three male

participants. There are two potential rationales for females obtaining higher stress levels.

Firstly, participants outlined childcaresponsibilities while working remotely described as
Adoubl e t¢ wekamissneg Becondly, the issudiai ot f eel i ng mart of
relation to isolation and loneliness was also a trigger of stress. In contrast to this the male
participants outhed feelingih mo r e with pamidipant | outliningf | donot feel

stressedo.

This finding is of interest and may suggest that female remote workers are more likely to take
on additional childcare responsibilities while remote working in contrashdte remote

workers. This also supports the argument presented by Radcliffe & Cassell (2015), which
suggests that females are more likely to take on additional labour such as childcare

responsibilities which is evident in this study.

6.7 Summary of the fndings:

All participants felt isolated in relation to experiencing either total, or an aspect of, isolation

when remote working.

Personal factors varied between the participants as flexibility was an overall positive factor on
their welltbeing. Howevemine of eleven participants suggested wiifik balance to be
positive in contrast to two participants who felt it was neither improved or reduced. A similar
finding for all participants is evident as they all experienced difficulty with managing

boundarie between work and home life.

However, in relation to working longer hours, participants who remote work on a flexible basis
felt it was agreeable to work | onger as they
to switching off, all participats agreed there is difficulty in switching off from their work.

With regard to the work environment, many participants outlined the importance of having a
healthy and safe environment when working remotely. However, the majority of the
participants undeéake remote work from their home in their kitchen, and two participants
remote working 6on the gobd, with four out o

Furthermore, onlyour of eleven participants received support in relation to remote aquess a
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two of eleven participants received visits from their organisation. The remaining seven of
eleven participants were provided with laptops but didrective the same suppantterms

of facilities and visits from the organisation.

Lastly, in relation ® well-being, the majority of participants asserted having better health and
well-being. An interesting discovery in relation to stress was identified, however, as all

participants who experienced higher stress levels at home are female remote workers.

In contrast to this all male remote workers felt either the same level, or reduced stressed level
working remotely. From the findings females may be more stresseddu@tmu bl e -j obbi n
as highlighted by participant Kas it is evident that a majority tdmale participants engaged

in remote working due to child care responsibilities.

Finally, the findings and sample demographics may suggest a gender imbalance in remote
working practices which may need to be further explored in future research.

6.8 Disussioni Objectives of the Study

It is evident from the findings and discussion that each of the four objectives set out at the

beginning of the study have been achieved.

The overall research question for this studyivddow does remote wor king

being of remote workers?o.

The inclusive answer to this question posed is that remote working has a positive influence on
overall weltbeing, however it has a negative influence on sociateiig. This is exained
through the research objectives.

6.8.1 Discussion Objective 1:

To explore how remote working influences the social wedling of remote workers

An exploration of r-impwasexploed by evesiigating ther soeidl we |
relationships with colleagues, organisation support, and how they felt in relation to social
aspects.
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While all participants outlined productive relationshipsthw colleagues and good
organisational support, the findings suggest that all participants had feelfiig® df oa doroe
fiaspects of isolation when remote working. Participants commented on their socigbeiet
when remote working, with all outlining their social wb#ing to be negatively influenced by

remote working.

6.8.2 Discussion Objective 2:

To investigate how remoteorking influences the psychological welleing of remote
workers
The findings from the study suggest that the psychologicattvedtlg is positively influenced

by remote working in terms of woilke balance, flexibility and satisfaction.

Previous resarch on psychological welleing has been debatable. However, this finding
confirms that remote working has a positive

being in relation to worlife balance, flexibility and satisfaction.

6.8.3 Discussion Objective 3:

To investigate how remote working influences the physical vbeling of remote workers

An investigation of remote workersdé physical
work environment, safety and security. It is evident from the findings that the work
environment has a positive influence on employee-baihg as participants aseipported in

their environment and assured of safety and security when accessing resources.

A new insight was offered where many participants suggested the importance of setting up the

work environmenttoensufee nough | i ght oandifmneon dwught | masme 0

Furthermore, in relation to physical health all participants indicated improved overall well
being since remote working. Two filme remote workers indicated less sick days since
working remotely which had a positive impact on their heaittaddition other participants
felt overall more energy and enhanced mental health diiedeased sleepd u e retdused fi

commuting .
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However this study offers a new insight in relation to stress which identified that female remote
workers attract highdevels of stress than male remote workers. The findings suggest this may
be duetdid o u b | e sjcb &slchilcdhcgre responsibilities when remote working, or stress

inrelatontonotbeing physi cally apart of the teamo.

6.8.4 Discussion Objective 4:

To investigate how remote workers manage their wif& boundaries.

There were gaps in the literature in relation to how remote workers manage the boundaries
between work and home life. As outlined in the findings and discussion, all participants
experienced difficulty in managing the boundaries duefito nabi | i t yyf t @, s wi
Apresent eei smo, i t e ¢ handofl soalii f€ @il prwa doadadpaote me nt s
outlined practices they engage in to attempt to manage the boundaries however the remaining
nine participants do not engage in practices and fail to manage theabiesn

6.9 Limitations of the Study

It is inevitable that limitations will exist throughout research.

The first limitation of this study is the sample as it may suggest a gender imbalance, comprising
of eight females and three males. However the researcher did not seek this imbalance. The
researcher experienced difficulty in obtaining and identifying mexi@ote workers to engage

in this study, and eventually engaged with three males to participate in the study.

Secondly, time was a challenge during this study as eleven interviews were conducted,
transcribed and analysed thematically. Time was a majoledgal as the researcher did not

take into account the extent of time uptake to transcribe the interviews.

Thirdly, as remote working is a relatively new phenomenon in the workplace not many
individuals are as yet engaging in this practicetiatle. Thiswas a limitation as the researcher
could only engage three fitime remote workers to participate in this study and the seven
other participants were a mix of pairne and flexitime remote workers. Had the study been
based solely on fullime remote wdters this may have impacted the findings differently
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Chapter 7. Conclusions & Recommendations

7.1 Conclusion

The aim of this research was to investigate remote working and how this practice influences
the weltbeing of remote workers in theecruitment sector. The reselarquestion was

establishedsi How does remote wor kibredg nigrfol. uence emp

The specific objectives requireah exploratiorof this phenomenon so &s investigate the
social weltbeing, psychological welbeing and physical welbeing of remote workers.
Furthermoregapsdentifiedin the literature suggested a requirement to investigate how remote
workers manage the boundaries between work and home life and thereferasthie fourth

objective of thisstudy.

Thestudy began with an examination of the literature in the area of remote working and well
being.Numerous gaps appearedthe literaturepresenting a requirement to investigate how
remote working may influence the wdlking of remote workers. Otheags in the literature
suggested a need to investigate the social and physicabewetf as well as how remote

workers manage wotkfe boundaries.

A qualitative research approach was chosercdnduct this study using sestructured
interviews to gathahe data. Eleveimterviews were conducted with rematerkers who were

a mix of full-time, parttime and flexitime remote workers. The recruitment sector was chosen
to carry out this study and the data was analysed using thematic analysis and the Wegin
categorised into fivéhemes.

The first major finding from the study is that all participants felt isolated when working
remotely. Participants expressed being totally isolated or feeling aspects of isolation. This
finding was supported by the lisdure as previous research suggested that remote working has
a negative influencen social welbeing. Accordinglythe finding in this study confirms that
remote working influences social w4lking negatively due to feelings of isolatiorhis
outcomewas of interestas participants outlinedhat even whilehaving support from

colleages and the organisation they nonethelesssielhted.

Secondly, the psychological wddking of remote workers was investigated in relation to work

life balance, flexibity and satisfaction. Flexibility was a major benefit for all remote workers
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as greater autonomy was outlined as a key advarfhgdindings suggest that remote workers

are more satisfied when working remotely. This filled a gap in research regatdyngmote
workers obtain higher satisfaction levels than office based workers. The findings suggest the
key sources of this to be due to greater autonomy and schedule flexibility, ability to balance
family needs and greater levels of work productivity tkemmore, worHKife balance of remote
workers is identified as predominantly positiégaps in the literature were filled and a new
insight was offeredegarding what promptadividuals to engage in remote working. The two
main findings in relation to thiwere due to flexibility or childcare reasodscordingly, it
appears that ioverall terms,the psychological welbeing of remote workers is positively

influenced by remote working.

The physical welbeing of remote workers was examined in relationthe working
environment The findings suggested that four of eleyamticipantsdid receive supporand

were provided facilities in establishing their remote work environment as well as ensuring
health and safety in the remote offidée remaining seveparticipants were provided with
laptops but did notreceive the same suppadrt terms of facilities and visits from the
organisation An additional understanding of how the work environment may influence
employee welbeing was identified concerning the @umt of light, space and absence of
distractions. Overall, the physical wling of remote workers in relation to sleep, work

environment and health is predominantly positively influenced by remote working.

However, n relation to stres® newoutcomewas obtained and a gap in research was filled in
investigaing physical weltbeing in relation to stress. An interesting discovery idastified
thatall female remote workers experied@n increase in stress contrast to the three male
remote workersvho did not feel more stressed working from home. ©bservation is quite
pointed, with the findings suggesting thimay ke due to females juggling chddre
responsibilities when working remotely. This finding is supported by the literature which

suggess that gender norms still exist in relation to childcare responsibilities.

Lastly, it is clear that all participants experience difficulty with managing the boundaries
between work and home liféll participants outlined having a difficulty switching dfiom
their work.Howeverfive of eleven participants remeteorking athome in their kitchemay

contribute to the issue in managing their boundaries.

A key finding is that all participants work longer hours when remote workitogvever

participants whaemote work on #exible basis felt it was acceptable to work longerthey
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were not engaged in the practice fithe, in contrast to fultime remote workers. A key
finding was identified as presenteeism and trust issues were strongly related tmarger

hours, and being constantly o6éswitched ond wi

The sample demographics in this study may suggest a gender imbaldmecesimote working
practice as eightf the participants were female and thrgere male. Consistent with this
participants also expressed their thoughts on gender imbalance in remote working and all
agreed that there are typicalljmore females engaged in this practice due to childcare
responsibilities An additional finding in this study was observed with all-tuthe remote
workers outlining that their career progression had been impacted negatively since
commencing remote working, in contrast to remote workers who aréirparand flexitime

who didnot experience this issue.

In conclusion, it is clear from the findings that the overall selhg of remote workers is
positive as all participants primarily outlined their health and-tveithg to be enhanced since
working remotely. However, social Wéeing was negatively impacted along with stress

levels which are increased for females, and neither reduced or increased for males.

7.2 Future Research Recommendations

There is still potential for future research in this afida researcher proposesure research
on remote working to includa sample of all fultime remote workers with @ender

equilibriumto prevent a gender imbalance.

New insights were discovered in this study such as identifying higher stress levels in female
remote workers acopared to male remote workers. Future reseaotiid usefullyfurther
investigate this issue by employing a quantitative research approach, thereby enabling a wider

sample to be investigated

It is evident that childcare and flexibility are the maeasons individuals engage in rete
working. Future research couatplore the family glen and how steps will be taken to manage
the future of workas remote working will continue to increase in organisatiésther
research maglsofurther explorghesocial weltbeing of remote workers and what steps may

be taken to reduce isolation from the office environment.
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The issue of presenteeism and trust between remote workers and managers may be explored in
future research to identify the reasons that mersagetain this perception. Exploring
perceptions of remote working managers may also be beneficial for future research, and to
include a larger sample by conducting a quantitative study. Lals#firidings and sample
demographics may suggest a genddyalance in remote working practices which may need

to be further explored in future research.
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7.3 Recommendations

The aim of this section is to highlight recommendations which cgmdsented to employers
in the ecruitment and alliegdectors who may be considering the introduction of remote
working for the first time and also for employers who already have remote workers in their

organisations

As evident in the findingsyhile remote working positively influences psychological well
being however, it has a negative influence on social-eihg. The findings in respect to
physical wellbeing arealsopositive. However, for overall health and we#ing, the findings

are negative and debateable in terms of stress levels and in telrasaairking environment.

7.3.1 Recommendation 1:
Enhanced Communication & WellBeing Programme

As evident in thestudy findings,remot workers feel isolated and belietheir social weH

being suffers and is negatively influenced by their status. In order to reduce the feeling of social
isolation it is suggested that a permanent, robust and enhanced communication strategy be
established to improve communication betweamate workers and their employer
organisations. This recommaation is something that migh¢ implemented by all employers

(large and small) of remote workers across the recruitment sector.
Large employers can implement this recommendation in the follpmisnner:

Organisation A : Large Recruitment Organisations

- The aganisationmight allocate a dedicated HR executive to communicate with,
coordinate ad managemployees who work remotely. The dedicated HR person can
bet i tl ed a b uwedpdydeouldvhe thk farst and centrpbint of contact
for the remote worker. Théir e mot e bwod¥er woul d be resnp
communicating frequently (daily / weekly) with remote workensboth hard and soft

issues.

Soft i1 ssues couldd tiompad lcusd ea;n do ehoofss seiegthecdhi astc u

water cooler. Soft topics communications should be done over the telephone or on
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Skype and emailusedvesypar i ngl y. The fAshaulchioviteremoter k e r

workers to join Owappbromgsimidanghat cetwarkss 6 on Wh a

Hard topics would include; company events / occasions, holiday entitlements,
absenteeism / sick days, staff appointments, staff promotions and related matters. Email
should be used for communicating hard topics and issiths occasional use of
telephone and Skype. The number of remote workers in an organisation will determine
whether a new additional HR executive needs to be redroitan existing HR person
bereasgnedpardt i me t o t he r olbae ddtisteivisdgedahate20 wor k e

40 remote workers wouliypically require a dedicated HR person.

- A second point of entact would be the Team Leaddahager who would
communicate at least once dawyth the remote worker on atters related to work,
sud as:budgetsnew business, fees, problesulving wins, losss, IT issues, holiday
planning and holiday covefeam Leader communications should ideally combine an

equal mix of email, telephone and Skype.

Financial Costs & Timeframe

A figure of 20+ remde workers in an organisation may typicatgquireconsideration foan
additional HR executive to service the needs of the remworkers. This may represemt
significant overheatbr the organisation as suctH& executive incurgn ongoing salary and
associated employment cesThisnew HR executive would need to undergo specialist training
fortheii r e mo t e b wa daolednr organisations where there are less th@rrémote
workers, thepatt i me fr e nboutded ywoaneekdeunhddrgo the same level of training

as the fulitime dedicated person. Training in both cases is an additional cost for the employer.

Timeframe for intial setup and implementatior8-5 months.

- Recruit new HR Executive-8 months.

- Training and st-up of infrastructurel month.

The Team Leaddvlanager would need to divert a portion of his/her time each day to

communicating with the remote worker. i¥hmay reduce the Team Leadédd n a gtime 6 s
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and capacity to manage Misr team in the office andould probably limit or reduce the
number of 60direct r engnoteam siZe would therdioeeduteehe m. A
teants productioncapacity, negatively affect fegeneration and financial contribution to the
employer organisation. The inaged overheads and costs may force the employer to increase

fees for services to its clients, thus making the organisation less competitive in the marketplace.

Organisation B: SmalFMedium Recruitment Organisation

- The vast majority ofecruitment compaies in Ireland are SMEand many do not hav
a dedicated HR Manager or HRepartment.

- In thesecompanies the HR function is typicaltiie responsibility of the Managing
Director or the Financial Director. The additadrworkload of looking after remote
workers will put more pressure antasn on the already very busyretctors.

- The Team Leader/Manager would likddg the main point ofontact for the remote
workersince a dedicated HR executive or HR Department does not exist.

- Training woud need tobe provided to the directors and the Team LedtBrAger,
similar to that provided in largeecruitment organisations.

- The absence of a dedicated HRMEDOesCc thtaisv & hi
potential to oveburden the blectors ad the Team Lead®anager andaccordingly
when choicesneed to be made, managirtbe remote worker could become
downgraded

Financial Costs & Timeframe

Significant additional workload for the Team Leader / Manager may cause him /her to
be less produate in terms ofeegeneration and less efficient in terms of the ts@®a
he/she can managhereby adding to overhead costs for the employer company.

- Costs associatlewith training the Team Leader/Manager and tinectors.

- The overall timgame to implement thisrpgramme would be 1 month.

After a period of six months implementation of the programme, regardless of the classification
of organisation bein§ or B, the programme should be revielte determine if it has delivered

a reduction irfeelings of isolationof remote workers.
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The review could be carried out by conducting a survey of the remote workers to evaluate the
effectiveness of the programme andvhib could be enhanced and redohto produce better

results in terms of reduced isolation and improvesiadavell-being.

The results of the review can be benchmarked against the remote workers previous feelings of
social weltbeing and isolatiom orderto determine if the programme was succes$fsgb, it

will deliver important and significant benefits remote workers in terms of enhanced social
well-being, reduced feeling of isolation and an increase in personal satisfattimtial
benefits for themployer organisation might includieandidate attraction, emplee retention

and increased fee renue. Contented and satisfied staff are productive employees, generating

increased fees and more profitability the business.

7.3.2 Recommendation 2: Redesign of Working Hours

As evident in the findingsremote workers experiena®fficulty in managing boundaries
between work and home life. In order to address th&iggestion may be that work hours of
be reviewed with variedlay rostes to best suit the remote worker atitek business. For
example 9.00am2 noon and 3.00 pMm.00pm, instead of the standard and rigid 9.0€a060
pmworkday A revised working roster may assist remote workers in managing their work home

boundaries.

A further suggestion may ke setting a time talog offé from work so asto assist remote
workers b Gwitch offd from their work. Thisshouldbe agreed betweethe Team Leadér
Manager HR executive, and the remote worker, and migghintroduced in conjunction with

Recommendation 1.

This could be costffective for employebrganisations as it wouldepmitthe remote worke

to work agreed hourb e s t suited to the remote worker 0:
Working best suited hours, the remote worker is likely to have less distractions, be more
focused on work and more likely to be more prodecand successfwhich is also a benefit

to the organisation.
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7.3.3 Recommendation 3: Review of Support for Work Environment

As outlined in the findings, only four of eleven participants stated how their organisation
supported their work environment in terms of providing facilities and reviewing health and
safety.However,only two of eleven participants outlingdat their orgaisation visited their
remote work environment due to health and safety concd@ims. may be a factor that
recruitment organisations could consider in the future when hiring remote workers or enabling
employees to work remotely. As a suggestion, orgaarsashould ensure that their remote
workers have a healthy and safe environment when working from home or elsewhere. A HR
executive may take on this role to visit
environment is fit to work. Furthermore the angaation should ensure that the remote worker
has- as far as is practicalthe same facilities working remotely as they would have in the

office.

Providing facilities such as laptops, desks, chairs and other set ups may be costly for the
organisation buthis would be a oneeff capital cost. The timescale for implementing this
practice may be 1 month, as soon as the remote worker has been hired or the person has been
permitted to work remotely. The work environment and facilities would be reviewed siery

months to ensure all IT facilities and other amenities are adequate and operating effectively.
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Personal Learning Statement

In order to complete my Masters in Human Resource Management | was required to carry out
a research study on a tomtmy choice in relation to HR. | chose to conduct my research on
the area of flexible working and in specific remote working. Topsc has become a major

issuein organisations today and is extremely topical.

From completing the dissertation studyavie gained extenddahowledge in the area of remote
working and wellbeing of individuals in the recruitment industrythoroughly enjoyed
conductinghis researchand inoveralltermsit was one of the most challenging projects | have

ever undertaken.

| found the jouney to be a significarlearning experiencas| was exposed teesearch and
analytical skills from carrying out this study. | needed to criticalhalyse andevaluate
previous research by academics in this drea which more enhancedib& will be beneficial

in future research projects.

| gained particulainsight into qualitative research as this form of researctlilveahoserroute
to carry out my study.chosesemtstructured interviews to gather the data requikeghosure
to theinterview process has allowed me to strengthen my related skills andriveitdewing

confiderce which will benefit me working in HR in the future. Furthermoby visiting

organisations and meetirand networking with new people has allowed develop ny

communication skillsand has providegreat confidence in terms of people skills.

There were many challengéisat presented in this projedtirstly, as remote working is a
relatively new pretice in organisations, few individuals rematerk on a fulttime basisThis
presented challenges in targeting and recruitimdjviduals to prticipate in this study. |
engaged with individuals who worked remotely on a-piaré and flexitime basis as well as
full-time in order to gather as many remote workerg@ssible. Time constraints were
challenging when conducting the interviews as many interviewees wereideyfoolhad busy

schedules.

It wasalsoimportant that | remained within mgllocated time and scheduie conduct the
interviews which wereall carried out over a twaeek period. Time was also a major challenge

to conduct and present this study at the highest standard po$sitniscribing the interviews

81



wasextremely time consuming. If thisugly was being repeateldyould be sureallocatemore

time to transcribing the interviews

This project has been beneficial to me in many whigslieve Ihave developethy research,
interviewand time management skills a realtime environmentOverall | enjoyed carrying
out this research projeand | feel my finding®n this research are of interest, and hope they

can benefitremote workers and managers in the recruitment industry.
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Appendices

Appendix 1. Original Email

Hi ,

| hope you are well.

| amcurrently in the process of completing dissertation for my Masters in HR in NCI
which is an investigation into remote working and its influence on employedeaialj.

As part of mystudy | am hoping to carry out interviews with remote workers and how they
feel their wellbeing has been influenced since remote working.

Remote working is an extremely interesting topic today and there are many arguments for
and against it. | hope to gain further insight into it and aim at looking at how it influences
well-beingin relation to psychological, social and physical vixding.

| have attached an information sheet setting out all specifications of the study.
| hope you can assist me in this and | look forward to hearing from you.

Thank you for your time and willingness to help.

Kindestregards,
SarahJane Maguire
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Appendix 2- Participant Information Form

Participant Information Form:

Title: A Qualitative Investigation into Remote working in the Recruitment Industry
and thelnfluenceit has on EmployeeWell-Being.

| would like to invite you to take part in nmgsearch study. Before you decide you need to
understand why the research is being done and what it would involve for you. Please take time
to read the following information carefully. Please ask questions if anything is not clear of if

you require additinal information.

Purpose of this study:

1 The purpose of this study is to investigate the influence remote working has on
employee wetbeing in the recruitment sector.

Objectives of the study:

1 To explore how remote working influences the social webeing d remote
workers.

1 To investigate how remote working influences the psychological wedeing of
remote workers.

1 To investigate how remote working influences the physical welieing of remote
workers.

1 To investigate how remote workers manage thework-life boundaries.

Confidentiality:

There will be confidentiality at all stages of the study and all data obtained will remain
confidential. Any information provided by the participant will be strictly confidential and will

be used specifically for treudy and purpose intended.

Participation is completely voluntary and that the person has the right to refuse participation,

refuse any question and withdraw at any time without any consequence whatsoever.
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Risks of the study:

There should be no risks lgking part in this study, however if any issues arise or the
participant does not feel comfortable answering any questions they may withdraw from the

interview at any stage and are not obliged to give an explanation.

Details about the Information provided:

The interview wild.l be recorded and data stor
in a locked secured file with passcode for a specified period until the dissertation results are
released by the exams board. Only the researcher andthe re¢e@ r 6 s super vi sor

access to this data.

Signed consent forms and original audio recordings will be retained in a hard drive copy until
after the degree has been conferred. A transcript of interviews in which all identifying
information has beeemoved will be retained for a further two years after this. Under freedom
of information legalisation you are entitled to access the information you have provided at any

time.

Contact of further information:

If you seek further information please do hesitate to contact me:
SarahJane Maguirex15407342@student.ncirl.ie

Supervisor Bronwyn Mc Farlane

If you agree to take part in this study please sign the consent form on the overleaf.

Please keep this sheet in your records

Thank you for your time in assisting in this study.
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Appendix 3- Consent Form

Consent Form:

Purpose of this study:

As per the information sheet the primary purpose of this study is to investigate the influence remote
working has on welbeing of remote employees in the reanent sector.

T 1 voluntary agree to participate in

this research study.

1 I understand that even if | agree to participate now, | can withdraw at any time or refuse to
answer any question without any consequentesy kind.

9 Iunderstand that | can withdraw permission to use data from my interview within two weeks
after the interview, in which case the material will be deleted.

1 1 have had the purpose and nature of the study explained to me in writing and htahe h

opportunity to ask questions about the study.

| understand that participation involves being interviewed and data recorded.

I understand that | will not benefit directly from patrticipating in this research.

| agree to my interview being audiecorced

I understand that all information | provide for this study will be treated confidentially.

= =4 =4 4 =4

| understand that in any report on the results of this research my identity will remain

anonymous. This will be done by changing my name and disguising ang détajy interview

which may reveal my identity or the identity of people | speak about.

1 1 understand that disguised extracts from my interview may be quoted in the dissertation
discussion chapter.

1 I understand that signed consent forms and original aediordings will be retained in a
specific |l ocation on the researcherds | apt c
researcher has access to this data until the relevant period until the exam board confirms the
results of the dissertation.

1 1 undestand that under freedom of information legalisation | am entitled to access the
information | have provided at any time while it is in storage as specified above.

1 By signing below | am agreeing to: Participate in this study, Participate voluntarily sad Gi

permission for the interviewer to voice record the interview.

Signed by Participant: Date:

Signed by Researcher: Date:

Contact Details:  SarahJane Maguirex15407342@student.ncirl.ie
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Appendix 4- Pilot Study Questions

Pilot Study Interview Questions:

Q 1. How long have you been working remotely?

Q2. How often do you remote work?

Q3. What remote location do you work in? eg. Home, satellite office etc

Q4. What attracted you to engaging in remote working?

Q5. What do you feel are the biggest advantages of working remotely?

Q.6 What are the disadvantages of remote working?

Q6. What are the major differences between remote working and working in the office?

Q7. Do you feel increased stressed working remotely in comparison to working in the
office environment?

Q8. Do you find it difficult to switch off from work or working longer hours when
remote working?

Q.9. How do you manage the boundary between work life and home life?
Q.10 Do you work longer or shorter hours?

Q.11 Can you tell me about your work environment.

Q12. How do you feel working remotely impacts on your worKife balance?
Q13. What do you feel are the major challenges of working remotely?

Q14. Do you find it challenging to communicate with your colleagues when working
remotely? Do you ever feel isolated from the work environment?

Q.15 Do you ever find problems with communiation between you and your colleagues
Q.16. How do you feel working remotely effects your overall webeing?

Q.17. How do you stay motivated when working remotely?

Q.18 Do you find it more or less difficult to motivate yourself when working remote?
Q.19 What do you feel are the main benefits of remote working?

Q.20. Are there any additional comments you would like to make in relation to remote
working/ or its impact on your well-being?
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Appendix 5- Finalised Interview Questions

Semi Structured Interview Questions:

Introduction / Demographics

Q 1. How long have you been working remotely?

Q2. How often do you remote work?

Q3. What remote location do you work from? eg. Home, satellite office, etc
Q4. What do you feel are the advantages of working remotely?

Q5. What are the major differences for you between remote working and working in
the office?

Psychological weHbeing

Q6. How do you feel working remotely has impacted on your worlife balance?
Q7. Can you tell me why you engaged in remote working?
Q8. How do you feel in terms of satisfaction since working remotely?

Q9. What do you feel are the major challenges of working remotely?

Physical welltbeing

Q10 Can youwalk me through andtell me what is a typical remote working dayis like?
Q 11. Can youtell me what your remote working environment is like?

Q 12. How do you feel/think your stress levels have been impacted since remote
working?

Social weltbeing

Q 13. Can you tell me about communication with the office when remote working?

Q 14.How do youfeel your relationship with your colleagues has been impacted from
remote working? Both social and work aspects?

Q 15.How do you feel your organisation supports you when working remotely?
Q 16. How do you feel your work colleagues view you while workinffom home?
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Managing Boundaries

Q 17.How do you manage the boundary between work life and home life?

Q 18How do you feel remote working has impacted your ability to switch off from work?

Perceptions on overall wellbeing

Q.19 How do you feel working remotely effects your overall welbeing?

Q.20 Are there any additional comments you would like to make in relation to remote
working/ or its impact on your well-being? Or any advice to people who are
contemplating remote working.

However as the interviews were semi structured the questions varied.

Probing Questions were alsaised in the interviews such as:

T

= =4 -4 A

Can you tell me more about that?

How did you feel in relation to that?

Why do you say that?

Can you give me examples of whatou mean?

You mentioned x can you tell me more about that?
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Appendix 6- Interview Transcriptions

Transcriptions:

Interview 1:, Participant A, Female, Recruiter

R: How Often have you been remote working and for how long:

PA:Al wor k eoff ove last &/Gyears and led me to remote working due to flexibility

in work life balance and family commitments main reason. | worked mainly on-fio@dasis

not every day, when needed to, on a flexible basis. | remote work from at home from rany kitch
table and have a | aptop and no work phone an

R: What was the main reason you engaged in remote working:

PA-AiThe main reason | started engaging in re
flexibility as | am a working mb h e r . |t i's easier on midterm
holidays to suit family needso.

R: What did you feel from working from home were the main differences from working

in the office?

P.A Al suppose not having t hebeeruargndecausedf my c
wasnodét able to shout out a question or to ha
up the phone but it is nice to have someone

Al think | worked harder at dhhetmeen\yow boastasde | f
yourself so it was almost like | never want to be away from my laptop or emails, | always want

to be answering emails straight away and | never really took any breaks so | think | worked
harder than when | was in the officeo.

R: You mentioned always answering emails. Are there times you feel you are expected to
answer calls 24/7 when you are remote working?

P.AAl suppose yes but | think It depends on t
know other people who have wotkérom home and would be taking their normal full hour

plus more but | think it ultimately depends on the person. | would have taken calls on my
mobile. One thing | found difficult was trying to ring candidates because without a work phone

|l didné&ti nganthetro on my own phone so | woul d h

R: You mentioned that you work from your kitchen when working remotely, How did
you manage the boundary between work and home life when doing so?

P.AAAgain | t hiktokhe petsontberansed dotkreow of colleagues that would
be putting washing out and answering the doo
house work or any sort of thing I would sit
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P.AA | remember one deacockiandgwas hat6 and Iwascthl hete at t
since half 8 that morning so | think it is negative on yourWwelhg because you do need the

balance of taking your lunch break or taking 10 min morning break. | think if someone is remote
working thatthg s houl d have an office to separate t

R: How do you feel remote working has impacted on your worltife balance?

PA:Al think it was great for me because the
minder whtch is saving so much money, they just came in from school or if they were off either
way | was there so that was great for me to be able to be there. It definitely has benefited me
in that way with my kids and familyo.

R: You mentioned you found communicaibn and support harder, how do you best
communicate with your colleagues when remote working?

PAAl would probably most often text as we héa
would ring into the office a lot as well though, but lots of emailshioibthis for me was the
most difficult part of remote workingo

P. Aii | miss the work family and I do feel i so
with your colleagues or take a 10 minute coffee break etc with your friends | definitely miss
thatI find that | miss out on the gener al chat

R: How do you feel remote working has impacted on your overall productivity?

P.A:Al would say as a person | get a | ot more
because thereds no distraction, you canoét get
chatting. | definitely work longer hours when | remote work too so my productivity would
increase overall |l would sayo.

R: You previously mentioned always answerig emails. Do you ever find it difficult to
switch off?

PA-iYes definitely, because your | ogging off
you dondét have the journey home and dondt ge
| 6 m a kel ke ohfill just log back on to check something which is negative because |

woul dndét be doing that i1if | was in the offic

R:How do you find your stress levels when working remotely?

P. Aifi | think | 6ve | ower streécesdti nhaweé atoohi nao
mind the boys but [ 6d say higher in the sens
not being seen and therefore | feel like | have to be online constantly and that if the phone rings

no matter what time l answert s o | am more stressedo.

R: How do you feel your wellbeing has been impacted?
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PA:-ifFor me | feel satisfied in terms of what
the few bits you candét do at h o ouwecangusttpopl t hi |
into your boss to ask them a question you we
| al ways have a few notes scribbled down tha

R: What kind of views do your manager and colleagues have when you remnsotvork?
PA:Al would say they viewed me differently as

R: What do you feel are the main challenges with remote working for you?

PA-fThe main challenges are switching off in
good way but switching off and working too m
yourwellbei ng. I n relation t o r ec rustshouoatranyonet s di
know this client or whatés the story with th

R: Lastly, how do you feel remote working has impacted on your overall webeing?

PA:AOverall I f | woul d s-bgngin terins of wdelite lbdlapce g o o d |
since being a working mother with massive savings in child care costs and when children are
on holidays and | say this |Is a stress most.|

to mind the kids. | think it makes you work harder foe tompany because the fact they are
giving you this option and trust me to work from home makes me more motivated and satisfied
in my worko.

P.A:AOv er al tbeingys gowe ih that respect but | am a little bit more stressed than
when workinginthe f f i ce 0

P.AAl think if it was taken away from me it w
to it for example if midterm breaks are com
child minder or anything but if it suddenly stopped itwodild f i ni t el y i mpact me
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Interview 2: Participant B, Female, Senior Recruiter

R: How long have you been remote working for and how often do you remote work?

P.B: i | have been remote working f dlexbl8basgsear s n
ideally |1 would do it once a week or twice a

R: What location would you remote work?

P.B:A | can wor k at home, I travel a |l ot so |
internationally a lot as well so I would work outsmld t he country remotely

R: What do you find the main advantages of working remotely?

PB:Al am in and out of the office and when |
interruptions, | find remote working is most beneficial forme bezaus her edés | ess i n
and distractions and | get more done so | a
inclined to put the head down and wor k har de
the interruptions like you would in the offitike the knock on the doors etc. Overall | do find

it really beneficial for meo.

PB:AThe one benefit of working in the office
would be that i1itdéds easier to get upeamloda troe ad
do that when your remote | ocation is your ho

Psychological welbeing
R: What do you feel are the main challenges with remote working?

PB:Al suppose 1 6m not as i ncl i srealybaddosugpese up ¢
for my physical health as | donét tend to ta
try exercise afterwards with a walk or somet

R: What for you was the main reason you engaged in remote working?

P.B:i | S u p duetwity wgs the main reason as a lot of my travelling needs before
technology advances | had to catch up a lot with my work after | was traveling and was out of
the office where as now productivity has increased because when | can work remotely | can
work on the go. o

PB:iThe days that | choose to work remotely &
phones ringing, | get more done, there is nobody knocking on my door and | would say again
the reason being for productivityo.

R: How do you feelyour work life balance has been impacted since remote working?

PB:il suppose itbés debatable 1 f my work |ife
thought about it, | dondt t mpmoJed. iwbuidsaylngen r e
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e bal anceo.

job productivity is the best i mprovement of
[ i f

Physical Wellbeing
R: Can you tell me what a typical remote working day is like for you?

PB:il start ab okuatlot nfore3vlBen laam remadte werking as | do a lot more
hours. Agai n bec au sbetween imandodttof the afficewhichonormallya v e |
takes me about an hour in the morning and an hour in the evening so | find that those 2 hours

oftravel i ng are hugely beneficial in that | have
PB:AiSo | start at 7.30am | work wuntil about 9
that 1 ém working from ho-imei whgiboch is not good
P.B:f | d o n O0bbdy beeagise there/is nobody else in the house as everyone else is out

working or in college and my day would be qu

R: How do you feel your stress levels have been impacted since remote working?

PB:Al 6ve never retal llydbmhmoatght y@iboallt!l yi t he t

stressed to be honest but | would say itbs p
Social Wellbeing

R: You mentioned feeling lonely. How do you communicate with your colleagues when

you are working from home?

P.B: i M aly by email but only in emergencies they would ring me or | would ring them. They
know the reason that | 6m working from home i
Il f 1 d&m doing a project | would | ognenerded my e
me urgently they would calll me 0 .

R: Do you ever feel that your coll eagues Vvie
working?

PB:iNot with my work coll eagues here as we hca
an opportunity to rente work or flexible and whatever the occasion so no nobody ever has

had any hard feelingso.

Managing Boundaries:

R: You mentioned you work from 7.339.30 would you ever find it difficult switching off

from your work that late?

PB:AiYes it i si nbubtetlweseunp ptonsoese hours | 6ve prob.

the washing machine. | tend to work a lot from home in the evenings and its mainly because
|l 6m travelling so much so | have to tune i
findit di fficulto.
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R: When you are remote working how do you manage the boundaries between work and
home life? You mentioned about emptying the washing machine while working can you
tell me more about that?

PB:Aln a nutshell I h om mosfull ltige rednote Wworking | like tot b e c
think that 1tdés kind of acceptable in a way.
it as a plus as | feel a sense of achievement that | got so much done in one long day as appose
to a week spent ithe office it really does improve my productivity a lot which is really
beneficial to meo.

R: Are there any additional comments you would like to make on your welbeing and
remote working?

PB:il would say i f someone i s esuleiyoulketyogselbf wo
boundaries, time frames, breaks, especially mobility breaks that you get up and walk around as
itds very easy to get stagnant and sit for |
young parents that can work the fanaround without having so much childcare costs is really
beneficialo.

PB:iltds definitely the future and i sndt goil
get more popul ar. o

PB:AAl so just to note in my gexlpaldlketoseemoret s t vy
males taking it up because | think if they did that would help the whole agenda efifeork

balance and the whole remote flexible working scenario because it would be shared
responsibility between and not just landing onfémale or the prime carer of the chiild
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Interview 3: Participant C: Female, Recruiter.

R: How long have you been remote working and how often do you remote work?

PC:Aln current role 1 year 4 mont heorlastald her ¢
years. | worked remotely for 2 full weeks when my parents were sick that was the longest
period | remote worked but usually | only remote work if | have something to attend or to do
outside of work | suppose on a flexible basis. Sometimeldad ays but ot her ti
it is a flexible remote working basis usually now 3 times a month but it is all due to my
flexibility. | dondt do it too often maybe t

R: Where do you remote work from?
P. C:i Wh éwork remotely | work from home in my kitchen on my kitchen table.
R: Do you have your own office at home?

PC: AaNo | work from the kitchen table but I d
behind me, and make surectrémnnot ctreachédrow

Psychological welbeing

R:Why did you engage in remote working and what attracted you the most to this
practice?

PC:Ailt was for my flexibility really. For me
needtobeo|l aces with them so i1itbés the flexibilit
home to pick them up. | can start my work earlier than 8 o clock, work for as many hours in

the morning as | can and then go and do what | have to do with the kidshadisomeone

that had to come and do something in the hou
PC:Awhat | do find about working from home i
get all the hours in but it could be 9 o clock at nighttbyet t i me | 6 m fini shed

extended but you can put your washing out and do your stuff that you need to do to get through
ito.

R: AHow do you feel remote working has I mpac

P.C:Ail do think it 6causathetearg tmedbwhenegduihave td ke atrhame

or a certain place and it i snét practical t
take a dayoés holidays. So instead of me taki
| have to do froma personal point of view. Even if | had say a hospital appointment | could

remote work in the morning go and stil/l ar e

PC:AiMay only have to take 2 hours out edaf the
doesndét wuse a day of your holiday balance a
| ater in the dayo.
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PC:AiThe flexibility of being able to do that
do a spread sheet or a lot of phone ahbis | would do that from home because when you are

in the office itds so easy to get distracte:t
making 10 or 15 phone calls and your constantly on the phone and listening to the noise going

on in the lack ground is incredibly distracting where as if you are at home and making calls

etc ités much easier to do them and get thro

What for you are the biggest challenges with remote working?

PC:iThe biggest c habelmaekingsue thé day is aureiledviotar8 haurs
and not a marathonéem apart from that | woul

PC:il dondét really feel more stressed at home
ok this has to be a full dayrfone here and in the office you could be chatting to someone for

10 or 15 minutes but you dondét do that at h
myself ok I 6m working from home that means |
surelmke use of that ti meo.

Physical Wellbeing

R: Can you tell me what a typical remote working day is like?

P.C:hAl woul d get up early and id start workin
everyday anyway so | 6m i ontileepenting orawhat Whavetob ut |
do or if I was working at home and had a meeting for work | would work until that and head

of f to the meetingo.

PC:ATypically | would try get as much done ir
to do and then oa few minutes | would make a cup of tea and say ok ill just put these clothes

in the washing machine or whatever | have to
PC:il do try my best to stil]l be finished at
because night take an hour during the day to do other things like a food shop and come back
and | would then push the hour out at the en

R: So if you do push that hour out and you mentioned before it could be 9 o clock by the
time you finished do ya ever experience difficulty in switching off from your work?

PC:Ail donét really find it difficult to switc
my work done but yes it can be difficult son

R: How do you feel yar stress levels have been impacted?

w

PCAal f eel more stressed in terms of making
8 hour dayo.
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Social weltbeing
R: How do you communicate best with the office when working remotely?

P.D:AUs ual | ysend anvemall if tneeded something. If it was something urgent or
something that would take 3 or 4 emails | would just call into the office and just say can | speak
to whoever insteado.

PD:Ail do feel aspects of imeliatt iionndtutt @ac Had
mi ssing the coffee chats etc is hard and esp

Do you find it difficult when communicating with the office compared to working in the
office?

PC:AiNot reall y becaussonlyasmdllamosnt af osrherabutyintteh er e
previous company we had an instant admin on our laptops that would respond straight away
and were having a conversation through a qu
phone call it would just pop up. &also had a phone line on our laptop which was used for
conference calls onlineo.

R: How do you feel people in the office view you as working remotely?

AThere wasnot any major difference in their
home full time for 2 weeks due to family reasons | was very conscious if anyone messaged me

|l would instantly respond even i f | was in t
them thinking | wasnét actwually wor.king and
Al think there is a perception that when yo
working so | was really conscience to make sure | was always answering emails and instant
messenger as quickly as | coul do.

Managing boundaries

R: You mentioned you work in your kitchen and doing washing while remote working so
how do you manage the boundary between work and home life when you are remote
working?

P.C:A We l | | suppose when | get wup and start re
theemdis t hat need to be answered and stuff |1
this for an hour and then 1611 do a few chor
have a schedule set out for what I need to d

R: Do you feel like you needo be more disciplined then | suppose when working from
home?

PCAil think when youodre in the office everyth
youdbre here at your desk and youbre doing st
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bedi sci plinedé you candét just go off and do a
clothes in and out and easy stuffo.

P.C:Aalt i s so easy to get distracted and espe
outside and my mam would thkin | 6 m of f work so she would <co
distract me for half an hour and | would have to tell her that | am working so in that way | do

need to be more disciplined when I dm remote

R: Previous subjects mentioned in relation to wrking from home that its dependent on
your personality. How do you feel about that?

PC:AiYes but | think it also depends on the p
work from home and dondét actuall yhentoeyde but i
in the office or not in the office. The person that works from home has to work like if its
someone who doesndét | think they wil/ mess
think itdés down to t he ddosndatheloyaltyandtespactyowy ou h
have for the organisation as you will have to go back into the office into the job the next day
and do twice as much and do it anyway if yo
yourself thenéo

PC:Ail wowdrdal |l feel more productive working f
working that | could be 100% more producti ve
phones ringing etc you can focus much better especially if you are doing phone call

spreadsheets etc and things you really have

R: Previous subjects mentioned they feel a gender imbalance with remote working as its
typically a female practice. What are your opinions on that?

PCAl woul dndot havet hriesaldeyf otrheo ubguntt Ila bvwaul d ag
mal e remote workerso.

R: Any additional comments etc in relation to remote working on your weHlbeing?

PC:Al think overall itdéds a really nice part ¢
good &pect for your wetbeing. | think it also comes down to how your organisation supports

you while remote working and that nobody thi
home it doesndt mean youodre not asjostbedage of f i
you arendét physically there you are doing th
really i mportanto.

PC:Ail do think that when your setting up to
environment is healthy such as foe the light is proper, a good surrounding , comfortable and
the atmosphere that you are in is comfortabl

P.C:Al do think overall it is really good f ot
mentallyonyourwetb ei ng for them reasonso.
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Interview 4: Participant D. Female, Junior Recruiter

R: How long have you been remote working and how often do you remote work?

P.D:il 6ve been doing it on a flexible basis s
usually remote work if | have soni@g on so it depends on that and varies. | say since October
|l 6ve done it about once a month mainly due

sort of appointmento.

PD:ihBecause | do it only when | neledin@Gto lWav d
set time or day that | have to do it only when something comes up and | need to do something
or go somewhereo.

R: When you do remote work what location do you remote work from?

P.D:A | have an office/study at ybomesenorsanything. woul d
|l dondot think I could work in my kitchen or

R:What for you do you feel remote working is most beneficial?

PDAiMostly due to flexibility and notdaysavi ng
or annual leave that will only take 2 hours of the day. You might only be away from your desk
from an hour or if someone has to come to the house to be there to let them in.Taking a whole
day off out of your annual leave to do something that miglet éaakhour is just not worth it so

for that itdéds a great benefito.

Psychological wellbeing
R: What attracted you to remote working and engaging in this practice?

PD:Al think probably the f 1| exi-briddylikegspeally it an
hospital appointments etc so being able to do that out of the flexibility would be the main reason
for meo.

R: Could you give me an example of when youbd
P.D: A We | | i f I have a doctordéds app omaffoment m ¢
London on Sunday night but my flight wasnoét

tired coming into the office for 8 o clock in the morning so if | work from home | can log on a
little bit later instead of taking a day off as well winiwould be a waste of a day off and eat
into your annual |l eaveo.

R: How do you feel in relation to managing the worklife boundaries when remote
working?
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PD:AYou just have to tell yourself no and dr
doint he evenings so you just have to have disc

R: What do you feel would be the major challenges with remote working?

PC:AMotivating yourself and you real frugtedhnave t
to work from home so you have a responsibility as well so that would be the main motivator
for me that fact that the organisation and n

R: Can you tell me what would motivate you when remote working?

PDAThat | 6m | ucky enough to have this opport
for me. Also that you want to be seen to not be slacking off that im actually putting in the work
even though 1 06m not physi cal Istyelationship beteveeno f f i c e

my manager an meo.

R: Yes a previous subject did mention before that they experienced trust issues with their
manager when they were working from home, how do you feel about that or have you
ever had that experience?

PD:nYes Iwenelan | i ke |1 06m really lucky this org:
and there is a good trust relationship with

Physical wellbeing
R: Can you tell me what a typical remote working day would be lik for you?

P.D:fi We | | its great in the sense you dondét hayv
on the office kind of hours and I try always be on for 9 o clock anyway and then | take my

usual break at-2. | like to have the same hours as difficce because especially in the office

we all work together so | <canodét really be | o
of have to work at the same ti meo.

PD:hSometimes | find myself workingffhiagngger ho
to catch up on todayodés work as well as work
clock and it was 7.30 in the eveningo.

R: Do you find it difficult working that late to switch off from your work after?

P.D:iYes bec aus ekatfter thiscemail ill stgpdet thén you just want to keep on
going because you know i f you dondét the next
have everything caught up and ahead for the

R: Would you ever find yourself still answeringcalls or emails out of office hours?

PD:iYes definitely I mean especially because
j ust l og on in 2 seconds and check somethin
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of fi ce you c an 6 tsosdneetimes yeah hdo el gwalljust quicklyrtheck my
email so.

R: Do you ever ffeel more stressed when youor

P.D:Al suppose it comes back to the switching
it I have to go now also l&kworking off a small laptop as well my eyes get really tedious and

sore and the mouse or something might stop working | do get stressed over that and trying to
get my work doneo.

Social weltbeing
R: How do you best communicate with the office when you arremote working?

PD:AiBy email mostly, the odd time if i1ts only
if I need to but mostly by email because the

R: Do you ever feel lonely working from home?

PD:ASomet iamnesse byeocu mi ss the gener al of fice <ch
bother me too much because | work remotely only when | need to but I think if | was to do it
every day | would feel really isolated. | would feel aspects of isolation. We have sodla

team here though so everyone is really suppo
from home because everyone does it on a fl ex

R: Have you ever experienced difficulty in communications?

PD:ASomet i mes t he rnecoénsactibgeféhay might have laadsloftemails and
mi ght not see mine so then thatds why | woul
me 0

Managing boundaries

R: How do you feel in relation to managing the worklife boundaries when remote
working?

PD:AYou just have to tell yourself no and dr
do in the evenings so0o you just have to have

R: What do you feel your quality of work is like when working remotely?

P.D: A | definitely do feel more productive and
thereds no phones ringing and distractions o
own work and I édm on my ewhnhi kse® tylhea afamhibced al k

R: A previous subject mentioned they felt remote working is gender imbalanced what do
you feel about that?
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PD:ATo be honest I actually donodt know any
interesting. I do tithismaddl kidstadds savimgs iinndhild caneo me n
responsibilities because it I s so expensiveo

R: Any additional comments/advice?

PD:Al think over al/l remot e -likedalakde hrgeanithésisr e a | |
what everyone wants to do in remeterking but | say having a space at home you can work

in is really important | dondét think | couloc
thatds right because 16d find that so distr
Distractonsc an | mpact on your work as well and if
make mistakes and stuffo.

P . DOverdll it is great having the work life balance and my environment | work in is really

hel pful. I think today meenodrosv asvwel Becansg ofi t 0 s
technol ogy constantly developing itds much e
think people are starting to realise that now which has put a demand for remote working and
work-l i f e bal ance nowbo.
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Interview 5: Participant E, Male, Senior Recruiter. (Phone interview).

R: How long have you been working remotely?
PE:Al work have been working remotely for 10
R: Where do you remote work from?

P.E:A Re mot déicelJl tinme constantly. | started since | worked with this company. |
come into the office once every 2 weeks but

R: What do you feel are the advantages with remote working?

PE:AFor me t he adyv antinqpingveved imtbeyhysicallofiice dranma bug e t
also that | am more focused on my own wor k.
other things so |I am more productive working

R: What do you feel are thedisadvantages?

PEEASometi mes | feel i sol ated but because |

i solated in the fact that issues in the offi
l'tos difficult gett i appgenihglktcancissiedsisrin@erspr t@catchi n g

up and explaino.

R: What do you find are the major differences working remotely compared to in the
office?

PE:Ailtdés been 10 years now and | feel I pref
remotelyldoné6t think | can do it. | prefer it as
bored if | was to go back and work non remot

R: What other kind of challenges do you experience working full time remotely?

PE:AMiI ssi ng odaevelopment nay e ione because its time consuming travelling
back and forth to deal with issues etc. | c a8
have to come into the office so they could s

Psychological

R: How do you feel remote working has impacted on your worltife balance?

PE:AFor me work | ife balance is probably th
MondayFr i day | forget my personal lyinfolvedint | ust
the work but | just try to get on with it and do enjoy my weekend. taking some days off now

and then or holidays so you kind of need to
PEAiBecause youodre i n c hisangdvan@ade becauselyou oawsay s ¢ h e
aw ill work really hard for these 2 weeks th
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Managing boundaries / Social welbeing
Would you ever feel obliged to answer calls outside of your working hours?

AYes al ways b uitasimuctvaspossibletas people hawei td respect my well

being as well. If | went on holidays everyone would know and id try get everything sorted
before | go so nobody would be contacting me
alwaysthecase hough i

Do you ever have difficulties communicating with the main office?

ANot really, we mostly use email to communic
people on the phoneo.

Do you feel like you are more stressed now compared to before ystarted remote
working?

ANo but | tend not to think too much into it
R: Any additional comments or advice?

PEAl think you need to be really good at tim
set your own plamand schedule of what you need to do. Also set your ground rules and make

sure your colleagues in the office also know how you work and when you can be contacted

et co.

PEAl f you want t -eingsde fprojoudselfand fot youe owwldethh d o n 6 t
want to be married to your job then you would have to set more ground rules and discipline for

yourself and one day a week | will work and
PE:Al also think having a home of figoodwdrkhat i s
environment. You have to engaged and flexible in order to do it but you have to put yourself
first and be disciplined in your work?o.

R: What do you feel In terms of remote working depending on your personality?

PEAIl f your anyoauaquldfalhintorbeingsaidolated and so away from it and

someone | i ke that would probably end up | eav
PE:AFor me | dondot feel as isolated as | di d
every day and | come into the office every two wedkeere are some days that | would feel

|l onely but it think overall |l 6m used to it n
R: Are there any other comments youb6d I|ike t
well-being?

PE:Ayou have t odibiebutfyauhdve/to reakegtieng aut for yourself and for
yourworkl i f e bal ance but you have to be flexibl:
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PEAl find it hard to switch off especially
app is onstant so to some extent | am constantly switched on with work. You have to be
organi sed and good at time management to do

Interview 6: Participant F, Male, Recruitment manager.

R: How long have you been remote working for?
PFiAl stadtaemmdiasiyneceéi s year and work once a we

R: What led you and engaged you remote working?

PFAlnitially it was family reasons. As | am
head space so | sat down with my directorandsd | i ke t hereds stuff |
when | am working here so | wasnét mentally
that | ed me to ito.

PFAiThen once | began remote working Indstarte
it a much smoother processo.

R: What location do you remote work from?

PFAl work from home in my house in my kitche

an office but | feel like my phone and my laptop is all | need so | can take them anwntere
set up an office space anywhere as | have remote access. It does have to be switched on for
security reasons so its scheduled that every

Psychological
R: How do you feel your work-life balance has been impacted sinaemote working?

PF-Aaltbds great for me 100 %, I get to spend |
normally | would be up at 6.30 and | eave t he
my wife has changed jobs so were rotating the sclioodo its really good because | get to see

them in the mornings whereas normally id be

PFAl 6m not as rushed, | f | want | can drop t
get a coffee and get set up then and thenlikyeat o st art for 9 amo.

R: What do you find the main advantages of remote working for you to be?

PFAFor me itbdbs the headspace from the office
you have your structure your directors, managers, social dseotanagers principles, seniors

and consultants but up to a certain level we all have to make money so being responsible for
budgets etc but the further you go up the more responsibility you have like the more reporting

you do the more people you arergporng i nt o. When you have a t
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and therebds 4 people there itds | i ke having
dondédt get headspace when in the officeo.

PFAalf | was to take my norprckaitlup ahédyopitintomyh e of |
working from home day it condenses itself way down into about 3 or 4 hours. When your in
the office its distractions after distractions like the phone call, a client coming in, director from
another division, training dayscetSo for those reasons | tend to leave the stuff that you need
more focus on etc to when | 06m working at hon

Physical wellbeing
R: Can you tell me what a typical day remote working is like for you?

PFEATyYypi cal day i s | purcgnephiteny weekpup sokvhaiVeladisile s d a 'y
would schedule all my client candidate calls whether they would be skypes meetings or calls

first thing in the morning. Then in the later part of the morning | would do a conference call

with my team to make sureeyet hi ng i s ticking over nicely t
That would then allow me to do my reporting in the afternoon. | kind of work my week
Wednesday to Wednesday because t yFRidacsol Iy i1
Wednesday is my Monday$o woul d plan my schedule up unti

R: Would you ever find yourself working longer hours than working in the office?

PF.fAiNot real ly | mean typical thing 1611 get
schoolfor8.45lcawal k to it from the house so | dm bac
I mi ght | og on earlier to see i f anything ur
on earlier than 9. The organisation trusts me to do work from home so | woultigeeht

strict on myself because | have to prove son
PFAl am strict on myself and treat it as a n
only difference being when im at home that I
mi nutes so | get a lie in as well which is r

R: How do you feel your stress levels have been impacted since remote working?

P. FI: diondét feel as stressed working from hom
being isolated andide t han over the work but | do feel
not present in the officeo.

Social weltbeing
R: How do you best communicate with the office when you are working from home?

P.F: Al use emai l mostly and my mobil e | get m
things are now we have a team WhatsApp group and | WhatsApp with all my clients and my
laptop has a camera on it so we can Skype too but scheduled phone calls woutddaoi o

the morning em and we take our lunch a little earlier around 12 so | would have a call with the
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team around 11.30 and then a follow up call at 4.30 that evening to make sure everything is
oko.

PFAThe organisation ismose svopgigkomigi aedi swhtae r i
working from home is its given the guys on my team more responsibility and autonomy when

| 6m not here that day and they have stepped
their shoulder all the time batt t he same time | 06m only at the

R: What do you miss most then about the office?

PFAl miss the everyday office banter as | do
do feel isolated. | do find myself ringingmycolleag i f t hat happens to s
in the office because | feel l'i ke I'dm missin
PFAl T issues and stuff and when you canodt se

just ask the colleague besdeo u o h what do you think of this

PF-iTherebs definitely an aspect o f i sol ati o
especially i f something happens and you doné
my coll eague ard hdedpbom@&t amms t hen rings m

what were you doing why didnét you answer ali
happeningo.

Managing boundaries

R: How do you manage the boundary between work and home life?

P.F:A | dhnamage it well | would say | manage it poorly even though | do try treat it as a
normal day | <could still be | ogged on until
phone I 6m constantly online so | Iltyswichiy say |

off especially recruitment is a sales role.
R: How do you feel your productivity is when working from home then?

PFA100% better than the office though | coul
home 5 days a week. You will alwayauve issues | mean sometimes the internet might be
down or your access might be switched off bu
that. The company is very accommodating around ad hoc situations and | think it does also
dependontheorgans at i on supporto.

PF-AiSome of the stuff we work on is very sen:
review or pay rise so thatés the type of st
and can think about ito.

R: What do you feel are tre main challenges with remote working for you?

P.F: il feel optics is a major challenge becau
having a presence in the room in case there Is an incident or something like that. Some days |
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work from hometheEO or someone might call i n Wednesd
might have an agreement to work from home with your manager but the higher manager might

not know about it and be | i ke oh whereds x t
andthg mi ght say oh | didndédt know he does that
into the office | ate etco.

PFAl think 1t also comes back to the present
have asked oh how come your allowed work froomleo but | 6ve earned it
trusts me to work from home. You are in char

it and have a presence hereo.

R: How do you feel remote working affects your overall welbeing?

P.F. Al Suppos eo theonatureggof bvarking hotme for family reasons it gave me
comfort that my mam was able to know | was there as | was only 10 minutes away In the car

etc but it also gave me time to reflect on the job as well. When you are going through a personal

or work situation space is what you need and this gave me that. The last thing | wanted to do

was to blow up in the office for people to see so you can work at your own pace and you
surprise yourself how capable you are when vy

P.F:A At t df the daydidtractions are necessary you do need to have them but at the same
time you can also feel |ike you are drowning

R: ltds interesting in terms of male and fer
they feel remote workers are more femaldominated, what are your opinions on that?

PFAFrom my wunderstanding thereds no other g
traditionally old fashioned like I know my wife did it and its due to the kids and childcare
responsibilitieso.

R: Any advice/ opinion on overall welkbeing

PFAiThe main thing would be to treat it as a
are people who work from home and dondét actu
my work-life balance with my familyand it made me more organised as | schedule my week

and all i mportant things on the day | work f
PFAIl feel |l can talk a | ot freely as well &es
PFAl take my | unch brearadkwoaldhave towrswer aills butside h e ¢
of working hours but | stil]l would treat it
PFAOverall i tds def i ni4enbyutirlréladidn toghe socialwell e o0 n
being it is negative because | do feel isolated. hislbbg ht over al | bal ance t
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Interview 7: Participant G, Female, Recruiter. (Phone interview).

R: How long have you been remote working and how often do you remote work?

P.G:il 6ve been working remotely forfrofmhgmear s nc
and in coffee shops and on the move in the car too so a mix of places. Usually | would work
remotely Tuesdays and Thursdayso.

R: When you work from home where do you work?

PG:AiKitchen table as on t he ¢obestlocation asledsf ee s
di stractions but if | was meeting clients et

R: How did you begin remote working?

PG:Ail was one of the first in the company anc
so backthe® years ago it wasnb6t as common as it
when | first started whereas now | am more u
PG:Ailt was only brought into the company on ¢
hit your targetsweea go ahead with it but i f not youdl
of fice full timeo.

Psychological welbeing

R: What attracted you to engaging in remote working?

PGAEver since | had my first chil dmdreasduppose
my commute time and have flexibility around family needs, hospital appointments all of that.
Mainly childcare reasons as its much handier

R: In relation to that how do you feel remote working has impacted on youwork-life
balance?

PGl tds def i ni t-Edbgalanbean apasitive way likevicanke with the kids

at home , | can keep the house running and s
home and not have to take a holiday day f@meple if | had a plumber coming to the house
or someone that | had to be there its really

PG:Aal find it really good for my health bein
cold and stuff and when youduiecladr hame d@omd tc
commut eo.

PG:fil pretty much never ever take a sick day
coming on your at home and keep yourself wrapped up etc so you can fight off illnesses much
better when yonmeére working at h
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Physical wellbeing
R: Can you tell me what a typical remote working day is like for you?

P.G:fi | mul titask al/l the ti me, my phone i s my
away and respond to a few emails. | would then line up a fewfoallater in the day. | tend

not to do my admin at home it tends to be more reactive work and | do my admin when im
back in the office and have my computer in front of me but | would mainly be making calls

and responding to emails when | work remotelylebnitely more reactive work at home and

|l ess admin worko.

R: How do you feel your stress levels have been impacted since working from home?

PG:Al do feel more stressed definitely being
and especiallywithkl youdbéve a | ot more demands than vy
more relaxing being in the office than at ho

R: What for you would the main challenges with remote working?
PG:Altbés those adnhdaitt iaornealp udte nmanndysou at homeo.

PG:ial so not being present but having to be
in relation to communications because a lot of it is by email things can often get misunderstood

etc which is difficult. People haxe per cepti on that you are on &
that | actually get more work done at home then in the office because | can fully focus and get

a |l ot more work doneo.

PGAl overall feel more product ibwe | &ts sh ames ttrhe
and | can focus, no commute time and | can fully focus on my own work where as in the office
thereds more distractions with people chatt.i

Managing boundaries

R: Do you find it difficult to manage the boundaries between work ad home life?

PG:Al do yes definitely I tend to merge the t
Thereds times | could do be doing homeworKk
sending emails so the lines definitely bluro

R: Is there anything you do to help you switch off?

P.G: fAlt depends there are times |061]1 put th
constantly on if |1 6m honestoo.

R: Do you answer calls out of working hours?

P.G:fil kind of feel nll isnheo ua ndd bree scpoonnsdtianngt | ayn yow a
the office so | always answer <calls out of w
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R: Just in relation to that, would you find yourself working longer hours?

PGAiYes | do | probably first | d/gnaypebutafeeb ut 8 a
|l i ke I'6m constantly on when | &6m working remo
R: Do you still take your nor mal breaks when
PG:Al take shorter breaks definitely and ther

Social wellbeing

R: Have you everexperienced difficulty in communicating with the office when you are
remote working?

PG AiYes | can sometimes and a | ot o f our CQ
someti mes the persons tone or somethiumg may
would i f you were beside them so it can be a
P.G: Al dondét really miss the soci al aspect of
anyway but if | was full time remote | definitely would. | do sometimes feel sadlat when | 6 m
working from home because it is lonely. | do miss | suppose the office chats everyday with my
coll eagues but because | am in the office 3
bit.

R: What form of communication do you find be$ when communicating with the office?
PG:AEmai | mostly and phone | do both but most

R: How do you feel your colleagues and manager view you working from home?

PG:ANot really any different ther aaesewimmt any
the company there might be more trust 1| ssues
suppose | 6ve earned the trust and my coll eag

R: Previous subjects in my study have mentioned they feel remateorking is more female
dominated how do you feel in relation to that?

PG:AiYes | would agree 100% it tends to be mo
needs so | definitely see that in my office
P.G:iWe are al | @aurlvays ittdoes abme back to wdmen having the child

care responsibility but women definitely wor

R: What do you think overall in relation to how remote working has impacted on your
overall well-being?

P.G: i | inktitihas had a hugely positive impact on my mental health anebeigly. If | was

to commute in and out of work every day 5 days a week | would be sick a lot more, id have

less energy. | think being able to work remotely means | can balance my headiblaleave

that you dondt need to take sick | eave as yc
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at home. Overall I t hi nk i-lifetbalancedtaslprobablygh@ o d f o
number one reason why | am still in this companydsmyr s | at er because of

R: Any additional comments?

PG:iYou need to be very good at your job to
in terms of expectations with your boss. Make sure work can be measured and can show that
you areas productive if not more productive when working remotely as you are in work. |
highly recommend it but need to be very good

PG:Altdés helped me in the recruitment sector
working | woudd hide the fact that | was at home but then | started not hiding it anymore and |

was more honest with clients and | say | have a kid crying in the back ground and | found that

if your honest and real person with clients that they like you much bettdeelnthore real.

Also build better relationships with clients as they see you more as a person and remember you
more rather than hiding the fact that youodr
with you if you are open with themo.

P.G:in | t h otevkorkingesinould be done more because it is much better for your health
and balance and get people off the roads and better for the environment so | think it should be
the way because a day or 2 at home a week makes all the difference to your heatirkand

life balance and the environmént
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Interview 8: Participant H, Female Senior recruiter (Phone interview).

R: How long have you been remote working and how often do you remote work?

PH:Al 6ve been remote worrkmotegvork anra full timg baais now
compl etely remotel yo.

R: What location do you remote work from?

PH; il remote work from my house [ have my o
di stractions of the kitchen etco.

R: What for you do you find the major differences between working in the office and
remote working?

PHAFor me | think the advantages are that |¢
not called into meetings that donodt really ¢
| am let to just recruiting and doing my work. Whereas when | was in the office | was a
manager and | had a team to manage as well as recruiting so | was pulled away from a lot of

the recruiting side as | was managing a team so | never got as much done iic¢hasdfdo

nowo .

PHANow I 6m at home | get to manage mysel f al
way absolutely compared to beforeo.

Psychological wellbeing
R: What attracted you to engaging in remote working?

PH:Al had no chon cwi tats d pdaivel anseds and | <co
| had a choice of either | eaving work or wor

R: How do you feel remote working has impacted your workife balance?

PH:Al am much more happi erenaandtingelolget things domee my
mysel f. |l tds just made a huge difference to
cost me so much money iif | could get a child

R:What do you feel are the main challenges for you?

P.H: i think | suppose first of all missing out on the social aspects going out for coffee, lunch
etc | dondét have that at home so it is real!/l
home 24/ 7 so therebds no v aandidatewhicoldd beitsxatasl act
much as | would have when | was working in the office so there definitely a loneliness factor

to remote workingo.
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PHAWhen youb6re in the office and especially
street rnmeheapmesrtmoni ti es to meet candidates w
|l am at homeo.

R: Can you tell me about what sort of opportunities you miss out on?

PH:Al miss out socially in terms of wkmat t he
of the day so i f youdre not in the office yc
oh Rachel works that role because |1 06m not th
attend like the big social events and try goto Christmaspae s et ¢ but 1t ds t he

aspects that I miss which is a negatiMee team do support me though and share a lot with me
we have a skype call twice a week and constantly in contact on emails etc but it is an overall

negative and l canseehowt woul d I mpact on some peopl e wo
PHABut | do miss the day to day office tal§k
l onel yo.

Physical wellbeing
R: Can you tell me what a typical remote working day would be like for yo@

P.GAawell initially | get up I | og on 9.30am I
I |l eave to drop my child to care. I come ba
actually take a lunch break | kind of work through my lursihat the desk and my whole day

would be prioritizing jobs | have on and work on the roles that | know | need to fill, advertising
etc the whole recruitment spectrum but just

of fice and thhhartda hsy cadmwuttantove i sl and or Eas
for coffees etc you are pulled away from your work totally and as much as you think ah it
doesndét make that much difference it doeso.

PG:Al find myself total |l yalyfndhe aoffceid bedinskhingiatn t h e
4. 45 to get the train to come home where as
7/ 7.300.

R: You say you would still be working at 7.30 which is quite a long day. Would you ever
find yourself having difficul ty switching off from work then?

PHAl just donodét switch off ever because her
and my other half doesndét come home until 7
anywayo.

PHAalt really tbBoaghenefit to me
R: What do you do to help yourself switch off?

PH:Al stil]l answer calls all the time no matt
| dondét feel |l i ke you actually can. Whenever
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80 clock | do say ok right ok now dondét thin
mean | still do have my emails on my phone e

R: How do you manage the boundary between work and home life?
PH:Al donotmafneagle Itihkae Iboundary well because |

R: How do you feel your stress levels have been impacted?

PHAl donét feel more stressed in terms of wo
have somethingtoproveheseo | 6 m mor e stressed in that ser
home so |l don6t have to give up work so |

of fice constantl yo.

PHAMy targets and productivity harkingiframcr ease

home mainly because | work so hard and feel
PHAA | ot of people dondot actually wunder st anct
as having a day off but i tthesendobthe ddyiardevertithat a
friends ring me and ask am | around for a cc
day as | would if | was in the officeo.

PHAl think you have to have discipliwneg and
everyone can do ito.

R: How has your organisation supported you and how do you communicate with them?

PHAMYy organisation gave me this opportunity
way they supported me anfd bpest tiondoli nwgdot .

PH:Alt comes down to the organisation | went
to have to | eave but she came back to me an
homebo

PHAThey supported me nddemtoutisprheone to my hoese tp make e s s
sure it was safe environment to work in and gave me a desk a chair a laptop everything so it
really is amazing and | candét thank them eno
needed to ensure id have thensasafety and access as the office. It is based on trust though

and | think anyone or most people | know doing It has been in the job years and earned that
trusto.

R: What do you find the best way to communicate with the office?
P.GiA | best c¢ otnhmuenmacialt,e pphione and skype. Mai nl

R: How has remote working helped you working in the recruitment sector?
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PH:AYes | mean | can go and meet people it i:

cometoyour house. Alotofandi dates i n my experience are |
me it was easier to meet candidates that way
PHAIl 6m stuck between time of when | can go a
back to pick them up so | have a very limiteda&view i n t hat regar do.
PH-AWhat | tend to do and find best is skype
but that is where the downside of it is. You
the office to just go out and meet with cligor candidates because 9 times out of 10 before |
woul d always go if | was in the officeo.

R: Do you feel you miss out in relation to that?

PH:AYes, It absolutely comes back to the isol
P. HThdr eds | ess meepgauidates and t sugpsse asavell for promotion
because youdre not present in the officeo.

R: How do you feel remote working impacts on your overall welbeing?

PHAltds made my | ife 100 times easiereeven |
for me is worklife balance and time with my kids and savings in child care costs. If my child

is happy I1'dm happy and the fact that |1 60m at
amazingo.

PHATo me itodés not hing b uwell-beingpsdsliarit bevaase hisnp a c t
wel-being is brilliant and it makes my | ife so
one of the kids were sick and I 6m at work w
before in that regardo.

P.H: iMyself personally | am so much happier working from home and | still go to the social
events like a yeaend party Christmas party etc. | am still part of the team 1 just work in a
di fferent |l ocation to themo.

R: Are there any additional comments you wouldike to make?

PH:Alt 1isndét for everyone as you need to be c
for the people that it does for work it is a
be like | feel so lonely and wrecked and | coeigily just turn this off and not do anything but

|l dondét do thato.
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Interview 9: Participant |, Male, Recruiter.

R: How long have you been remote working for and how often do you remote work?

P.Ill:6vie been in my currewmds jiolb dnogtelaer anammpar
Pl:Ail 6ve been working remotely for 3 years no
How did you start remote working?

Pl:Ail asked because in the other company it w
home so | didndt want t athe subjextregrly ahibéchuserite n t S
woul dndét have been a thing where a manager W
you know you can work from home they just wt
make a difference to them so | said it terthearly on. Once it became the norm then it would

just be the case that | didndét have to tell
email to the team just saying WFH (work fromn

PI:il n my or ga nausedts less commoo evenbtiewagh | still do it | am more
conscious and aware of the fact that thereos
| work in a team role at the moment so | have to recruit for jobs in northern Ireland etc so any
givenday | could be working from Belfast so th
anyway. Il think they prefer people being in

R: What for you are the main differences between working from home remely and in
the office?

PILAal start at 8.30am and typically wusually s
i1l finisho.

PILAFor me | would say the soci al aspect i s
home | am isolated from the afé and | think you have to manage that depending on how
often you work from home so that would be th

Pl:aBut t hen | think 1itoés | ess stressful beca
factorsofaworle nvi r onment oO.

R: Where do you work when you work from home?

Pl:il work in my kitchen in my kitchen tableo

Psychological weHbeing

R: What attracted you to engaging in remote working?
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PlLiFor me it was the f Il exi bcahbetdgne foom holmeseor k i
the flexibility of being able to work from home if | need to go somewhere during the day and
|l can work | ater or start earlier so flexibi

R: How do you feel remote working has impacted on yourwerall work -life balance?

P.I. Al think ités probably given me a differe
perception of people who candét work from ho
from home and t hey t ¢tbiwheke ag Ihhank that whénsyoudaveteer k o |
option to work from home the novelty wears ¢
for me 1itds not a novelty anymore itds just
somet hi ngo.

PlLLal tywowladm&t work from home just because
to do or an appointment to go to etc. Or if we need work done and someone can only come
over and do it during the day so | can say to my boss im going to work from home tomorrow

because thereb6bs someone coming overo.

Physical wellbeing
R: Can you tell me what a typical remote working day is like for you?

PILAAs 1itds a type of wor k t heotlOO&adifferdntdrond o ne f
a working day in the office. So | switch on my laptop go through my emails, whatever actions

have to be taken so we have a system that we use. We use mainly emails and system based and
then if there are any phone calls that negdke place to candidates, following up with hiring
manager s. 0O

PI:Al donét sit very close to the hiring mana
have to make a phone call or email them anyw

PILAltbés not very di phgsémtal iltyds hjeuet pr&mema

R: In relation to overall well-being do you ever feel more stressed working from home?

ANot really noo.

R: You mention you work at your kitchen table. How do you manage that boundary then
between work and homeife?

Pltaltdés difficult I would blend it and the bec
if I'6m working in the office whatever ti me |
the day but if | 6 m r e mpeh muchhangek becagse licankhaveip t h ¢
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open while 1 édm making dinner. I never reall
bl end both boundaries between home and wor |
Ssupposeo.

R: Do you do anything to helpyou switch off from work in the evenings then?

Pl:inot necessarily but | do break my day up
sure | go out for a walk or 611 go for a dr
dayonmylunh so that wil/l hel p me switch off for
Pl:iThen | suppose by the end of the day when
a certain stage when | finish and think that
downbutlmver go by time il only finish i f 1 8&m
then ill switch it offo.

R: Do you feel overall more productive working from home?

Pl. iTough gquestion because | think for me m
regad | ess of whet her youdre working from home
productive working from home because | might get the same amount of work done but its over

a longer period of time and 1061l kseefigentt he | &
when |1 d&dm working from homeo.
Pl:AYoubre I n control of your hours and produ

Social weltbeing

R: How do you communicate with your colleagues and how do they support you working
from home?

Pl:.iWe mostly use email to communicate and i |
aware of what | need to be able to do my job so I think just having a good relationship with my
colleagues in the first place is key because | do rely on assistance fronanidethe only

difference is that my colleagues would sit very close to each other in the office so | could
verbally ask them something when | am in the office but when im at home its swapped for an
email 0.

R: Have you ever experienced being viewed diffendly because you work from home?

Plh:iln my previous job that | worked from hoi
practice everyone worked from home at least once a week sometimes more and that was
incorporated into the culture of the business & &S multinational and the company created
technology to allow the business to work from home around the world so it was unique in the
sense that you had to be seen to be practici

PLAiHowever i n my cur r eompractice butl havetad agreemeritwith | e s
my manager in relation to remote working. | think it does take a lot of trust to be built up
between you and your boss to be able to do it and for them to know that you will be productive
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working from home and thahe work is going to be done. But in this organisation | do think
there is a little bit of a perception that if someone is working from home that they are skiving
of f work and not doing as much and dondét wan

R: In relation to that would you ever find yourself answering phone calls after working
hours due to that perception?

Pl:.AiYes but sometimes not necessarily because
know that | will be contacting or trying to contact candidates duworking hours and if
theydre working they may not be able to take
get back to me outside of working hours but
consider it a thing specifically for people worgifrom home | think that would happen if |

was in the office too.

R: What for you are the major challenges with remote working?

P.I: Al think keeping yourself motivated and h
checklist every day to keep mysetfot i vat ed ités | i ke a work 1o
So | get through that list and then on an ad hoc basis whenever more work comes in | know
what the work that | have to prioritise for
the office the next day. So | just tick off the actions that | complete once | have them finished.

I n terms of motivation it iIs something where
have it written down of what | need to do that day so | just makd kare everything written

down and if anything else comes in ill add it to the list or put it on the list for tomorrow

depending how i mportant it iso.

Pl.AiAnot her challenge would be that from a wo
isreallyimpes t ant so I 6m the only talent acquisit.i
manager or someone is ever |l ooking for me |

if they come in and have a need and need to speak face to face and im not tHer@.tS6 s a

chall enge around optics | suppose where agai
but itds an understanding from the business
contactable if they need ycoau Ityo pbree seevnetno .t hou
PILAil partner with the business so | provide
way around. So | understand that stakeholders in the business could need me at a click of a

finger but 1tds | ust stil contactableatrthe end®f the phone orow t
other side of an email 0.

R: How was working from home helped you in terms of recruitment?

PILAMy opinion is that | think office environ
and cons to being ihé office and working from home but I know that in my working from

home days if | need to make a phone call to candidates | can have better conversations because
thereds nobody around, | can discuss salary
to go off and find a private room to do that in. | deliberately go off and make a call in private
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in the office and find somewhere | can make
the caseo.

PI:AiSo I think working foom homedmgaamasdl tbane
distractions there are some if you want to sit there and watch the TV. But from a pure work
point of view |I ffeel my work is more fluid t

R: You mentioned isolation being a challenge with remoteorking is there any examples
you could give of that?

P.I: Al suppose working in a people focused r o
colleagues on a daily basis we speak aboutalotefwor Kk r el at ed i ssues to
express if yothave any problems at home too and you have someone there you can talk to.
Whereas when youbére working from home vyou d
example other than just the general everyday conversation with people you work with, coffee

breas and | unch breaks , walks etco.
PI:AAt home | think although you can be more
fluid but you definitely compromise on the s

R: How do you feel remote working has influenced your overall welbeing?

PILal think ités positive but if | was 100% w
on your weltbeing. But if you worked in a company that there was no remote working option

| also think thatés r ebeihglhys baegositadlyiinluenced8y | t h
the fact that thereds flexibility because yo

that your valued and can be trusted because
the option. o

PL.Al t hi goki maordon @ partwith your colleagues and boss and shows that they trust
you mor eo.

PILAl would -bayngoyhwel been positively impacte

R: A previous subject sparked a debate in terms of remote working being a female
practice. What areyour views on that?

Plh:al think that most females do work from he¢
previous company everyone had the opportunity but | worked more in a female dominated
environment so | suppose | have seen more women work e maybe again due to

flexibility for child care needs, school runs so it probably is more female dominated but | think
thatds my own opiniono.

R: Are there any additional comments you would like to make?

Pl:il think overall gemdtepwbokinhg hava.rkat hi
point of view that ités a big pull factor f
talent | think you have to be competitive in terms of the wibekbalance. From employee |
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think everyone wold prefer to know that life happens outside of work so you might feel better
knowing you can work from home instead of the anxiety of going into the office on a Monday
mor ni ngo.
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Interview 10: Participant J, Female, Recruiter.

R: How long have you been remote working for and how often do you remote work?
PJiAl 6ve been remote working for 11 years now
PJ:Al come up to the office once a week usual

R: What location do youremote work from?

PJAOriginally | had an office upstairs but
lighting and surroundings it was too cramped up there and I like working in light. | feel like
your environment i s iimpofrdaranytourhsadgl fy oaurdd et ovo

Psychological welbeing
R: What attracted you to engaging in remote working?

PJAMY husband took a job in Cavan and | didr
would | be able to work from home and he sad we can do it on a trial basis and see what
happenso.

R: How do you feel its impacted on your worklife balance?

PJAFor me | work hard but | dondt necessari/l
on stuff in the everi ngs dtohaturli ndyi drhéet dget be
recruitment because you do need to be available 24/7. | do have a problem with control and

|l etting people do things for me so thatds my
dondt evemnffpiude oaunt myf emai |l soO.

Physical wellbeing
R: Can you tell me what a typical remote working day is like for you?

PJAaLiterally start early enough about 7. 30/ ¢
see if there are any CVs or anything in. Therould get the kids ready for school drop them
off and come back in and sit at the desk and then actually start going through my emails. Id

then start ringing people up if 1 6m organisi
it 6s a c arsugh limkéd ingandil prapabty spend most of my time now searching for
candi dates because we probably only get i n a

PJAMy wor ki ng hourls30 ecaagse us@aby mattthattstage then | tad to go

out and collectth&«i ds from school but then once that¢
emails and ringing people but then still find myself doing that in the evenings then | follow up

with emails around 8 or 9 before | go to bed. | am constantly on and a bitofaacdnt f r e a k 0 .
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PJ.Al do work | onger hours than | did before.
much as you do at home because of the distractions in the office and chats and coffee breaks
etc. o0.

PJAl think your al so faehlidegyouneedto gebnioie gtafftdoneat t h a
home and be more productive to compensate fc
which is difficult anyway because you are essentially in a sales role like recruitment is placing

peopleinjobs. Tone t hat means | f eel l i ke | have to |

R: In relation to that, would you find yourself taking calls outside of working hours?

PJiAiYes all the time 1 6m really bad for the S
ortheroet 1 6m recruiting for at the time but you

Boundary management
R: How would you manage the boundary then between work and home life?

PJAl dondt find it as difficult ahkenthektis d bef
come home from school to not do anything for at least an hour or 2 so | can help them with
their homework and stuff and spend time with them. But | still keep an eye on my emails and
they give out to meo.

PJAalt i s reallndahgr e stpecsatl lay beewause youodre
of domestic stuff that needs to get done | ik
to get back to me things I|ike thato.

P.J: Typically id work from 7.30am until 6 but it coulde8 or 9 when | stop looking at the
emai |l so.

PJAWhat | do find most difficult is finding
PJnAal find it really hard to switch off even
R: How do you feel your stess levels have been impacted since remote working?

PJAl do someti mes feel more stressed for 2 r
of the team and ités not deliberate but you
being part of lhe team that sometimes you do get left out. There is that element of fear of

mi ssing out all the timeo.

PJJASometi mes it makes me f eel frustrated and

PJAThe second reason i s ghjabsbecatsé wherathhekidsare a s
at home | am | ooking after them tooo.

Social welltbeing

R: How was the organisation supported you in working remotely?
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PJASo || have my own | aptop but the I T guys s
normally would in the office at home and a hard drive so | could access everything and also a
work phone. Someone came out to check my work environment too and that | had all the
equi pment | needed to worko.

PJ Al t was di ffi cul t hametto gethaeroutneé sorthiat filstey@aawas e y C
definitely the most difficult because when I
feel like you were a part of the team as you were away from all the action all the time.

PJ:Al wa s n detimsinmydirstgdar ift dould do it and told myself if im going to do
this properly 1 dm going to have to set mysel
go into the office 1 day a week and organi se

P.J: AiEssentially then | got into a routine and it was easier after that | talked to a few people
who had been doing it and told me to set a
this and this done. It was basically trying to copy what | do in theeffiithout all the

di stractions of the office being thereo.

R: Would you say due to that did you miss the social aspect of the office?

PJAOh definitely I felt really |l onely and d
working from home tealised that | actually do really enjoy company and | am a really sociable
person and a bit of a control freak. | like to control my own desk and people | deal with and

mix with and | think people liked me being in the office too. | think because noly borin

once a week itodos |like a novelty being there
PJAiThat s the thing I mi ss most the soci al a
the stuff that | was wuswually used too.

PJnAnlt i s wocgowhenol the office once a week b
ités hard to get to know the new peopl eo.

R: How does the office support you when you are working remotely?

P.J: il have a work phone. The best ywlogeof comn
email. Sometimes phone is better because email is only really good for short and to the point

conversations. The phone would be better for
PJAThere are always social events It hgaot toordg.an
PJAWe are kind of stildl |l i ke a family which
my manager would al ways support me and | <can

R: What for you are the main challenges with remote working?

PJAibs the soci al a s p e disciplenen dset but avschedulé and fo doo s a
list everyday to keep myself motivated and disciplined. | normally update it at night before |
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go to bed so | know what | have to do the next day. That keeps meagalrigeel like now |
am much betteratsetfi sci pl i neo.

R: How do you feel remote working has helped your overall welbeing?

PJnal ffeel li ke I'dm in more control of what I
confident t hwak fronbhomet Irthink yowe ghin & lot of salfscipline from

remote working and | now know when | 6dm over
PJnl feel overall more productive but | do w

R: A subject sparked debate in relation to renote working typically being a female thing.
What do you think about that?

PJAPeopl e who | know who remote work are mo
work from home wonodét actually say they work

PJAl think for c awilldén that a latlofevoraea havealbnk it anadkmow

t hey wil|l mi ss out on opportunities. For me
promoted in the company because | Kknow | 6m |
dondot watnhey work from Home and they want to be seen to be in the office. It does

come back to presenteeism issue and that does add to working harder and difficulty to switch
off. And not being there you miss out on car

PJAln relation to career opportunities | do
going to get promoted or devel opment because

R: What do you feel are the main advantages of remote working on your wdbdeing?

PJABeing there and closer to the kids and h;:

them so that way ités been a huge benefit to
PJAl also tend to take few if any sick days
nosickdg s unless | couldnét actually talk to an
PJAEverything is so accessible now as well s

physically not able compared to before as well | can check my emails where ever | may be and
it would be harder to turn around now and try take a sick day becaasghéng is still
accessible to meo.
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Interview 11: Participant K, Female, Recruiter

R: How long have you been remote working for and how often do you remote work?

PK:il dve been remote working for 10 ya@ars no\
every Monday and Tuesday at homeo. | 6ve been

R: How did it come about is it a policy in the company?

PKiiNo | say back then it wasndét a common pr e
do it inthe company and there was a concern in relation to trust and how would it work but the
benefits in terms of having more energy for the days you are in the office, being more
productive at home, there was lots of benefits to it. There is a huge elemerst afvolved
thoughandselmot i vati on and discipline involved. |t
it to work for yourselfo.

R: I n relation to that, how would you stay m
working?

PK:Al s upp om=eautrheatcs a saksrole your motivated anyway because it is to earn

your commission so you have that s#five and motivation anyway and then being at home |
realise how lucky | am to be able to work fr
PK:Al any voer gani sed when | am remote working,
mi nded and itds i mpossible to work at home w

as | would be if I was in the office the only thing that might change is my Bouf$ can start
early in the morning and finish a bit earlier or | might start later and finish later, take a lunch

or sometimes not take a |l unch it depends on
PK:Al f a job comes in | wonoét finskebite@asgytherunch i
but it also depends on the day tooo.

Psychological wellbeing

R: What attracted you to engaging in remote working?

PKiiFor me | have a huge commute every day, I
be a very bégetting updabbyls and gietdng home from work at 7.30 so it was just

such a | ong day. I n the beginning | didnot
|l ifeds changed and I 6ve kids now. Whedo | fir

a 4 day week so now | still only work 4 days. It was just impossible still though having that
commute 4 days a week etc with the kids so t
week then. o

PKiAilt was really the comemutoe iandd the kids tF
R: How do you feel your work life balance has been impacted since remote working?
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PKiAil f eel l i ke its improved and | have so m
Monday and Tuesdays at home | am like tunnel vision ploughing througtonky And then

when | come into the office the other 2 days | look forward to coming in as it is like a day out.

|l do miss the team when |1 dm working from honm
not there especially for meetings and clients amdlicites and getting things done, IT issues

etc it can be difficult and you do kind of h

PK:Al have arranged for Thursdays to be my me
in terms of how | plan the 2 days that Il an

PKiAln terms obemggownstwefgéetting more sl eep
difference. Having more time in the evenings with the kids and more overall energy. | used to
never be there to do homework etc with the kids and now | really enjoy it

PK:AnAl so knowing you are in charge of your o
the flexibility | suppose of it all has really helped me. The happiness and motivation is really
i mproved for meo.

R: What for you are the main challenges with remote working?

PK:il think for me | am used to it now so | d
up and being on, organised and being committed, having everything planned for the day and a
schedule planned out for the day so disciplineasme nt i onedo.

PKiAThe work environment is important as wel
your equipment etc to help you work so once you have that set up and being disciplined you

candt just treat it as addaalyi otfd. and stay fo
PK:AiYou have to treat it as a working day anc

Physical wellbeing
R: Can you tell me what a typical day remote working would be like for you?

P.K: Al get up in the morsohooh btheatnmydog gneby 9 ldtedsteor k i d s
sometimes if I Om up early |1 log in before th
Then | log in at 9 | work away, if the house is empty | work from the kitchen table because

t her eds pl relhghtyherelut if therearegeople in the house of if | think there will

be distractions | have an office upstairs as
PKiAil am just working off my | aptop and mobi |l
domakesue | have a comfortable space and that
PKiASo then | work through and | may or may
take lunch | tend to also be catching up on house work or throwing on a wash or | might get
outforawalk f it d6s a nice day. Then | am back in
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it hard to switch off then because sometimes it can be later. | find it difficult to switch off then

to go and get dinner ready evorkingbwagaadldotry|l 6 m s
to be more strict in the evenings to get the benefit of working from home to try finish by 6.30
but itds not always | ike thato.

R: How do you help yourself so switch off from work?

PKiAl f | havenoét g o tldodindtcabia teverastarts tokiokrinismidry geth e d a
out for a walk or a jog or something like that. It will depend on my husband too though because

he works shift work nights or day. | try have a bit of time with the kids and have dinner with

them. You dosort of switch off but | suppose in recruitment you never really do your always
constantly on especially if a text comes 1in

P.K: Al do think nowadays people are more resp
dondt get ams ynawmry fpeoel e®utisi de of hours as vy
things going on and something urgent and important | am just always on and especially because

|l have my phone with me 24/ 7. |l suppose it i
soasily accessible as | could be Iying in bec

R: How have your stress levels been impacted since working remotely?

PKiil do feel more stressed because weoare pc¢
have the pressure of also minding the Kkids ¢
double jobbing. Sometimes when | have good discipline and feel everything is good but | have

to be more strict now in terms of making sure | do take a breakgdhie day and not finishing

too late because it is bad formy wielle i n g o .

PKiiYou need a window of a break or a rest t
double jobbing I find come that night I 6m ne

R: How do you manage the boundaries between work and home life when you are remote
working?

PKiAl't can be difficult anddilscsiupplpionsee. ilt O6tshivne
job and i f youdre working from hdamiébleoand not &
accessible and were all guilty of having the phone constantly in the hand and being distracted

and it isndét good for any of wus or for the Kk

nowadays we are all hard on ourselves angbtassure is on for the man and woman to work

so there is that pressure to work hard. | would have always been extremely hard on myself in
the last 15 years but you work your day and do a good days work and you need to be proud of
thatand relax for2 hoursn t he eveni ngo.

PKiinYou have to try switch off and relax | dc
down to just try and get that bit of discipl

Social welltbeing
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R: How do your colleagues support yo working from home? Do you miss the social
aspects?

PK:Ail do yes because | miss the craic and t he
home. Thereds al ways something socially happ
ofthattool do f eel |l onely at ti meso.

P.K: Al do try be present for the Christmas pa
event. o

R: Whatodés the best way of communicating with

PK:nWe email and al so phoneand#e fodadeamn meetmg c a |l |
with a headset on and chat to the team and ¢
Monday morni ngo.

PK:AWe share candidates and updates on email
mostl yo.

PKiAA | ot emafm tahee all remote so we are a remot
R: How has remote working helped you with working in recruitment?

PK:iBeing focused at the end of the day my j
distractions in the office, there coube 60 or 70 people in that one office so there are a lot of

di stractions theyo6re all either on the phone
drop by your desk, making coffee, going for lunch, chats, and then ad hoc meetings and stuff
thatcane up 0.

PKiAl f a job comes in though at the end of t
the challenge to manage your dayo.
PKiAThereds a huge amount of distraction 1in

would feel 100% more produt i ve wor ki ng from homeo.

PK:ilf a job comes in at home thatés all I 61 |
and I d6m in the office it could take me a few
P.K: Al | eave mmeatdiimm gis awnrdt i | when 1 édm in the

Tuesdays are just purely sourcing candidates

R: Are there any additional comments you would like to make on remote working and
well-being?

PKiAl t hi nk ntstogetbaak a lat oftirae in their day and the whole issue of mental
health and welbeing are so important today and really on the agenda as well. | think if you
can find something that works for you and talk to your manager about your situatiomlyou w
be surprised how accommodating they can beo.
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