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Abstract

Globalisation ,Economic factors, , changing demographics and the evolvement and
advancement of technology has all contributed to the changing nature of work in today’s era.
As a direct result there we have seen the creation of new forms of flexible working
arrangements including “remote working”. Remote working has become a relevant topic
today due to the onset of the current Covid 19 pandemic. With government advice the current
pandemic has seen a large number of white-collar workers remote workers into new territory
of remote workers as employers aim to safeguard their employees from contracting the virus

and adhere to government guidance.

Current research on the area of remote working impaction on well-being is scarce.
Questionable also is if prior literature is current as prior to the current Covid-19 pandemic.
With a increasing number of those now remote working it provides the ideal opportunity to
conduct new and relevant research on the area. A study conducted by Crawford et al, (2011)
highlights the gap in the research on remote working an well-being. Within this research the
researcher will aim to investigate this gap by collecting and analysing data on remote workers
and its implications on well-being from three key perspectives - psychological. social and

physical aspect.

A qualitative approach was applied through semi structured interviews to gather data. Twelve
participants were interviewed from the HR department of a Telecommunications organisation
who all had prior experience working remotely prior to Covid 19 on a part time basis
however has become a permanent structure for them since March 2020. Due to the sensitive
nature of the topic the research applied semi-structure interviews and allowed for a more in-
dept understanding of remote workers experiences in relation to their well -being. Interviews
was conducted through Microsoft themes recorded and transcribed. The research for the

purpose of this study applied thematic analysis to identify common five common themes.

Conclusion where highlighted drawn on both negative and positive and negative experiences
of remote working and impact on well-being. The limitations of this study that interviews

were unable to be conducted face to face and within the same organisation due to the current
Covid 19 pandemic. Due to the unpresented times questionable if this study will be reflective

of the situation in a couple of years
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Chapter 1 Introduction

1.1 Introduction

The key objective of this research study is to investigate how remote working impacts remote
workers’ well-being within the telecommunication sector. In this chapter the aim will be to
outline the background and provide an understanding of the rationale for the research study.
In ensuring ethical considerations, this chapter the will outline the primary objective and
aims of the research along with identifying a research approach to be applied to conduct this
study. The structure of this research study will be identified with an introduction and

conclusion to each chapter.

1.2 Research Context

Globalisation, changing demographics and economic conditions have been the changing
nature of work. Work and its environment have evolved over the past century predominantly
since the digital revolution (Popovici and Popovici, 2020). The internet has become the
foundation of a new economy characterised by the importance of information technology and
globalisation (Klopotek,2018). Technology has allowed for alternative methods to organise
work while also changing the nature of work and bringing in new forms of working (Popovici
and Popovici,2020). These forms of working known as flexible working are being utilised
within many organisations (White and Maniam,2020). This includes a flexible working
arrangement termed “Remote working” involving an individual spending the majority of their
time performing their contractual duties away from the employer’s premises (Crawford,

MacCalman and Jackson, 2011).

The Corona virus has triggered a mass retreat of white-collar workers from an office to
remote working from home (Jacobs,2020). According to the Central Statistics Office, Ireland
had the fourth highest rate of homeworkers within the EU prior to the pandemic. During the
Pandemic the incidence of homeworking has soared (Burke-Kennedy,2020). While remote

working has become more predominant due to the corona virus pandemic with employers
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encouraging homeworking as long as required to protect its employees, there is evidence this
could be an influencing factor for both future life and work (Dwivedi,2020). Government
support for remote working is a clear indicator that remote working is set to continue.
Employees will now have the legal right to request their employer allow them to work
remotely with clear justification to be provided by the employer if not permitted under the

new legislation (Wall.2021).

This Study will investigate remote working and in particular, how this form of working
impacts on the well-being of remote workers within the telecommunication sector. Research
in the area of remote working and its impact on well-being is scarce especially within the
telecommunication sector. Crawford et al, (2011) highlights a gap in the research in which I
aim to address. Little is known about remote working in respect of the impact on physical,
psychological, or social wellbeing - either positively or negatively. The CIPD outlines that
while many organisations have a broad understanding of the potential benefits of remote
working on their employee well-being due to the broad understanding, many organisations
are not embracing the potential benefits of remote working. It is further highlighted that
research is required to close the implementation gap and allow organisations maximise the
benefits of remote working (CIPD,2021). The opportunity to conduct additional research and
turn it into actionable actions to support organisations and its employees has been provided

with the influx of remote working (Carneval and Hatak,2020).

1.3 Aim of Research

The aim of this research study is to establish the impact remote working has on employee

well-being in regards to well-being from a, social and physical, phycological aspect.

The primary aim will be to assess the impact remote working has on all on these areas of
well-being. As highlighted, there is a scarcity of research in the area of remote working and
its impact on well-being. Furthermore with the influx of remote working due to the Corona
virus pandemic and the clear indications that it may be here as a permanent working structure
this will provide a key opportunity to explore the area. In a lot of the research conducted

prior to Covid 19 there is existing gap within the literature for exploration .
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1.4 Research Question

“What impact does remote working impact the well-being of remote workers”

1.5 Research Objectives

e To understand the impact of remote working from a Physical perspective on remote
workers.

e To understand the impact of remote working from a Phycological perspective on
remote workers.

e To understand the impact of remote working from a Social perspective on remote
workers.

e To understand the experience of remote workers within the Telecommunications

sector.

1.6 Research Design

This study will involve a quantitative paradigm to address the research area and further
explore the area of wellbeing and what impact remote working has on remote workers
wellbeing. Through the application of this approach the researcher will be able to get a clear
insight of and explain, explore and gain a clear insight into remote workers’ experiences and
the direct impact on their well-being. This study will be to investigate remote working within
the Telecommunication sector in Ireland. Purposive sampling was chosen by

the researcher as participants were carefully chosen from different grades and teams to get an
accurate representation. Due to the influx of remote working due to Covid 19 the researcher
had easy access to obtain information within their organisation. The primary data was
obtained through conducting semi structured interviews on a total of twelve participants all
of whom are currently employed within the Telecommunications sector and all of whom are
currently remote working on a full time basis since March 2021. Prior to March 2021 all
participants were able to work remotely one day a week. To analyse the data provided, the

researcher applied thematic analysis which involved coding and categorising into established

14



themes. The researcher identified five themes to address the aim and objectives of the

research.

1.7 Research Ethics

Throughout all stages of this of this study ethical considerations were taken into account in
regard to the obtained data, confidentiality and privacy. The data method implemented by the
researcher was in the form of interviews. The interviewer ensured that all participants were
clearly informed with regard to the participation being voluntary and they were given the
choice to terminate the interview at any stage. Moreover all participants were asked to
provide consent and were also provided with an information document regarding what the
research study entailed. Finally the email inviting the participants to participate was sent 2
weeks in advance of the proposed interview date to provide adequate notice and allow for
time for questions to be asked and answered due to sensitive nature of the study. This was

deemed by the researcher to be very important.

1.8 Outline of the Study

This study’s focus and primary aim is to investigate the impact and experience of remote

working on the wellbeing of remote workers in the Telecommunication sector.

Chapter 1:  This chapter will outline the framework and the rationale and background of
study. The aim and the research objectives will be outlined with the chosen

research method and ethical considerations

Chapter 2:  This chapter forms the foundation of the study by examining previous research

studies in the area. Highlighted are existing gaps in the literature

Chapter 3: The aims and objectives of the research area will be explained and an outline

of each objective will be included.
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Chapter 4:

Chapter 5:

Chapter 6:

Chapter 7:

This chapter will clearly outline the research method chosen and the
justification for application. This incorporated the implemented design,
sample, sample method, data collection, data analysis and limitation of the

research of the applied research method and ethical considerations.

This chapter will be focus on the findings obtained. The findings of the study
will identify five themes. Each identified theme will be discussed individually.

Quotations from the semi -structured interview will be provided.

This chapter cross-examines and compares the findings with the pre-existing

literature within the literature review .

This chapter will summarise the key findings and recommendations not only
to benefit the employer but also future researchers within the area. Finally this
chapter will in draw on researcher’s learning through a statement of personal

learning implications and statement of strategic implications.

1.9 Conclusion

This chapter discussed and highlighted the rationale for the research study, along with the

objectives and aims of the research.

The research design was established within this chapter identifying the researcher’s chosen

approach, the sample data and collection and how results will be analysed.

As highlighted the researcher, through each part of the research, will ensure eithical

considerations are adhered to with regard to privacy and confidentiality .
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Chapter 2 Literature Review

2.1 Introduction

The purpose of this chapter is to review and provide a comprehensive overview of exsisting
literature by academics in the area of well-being and remote working. Moreover this chapter
will discuss how the nature of work has evolved. This chapter will aim to outline what
implications remote working has had and how it has implications for employees well-being.
The examination, evaluation and critique of previous literature and studies in the area are
vital . This chapter will provide an insight into the changing nature of work, remote working

and impact on well-being

2.2 Changing nature of work

Since the beginning of the industrial revolution in Western Europe the nature of industries
have evolved and so have its workers and workplaces. Prior to the Industrial Revolution
industry work was predominantly physical in nature . In today’s era and with globalisation,
there has been a rapid shift, due to the increasing evolvement of information technology
(Parthjeet,2018). Similarly Stella and Chinedu ,(2020) highlights that technology
advancements have brought radical change and facilitated the evolvement of twenty four
hour organisations - closing the boundaries between work and personal life. Moreover, as a
direct result MNC are now composed of multi-cultural and ethnic workers. While there has
been a radical change in the nature of work so also has the concept of going to work and a

modern HR policy in the 21 century now requiring a holistic approach (Parthjeet,2018).

Organisations rarely remain static and must evolve in response to these technology
advancements. The millennial generation have been at the forefront of this evolving
technology change and have adapted to the new technology both within their personal and
work environment (Stella and Chinedu ,2020).The millennial generation is filling the ranks of
this constant changing workforce and it is estimated by the year 2025 they will account for
75% of the workforce. As the baby boomer numbers diminish it is vital for an organisation’s

financial success to harness these skill sets as HR face the complexity of the pressure to
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retain them(Johnson,2020). In comparison Hermandez,(2019) highlights this generation of
workforce strive and are focussed around the area of flexibility and work life balance

emerging as a key aspect of a healthy work environment.

Melluso et al,(2020) identifies the economic conditions and the onset of the current Covid 19
pandemic having brought unprecedented challenges for organisations globally. The Pandemic
has forced organisations to respond and deploy innovative solutions to remain competitive
and safeguard itself and their employees in a hyper unstable market . As a direct
consequence, organisations have been required to develop capabilities of agility and
flexibility (CIPD,2021). The current Covid 19 pandemic has been problematic for HR with
management having to promptly venture into the unknown as they aim to assist their
workforce to adapt and cope with radical change both in their social and work environment

(Carnevale and Hatak,2020).

2.3 Flexible Working

Many organisations have turned their focus to flexible working arrangements as a tool to
improve both work life balance and organisational integrity (Avgoustaski and Bessa,2019).
The concept of flexible working is regarded as complex to define due to numerous definitions
existing across the literature (White and Maniam ,2020). While no universally accepted
definitions exist Wiatr,(2019) defines flexible working “as such working conditions which
allow employees vary the amount of time or location of their work”. Companies offering
flexible working arrangements assist with the attraction and the retention of talent. By
offering flexible working arrangements it highlights the organisation’s willingness to adapt to
the employee’s needs. Moreover Kotey and Sharma,(2019) identify a gap in the literature
with flexible working focussed on mainly larger firms rather than SME . While the provision
of flexible working arrangements contribute positively to wellbeing and performance it is

questionable if these associations apply to SMEs.

Highlighted across the literature are three main categories of flexible working. These include
variations in relation to location time and work tasks. While each arrangement can be utilized
individually they are often combined to complement one another (CIPD,2019). Across the

literature the various authors highlight that flexible working arrangements are increasing due
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to evolvement within the environment ,technology and content pressures of globalisation and
competition (CIPD,2021 ; Stella and Chinedu ,2020:White and Maniam ; Smith, Patmos and
Pitts,2015). As highlighted the environment has experienced dramatic change and the
advancements in technology and communication systems have enable employees to work

from remote locations (White and Maniam,2020).

According to the CIPD, (2021) there has been a heightened demand for more flexible
working arrangements among employees that can be tailored to the their personal needs and
requirements. Moreover flexible working has been identified as a hot topic for academics
within the modern era as a key elements to improving work life. In contrast White and
Maniam,(2020) states that women entering the workforce has been the rationale for the
caption of flexible working arrangements since the 1940s . Since the 1940s the number of
women entering the workforce in Ireland has increased significantly and the gap of women in
the workplace of seeking work has grown considerably. The gap between both women and
men at work is now at its lowest Duncan,2013). It is evident from the CSO figures the gap is
closing and the number of females entering the workforce is increasing. In 2019 59.3% of

the workforce were female. In comparison, the latest CSO statistics 2019 showing 63.7% in

2019 (€CS0,2019.

Moreover according to the CIPD,(2021) organisations can benefit through flexible working
arrangements with regard to work life balance and increase performance and reduced
overhead costs. In addition flexible working arrangements can assist address some of the key
people strategies, including talent, gender pay gaps and sustainability. However in contrast
De Mendez and Kelliher, (2017) highlights that while studies have examined the correlation
between flexible working and performance at a higher level, a specific gap exists within the

literature to examine individual performance to a specific type of flexible working.

Across the literature there are numerous flexible working arrangements highlighted - both
informal and formal. Informal flexible working arrangements evolve through the negotiation
between and employee and their employer. In contrast formal mechanisms of remote working
can be through the organisations flexible working policy. While formal flexible working
arrangements incorporate -Job sharing, flexible working time, and compressed hours,
informal flexible working arrangements include remote working or the flexibility of working

hours (CIPD,2021; ,Menzes and Kelliher,2017).
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2.4 Remote Working

According to Klopotek, (2017) the first reference in a source of literature to the phenomenon
of remote working can be found in 1983 by M.H Olson. Remote working is a part of the
broader umbrella term of flexible working (Klopotek,2017). Existing across the literature is
that remote working can be described using numerous terms including — Teleworking,
Remote Working , Agile Working and Working from Home (CIPD,2021 ; Remote working
in Ireland,2019). The saturation of within the literature and the clear conscious of what
remote working constitutes is problematic. As a result this highlights the fact that it restricts
employees to understand what it would mean to request remote working and for an employer

understanding what remote working actually entails (Remote working in Ireland ,2019).

Furthermore while the term remote working is somewhat misunderstood and owing itself to a
wide range of different working, it has resulted in no one universally accepted definition
across the literature Kloptek,(2017).However while no one universally accepted definition
exists the European Framework aims to define remote working as “A form of organising
and/or performing work using information technology, in the context of and employment
contract/relationship where work which could be performed at the employers premises is
carried out away from that premises on a regular basis” (European Framework cited in
remote working in Ireland ,2019).While conflicting definitions exist across the literature to
define remote working, various authors are agreed on what remote working is. Where an
employee spends the majority of working time carrying out work for their employer through
information technology and telecommunications in a place other than the traditional
workplace (Wang, Albert and Sun,2019; Kloptek,2018 ; Crawford et al,2011 ;
Sullivan,2003).

According to the remote working in Ireland in Ireland report in Ireland ,(2019 ) remote
working is more prevalent within the private sector in comparison to the public sector
(Remote working in Ireland,2019). However the onset of Covid 19 has forced organisations
to rethink their business models and also rethink how work is carried out (Jacobs,2021). As a
direct consequence, overnight white collar workers who spend the majority of their working
time inside the physical boundaries of their organisations have had to adjust to remote
working environments (Jacobs,2021 ; Carevale, Hatak and Jacobs,2021). The central

statistics figures also supports this concept outlining that within Ireland the emergence of the

20



Covid 19 virus has brought radical change to employment and daily life. Based on the data
survey conducted in April 2020 from a total sample size of 2288 respondents 47% of those
who had their employment impacted as a result of Covid 19 34% indicated they have
commenced working from home . However prior to Covid 19 Ireland had the fourth highest
rates of remote working in Europe (CSO,2020). As white collar workers slowly return to
their workplaces it is positive that Covid 19 will have long term implications on office life as
remote working is due to become a permanent feature of future white collar working
(Thomas,2020). Government supports can be seen for remote working and a clear indicator
that remote working is here to stay through their effort to legislate to provide employees the
right to request remote working as part of the national remote working strategy framework
set to continue after the pandemic (RTE,2021).1 Furthermore, also highlighted is the influx
of remote working has highlighted divisions among employers who have effective well-being

and management policies in place (Jacobs,2020).;

2.5 Remote working and Well-being

Over numerous years employee well-being has been a term widely discussed and recognised
across the literature. It remains a highlighted debate due to a clear and concrete definition
(Tripathi and Singh,2020 ;Zhang et al,2015 ; Simone,2014). Well-being within the working
place is defined as “The quality of employees, Experiences and performance in the
workplace” (Simone,2014). In comparison highlighted by Kolakowski et al (2020), employee
wellbeing is not the absence of negative emotion, health issues or loneliness while it will be
inevitable that employees will suffer from these if they can return to a state of positive social
connection, happiness and physical wellness well-being may be preserved. Further
emphasised by Shier and Graham,(2010) wellbeing can include the way one assess them self
and incorporate areas such as anxiety, satisfaction, emotions and all can be impacted by the
work environment (Sheir and Grajam,2010) In comparison the remote working in Ireland
report argues well-being at work is the exclusion of negative systems and stress (Remote
working in Ireland,2020) . In comparison E well-being incorporates the state and how remote

workers manage their well-being and health while working remotely (Grant et al,2013).
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2.6 Aspects of Well-being

Employee well-being is a broad concept describing the overall quality of how employees
experiences and functions while working (Khoreva and Wechlet,2018). Well-being has been
described as a multidimensional construct incorporating social, Phycological and physical
well-being. The request for the retention of talent has required organisations to focus further
than performance outcomes and additionally look at factors of well-being including physical,
psychological and social well-being of employees (Tripathi and Singh,2020 ;Khoreva and
Wechler,2018 ; Crawford et al ,2011). Well-being has become a heightened topic among
academics and numerous literature exist. However a vast majority of the literature is
disjointed and unfocussed across numerous fields relating to workplace well-being . While
earlier definitions of well-being focussed on physical factors of individuals, most recent

explanations combine Physical, mental, Social and emotional factors (Simone,2014).

Psychological well-being (PWB) Looks at the ability to function in the workplace and
personal experiences. According to Dagenais-Desmaris and Savoie,(2011) there are two main
aspects to PWB the eudaimonic and hedonic approach. The eudaimonic approach considers
PWB in terms of self-actualisation meaning optimal functioning. While in contrast the
hedonic approach studies PWB in terms of life satisfaction and happiness, the main
operationalization of this approach is concerned with indicators negative and positive affect
and life satisfaction (Dagenais-Desmaris and Savoie,2011). According to Robertson and
Cooper the first model of well-being was created to access phycological well-being within a
six dimensional model by Ryffs formed of personal growth, self-acceptance, purpose in life,
Positive relations with others , autonomy and mastery (Hoffmann-Burdzinska and
Rutkowska,2015). In contrast Dagenais-Desmarai and Savoie,2011 examines PWB through
five dimensions — Recognition, Involvement, personal fitness at work. Competence and

succeeding at work.

Identified by Grant ,(2013 is a gap existing within the research as to the relation and
influence of remote working on remotely based employees’ well-being. In comparison
according to Nwinyokpug,(2017) previous studies have primarily focussed on office based

employees.
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As highlighted employee well-being is a broad concept with principal dimensions composed
of physical, social and psychological well-being. Physical well-being is in regards to bodily
health and functioning, in comparison psychological well-being focuses on functioning at
work and subjective experiences (Khoreva and Wechtlet,(2018). According to Grant ,(2017)
elements including stress and increased workloads may be incorporated to assess physical
well-being going forward . According to the CIPD promoting well-being can prevent stress
and create positive working cultures where both organisations and its individuals thrive
(CIPD,2021). In comparison Simone, (2015) highlights social well-being involves having
positive workplace networks including interactions and long term relationships
(Simone,2014). According to Khoreva and Wechlet, (2018) future studies in the area of well-
being will investigate the similarities existing between colleagues, employee and

organisational support.

Within Maslow’s hierarchy of needs developed in the 1940s which still remains valid
understanding for human motivation, personal development and management training. These
are the components of well-being and all must be achieved to reach self-actualisation and the
best an individual can be at the top of the hierarchy. According to Maslow physical needs are
highlighted including sleep, food and safety. Also highlighted are psychological needs to
reach self-actualisation at the top of the hierarchy such as self-esteem and self-fulfilment.
Reference is made to social needs by Maslow -including relationships and feeling of
belonging (Kehoe,2013). Accordingly, these basic human needs are pursued daily
(McCarty,2011). Research suggests factors affecting well-being include stress work life

balance, job satisfaction and workload (Haymann,2010).

2.6.1 Benefits of Remote working and well-being

According to the CSO statistics Ireland ranks the second highest with regard to commuting
times in comparison to other EU members (CS0O,2020). Remote Working is highlighted by
Boland et al,(2020) to provide a better work life balance due to the elimination or reduction
in commuting time. Studies across the literature have highlighted that individuals found
more productive ways to spend time and enjoy the increased flexibility of remote working
and its improvement of work life balance with the majority indicating the preference for
remote working in comparison to the office environment due to the elimination of commuting

times (Boland,2020 ;CIPD,2020).
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Organisations can also benefit from remote working through gaining access to a wider talent
pool with the elimination of physical barriers (Dwivedi et al,2002). In Addition remote
working can create a more accessible workforce opening up roles to those with caring
responsibilities, disabilities and older workers through eliminating barriers for these cohorts
(Remote working in Ireland ,2019). A study of 4000 executive and non-executive employees
also highlighted the remote working on worklife balance as a key influencer in improving

well-being and engagement (Tripathi and Singh,2020).

Moreover, highlighted are the benefits of remote working and increased levels of autonomy
with higher levels of productivity with less distractions (Remote working in Ireland,2019).
Prior to the pandemic the ideology was that offices played a critical role in productivity,
culture and the war on talent. Companies competed for prime urban offices spaces both
internationally and in Ireland. Emphasised is that many have been surprised how quickly and
effectively videoconferencing, technology and other forms of digital collaboration were
adopted and for the most part performance results have been better than they initially thought
(Boland et al,2020)1. Furthermore with cities becoming over crowded in Ireland and globally,
remote working can eliminate these accommodation pressures and support greener

economies (Rao,2020).

2.6.2 Challenges of Remote working

The department of health estimates that one in four individuals in Ireland will experience
some form of mental health issue in their lifetime (Dept of Health,2019). According to the
remote working in Ireland report,(2019) remote working can have negative implications on
mental health including increased levels of anxiety, stress and depression due heightened
levels of isolation remote working brings. Similarly Wang et al (2019) states remote working
can be associated with increased levels of both physical and Psychological isolation.
According to Wang physically isolated employees believe they possess fewer career
advantages and are less respected. A study by Debouk,(2020) from the onset off remote
working especially those new to remote working have been feeling more anxious with
declining mental health. Gigi and Pavithra,(2020) state mental health disorders have major

implications on individuals’ health and can impose an economic challenge for organisations
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in terms of a diminished workforce. Remote working conditions have been attributed to
negative consequences on mental health in unprecedented times during Covid due to the lack
of communication, social isolation and anxiety and this tends to reflect in their job
performance. According to (Haider, Tiwana and Tabhir, (2020) mental health conditions are
often overlooked in comparison to more physical conditions. Those suffering mental health
can experience social disparity and chronic medical issues. Bruce and English,(2020) outline
mental health issues have shifted to the domain of the employer over the past decade.
Organisations have recognised that supporting employees goes beyond physical medical
issues. Additionally in comparison Gigi and Pavithra, (2020) states that organisations should
have the belief that their employees are their key asset and their well-being should be looked

after if the organisation is to achieve its goals (Gigi and Pavithra,2020).

Although remote working employees tasks and responsibilities remain the same, working
virtually fundamentally changes the work environment and the ways employees
communicate with the environment and its members. This has triggered the ideology that
virtual work with the separation of the office environment leads to employees’ sense of
belonging and organisational belonging seeming to be jeopardised (Bartel, Wrzesniewski and
Wiesenfield,2012). Haider, Tiwana and Tahie, (2020). According to Smith et al,(2015)
remote working has negative implications on well-being including diminished relationships
with managers and co-workers. Thomas et al,2020 highlights that remote working can be
effective with communities that know each other but it is complex to form bonds with new
employee without that social interaction. Without the consistent social interaction to form
bonds and trust, the company culture will diminish (Thomas,2020). Social connection is vital
for employees’ well-being and while internet platforms and applications including Zoom,
Teams and Skype allow for social interaction to continue, they are no replacement for face to
face in person human communication. Moreover according to Ankit et al, (2020) those
suffering from mental health disorders are advised to socialise as part of treatment. However
with the current Covid 19 pandemic and almost all countries endorsing the concept of home
working, social distancing, isolations and lockdowns to contain the virus, it has many

mentally vulnerable to social isolation, anxiety and depression.

From a physical well-being perspective highlighted is the fact that poor work stations and
environments have negative implications on shoulder, next and back pain (Remote working
in Ireland,2020). Furthermore remote working has been associated with longer working

hours, interference in personal life and work intensification and interference.
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Moreover highlighted is the inability to switch off and that remote working individuals are
less likely to call In sick (Klopoptek,2017). Mudditt,(2020). Highlights the suitability of
working environment and the complexity for organisations to adhere to health and safety
legislation while employees are working remotely. The Organisation of Working time Act
1997 is a directive concerning the organisation of working conditions, time of employment
and safety of workers . This sets out the statutory rights in respect to minimum time, hours
and rest periods (Faulkner,2018). According to Klopotek (2017) it is complex for employers
to monitor working hours and rest periods while those are working remotely due to the easier
accessibility to laptop’s and work systems available 24/7 it further closes the gap between

work and personal life .

From an organisational perspective highlighted is the area of performance management
(Crawford et al, 2011). The influx of remote working during the pandemic according to Hill
and Jacobs has highlighted management are ill-equipped for the management of performance
and instead are using visibility and presenteeism as a substitute. Employees are therefore
judged by face time rather than the work performed (Hill and Jacobs,2020). In contrast
Thomas highlights the area of engagement and the complexity in keeping a remote workforce
engaged. Engagement does not only influence performance of a business but also employee
well-being. When employees are engaged they are productive with lower levels of attrition

and absenteeism.

Another challenge imposed by remote working is that since May 2018 under GDPR data
protection it has required organisations within the EU to make significant changes to data
processes while prior to Covid 19 it predominantly focussed on offices boundaries. However
with the current pandemic it has forced organisations to revisit their efforts to ensure that
compliance with data protection is achieved (Lueck,2020). Furthermore also highlighted is
the increased cyber risk due to remote working and with employees becoming complacent
with systems and devices utilised by employees potentially available for others to gain access

to confidential organisational client and personal data (Mudditt,2020).

A challenge highlighted by Jacob’s (2021) is with regard to a recent survey conducted on
145,000 remote workers globally which found 28% of remote workers struggle to collaborate

on creative and innovative ideas while remote working. With home working set to be the
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main working place and the office an occasional hub, future management face an increasing

issue in regard to innovation and creativity.
2.7 Previous studies on Remote working and well-being and identified

literature gaps

According to Carevale and Hatak,2020 prior research on the area of remote working is dated
due to the onset of the current Covid 19 pandemic. However with the onset of the current
pandemic and the complex challenge that Covid 19 has created with the influx of remote
working an ideal opportunity has been provided for management and academics to coordinate
current research in the area to produce actionable insights to assist organisations
.Furthermore, highlighted across the literature is that well-being is a vital employees
experience and can lead to both positive and negative implications for both organisations and
employees (Remote working in Ireland,2019) This provides a clear rationale as to why clear

and current research on the area must be conducted.

Kotey and Sharma, (2015) additionally identify a gap within the literature on the area of
flexible working which is predominantly focussed on larger firms rather than SMEs. The
provision of flexible working arrangements is highlighted to assist positive well-being and
performance with little research conduction is questionable if these associations apply to
SMEs - an area requiring future investigation. Similarly a study by Grant et al highlighted
remote workers in five different organisations in three different sector. In addition further
studies of remote working and well-being have been conducted among those with
administrative roles and self-employed (Hislop et al,2015). This forms the gap in which there

is scarce research within the Telecommunications sector on remote working on well-being.

Moreover according to Mednez and Kelleher,(2017) while studies have examined the
correlation between flexible working arrangements and performance at a higher level a
specific gap exists within the literature to examine performance to a specific flexible working

arrangement (De Mendez and Kelliher,2017).

Finally highlighted by Crawford et al,(2011) is the lack of research with regard to remote
working and its implication on employees’ well-being from a positive or negative standpoint
in relation to a Physical , psychological and social perspective. While the threat of Covid 19

will dissipate over time it is evident that organisations will continue to utilize remote working
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and lead to the configuration of workplaces over time (Kolakowski et al,2020). Also
highlighted by the CIPD,(2021) is the importance for organisations to recognise the impact of

remote working on employee well-being.

2.8 Conclusion of the Literature

Within this chapter examined is the concept of both remote working and employee well-
being in which no accepted definition exists within the literature and therefore has been
broadly defined by numerous academics. It is also apparent that remote working is a hot topic
due to the onset of the current Covid 19 pandemic. Also evident across the literature is that
remote working and its impact on well-being has both negatives and positives but research in
the area remains limited. Moreover due to the current pandemic it is questionable whether

prior research is relevant to today’s working environment .

Furthermore due to the influx of remote working and the onset of the pandemic and the lack
of current research within the area of remote working and employees’ well-being there is a
requirement to explore this area. Findings conclude that further detail is needed to obtain
data in greater detail by obtaining the feelings and experience of remote working in relation
to well-being . Therefore the research study will investigate the influence of remote working
on three key areas of well-being — Physical, social and Psychological well-being of remote

workers
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Chapter 3 Research Question and Aims of Study

It is evident that based on the reviewed literature, there are gaps and uncertainty within the
existing research on the impact of remote working and how it impacts on well-being.
Furthermore highlighted is the necessity to investigate the area of remote working and impact
on well-being due to the influx of remote working in the current Covid 19 pandemic. The
purpose of this study will be to investigate and gain an in-depth understanding of the
experiences of remote workers and how remote working has impacted their wellbeing since

engaging in the practice.
The following question from the literature has been identified to be answered within this

research study. Through the research it will hopefully provide a clear indication as to how

remote workers have had their wellbeing impacted since remote working.

3.1 Research Question

“What impact does remote working impact the well-being of remote workers”

3.2 Research Objectives

e To understand the impact of remote working from a Physical perspective on

remote workers.

This objective was developed to assess and examine how remote working has impacted
the physical wellbeing of remote workers with regard to stress and other aspects of

physical health

e To understand the impact of remote working from a Phycological perspective on
remote workers.
This objective of the research is to investigate how remote working has implicated

phycological factors, including work life balance and mental health of remote workers
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To understand the impact of remote working from a Social perspective on

remote workers.

This objective highlights the gaps within the literature. It also highlights that there is
a clear requirement for t further research to explore the area and the significant impact
remote working has had on influencing social issues, relationships and how

organisations can support workers.

To understand the experience of remote workers within the Telecommunications

sector.
This objective was to investigate and form an in-depth understanding of remote the

experiences of remote workings while engaging in the practice of remote working and

the challenges and benefits they have faced as a direct result of remote working.
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Chapter 4 - Methodology

4.1 Introduction:

The primary purpose of this study is to investigate the area of remote working and the impact
and influence it has on remote workers and their well-being within the telecommunications
sector in Ireland. Within the chapter it will firstly discuss research philosophy and types of
research methods available to gather data for this research project. Also discussed will be the
research design indicated by the rationale for the type of research approach chosen for the
purpose of this study. This chapter will outline the sample and the type of research method
selected will be discussed along with the data analysis, procedure and limitation of the

research.

4.2 Research Philosophy

The term research philosophy is described by (Saunders, Lewis and Thorntill,2016) as a
system of assumptions and beliefs about the development of knowledge directing how the
research should be conducted. The research onion outlined by Saunders identifies that there
are numerous considerations and factors that must be given and considered prior to

participating in research.

Identified across the literature are two main viewpoints of research philosophy. These are
Epistemology and Ontology. Epistemology relates to the knowledge and to what constitutes
knowledge and the process through which knowledge is created. In contrast, Ontology
relates to the study of being, the nature of being and our way of being within the world
(Quinlan, et al,2016). Within epistemology there are two key perspectives - Interpretivist and
positivism. Positivism is the ideology that social science should mirror as closely as possible
those of the natural sciences and may incorporate quantitative research (Blaxter, Hughes and
Tight,2010). While in comparison interpretivism is the philosophical stance which allows the
researcher to gain an understanding of the differences between humans and objects (Saunders

et al,2016)
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The theory of Ontology is the nature of social entities (Bryman and Bell,2011). Moreover,
ontology is concerned with the nature of existence and unpins that social reality is external

and independent of social actors concerned with their existence (Saunders et al,2016).

Due to the overall nature of this research study and the researcher, the researcher must gain
an understanding of the individuals experiences within the Telecommunications sector while
engaged in remote working. Therefore, the epistemology was the research philosophy
selected. Considering the aims and objectives of this study an epistemology approach was
chosen. Literature and interpretivism allows the researcher to gain an understanding of the
differences among humans and this formed the rationale for selecting an interpretivist
perspective as the aim was to obtain and understand the opinions of those engaged in remote

working.

4.3 Qualitative Vs Quantitative Methods

When it comes to primary research there are two primary research methods that can be

applied i.e. qualitative or quantitative.

According to (Blaxter, Hughes and Tight),2010 qualitative research is empirical research and
is where the data is in the form of words and non-numerical and seems to focus on exploring
as much detail as possible. The collection of qualitative data as a research strategy is
subjective and inductive and situated within a frame of constructivist or interpretivist.
Qualitative research accordingly is concerned with the exploration of a topic and with
inductively generating hypothesis and theories. The focus on qualitative research is required
where a deep understanding is required primarily focussed on understanding interpretations
of human experiences (Quinlan,2015). In comparison (Ames, Glenton and Lewis ),2019 also
establish that qualitative research is employed when an in-depth understanding of a complex
phenomenon is required while also allowing the focus on experiences and perceptions, beliefs
and opinions of the research participants taking into consideration other contextual factors
(Ames,Glenton and Lewis,2019). Bustetto, Wick and Gumbinger,2020 outline qualitative
research as useful particularly where the research question cannot be answered through
quantitative methods. The main sources of qualitative data collection include interviews,

observations and focus groups.
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In contrast quantitative research focusses on the gathering of numerical data that can be
coded in numerical form. It is deductive in nature and objective and situated within a
framework of positivism (Quinlan et al,2015). Quantitative research measures the
relationships between variables utilising statistics or a questionnaire producing numerical
data. Outlined in quantitative research is employed where the researcher requires factual hard
data compared to qualitative research where the researcher requires a deeper insight when
examining the research phenomenon (Saunders, Lewis and Thornhill,2016). Moreover,
quantitative research often is applied where to test a particular theory as it employs a
deductive approach with the use of statistical analysis to measure variables (Collis and
Hussey,2014). Furthermore, while quantitative methods are highly structured employing a
large sample size, qualitative research Is unstructured or semi-structured incorporating a

small sample size (Rugg and Petre,2007).

Finally, Saunders outlines that research can be employed to incorporate both qualitative and
quantitative techniques. This is known as a mixed approach to research and the integration of

the two research methods is termed triangulation (Saunders et al,2014).

4.4 Research Design

Collis and Hussey,2014 state that while research is central to both academic and business
activities, there exists no universally accepted definition within the literature on how it should
be defined. However Saunders, Lewis and Thornhill,2016 pg5 aim to define research as “A
process the people undertake in a systematic way in order to find out new things, thereby
increasing their knowledge” According to Bryman and Bell, 2011 research design is the
establishment of a suitable framework for the collection and data analysis. The field of
organisational development requires research-based interventions in order to drive
organisational effective and required organisational change (Shufutinsky,2020). Moreover,
Bussetto and Gumbinger,2020 highlight when selecting a research method, it should aim to
align with the highlighted research question to be addressed. The aim of this study is to
access the impact of remote working on employee well-being from social, physical,

phycological context.
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According to Babin et al, 2015 Qualitative research is primarily focussed on understandings,
human experiences and interpretations. In contrast and in agreement Collis and Hussey,2014
note that qualitative research allows one to gain a more detailed understanding into a certain
issue and is ideally suited when studying views and aspects of individuals .Therefore, to
gather data for the purpose of this research study a qualitative approach was chosen to gain
the required data in relation to the individual’s experiences of remote working and impact on
their well-being. While in contrast quantitative research is more where a research question

can be addressed applying measurement validity. (Bryman and Bell,2011).

The selection of qualitative research will assist in this and will help the researcher gain an
insight into the impact of remote working on employee’s well-being. All employees within
the sample size, while provided the option to work one day a week remotely, this has become
a permanent feature since March 2020. Garcia and Gluesing,2013 provide a key benefit of
qualitative research in its ability to provide an insight into new forms of working and how

practices are evolving daily.

4.5 Sampling Method

When it comes to this research study the primary aim is to is to explain the influence and
impact remote working has on employee wellbeing. There are a wide variety of sampling
strategies available under two main groups - nonprobability or probability. The approach will
be determined on the resources at your disposal and population in question. Non-probability
is most preferable when a number of in-depth interviews are carried out in relation to their
working experience. The researcher can be content to restrict the research to suitable

colleagues or friends (Blaxter, Hughes and Tight, 2010).

Research is mainly conducted on purposive samples and one whose characteristics are
defined for the purpose of the research study (Andrade,2021). Purposive sampling is outlined
as hand selection of interesting or typical cases (Blaxter et al,2010) Purposive sampling was
chosen by the researcher as the researcher is currently employed with the
Telecommunications sector of O2 employing over 7000 employees and the subject was of
strong interest to the researcher due to a large and wide range of individual available across
the HR function who had all had experience of working remotely on a part time basis prior to

March 2020 and on a full time basis after that date. Individuals from different teams and

34



grades, as well and varying in ages in gender were selected to give an accurate representation

of the impact of remote working on well-being.

The key benefit of purposive sampling is the sampling is conducted with reference to the
goals of the research involved. The units of analysis are picked in terms of criteria that allow
the research question to be answered (Bryman and Bell,2011). Similarly, Collis and
Hussey,2014 also state that participants are selected by the researcher due to their experience
and strength of the phenomenon prior to the commencing the study or by limited availability.
Andrade,2021 outlines an additional benefit is that purposive sampling only studies the
population of a specific interest and excludes population samples of adverse advents
(Andrande,2021) However, one key disadvantage of purposive sampling is its inability to

pursue other contacts arising throughout the course of the research (Collis and Hussey,2014).

HR Remote workers within the Telecommunication sector were asked to participate for the
purpose of this research as the prominent key subjects for this investigation and due to the
aim and investigation of this study. The individuals are all based within the HR department in
Dublin across various teams. The rationale for choosing the HR individuals within the Dublin
region was that I wanted it to be representative of the HR environment within Dublin. All
other departments of the organisation are operating in the UK. If the researcher selected
different sectors of the business within the UK it would dilute the integrity of this study
who’s aim is to access the impact of remote working on employee well-being within the

telecommunication sector in Ireland.

According to Jamaludin et al, (2020) since the onset of the corona virus pandemic remote
working, especially working from home, has become the most favourable option for
employers to operate during the pandemic and even encouraging employees to work from
home as long as comfortable and required. Due to propensity of remote working within the
researcher’s organisation of employment and working within the Telecommunication sector
becoming a permanent feature, the researcher did not have any difficulty in finding
participants. The sample was comprised of twelve individuals all employed within the
Telecommunication sector In Ireland. The sample included 9 females and 3 males between
the age of 23 to 38 years. The sample participants were from the various HR functions and
different roles to get a full an accurate sample. When the participants were identified, an
email to their work email and a copy can be found in the appendix 1. The email was provided

to 14 subjects however only twelve expressed an interest and responded to email to
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participate in this study. Also contained in the email was an attachment on the purpose of this
research referenced in appendix 2. All those who wished to participate responded from work
email providing consent in appendix 3. Once they agreed I added a meeting slot for the

participants.

4.5.1 Breakdown of Sample Participants

J M| ¥ M| F A N, B f f L
B | % [ oW | o# ) 0w | 0| 0w | ¥ | W | 0| BN
Ueecle | Ulecycle | Contracts | Utecycle | Rasourcing | Contracts |Resourcing| Contracts |  WHS | Contracts |  LAD | Resourcig
Funition Fustion
Aol | Toam load | Adhisor | Specllst | Advsor | Spechlit | Advsor | Advsar | HeadofHA| Advsor | Advisor | Tei Lead
No v | M | M | me | M | v | b | v | N | M | ke

Iy dmithg | Lyrdmiths | Dy dmitha | Dyr d e | dyrd ik | Dyr d miha | dyrd miha | Dyed mithe | 1y dmieha | Ly d mih | e 4 i | dr d miha

e | SYeas | LVewr | 3Ver | 2vears | 1SYewrs | Livears | 12Veas | 1vews | 13¥ees | 1vewr | 3Yuns
Company | Company | Company | Compary | Company | Company | Company | Company | Compuny | Company | Compary | Compary
Berefith | Beneftd | Beneftd | Beneftd | Benefth | Beneftd | Demefth | Benefrd | Beneftd | Beneftd | Benefitd | Beneftd

Table 1 Break down of Participants
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4.6 Pilot Study

A pilot study was conducted to determine if the interview questions were suitable and
relevant to the research study. The researcher had never used Microsoft teams for the purpose
of interviewing and was required to practice and become familiar with the tool. By
conducting a pilot study, the researcher was able to define the research questions to ensure

the questions allowed scope for discussion and limit repetition.

This was also beneficial as it allowed the researcher to add probing questions and ensure all
questions where suitable. This would not have been possible through a quantitative method of
research. Moreover, by conducting the pilot study, this allowed the interviewer to build
confidence with interviewing it was not something they would do daily. By conducting the
pilot study, the interviewer became more confident and learnt new skills on Microsoft Teams
for example setting up meetings as well as recording, and transcribing. The pilot study further

ensured that the audio, internet and environment was suitable for conducting the interviews.

4.7 Data Collection

The participants were informed they would be allocated an interview time through Microsoft
teams outside work hours. The interviews where set up for a time period of 40 minutes on
Microsoft teams to allow flexibility or additional time if the interview went over time. When
the participants received their invite, they accepted once and agreed the time and date the
interview slot would go into their calendar and they would also receive a reminder half an
hour prior to the interview. However, as the participants were work colleagues to the
researcher there was an additional benefit insofar as the researcher could send a reminder.
The data was obtained by conducting 30-minute interviews. The data obtained was primary
information and gathered from an original source conducted on remote workers. The
interview schedule was established which included a list of open-ended questions with

probing questions as can been seen in Appendix 4
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4.7.1 Interviews

The research method chosen for the purpose of this study consisted of semi structured
interviews. According to Buseto, Wick and Gumbinger,2020 interviews will allow the
researcher to gain an in-depth understanding into the participant’s personal circumstances
while allowing one to gain an insight into the participant’s subjective experience and
opinions. Interviews are regarded as the best approach where the research topic involved is
formed on a sensitive nature. As the research involves discussing personal experiences and
elements of employee well-being an interview was deemed best appropriate for the purpose
of this research. Moreover through the use of semi-structured interviews, the open ended
questions will encourage the interviewee to discuss what impact remote working has had on
their well-being while also allowing additional questions to emerge through the interview due

to the open ended and flexibility of questions (Collis and Hussey,2014).

The interviews were conducted within the HR department of O2. In addition, due to the
current Corona virus pandemic it was not possible for the researcher to conduct the
interviews face -to -face therefore all interviews were conducted after office hours to avoid
disruptions during the course of the interview. The interview questions as evident from
appendix 5 are all focused on the area of remote working and obtaining data on well-being

from a physical, social and psychological perspective from remote working.
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4.7.2 Interview Schedule

To answer the research question ““What impact does remote working impact the well-being
of remote workers” and to achieve the main objectives in this research study the following
questions where formed. The concrete schedule of the interview is evident from appendix 4.

The schedule of the interview was divided into the following six sections.

e Demographics of Participants
e Psychological well-being

e Physical well-being

e Social well-being

e Boundary management

e Thoughts and perspective of remote working on their well-being

To achieve the objectives as per above the following questions where developed:

Objective 1: To understand the impact of remote working from a Physical

perspective on remote workers

1) What would typical remote working day look like for you?
2) How have your levels of stress been impacted since remote working?

3) What is your remote working environment like?

Objective 2: To understand the impact of remote working from a

Psychological view on remote workers?

1) How do you feel remote working has impacted your work-life balance?
2) What do you feel have been the main challenges of remote working?
3) What do you feel have been the main benefits of remote working?

4) What is your opinion on the continuation of remote working?

5) How do you feel remote working has impacted your ability to switch off ?
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Objective 3: To understand the impact of remote working from a Physical

point of view on remote workers

1) How do you feel your relationship with your work colleagues has been impacted as a
result of remote working?

2) What platforms and techniques has the organisation implemented as a mechanism to
improve relationships and social interaction among teams?

3) How do you feel your organisation supports you while remote working?

Objective 4: To understand the experience of remote workers within the

Telecommunications sector?

1) Where do you predominantly work from while remote working?

2) What do you see to be the key difference between the office and your remote working
environment?

3) Provided the option how may days would you choose to return to office?

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

5) How do you manage the boundaries between your home and work life?

6) What advice would you give to someone new or adapting to remote working?

4.7.3 Interview Procedure:

Once the participants agreed to be interviewed for the purpose of the study, they were
provided an allocated slot on Microsoft Teams after work hours. Once a suitable date and
time was agreed the details were noted into the Microsoft Teams calendar for both the
researcher and participant. The email and information were sent over two weeks in advance
as to provide adequate notice and to allow time for the participants to ask any queries they
may have. Prior to the interview the interviewer provided a pack to each of the participants
containing the information about the research project, consent form and contact details should

they have any queries in regards the study prior to the interview.
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The interviews were all conducted outside of work hours through Microsoft teams to avoid
any distractions in a quiet place away from others to allow confidentiality. All interviews

where recorded and last approx. 30 minutes each.

All interviews commenced with a set of opening questions allowing the interviewee to start
talking and make them feel at ease .Once the main interview schedule questions were asked
the process of moving onto deeper questions and probe by the interviewer in order to get a

clearer picture of some questions .

4.8 Data Analysis

According to Quinlan,2011 the process of qualitative data analysis is the analysing of the
gathered data to provide a rich description of the phenomenon in question. Once the semi-
structured interviews were conducted the interviews were recorded through Microsoft teams
for the purpose of transcribing after. By recording the interviews this allowed each interview
to be replayed in order to transcribe the entire interview from start to finish. After each
interview was transcribed the researcher commenced analysing each interview and the data
within each to familiarise the researcher with data within the study. A grounded theory
approach was selected for the purpose of the research study. In a grounded theory approach
the research question is likely to be subject to refinement with the process of coding
implemented involving three main stages: Open Coding, Axial coding and selective coding.
Through the grounded approach your theoretical framework should be established from the

data collected and analysed (Saunders et al,2016).

Thematic Analysis was employed within this research study - a foundational method of
qualitative analysis. The essential purpose of the thematic analysis is the identification of
common themes across the data set and involved the researcher identifying common themes
(Saunders et al ,2016). Moreover, the process of thematic analysis involved the examination
of the data through the implementation of these themes (Quinlan et al,2015). The researcher
analysed the data by examining and carefully reading through each of the interview
transcripts and taking notes throughout the course of the interview for the purpose of the
identification of common themes (Rugg and Petre,2010). Using a pen and highlighter the
interview transcripts were examined at a higher level to code and identify common themes.

When an identified common theme was established it was allocated a code. Each common
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code was analysed for common themes and patterns to ensure that no primary categories
were missed and included within the data. To ensure the validity the results obtained from the

thematic analysis and coding was compared.

4.9 Limitations of Research Design

There are many limitations to qualitative research. The transcribing of the interviews was
time consuming. The rationale for not transcribing during the interview is that recording and
transcribing after the fact - while more time consuming - ensured nothing was missed.
Another limitation of this study was that interviews were time-consuming to conduct and all
participants plus the researcher work full time as well as participants having personal and
family commitments (Bryman and Bell,2011). Shufutinsky,2020 criticises qualitative
research as the author is the main instrument of the research. The process is regarded to be
less systematic and increases the likelihood of bias based on the researchers, knowledge,
experiences, beliefs, and values. The researcher was conscious of this and took this into
account during interview process and was mindful not to influence the interviewee in any

way while answering the questions.

Another limitation of this study was due to Covid all interviews were not able to be
conducted face to face and would have allowed for a more personal approach especially due
to the nature of the research topic and the discussion of well-being. However, although this
research design has limitations, the researcher contends the suitability and strengths of the

research was not jeopardised or degraded.

4.10 Ethical Consideration

Ensuring your research is ethically appropriate is a key aspect of the conduct of well-founded
and sound research. The conduct of ethically informed research should be a main priority of
all researchers. Outlined by Blaxter et al, 2010 ethical issues most commonly arise in
research designs while implementing qualitative methods of data collection. The rationale is

due to the close relationships between the researched and researcher.

Firstly, due the research nature and looking into the area of well-being, it was important that

all participants were accurately informed as to the nature of the research in advance and fully
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informed in regard to its privacy, confidentiality, data protection and sensitivity. In order to
ensure this aspect was achieved, all participants were issued in advance, a consent form and
information document setting out the privacy and confidentiality of this research. Prior to
commencing the interview through Microsoft Teams, the point was emphasised again that the
interview process would be confidential and private and only recorded for transcribing the
interview afterwards. The participants were advised they could end the process at any point
during the interview or if they did not feel comfortable answering a question, indicate and we

could move on with the next question.

Another ethical consideration was through the careful design and phrasing of questions
throughout the interview. The researcher was careful to eliminate any form of
discrimination. The researcher ensured that while conducting the interview, because it was
not conducted face to face, the interviewer ensured the interview was carried out away from
others, in a quiet place away, from distractions. The option for participants to have their
camera turned on was totally voluntary. However, the interviewer kept their camera on to

allow a more personal approach.

Finally, the ethical consideration of the storage of the data was taken into account. Because
the information is of a sensitive nature, once the information was collected for the purpose of
the research study, each participant was advised, both orally and in writing, that the
researcher would adhere to the National College of Ireland’s Code of Ethics as well as all

Data Protection Acts.
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Chapter 5 Findings

5.1 Introduction

This chapter will involve the analysis of data gathered using primary research. Exploration of
themes were established through the process of conducting thematic analysis. To gather the
data, as previously highlighted in chapter 4, the process of conducting semi-structured
interviews with twelve HR individuals who are employed within the telecommunication
sector in Ireland employed by the Telefonica group within the UK which employs over seven
thousand employees across the UK. All remote participants for the purpose of this research
study have experience in working remotely on a full-time basis since March 2020 which has
become a permanent structure. Prior to this, the individuals were provided the opportunity to

work remotely one day a week.

5.2 Demographics Description

As outlined in chapter 4, to get an accurate representation, I have conducted the interviews
within the Telecommunication sector in Ireland. The interviews were conducted within the
HR department among various teams all holding different positions and grades from
Advisors to the head of HR people services. Moreover, all participants varied in age from 23
to 38. As seen in the table below the sample incorporates a total of 9 females and 3 males.
The researcher experienced difficulty in obtaining male workers to participate due to the

workforce predominantly being female in the centre.
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Sample Gender

= Males = Females

Figure 1. Description of Sample Gender

5.3 Themes

To analyse the data obtained from the semi-structured interviews, the processes of thematic
analysis was applied. All interviews were recorded and transcribed for this purpose. Thematic
analysis was applied through the highlighting, sorting and coding common themes within the
data. Each transcript was individually cautiously reviewed. After it had been reviewed it was
then cross referenced against the other transcripts to identify the existing common themes
within the obtained data. A level of caution was exerted while coding and initially 14 themes
were identified with the research further breaking these down to identify an overlap.
Established by the researcher is some themes overlaps that fundamentally could be

categorised into one theme.

Each of the themes were reviewed and identified by the researcher who identified 5 key

themes

1. Communication

2 Flexibility/ Personal factors

3. Boundary Management /Work Environment
4 Work Environment

5 Health and well-being
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Social Well-being ——— Communication

Psychological Flexibility &
Well-being Personal Factors
Remote
Working and Boundary
Well-being Mnagement
Physical Well-
being
Work
Enviroment

Figure 2: Diagram illustrating the relationship between research area. The identified five

themes and research objectives

5.4 Thematic Analysis

5.4.1 Theme 1 Communication

All participants were asked if they felt their relationship with their work colleagues had been
impacted as a result of remote working. While all confirm that the implementation of remote
working had impacted work relationships, some affirm that while it has not had an impact on
relationships within their team, it has impacted their relationships with members from other
teams. Participants SK, SOF, and AS who have all direct reports refer to the impact remote
working has had in this area. SK makes reference to 121s and the reluctance of those to
switch on camera. AS highlights the struggle regarding engagement and the complexity of
keeping a remote team engaged. Furthermore, participant SOF states when she reaches out

directly, virtually all the individual think they have done something wrong.
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Referenced by participant LL “if was difficult at first as we were so used to seeing each

other physically - however it has improved over time”.

Participant S.K states “I don’t feel remote working has negatively impacted my relationship
with my colleagues as we are still very close and continue to have great relationships. The
team I work with and other teams have grown together and worked with each other for a
number of years. From a manager perspective 121s can be difficult. They can be

reluctant to turn on camera and you cannot have that informal chat “.

Similarly, participant SD “I feel we talk more. I didn’t think it would be possible, but we
are constantly resorting to WhatsApp and team chats. I think my own team bond is strong.
However, with teams I don’t interact with throughout day, I do think remote working has

impacted my relationship with them”.

Emphasised by participant SOS ““I think we still have a strong bond as a team, and I do
think the manager relationships are still strong as well and that we all slab the teamwork
with a mentally all-together attitude. However, I do find it more difficult with what’s going
on in someone’s life if they are having difficulties you don’t want to be asking someone all

the time if they are ok “.

The participant MK states “I would say there are fewer social aspects as you are not

seeing them face to face “.

Similarly, participant JM “I would say it is damaged in a way because I never really talk to

some colleagues for long periods of time who are not on my initial team “.

Outlined by participant NC “I think with my initial team it has become better. I talk to
them a lot more. I think with the wider team and other colleagues in the centre it has

been negatively impacted “.

In comparison and also in participants views the participant NC “I think with my direct team
it hasn’t been impacted we have the opportunity to remain very connected. But with other

teams I think it has been negatively impacted”.
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Contrasting with the previous participants the participant SOF states “With my initial team it
hasn’t really been impacted. We have a very good relationship, but I do think with wider

teams it has been impacted “.

In line with previous participants the Participants AM “with my direct team it has improved
as we are making a conscious effort to link in with each other on a regular basis. With the

wider department due to nobody’s fault it has been more difficult”.

The participant SA states, “As a result of remote working I suppose we don’t really

communicate unless it is about work”’,

Lastly participant AS “Within the team we don’t have the advantage sitting in the same pod
in a face to face environment you have to stay on top of keeping the team engaged through

emails or a quick call on teams “.

All participants were asked what platforms the organisation implemented as a mechanism to

improve social interaction and relationships while remote working.

As per below the following mechanisms have been implemented to improve social
interaction and communication within the organisation. From mystery chats with people
across the centre from different teams not work related to keeping the communication line
open. Also, Workplace which is a business social media platform, has been fully utilised and

contains the FYT about centre updates and health and well -being tips.
Participant SD outlines “The monthly random mystery chats are nice it’s nice to get to
speak with others from other teams. It’s nice to see others from other teams and see their

faces “.

In comparison Participant JM also highlights the monthly mystery chats “I find these

sometimes quite forced as they are arranged”.

The participant SA in contrast also states “We do have the have the monthly random

mystery chats - they help, but feel a bit forced”
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Furthermore, the participant SK comments on the HR and CEO calls “Monthly call updates
giving us a flavour into the wider area of HR. Without the pandemic and influx of remote

working we would not get that level of access”.

Similarly, participant SOS states “The quarterly calls with the CEO are great and not

something we would have been included in before and have been very beneficial for my

office “.

Diversity
and
inclusion

i Walking
Mechanisms to meetings

Improve
Communication

Wurkplacg CEO Quarte I'|'jl'
calls

Team
meetings

L ] &

Figure 3 Mechanisms and Techniques implemented to improve communication and social

interaction
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5.4.2 Theme 2: Flexibility /Personal Factors

A common existing theme throughout the interviews was the theme flexibility. Especially
when it came to work life balance. Out of the twelve participants all have indicated that

remote working has had a positive impact on their work-life balance in some form.

Participant L.L outlined “Since remote working, it has improved my work life balance. With
reduced commuting times I have additional time to do activities in the evening and to spend

more time with my family”

Participant S.K Highlights “It has definitely impacted it for the better. As I mentioned I
have a young family. While I was not a million miles away from the office I am saving 2
hours a day commuting. It has been positive. I can finish work and head off training. So

yes it’s definitely been positive for me”.

Participant S.D states in a similar manner “It has overall improved because when I was
working in the office it would take me a half an hour to walk home. Now when I finish at
5, I am straight away able to make dinner or do other activities. Therefore, it has allowed

additional time for myself and I am enjoying the work life balance”.

Emphasised by participant SOS “it has no doubt improved. I think everyone would agree
whether you are getting the bus, train or driving you have gained back time by not
commuting everyday which is fantastic. However, I do miss the spontaneous work side of

things that might happen outside of work.

Participant MK States “You get a later rise in the morning so I would say yes it has

definitely improved “

Participant JM also in agreement “I think really improved as I do not have that commute to
work. You are not sitting in traffic in the morning you are finished at 5Spm and you are

home “

In contrast Participant NH highlighted “I get more time to exercise while I am not a workout

person, I get more time to go for a walk after work as I have parks quite close to me. If 1
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was going to the office, I would not arrive home until 6pm. Working remotely you get more

time to enjoy things you wouldn’t normally”.

Participant SOF similarly “Since remote working there is definitely extra hours I have back.
I was also just discussing with a friend how it is great you log off at 5pm and two minutes

past your home so yes, I would definitely say it provided a better work life balance

Participant AM Outlines “it has definitely contributed positively to my work life balance.

Like even going home to Galway I can midweek and have a change of scenery’.

Participant AS identifies “improved work life balance as I do not have the commute in
and out of town to the office everyday “
In regards personal factors all participants from the twelve interviews were asked about the

challenges and benefits of home working. The results can be seen from the table below.

Challenges Benefits
IT issues easier resolved in office Saving Money
Depending on good WIFI and Technology. Saving Time

Face to face interaction informal chats Eating Healthy Access to full Kitchen

Lack of space for a Home office No commute to work

Equipment such as Desk not provided

More Sleep less tired

Networking more difficult

Improved Work life balance

Training new team members or cross Training

More time for family and improved bonds

Isolation and loneliness

More productive less distractions

Engagement more problematic

Increased Flexibility

Extrovert personality type need to be around

others.

Less Stressed

Harder to Disconnect

Table 2 Challenges and Benefits of remote working by participants
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All participants were asked their opinion on the continuation of remote working. While the
consensus is that the majority are enjoying working from home most are in favour of a
blended approach with 5 out of the 12 participants indicating their preference for a blended
approach. In contrast 3 of the 12 participants wished to return to the office. Their rationale
for this their remote working environment is not currently suitable. In addition, participant
MK highlights the practicality of the location of the office in the city. 4 of the twelve
participants indicated they don’t wish to return to the office as they are as productive at home

or remote working suits their lifestyle and the flexibility remote working brings.

Participant LL outlines “I am enjoying remote working and the flexibility it brings “

Participant SK similarly “I would be happy enough to continue to work remotely full time

and continue to work from home”.

SOS states “While I think it’s a great option to have the flexibility is fantastic, I don’t think
working remotely permanently is ideal for people looking to network and get established in

industry. Ideally I wouldn’t mind working from home 2-3 days a week”.
In contrast Participant MK “The office is a bit missed. Working in an office environment,

especially in the city centre, allows you to when you leave work go and do an activity in

town “,

Highlighted by participant M “I would ideally like a blended approach of a couple of days
in office “.

Participant NC “for me personally I am happy with it definitely suits my lifestyle and

provides a better work life balance “.

Similarly, participant NH “I was already use to it and would like to continue remote

working .

Participant SOF also explains “ I really like it and people whom I have spoken with like it

also for a whole range of reasons “.
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Moreover, participant AM “I like it at the minute, but I would like to get back 2-3 days a
week from the office “.

Emphasised by participant AS “ I think it’s one of those things where I would be happy
with the balance between the two “

In contrast participant SA “I don’t think it should happen I don’t think it is normal for

someone to sit the whole day by themself “.

5.4.3 Theme 3: Managing Boundaries

Participants were asked how remote working impacted their ability to be able to switch off.
There was divide when it came to the ability to be able to switch off from work with half of
the participants indicating remote working had a negative impact on their ability to switch
off, while the other half expressed a view that remote working had not negatively impacted
their ability to switch off. From those indicating that remote working had negatively
impacted their ability to switch off the lack of physical boundaries between the home and the
office environment and easy accessibility to the laptop played key factor. In contrast, for
those who stated that remote working had not impacted their ability to switch off - this

appears to be due to the establishment of an effective routine and management guidance.

Participant LL highlighted the point “When you leave the office it is easier to separate work
and home. Particularly if you had a tough day it is harder to switch off from work in the
evenings. I think because you are working from home, then trying to relax at home there is

a fine line. Also, with working from home, it is easier to lose track of time”’.

Participant SK outlines “Yes it has definitely made it harder to switch off. When you’re
working from your bedroom like me and the laptop is the last thing you see before bed

and first thing when you wake up, it definitely makes it harder “

Similarly, like Participant LL participant MK referenced the lack of physical boundaries
“Your office is in the same house 24/7 it is hard to close the office door and not go back

into the office because there is no physical break in the building”
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In a similar manner Participant NC “It has definitely impacted my ability to switch off. As I

now have the laptop at hand I have definitely logged into the computer at the weekend”.

Furthermore, Participant NH states “Yes this has been a challenge as my team works on the
phone all the time and has a specific ringtone. Just hearing the ringtone in your home can

be a little overwhelming and challenging in a way”.

In line with the above participants participant AS “it can be difficult at times while I may
step away for five minutes, I often find myself coming back to check an email response or

if another recruitment escalation has come through”.

In contrast participant SOS rationale for being able to switch off “I think I do not have a
problem switching off. I make it my business to switch off. You wouldn’t normally be
bringing the laptop home and logging in after-hours, so it is important not to get into that

habit”.

Furthermore, Participant SOF “it took a lot of practice and mindfulness. I have a storage
basket in the corner. When I am finished I switch off, I clean down my laptop and

everything so it’s back to being out dining table”

Similarly, participant AM “No I I don’t think it has to be fair. I ensure to switch down the

computer. I don’t go near my little space until the next morning”

Moreover. Participant SD “I am quite adamant once it is Spm it is time to close the laptop 1
think it is down to that I also live with others and they need to be able to get on with their

evenings”

Emphasised by participant SA “I don’t know about others but I definitely do not think
about work once finished. I have trained myself. It would also not allow me or make me

work past Spm”’.

Finally, participant JK “Personally for me it is grand. I just finish at Spm close the laptop. 1

would not be expected to stay late and try and get emails answered”.
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Has Remote working and ability to switch off

= Not negativly Impacted 5 Negativly impacted

Figure 4 - Has remote working impacted the ability to switch off?

When it comes to managing boundaries between work and the home environment all
participants had different methods of managing the boundaries between their home and their
work environment. Three participants outlined they had a home office in a spare room and
have the ability to close the door, while others outlined, they have family responsibilities that
ensure they have to manage these boundaries. Moreover, another participant outlines the
effectiveness of deleting teams from phone while on annual leave as a mechanism of
managing boundaries. Finally, a participant highlights the struggle of a balancing act of

where work life ends, and personal life begins.

Participant SK outlines “I feel having a four-year-old makes it a little easier for me. When

I am with him no laptop or phone and we take it from there “

Participant SD Explains “I always ensure to switch off my laptop and shut down my laptop
screen. While I used to have my own laptop for my purposes at my work desk before remote
working on a permanent basis at that desk, now I find myself not sitting there and once 1

don’t sit at that desk, I don’t associate it with work”.
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Participant SOS states “I will turn off teams on my phone on the weekend or whist on

annual leave and not turn on the laptop past 5pm”.

Participant JM highlights “as mentioned I have my own office area, so I just close the office

door and ensure to finish at 5pm .

Similarly, participant NC outlines “I can distance myself as the laptop is in the spare

room/office and I can close the door and not have it staring at me “.

Highlighted by Participant NH “I think the way we work we have very set starting and

finishing times, so we don’t or are not expected to work overtime”.

Similarly, Participant AM “I ensure I switch down the computer and I don’t go near my

office space until the next day”

Finally, Participant AS outlines “I #try not bring my laptop outside my office, so I do feel it’s
difficult and do find myself trying to limit myself in what I do work wise. However, when in
the office, I would have gone to the gym around the corner, now I am doing it from home

and its now trying to implement the balancing act of where workday ends and personal life

begins”.

5.4.4 Theme 4: Health and Well -Being

All participants were asked regarding their overall health and wellbeing since remote
working. While some highlighted that they have seen an overall improvement due to the
additional time and work life balance, in comparison others have stated they miss the social
aspect the office brings. Also highlighted was mental health from a positive and negative

perspective.
Highlighted by Participant LL “if took a while and it took a lot to adjust but now I have

been doing it for over a year full time. Establishing a routine while remote working has

been key to my well-being”.
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In comparison MK “it has taking a lot to get used to. I think it was a novelty at the start but

now time has moved on and I miss seeing my colleagues”.

Participant MK outlines “I think it has been positively impacted. In terms of Covid I am
lucky in the sense I have been able to remain working. So, working from home has allowed

me to keep occupied and keep me interested so it’s been good in that sense “

Participant JM emphasis “I suppose I am used to it now and it’s the new normal. But I would

love to get back to the office. I just miss talking to people and going for work drinks “.

Participant NC explains “I think it has impacted it in a positive way due to the fact I have a
better work life balance and not travelling in. I have more time to rest. Not getting up as
early in the morning. I have more time and personally I think it has had a positive impact

on my mental health”.

In comparison participant NH highlights “I don’t think remote working has had a negative
impact on my well-being or mental health. I think what affected it was Covid and combined

with the two it has been challenging “.

Participant SOS emphasis “I definitely think it has improved my entire kind of work and life

routine and been positive in regards my overall well-being “.

Furthermore, participant AS states “overall I think it’s been positive. It has lent itself to a

better work life balance particularly from a day to day basis “

However, in contrast participant AM outlines “it is hard to say, it has had its ups and downs.
1 miss my walk to work. Then there is the socialising on a mental health aspect and
personally I need that. However, as time has gone on I would say its 50/50 I wouldn’t say

it’s terrible or fantastic”.

Participant SA outlines “At the start I was a wreck I hated it. I would be waiting for
someone to come home in the evening like a lost puppy. So my well-being wasn’t great and
it made me find it harder in social situations. It wasn’t good. I was overthinking to myself

to much”.
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Impact of Remote Working On overall Wellbeing
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75% Positve
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Figure 5 — The impact of remote working on overall wellbeing

All participants were also asked in regard to their stress levels since remote working. 3 out of
the 12 participants highlighted an increase in stress levels since remote working while 9 of

the participants indicated that their stress levels have remained the same or decreased.

Participant LL outlines “At first it was a big change and stress levels were higher than

normal”.

In contrast participant SK “As you know, I don’t get to stressed. If anything, remote
working has brought it down. However, the only stressor for me is to ensure my team are

not stressed”.

Moreover, participant SD outlines “I am quite lucky that I have not felt overwhelmed and

that is down to our support system and management”.
In contrast participant SOS “I think it has increased. I think being in an office

environment can be stressful at times, but your colleagues, even if they don’t have the

solution for your problem can calm you down”.

58



Furthermore, participant MK “There is obviously other types of stress as well as the
workload being heavier now. While there is a good bit of stress it has kind of taught us the

value of having a bit of work”.

Participant JM highlights “I don’t feel they have changed since remote working”.

Similarly, participant NH attributes stress levels not remote working but due to the role itself
“I think my stress levels is not connected to remote working. It is more connected the
activities I have in work. When taking calls from employees who are very stressed would

add to my levels of stress. However, I would get this in the office or at home”’.

Furthermore, participant SOF “I would never be a stressed person. Obviously, I can’t
compare like with like as I wasn’t a mum last time in the office and now, I am a mum it’s a

bit different”.

Participant AM “To be honest at the start it was high but I think the fact that it can be a
little bit stressful you are not able to bounce ideas to somebody physically and if your role
is time sensitive like mine where I could have someone on the phone looking for support it

increases stress levels a bit “.
Furthermore, participant SA “With stress, well I am the only person on the team not
including my manager, so obviously I am going to be stressed. But in terms of working

from home it’s not much more stressful at all “.

Finally, participant AS “I think I am good at managing stress. It hasn’t really changed to

be fair. I would be in the same mindset while in the office “.
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Chart Area

Stess levels Since remote working

ncreased 25%

Same or decreased 75%

= Sameofdecreased = Increased

Figure 6 — Stress levels and remote working

5.4.5 Theme 5 Work Environment

Participants were asked in regard to the difference between their remote working
environment and the office environment. The area of communication, collaboration and the
lack of social interaction were all identified. Furthermore, also highlighted was the bigger

space in the office and noise from a positive and negative aspect while remote working.

Participant LL comments “The office space was bigger, and I feel communication was

better”.

Highlighted by participant SK “for me very little however being in the office is a little more

collaborative “.

Similarly, participant SD explains “I suppose communication with my colleagues and line
manager is a little different if not in person. Another difference is I interviewed recently
for a role on a different team and this was very different than doing it in person - it was

less nerve wrecking “.
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Furthermore, participant SOS states “The noise would be one. There are four other adults
in my house. I mean there is noise in the office but it’s a different type of noise and it’s

kind of quietens down when busy”.

In comparison MK outlines “it has to be the social element and not being around people

and the face to face interaction”.

Participant JM also like other states “definitely the socialising and just having lunch with

anyone who is in the office «.

Participant NC states “I suppose the only difference is not having people around to have a

general chat at the coffee machine “.

Also, Participant NH argues “I miss the social interaction of the office which is very

important for us human beings .

Emphasised by participant AM is the social aspect” So the main aspect for me would be the

social aspect I am very much a people person”.

Moreover, participant SA includes “The biggest difference for me is communication. It is

much more difficult than it would be - much easier to ask a question in the office “.

Finally, Participant states “it’s a lot quieter at home you don’t have the hustle and bustle of

the office. When it’s busy in the office it not distracting but something you are aware of*.
All participants were asked in regard to their work environment while working remotely.

Half the participants had indicated they work from a specially made home office. While other

locations included working from their bedroom, Kitchen and living room.
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16.67% Living

50% Office at
Home

16.67%
Bedroom

= Office at Home ® Bedrroom Kitchen * Living Room

Figure 7 Remote working locations

5.5 Conclusion

Concluded from the findings is communication and social interaction remains an issue among
teams as a result of remote working While the organisation has implemented measures, they
have not been totally affective with many missing the face to face interaction the office

environment brings.\

When it comes to the area of flexibility and personal factors concluded is that many are
enjoying the flexibility and improved work life balance remote working offers. However,

many indicated when possible they would like to return to the office on a part time basis.

When it came to the area of managing boundaries there was a divide in the ability to with the
gap narrowing between the home and work environment due to factors including easy access
to laptops and work systems and no physical boundaries separating the home and work
environment and when it came to over remote working and overall well-being over half had

indicated an improvement.
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When it came to health and well-being highlighted was impact on mental health both from a
positive and negative factor. Stress levels among participants had remained the same for the
majority of the participants. Those highlighted an increase in stress levels was predominantly
due to the current unprecedented times due to the pandemic. While at first some struggled to

adapt to the new way of working, they had become use to the new norm.

When it came to the working environment the interviewed participants the majority work
from a spare roomed utilized as an office. However, some participant’s highlighted that their
environment was not suitable for remote working due to working from location such as
bedrooms, living rooms. Moreover, also highlighted was that they were not adequately

equipped for remote working in terms of desks and other office supplies,
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Chapter 6 Discussion

6.1 introduction

The purpose of this chapter will examine the data in my findings and identify the relevant

detail in the research. The findings will be linked with the previous literature review.

The primary aim of this study was to conduct an investigation into the impact of remote
working from a phycological, social and physical perspective on the well-being of remote
workers . Furthermore investigated will be remote workers’ personal experiences and

boundary management.

Each of the following themes will be discussed and all 6 are related to the research

objectives:-

® Theme 1 is focused on Social Wellbeing
® Theme 2 is focussed on boundary management
® Theme 3 is focussed on Phycological well-being

® Themes 4 & 5 are focussed on Physical well-bring

In detail each theme will be discussed . Highlighted will be the emergence of additional

themes in regard to the previous research from the literature review.
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6.2 Discussion Theme 1 - Communication

Apparent from both the findings and the literature review is the fact that communication is a
complex challenge in the area of remote working. All participants were asked how they felt
remote working impacted their relationships with their work colleagues and what mechanism

the organisation had implemented to improve communication while remote working.

When it came to the challenges with regard to communication some highlighted issues for

the participants were:-

Participant LL highlighted it was difficult as we were so use to seen each other every day”

Participant SOS “Communication is difficult as you don’t want to be asking some all of the

time if they are ok”

According to participant NC “I think with my initial team it has become better . However

with the wider team and other colleagues in the centre it has been negatively impacted”.

Furthermore Participant SA states “ as a result of remote working I suppose we don’t really

communicate unless it is about work *.

Finally participant AS “within the team we don’t have the same advantage of sitting in the
same pod in a face to face environment. You have to remain on top of engagement

through emails, calls or Teams”.

In comparison, within the literature the various authors, specifically highlighted by Bartel,
Wrzesniewki and Wiesenfied ,(2012). Tiwana and Tahie, (2020) state that remote working

has negative implications on wellbeing including diminished relationships.
When it comes to participant AS and what he highlights in comparison to Batel et al,(2012)

it corresponds with the ideology that virtual working and the separation of the office

environment can jeopardise organisational belonging.
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In contrast some points highlighted by participants include:-

Participant SK highlighted states “ “I don’t feel remote working has negatively impacted my
relationship with my colleagues as we are still very close and continue to have a great
working relationship. The team I work with and other teams have grown together and

worked with each other for numerous of years “.

(Thomas ,2020) in comparison highlights that remote working can be effective with
communities that know each other. However highlighted is that it is complex to form bond
with new employees without the occurrence of social interaction and physical

communication. .

Participants were also asked what mechanisms the organisation had implemented. All

highlighted, from the primary data obtained, the virtual mechanisms of communication.
Highlighted across the literature is that social connection is vital for employees wellbeing
and while internet platforms allow for social interaction, they are no replacement for face to
face communication (Thomas,2020).

This is apparent from the participants interviews

The participant JM highlights the mystery chats “I find these sometimes quite a bit forced as

arranged”.

Participant SA in comparison also states “ we do have the monthly random mystery chats —

they do help feel a bit forced.
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6.3 Discussion Theme 2 - Flexibility and Personal Factors

It is evident that there is an improvement in work life balance, for the majority of the

participant due to remote working.

A number of the participants highlight that the elimination of a commute has improved their

work life balance

Participant LL Highlights “Since remote working it has improved my work life balance .

With reduced commute times I have additional time to do activities in the evening”.

Similarly participant SK “It has definitely impacted it for the better. While I don’t live a

million miles away from the office I am saving 2 hours a day commuting”

In comparison Participant SOS “ Whether you are getting the bus, train, or driving you

have gained back time by not commuting everyday — it’s fantastic “.

Finally Participant JM “I think it’s really improved as I do not have to commute to work.
You are not sitting in traffic in the morning. You are finished at Spm and you are

home .

In agreement with the literature Boland et al, (2020) remote working provides a better work
life balance due to the elimination or reduction in commuting times. The primary research
corresponds with studies across the literature and have found more productive ways to spend
and enjoy the increased flexibility of remote working and its improvement in work life
balance. The majority of individuals in the study express a preference for remote working

rather than office environment (CIPD,2021; Boland et al,2020)
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6.4 Discussion Theme 3 Managing Boundaries

Participants were asked how remote impacted their ability to be able to switch off. There was
a divide per the findings. However, from the participants who stated that remote working

impacted their ability to switch off the following was highlighted:-

Participant L, L outlines “When you leave the office it is harder to separate work and

home. I think because you are working, then trying to relax at home, there is a fine line”.

Furthermore according to participant NC “it has definitely impacted my ability to switch off ,
as I now have now the laptop at hand I have definitely logged onto the computer at the

weekend “.

Finally participant MK “Your office is in the same house 24/7 it is hard to close the office

door and not go back into the office because there in no physical break in in the building”.

In comparison with the literature according to Klopoptek,(2017) with remote working there is
an inability for employees to be able to switch off .Mddditt, (2020) Highlighted is the
suitability of working environments and the complexity which organisations face to adhere to

health and safety legislation.

When in comparison with the literature review it is the case that for some of the participants

there is a lack of physical boundaries between the office and remote working environment.

6.5 Discussion Theme 4 Health and Well-Being

From the primary data obtained it was concluded that overall health and wellbeing of
employees since remote working had improved. Some participants highlighted improvement
of work life balance while others, in comparison, highlighted the implications on mental

health from both a positive and negative perspective .
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Participant SA states “so my well-being wasn’t great and it made me find it more complex

in social situations. It wasn’t good . I was overthinking to myself too much “

Similarly participant AM “Then there is the socialising from a mental health aspect and

personally I think I need that”.

Across the literature it is highlighted that the area of mental health and Wang et al,(2020)
highlighted the fact that remote working can be associated with increased levels of physical
and psychological isolation which have negative implications for mental health. This
corresponds to the finding from the primary data collected. Moreover Gigi and
Pavithra,(2020) highlight the fundamental belief that employees are their key asset and
therefore their well well-being should be looked after if the organisation is to achieve its

goals (Gigi and Pavithra,2020).

Other findings indicated that presenteeism is associated with the inability to switch off. In
regard to performance being measured using presenteeism and visibility as a substitute (Hill

and Jacobs,2020)..

NH highlights “I am more proactive then when I am in the office . So yeah my
concentration and productivity has improved as in the office you get people coming up to

you and interpreting you why you are in a train of thought .

6.6 Discussion Theme 5 — The Work environment

The findings suggested that the work environment while remote working is highly important.

According to Muddit, (2020) highlighted is the security risk of remote working with
employees becoming complacent with systems and devices being utilized with house mates
or family potentially gaining access to organisational and client personal data. Moreover
Lueck,(2020) has highlighted GDPR data protection and its requirement within organisations

in the EU to make significant changes to data processes. Whereas prior to Covid it
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predominantly focussed on office boundaries, organisations have now been required to revisit

their efforts to ensure compliance with GDPR directives is achieved.

This corresponds to the primary data obtained where employees are working from remote
locations within their home environment and employees co-inhabitants possibily having

access to confidential organisational and client data.
The primary data obtained corresponds with the literature and the heightened security risk

that remote working brings as participants are working from locations including — Home

offices, Kitchens, Living rooms and dining rooms. .

6.7 Discussion - Objectives of study

It is apparent from the findings and discussions that each of four objectives set out from the

start have been achieved .

The question set out in the research for this study was “How does remote working impact the

well-being of remote workers ?”
Examined through research objectives is the inclusive answer posed that remote working has

both negative influences on remote workers wellbeing. This was investigated through the

following research objectives:-
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6.7.1 Objective 1:

To understand the impact of remote working from a Physical perspective

on remote workers

In relation to the physical health of participants, those indicated they have had improved
health and higher energy levels due to reduced commute times and increased sleep. The
majority of participants indicated that their overall health improved with more time to spend

with family and do exercise such as sports.

The ability to be able to switch off was mixed within the study and participants had different
methods to manage work boundaries. Furthermore, when it came to work locations,
employees worked from numerous locations around their home environment and noticed
some challenges such as noise, lack of space and unsuitable environments due to other people

living also in the home.

While the majority indicated that their stress levels had neither decreased or remained the
same in comparison, to those who stated their stress levels has increased they attributed it to
sudden change or sudden lack of support which could be procured easier if face to face with

colleagues.

6.7.2 Objective 2:

To understand the impact of remote working from a Psychological view on

remote workers.

The findings from the study suggest that remote working has had both positive and negative
implications on psychological wellbeing in terms flexibility, work life balance and

satisfaction.
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In comparison prior studies on phycological well-being note that there is positive and
negative implications on well-being. However, concluded from this research is the fact that

remote working has had positive implications on flexibility and work life balance.

6.7.3 Objective 3:

To understand the impact of remote working from a Social point of view on

remote workers.

The exploration of social wellbeing on remote workers through the investigation of their
social relationships with their colleagues organisation support their perspective in regards

social aspects.

While all participants were asked in regard to the impact of remote working relationships,
some indicated that working relationships remained strong with members of their direct
teams and also highlighted how remote working had negatively impacted relationships with
members from other teams as well as personal relationships having diminished. Also
established was that virtual communication mechanisms were no replacement for face to face

interaction.

6.7.4 Objective 4:

To understand the experience of remote workers within the

Telecommunications sector.

Evident is the gap within the literature with regard to the management of remote and home
boundaries. As outlined previously there was a divide when it came to the inability of

employees to be able to switch off . Over half the participants indicated their inability to be
able to switch off during remote working. The difficultly in managing boundaries were due

to technological advancements, presenteeism and the inability to be able to switch off.
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6.8 Limitations of Study

Throughout this research it is inevitable that limitations will exist.

In conducting the research the first limitation of the study was the gender imbalance, of the
sample of participants comprising of three males and nine females. While the research did
not seek this imbalance, the researcher experienced difficulty in obtaining male participants
to engage in this study due to the gender imbalance within the organisation. However three

males did eventually engage.

Secondly, time was another limitation during this study. The researcher works full time and
all twelve interviews were conducted outside working hours where it was difficult to organise
times that were suitable for everyone due to personal commitments. The researcher also
found time a challenge and did fully consider the amount of time involved to transcribe the

interviews.

Lastly, remote working on permanent basis within the organisation has happened due to
Covid. There was a limitation to this research which was conducted during a global pandemic
and the area of remote working becoming the new norm. This indicates that remote working
and its influences on well-being will constantly be required to be evaluated to ensure accurate

data .
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Chapter 7. Conclusion and Recommendations

7.1 Conclusion

The primary aim of this research study was to investigate remote working and how it impacts
the wellbeing of remote workers while remote working. This identified the following
research question “ “What impact does remote working impact the well-being of remote

workers”

To address the research question, specific objectives were identified to gain an inadept
insight into the phenomenon and to further explore the impact remote working has on aspects
of wellbeing including Phycological, Social and Physical wellbeing. Furthermore, the final
objective focussed on understanding the experience of remote workers within the
Telecommunications sector. As the literature was predominantly prior Covid the research

identified a gap for more current research to be conducted.

Firstly, the researcher examined the existing literature in the area of remote working and
wellbeing. From assessing the literature, the researcher identified numerous of gaps which
appeared within the literature on remote working and its impact on wellbeing highlighted as

an area requiring further investigation.

To obtain primary data for the purpose of this study the research method implemented was a
qualitative approach in the form of semi-structured interviews. Twelve interviews were
conducted who had all been remote working on a permanent basis since March 2020 and had
now become a permanent structure for the employees. Moreover all participants had prior
experience of remote prior to Covid 19 on a part time basis and all are currently employed
within the HR department of a large telecommunication sector of a multinational

organisation.
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The first finding from this study concluded that social interaction and communication was an
issue for the participants with many indicating they there has been negative impact on
communication with wider teams and social relationships diminished as a result of remote
working . Highlighted was the issue while remote working can be effective with those who
already know each other and have met face to face there is the struggle with new joiners and

it is complex to form a bond unless that face to face interaction occurs.

The second finding was that many participants and the physical environment was not suitable
for remote working for a number of factors , nose, equipment , space. and is a need for

support or further investigation and monitoring

Another finding in that certain aspects such as training whether it cross training on another
team or training a new joiner you are relying on the virtual platforms including teams which
can be slow or have issues. Another issue that highlighted is engagement and the struggle to
keep a remote work force engaged and could be another area worth investigating engagement

and remote working .

7.2 Future Research Recommendations

It was that there is potential to further research this area and will require revisiting and
monitoring due to the impact of Covid 19. We have experienced unprecedented times and
while the research is reflective of the what is current, further research needs to be conducted

to get a more accurate representation in the future.

Another area of potential research is highlighted in the gap in the literature in the area of
flexible working predominantly being focussed on larger MNC rather than SMEs and it is
questionable if these associations concluded what applies to flexible working also applies to

SMEs in the area.

Finally another area requiring investigation identified from the gap in the research is the
correlation between flexible working arrangements and performance to a specific flexible

working arrangement as previous research assess these key elements at a higher level.
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7.3 Recommendations

Within this section the aim will be to highlight recommendations that can be provided to
employers of telecommunication workers who maybe looking or have recently introduced

remote working in their organisations on either a part time or full time basis.

It is apparent from the findings that while remote working has many benefits, highlighted is

its negative impact on communication and social wellbeing.

7.3.1 Recommendation 1 - Communication Improvement & Well-being

programmes

Evident from the findings and within the literature is that communication can be negatively
impacted as a result of remote working. With those outlining that while some team bonds
have remained, outlined is that relationships and communication has been impacted
negatively as a result of remote working. Highlighted is that a well-established permanent
and robust communication strategy is key to success . The below recommendation can be

applied within the telecommunications sector to large or small organisations.

Organisation Telecommunication companies

A dedicated HR executive to communicate and assist with the management of
communication and social interaction while working remotely. A dedicated person from each
of the HR teams can be provided with the title “Buddy for Remote working”. This person can
document communication issues and employees concerns and try and collaborate with remote
working buddies to organise events and mechanisms to encourage communication and social
interaction. Another duty of the “Buddy for Remote working” could be to provide clear
information on how employees can access support programmes for mental health, organise
virtual wellness programmes and conduct well-being and remote working surveys every six

months in the area of remote working and wellbeing and see what areas need addressing.
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The remote working buddy can organise online small events like “Coffee Mornings” and
conversation are not work related but formed on topics that would be often discussed at the
water fountain or coffee breaks. These soft topics can be spoken about and discussed through

virtual mechanisms using MS Teams, WhatsApp, or similar chat mechanisms.

When it comes to hard topics these would consist of occasions, company events, staff
appointments, sick days, business updates, staff promotions and other issues . The
communication of these hard topics should be done through email and occasionally Microsoft

Teams.

Team leaders/Managers can play an influential role and should always remain the point of
contact for encouraging communication among their teams through team meetings and
communication on issues such as win-losses, wider business issues, holiday planning, team
news and updates. This should be done daily. Also the manager is responsible for the area of
one to one meetings. These are important, not only to keep the employee updated on
performance, but also keep the manager and employee relationship strong where there is an
open line of communication for the employee to discuss any personal or business issue they

may have.

Financial Cost and Time frame

The team leader would be required to dedicate a proportion of each day to communication
with his remote team which can be time consuming for the manager. As the team within the
HR department are all working remotely the manager needs to ensure emails are clear
transparent and read by the employees. As some of the teams within the HR department are
quite big it is important that the manager, while communicating in the wider team group in
team meetings, talks with those in smaller groups to encourage those less willing to speak to

open up about their concerns.

- Training would need to be provided to the “Buddy for working buddy * from each

team
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- Coffee mornings inside work hours would be away from contractual duties and

decreases in performance.

- Time consuming and more difficult for team leaders/Managers of bigger teams of
remote workers is to try to keep the line of communication open and allow time for

those natural conversations that would occur within the office to happen virtually.

- There would be significant additional work for the team leader as communication that
would often but done face to face will have to be done through virtual mechanism or

email is more time consuming .

- Training will have to be provided to the remote working buddy and time allocated out

of working day for training also.

- Time out of working hours for coffee mornings.

- Timescale for implementation is estimated at 1 month

After 6 months of implementation the organisation can review to see if there has been an

improvement in communication and social interaction among remote workers.

The review can be assessed through implementing a survey virtually and anonymously and
confidentially to assess the overall effectiveness of the programme and how it can be

improved and/or changed.

The results from such surveys should be assessed and benchmarked. The results should be
also shared with employees and discussed as their feedback can be influential in establishing

some suggestions directly from employees .

7.3.2 Recommendation : Work Environment Support and Review

As highlighted in the findings all twelve of the participants were now working remotely on a
full times basis. As this was a sudden move by the organisation to safeguard its employees

during the Covid 19, it has now become a permanent structure due to its success. However,
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some employees highlighted they were not in suitable environments or equipment. Due to
health and safety considerations the onus is on the employer to ensure employees are
adequately supplied while working remotely. In the pandemic the advice is to limit contact
with others and social distance. The organisation can send out a check list form for
employees to complete indicating what they require in the area of equipment, office furniture,
printers etc so that it can be ordered for them. As highlighted some participants indicated that
they had laptop issues, poor workstation and second hand uncomfortable chairs. In the future
the HR generalist may take on the role to visit remote workers’ premises to ensure their
environment is adequately supplied and suitable for remote working. Also through the HR
portal the HR generalist should set up and monitor a portal or similar where employees can

easily order or request new equipment or items they may require while remote working.

Financial Cost and Timeframe

While providing desks, new laptops and chairs and other office equipment can be costly for
organisations, this would be a long term investment and a once off cost. While providing a
survey and creating a section on the internet portal may be timely to set up it can be worth it
to increase retention, engagement and boost morale within organisational brand if the
employee feels their needs are being adequately met. The time frame for implementing this
would be a period of 1-2 months. The work environment should be assessed every six to also

ensure IT equipment , and additional equipment and amities are operating effectively.
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Personal Learning Statement

In order to meet the the requirements of my Masters in Human Resource Management the
requirement was to conduct research study of a particular area of Human Resource

Management. The chosen research area I have taken for my research project is the area of
flexible working. This research area is highly topical at present and a current issue within

organisations at present and moving forward.

From conducting this research project I have examined and expanded my knowledge of the
area of remote working and wellbeing of individuals within the Telecommunications sector.
Conducting the research was one that was a new and enjoyable experience and one of the

most challenging that I have undertaken to date.

Throughout the research project I was exposed to new learning experiences including the
insight into analytical skills. Throughout the research I analysed and critically evaluated prior
research conducted by academics into remote working and wellbeing and which will be

beneficial when conducting future research.

As the chosen research was qualitative in nature I gained future and valuable knowledge into
this form of data collection. The of qualitative analysis applied was semi-structured
interviews and exposure to the area strengthened my confidence when conducting interviews
and built my skills and something beneficial for going forward with my HR career. By using
the Microsoft Teams platform to conduct the interviews as these were done virtually I had

gained an insight into the platform and how to transcribe and record.

There were challenges while conducting the research project due to the pandemic. I was
unable to conduct the interviews face to face and it may be questionable if the results would
have been different if conducted in face to face. The interviews where limited to one
organisation. The topic could be expanded on and if the results from an alternative
Telecommunications organisation were available for comparison. It was difficult to allocate
and establish suitable times to conduct the interviews as all the participants and the researcher
work full time and interviews were conducted after working time. The transcribing of the
interviews also was time consuming for the researcher and if the study was to be repeated

time management would be a better focus.
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Overall the research project has been highly beneficial. I have improved my interview and
research skills. Furthermore I have enjoyed the experience as this was a topic of interest to
me as [ am currently a remote worker. I hope the research can benefit my current organisation

and Managers within the Telecommunication sector.
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Appendices

Appendix 1 — Original Email to Participants

Hi ,

I hope you are well.

I am currently in the process of completing my dissertation for my Masters in HR in NCI
which is an investigation into remote working the influence it has on the well-being on
employees.

As part of my study and to gather information I am hoping to carry out interviews with
remote workers and how they feel their well-being has been influenced and impacted since

remote working.

Remote working is an extremely interesting and relevant topic today even more so with the
Corona Virus pandemic and there are many arguments for and against it.

I hope to gain further information into the area and aim to identify how it influences well-
being in relation to three key areas including , Social physical , Phycological well-being.

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

While I have attached a consent form please reply from your work email acknowledging
request and consent to participate .

I will add a Teams meeting for a selected time and please let me know if this does not suit
and an alternative time can be allocated .

Thank you for your time and willingness to help.
Kindest Regards,

Ashley Dooley
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Appendix 2 — Participant information form

Research Title:

An investigation into the impact of Remote Working on employee Well-

Being within a Telecommunications organisation in Ireland

I would like to invite you to take part in a research 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. Ask questions if anything you read is not

clear or if you would like more information. Take time to decide whether or not to take part.

Purpose of this Study:

® The purpose of this study is to investigate experience of remote working within the
Telecommunications sector and its influence on well-being.

Objectives of this Study

e To investigate how remote working influences social well-being of employees.

e To Investigate how remote working influences the psychological well-being of
employees.

e To Investigate how remote working influence physical well-being of employees.

e To understand what effect remote working has on work-life boundaries of
telecommunication workers.

Confidentiality:

Throughout this study there will be confidentiality at all stages and any data obtained while
conducting this interview will remain confidential. Any information provided will solely and
strictly be confidential and specifically use for the purpose intended.

Participation is completely voluntary and you the person can refuse participation, refuse to
answer any question or withdraw from the study at any time without any consequence. Prior
to the study all participants provided a consent form to be completed prior to participating in
the study which can be found in Figure
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Risks of the study:

There should be no risks by taking 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.

HOW WILL INFORMATION YOU PROVIDE BE RECORDED, STORED AND
PROTECTED?

The interview will be conducted using Microsoft Teams and will be recorded with no video
camera required however will be recorded. The interview process will last approximately
thirty minutes. The recorded data will be store on as a hardcopy on the researchers laptop and
password protected with restricted access for a specified period and no longer then required
until the dissertation results are released by the examinations board. Access to the data will

be restricted to the researcher and supervisor.

Signed consent forms and audio recording will be retained in a hard drive until after the
degree has been conferred. A transcript of the interview in which identifying all information
removed will be retained for a further two years after this. Under the freedom of information

legislation, you are entitled to access the information you have provided at any time.

WHO SHOULD YOU CONTACT FOR FURTHER INFORMATION?
If you seek further information, please do not hesitate to contact me:

Ashley Dooley — X15008649@student.ncirl.ie

Supervisor — Julius Nyiawung

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

An investigation into the impact of Remote Working on employee Well-

Being within a Telecommunications organisation in Ireland

Consent to take part in research

® e voluntarily agree to participate in this research study.

* | understand that even if | agree to participate now, | can withdraw at any time or

refuse to answer any question without any consequences of any kind.

* lunderstand that | can withdraw permission to use data from my interview within two

weeks after the interview, in which case the material will be deleted.

* | have had the purpose and nature of the study explained to me in writing and | have

had the opportunity to ask questions about the study.

* | understand that participation involves...[outline briefly in simple terms what

participation in your research will involve].

* lunderstand that | will not benefit directly from participating in this research.

* | agree to my interview being audio-recorded.

* lunderstand that all information | provide for this study will be treated confidentially.
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| 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 any details of my

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

| understand that disguised extracts from my interview may be quoted in...[list all
forum in which you plan to use the data from the interview: dissertation, conference

presentation, published papers etc.].

| understand that if | inform the researcher that myself or someone else is at risk of
harm, they may have to report this to the relevant authorities - they will discuss this

with me first but may be required to report with or without my permission.

| understand that signed consent forms and original audio recordings will be retained
in [specify location, security arrangements and who has access to data) until [specific
relevant period — for students this will be until the exam board confirms the results of

their dissertation].
| understand that a transcript of my interview in which all identifying information has
been removed will be retained for [specific relevant period — for students this will be

two years from the date of the exam board].

| understand 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.

| understand that | am free to contact any of the people involved in the research to

seek further clarification and information.
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Names, degrees, affiliations and contact details of researchers (and academic supervisors

when relevant).

Signature of research participant

Signature of participant Date

Signature of researcher

| believe the participant is giving informed consent to participate in this study

Signature of researcher Date
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Appendix 4 — Interview Questions

Introduction — Questions

How long have you worked remotely on a full time /Part time basis?

Prior to Covid did you have an opportunity to work remotely and if yes how
often?

Where in your home do you predominately work from?

What do you consider to be the key differences for you between an office and a
work environment?

If you had the option to continue to work remotely or return to the office full or

part time and if part time how many times per week?

Physical Well -Being

Can you provide an overview of a typical remote working date is
like?
How do you feel you levels of stress have been impacted by remote

working?

Phycological Well-Being

10.

11.
12.

How do you feel remote working has impacted your work life
balance?
What do you feel have been the main challenges of remote working?

What do you feel have been the main benefits of remote working?
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Social Well-Being

13.

14.

15.

How do you feel your relationship with your work colleagues has
been impacted as result of home working?

What platforms and techniques have the organisation has
implemented as a mechanism to improve and relationships and social
interaction among teams?

How do you feel your organisation supports you while working

remotely?

Managing boundaries

16.

17.

How do you feel remote working has impacted your ability to switch
off from work?
How do you manage the boundaries between you home and work

life?

Perception over all well-being

18.

How do you feel remote working effect overall well-being?

Semi Structured interview probing questions

Can you elaborate?

Can you provide example of that?

Why do you say that?

You mentioned _ can you provide more information or tell me more

in regards to this?
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