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EXECUTIVE SUMMARY

With the COVID-19 epidemic turning the tables and bringing work into our homes, there has
been an ongoing effort to reinvent HR methods. Social separation has produced a number of
impediments to meeting and engaging. Teleworking had existed before COVID 19 but it has
now become the new normal.

The project study will be structured in the form of a document with five chapters. Primary
research will be the final part to gain insights into preferences, habits, experiences, and the
impact of teleworking before and during the COVID-19 pandemic on the employees. The
study's first chapter focuses on the definition, history, and evolution of Teleworking before
COVID-19. The second chapter describes the prevalence of teleworking before COVID-19. It
also explains the perceptions of employees and organizations towards teleworking before the
onset of COVID-19

The third chapter of the study shows the impact of mandatory work-from-home on employees’
overall wellbeing and the immediate response by the HR department of organizations to the
challenges faced because of full-time teleworking during COVID-19.

The fourth chapter tries to peek into the future of teleworking and its place in the Hybrid
working arrangement through both employees’ and managers’ perspectives. The fifth chapter
entails the information collected by the primary research survey designed to gauge the impact
of teleworking on the overall well-being of the employee@efore and during the COVID-19
pandemic. The primary research also tries to peek into the employees’ perception about the
future working arrangement and their expectations from the same.

The report provides an overview of teleworking and its positive and negative impacts on the
overall well-being of employees from both organization's and employees' perspectives before
and during COVID-19 and its place in the future working arrangements.
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CHAPTER-1

Teleworking — Brief History and Evolution

Teleworking

Telecommuting has been referred to by a variety of terms, includinngework, remote work,

dispersed work, virtual work, flexible work, flexplace, and distance work. All
essentially portray the same meaning with minimal differences. This might have an influence on
the study designs and sample sizes that researchers employ to investigate telecommuting. (Tammy

D Allen, Timothy D Golden, Kristen Shockley; Oct. 2015)

Some definitions used for telecommuting:

Term Used

Definition

1)Distributed work

A company with one or more
employees who operate in multiple
physical places is referred to as a multi-
location company.” (P. M. Bosch-
Sijtsema and A. Sivunen, 2013)

2) Flexible Work arrangements

Work can be doneQutside of the
traditional temporal and/or spatial
boundaries of a standard workday with
alternative work options. (K. M.
Shockley and T. D. Allen; 2007)

these terms




3) Remote Work

Q\ work arrangement in which an
employee lives and works outside of the
employing organization's local
commuting region; typically involves
full-time telework and may result in a
shift in duty location to the alternate

workplace.

(U.S. Office of Personnel Management;
2013)

4) Telecommuting

Working part of the time outside of the
traditional workplace, generally from
home, and interacting through
computer technology. T. D. Golden, T.
D. Golden, T. D. Golden, T. D. Golden,
T. D. Golden

5) Telework

A typle work organization in which
work is done in part or entirely outside
of the traditional firm workplace using
information and telecommunication
technologies. (U. Konradt, R. Schmook,
and M. Malecke; 2000) *




6) Virtual Task Work arrangements that are spatially or
geographically separated and are

Qnaracterized by a short life duration,
technology-enhanced communications,
and a lack of face-to-face connection.
(L. C. Tworoger, C. P. Ruppel, B.
Gong, and R. A. Pohlman; 2013)

History and Evolution of Teleworking

Jack Nilles, a designer at projects for the National Aeronautics and Space Administration, is
thought to have invented the word in 1973.

"Initially, the concept of working from home grew in popularity in the United States. Working
from home was first introduced in the United States as a result of the oil crisis. Working from
home was also pushed as a way to help people take care of their family while completing their

various jobs as the number of double-worker couples grew in the 1970s and 1980s."

The invention of PCs and mobile phones in the 1980s further acted as a motivating factor to
promote teleworking. Since then, the sizes of these gadgets have continued to reduce with
increasing working speeds facilitating teleworking efficiently. (Tammy D Allen, Timothy D
Golden, Kristen Shockley; Oct. 2015)

In the 1990s, as more companies recognized and adopted work-from-home possibilities, mobile
phones turned digital, giving rise to the second generation (2G). Texting was launched, PDAs
grew popular, and Blackberry positioned itself as a pioneer in corporate communications
technology. IBM even built a smartphone-like mobile device with a variety of functions. (Rachael

Pasini; 2018)

In 199@ im Berners-Lee introduced the World Wide Web to the world. In 1991, the browser was



made available to the general public, giving users access to networks of data and information
exchange capabilities. Later that year, Larry Page and Sergey Brin founded Google, which soon

grew to become the most popular search engine on the Internet. (Rachael Pasini; 2018).

In the 2000s, telecommuting employment models rose in popularity and eventually became the
standard. Social networking%ird-generation (3G) mobile devices, and streaming technologies
have made communication easier and faster.” The first iPhone was released in 2007, ushering in a

new era of portable devices and user experiences. (2018, Rachel Pasini).

In addition, new software tools such as Slack, Hootsuite, Skype, and Asana have been developed
to allow people and colleagues to interact and work from different places. Remote cooperation
has also become more effective and accessible because of advances in cloud computing. (Rachael
Pasini; 2018)

% order to limit the spread of the Covid-19 virus, the usage of telework expanded substantially
after the pandemic began in 2020. The existing research on the usage of telework in 2020 as a
reaction to the Covid-19 epidemic has begun to highlight some major concerns and give vital
insights into what may be required as part of any future development of a balanced framework for

businesses and employees to manage telework. (Rachael Pasini; 2018)

The Covid-19 outbreak revealed further data on individuals' and enterprises' rising use of telework
from a strictly statistical standpoint. Existing data reveal that many of the same issues raised by
teleworkers before 2020 were also experienced by those forced to telework because to the Covid-
19 outbreak in terms of working hours and rest. According to surveys conducted in 2020 in a
variety of countries around the world, many teleworkers had long working hours, but what was
notable was the consistency of these findings.

According to European Union surveys, nearly 35% of teleworkers in the 27 member states assessed
indicated an increase in woe office working hours. Teleworkers in Israel extended their working
hours by 47 minutes each day on average, according to another report.

The average workweek rose by 48.5 minutes per day, according to a Harvard Business School



survey of 3.1 million people teleworking in 16 locations throughout North America, Europe, and
the Middle East. (OECD, 2021).

Teleworking during Covid-19 rose rapidly but not in an organized manner with the set legislature
in many countries and organizations. But it has entirely changed the way the future of Teleworking
looks. Hence it will be important to look into the employee and organization perspectives on
Teleworking before, during, and after Covid 19 pandemic.



CHAPTER -2

Teleworking before COVID-19.

Teleworking before COVID - 19

As explained earlier, Teleworking had gained popularity before the onset of COVID. Although,
during the pandemic, it became the “new normal” many organizations and managers were

engaging the employees in partial or full-time teleworking before the outbreak of the pandemic.

Prevalence of Telework before Covid-19

The OECD Productivity Paper, published in January 2021, provides an overview of the trends and
differences in the prevalence of telework across EU countries, sectors, and occupations before the
outbreak of COVID — 19. (Santo Milasi, Ignacio Gonzalez-Vazquez and Enrique Fernandez-
Macias, 2021). The above chart was sourced from the same OECD report mentioned above. It's
clearly evident from the chart that teleworking was widely varied across sectors before the
COVID-19 pandemic in the EUq was particularly high in knowledge and ICT-intensive services.
It was also significant in telecommunications and financial and insurance activities (~20%) and
conversely, it was particularly low in the manufacturing sector. (Santo Milasi, Ignacio Gonzalez-

Vazquez and Enrique Fernandez-Macias, 2021)

According to the report, until the pandemic, telework mostly benefited highly trained individuals
who conduct the majority oﬁeir work on computers, have high degrees of autonomy and work
in knowledge-intensive activities. Teachers had the highest incidence of telework (43 percent) in
this category,%flecting the occasional time spent at home preparing for face-to-face classes and
assignments. Teleworking was also prevalent among ICT professionals, managers, and
professionals working in legal, business, administration, and science. (Santo Milasi, Ignacio

Gonzalez Vazquez and Enrique Fernandez-Macias, 2021).
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This trend can be expected more or less consistent throughout the globe since the prevalence of
teleworking, before the pandemic, was more industry-dependent. As it can be seen in the chart
above sectors having a very low prevalence of telework is due to the fact that the nature of work
ir@ome occupations makes it very difficult or nearly impossible to perform them away from the

work-site.

Impact of Teleworking on employees before COVID-19

In 2019, a research survey, was done by Katie Genadek, Erin Kelly, Anne Kaduk, and Phyllis
Moen; on employees working in fortune 500 companies, a differentiation between voluntary and
involuntary teleworking was found. This research was however done only on the IT department
of the respective companies.q significant minority of these employees report having
unpredictable schedules and working from home involuntarily.% models that account for
personal traits, job, work hours, family needs, and other factors,QWOIuntary variable schedules
are related to higher work-to-family conflict, stress, burnout, turnover intentions, and worse job
satisfaction. VVoluntary remote work, on the other hand, is morgrotective and more prevalent in
this professional sample. Employees who spend at least 20% of their hours from home and report
having moderate or high control over where they work had reduced stress and desire to leave the
company.

In 2015, a survey was done by Tim Bentley and Stephen T T Teo; on 804 participants
(teleworkers) from 28 different New Zealand organizations to collect their perceptions on the
psychological strain, job satisfaction, and social isolation during work from home. Increased job
satisfaction and lower psychological strain were linked to organizational social support and

teleworker assistance.

In 2014,@5amp|e size of 102 employees from a prominent US government agency was used to
explore hypotheses concerning the association between teleworking and emotional well-being.
Employees felt greatelq;b-related positive affective well-being (PAWB) and less job-related
negative affective well-being (NAWB) on days when they telework vs days when they work in
the office, according to the findings. The findings indicate that numerous individual variations
affected the associations. (Amanda J. Anderson, Seth Kaplan, Ronald. P Vega; Oct. 2014).



In 2013, a group of Australian researchers questioned 28 people (25 teleworkers and 3 non-
teleworkers) from various industries, including education, government, and so on. The major goal
was to learn more about people's attitudes, perspectives, and the impact of telework on productivity
and well-being. The majority of those asked said there wag positive link between telework and
happiness. The flexibility and 'head-space’ provided by telework contributed to individual well-
being and made employees feel more productive. The flexibilit)ﬂ) work away from the office
permitted a better work-life balance, which encouraged a good attitude toward work, according to
both interview data and daily experience data logs in all of the case studies. Teleworking,
according to employees, provided more freedon@nd a sense of control over their work which
energized workers, lowered stress levels, and in turn allowed for more productive work.*
“Additionally, workers could better balance family and work life, and the ability to have a presence
at home contributed to happier family life. (Rachelle Bosua, Marianne Gloet, Shehra Kurnia,

Anotonette Mendoza, Jongsay Yong; 2013).*

Organisation/Managers perception to Telework before COVID-19

A study done by Viviane Illegems and Alain Verbeke in 2004; conducted surveys with HR
managers and employees based out of Belgium to understand telework. impact on large
organization by taking into account both top-down considerations (managerial perspective to
strengthen organisations’ competences) and bottom-down demands (employee needs). In this
survey, 83 managers took part, from organisations employing over 156,000 employees. Out of
this 83, 19 ha@lready implemented telework and all expressed a desire to implement it at even a
larger scale. 13 of them had just started to implement telework. The participating organisation
firms included: AGF-Belgium Allianz Group, CPM Belgium Field Marketing, FORTIS Bank, HP
Belgium, IBM Belgium, Siemens -Belgium, Thyssen and many more. (Viviane Illegems and
Alain Verbeke, 2004).

The study had tabulated resource-based impacts of telework into two groups (according to

previous studies): -



Expected Beneficial Impact Expected Detrimental Impact
Recruiting Potential Organisational Culture
Retaining Staff Employee Loyalty

Staff turnover Social Isolation

Absenteeism Promotion

Work time Training

Flexibility Trade Union Relations
Productivity Investment in ICT

Office Space Activities requiring face to face contact
Customer Service Security of internal data

Image of Organization Health Legislations

Job Opp. for specially abled people Labour Legislation

HR managers were asked to rate these factors on a scale of 1 to 5 to measure the expected
beneficial or detrimental Impact of each of the factors. (Viviane Illegems and Alain Verbeke,
2004)

The response of the survey showed curren@dopters and non-adopters of telework alike having
similar perceptions about many of the expected beneficial impact of teleworking. Exception was
there in the case of retaining highly qualified employees which was not considered as expected
beneficial impact by the non-adopters of telework. According to the study the current adopters
perceived two specific benefits — “Flexibility” and “Enhanced Productivity”, more positively than
the non-adopters. Conversely the non-adopters perceived two specific detrimental factors —
“Organisational Culture and Social Isolation” more negatively than the adopters. As a matter of

fact, the adopters had not encountered such difficulties in practice. Although both groups of



managers identified internal data security issues, face-to-face contact issues, and teamwork issues
as negative effects, the group that had not yet adopted telework had a much more negative view
of the teamwork issues, indicating its doubts that appropriate HRM practises could be introduced

to solve the expected telework adoption problems. (Viviane Illegems and Alain Verbeke, 2004).

Non-adopters anticipated that this technique WouldQe associated with cheap capital and
operational ICT expenses, as well as the lack of challenges in applying current labour regulations.
In contrast, managers at firms that had already introduced telework clearly viewed this practise to
have significant investment cost consequences, as well as uncertainty in the application of labour

legislation inside the firm. (Viviane Illegems and Alain Verbeke, 2004).

Due to the varied difference in sectors, industries, nature of work, organisational culture etc.
amongst the participant organisations; certain constraints come into picture with quantifying the
HR perception with utmost perfection. But it can be fairly suggested that there were differences
in the perceptions of managers/organisations who had already adopted teleworking and the ones

who had not yet adopted it.

The factors that were common in both the set of managers were — Expected Beneficial Impact —
Absenteeism, Flexibility, Productivity, Office Space, Image of Organisation, Job opportunities

for specially abled people.

Expected Detrimental Impact — Activities requiring teamwork, Activities requiring face to face

contact, Security of Internal Data. (Viviane lllegems and Alain Verbeke, 2004).



CHAPTER -3

Teleworking During Covid-19

Teleworking during COVID-19

The global pandemic o@oronavirus disease 2019 (COVID-19) had created an unprecedented
scenario with far-reaching health and economic consequences. The working arrangement had
significantly changed with thousands of employees even losing out on their jobs. Those employed
in sectors where teleworking was already prevalent or even had potential to exercise teleworking
had started to resort to full time teleworking in no time. Eventually a major chunk of employees
around the globe had adopted the “new normal”. In the mix of existing benefits of teleworking,
the blurring of physical and organisational boundaries between home and work affected many

employees’ mental and physical health negatively.

Impact of teleworking on employees during COVID-19 pandemic
Many studies and surveys have been done to identify the employees’ response towards

teleworking during the COVID-19 pandemic.

Between the 22nd of May and the 15th of June 2020, researchers from the University of Kent and
the University of Birmingham conducted a poll of UK employees to better understand how the
COVID19 pandemic, lockdown, and widespread working from home affected a variety of work-
life concerns. (Heejung Chung, Hyojin Seo, Sarah Forbes, and Holly Birkett, 2020).

According to the survey, the positive impacts of COVID -19 cited by the employees were: to take
care of th@wildren, do housework and spend more time with their partners. During lockdown,
36% of respondents stated they were able to get more work done in less time from home@nd 43%
were able to focus on work priorities when working from home. Employees cited the following
as significant reasons for wanting to work from home more in the future: reduced travel times,
more time with family, more productivity, and improved wellness. (Heejung Chung, Hyojin Seo,
Sarah Forbes, and Holly Birkett; 2020).



The blurring borders between work and home were regarded as a major disadvantage of working
from home by 67 percent of employees. When working from home, many people complain about
a lack of equipment and workspace. Missing interactions with co-workers was identified as a
major disadvantage@f working from home, particularly among women without children. This
group was also far more likely than their male counterparts to feel worried and agitated throughout
the lockdown. There are indications that increased workload and friction between job and family
have had a detrimental influence on parents’ emotional well-being, particularly for mothers.
Almost half of the moms felt harried and pushed for time during the lockdown, which lasted more
than half of the time. (Heejung Chung, Hyojin Seo, Sarah Forbes, and Holly Birkett; 2020).

Qijing Xiao, Burcin Becerik-Gerber, DDes, Gale Lucas, and Shawn C. Roll conducted a web-
based survey in 2021& questionnaire was sent out from April 24 to June 11 2020, and 988 valid
responses were obtained. Approximatelﬁmo-thirds of respondents (64.8 percent) reported new
physical health issues after WFH, whereas more than three-quarters (73.6 percent) reported new
mental health issues. 41.7 percent of respondents said they had two or more new physical health
issues, compared to 23.1 percent who said they had only one. The majority of respondents (55.1%)
said they were experiencing two or more new mental health issues, while 18.5 percent said they
were experiencing one new mental health issue and 26.4 percent said they had no new worries. As
a result, respondents reported having more physical and mental health concerns@espondents
reported increased physical and mental health issues as a result ogss physical activity, more junk
food consumption, having at least one infant at home, being distracted while WFH, decreased
communication with co workers, increased workload, increased work hours, and adjusting work

hours around others.

In 2021, a cross sectional study was done by Pedro Afonso, Miguel Fonseca and Tomas Teodoro;
on 143 full time teleworkers in Portugal. Participants experiencedqnxiety/depressive symptoms,
with anxiety dominating, and extremely high levels of sleep disruption. Anxiety/depression were
Iinkeomith worse sleep quality and were inversely connected with quality of life. Better sleep
quality was linked to long working hours and better job satisfaction. The literature available

suggests that the employees felt an increase in their productivity and those living with their



partners also got more time to spend with them but a major concern of negative impacts on their
mental and physical health can not be overviewed because of teleworking during COVID-19

pandemic.
Challenges faced by HR during COVID 19 pandemic and their immediate response

1. A crisis is a situation that has an impact on an organization's long-term viability,
performance, and profitability. Managers are concerned that crises, such as the current
crown outbreak, might have a negative influence on a variety of businesses at any time and
in any area. With the commencement of complete lockdown during the COVID — 19
pandemic for organizations and top level management, a number of issues of worry

developed.

2. The problem for the corporation is that the employees' abilities aren't up to par for the WFH
pattern. Traditional office skills were no longer adequate to meet the company's objectives,
so the organization needed highly trained individuals to carry out their task.

3. WFH-induced psychological stress has a negative impact on achieving corporate

objectives.

4. Due to the loss of physical contact the role of company culture was significantly weakened
(Amelia Manuti, 2021).

The role of HR professionals became vital in this crisis management during the pandemic.
According to ADP Canada 2020, approximately 61 percent of HR professionals think that their
work has gotten more difficult as a result of the COVID 19 epidemic, and 43 percent believe that
their function has entirely altered as a result of the crisis. (Nino Nutsubidze, Dusana Alshatti
Schmidt; 2021).

Asideqom digital skills, which would enable but not guarantee employees' flexibility, fast
adaptability, and creativity, HR had to focus on strengthening the cooperation abilities of its



digitally distributed employees to ensure a seamless transition to virtual work.

A study published in Review of Socio-Economic Perspectives, Vol 6(1), 1-12; used qualitative
HR expert interviews based in Kuwait to understand the problems faced by HR professionals to
manage employees during the COVID-19 and how they are tackling the same. (Nino Nutsubidze,
Dusana Alshatti Schmidt; 2021).

During the interview, experts stated that the pandemic issue had an impact on "staff morale,”
notably that HR has struggled to offer comfort to its employees, hence maintaining employee

engagement, motivation, and morale. (Nino Nutsubidze, Dusana Alshatti Schmidt; 2021).

Regular pay plans were a problem for HR to implement. Due to financial pressures on the
organization'gadership, HR had to find a delicate balance between cost/benefit reduction and
staff productivity maintenance to please management. One of the issues that HRM has had to deal
with throughout the pandemic has been staff retention. They'd also had problems keeping open
lines of contact with their personnel. Some of the primary issues faced by HR professionals across
organizations include a%ck of remote online management experience and a lack of crisis
management knowledge and experience. There were major shifts in the HR practices such as
Digitizing recruitment process, emphasizing on upskilling the employees, providing trainings and
developing crisis management skills, establishing transparent communication based on trust and
full discretion, replacing short-term thinking vs long term mindset. (Nino Nutsubidze, Dusana
Alshatti Schmidt; 2021).

Companies and HR professionals around the globe faced similar challenges and had taken steps
to adapt to the new normal during the COVID-19 pandemic. Certain challenges were more
prominent to the other in different industries because of asymmetric impact of COVID — 19 on
them.Now that the post-pandemic era is starting to begin, it will be vital for the HR professionals
to enter into the complete Response phase and develop practices for smooth organisational

functioning for the future ahead.

CHAPTER -4



Teleworking: The way forward

The way forward@ole of Teleworking in post pandemic era

The pandemic has compelled the development of new working methods. Organizations must
reinvent their work and the role of offices in providing employment and lifestyles that are safe,
productive, and pleasurable for their peopleQeaders across sectors will leverage the insights
learned from this large-scale work from-home experiment to creatively and boldly redefine how

work is done—and what role offices should play.

Q/Iost firms are moving toward a hybrid workplace, where a big number of office employees rotate
in and out of offices structured for shared areas, whether by design or default. It igkely to alter

a company's culture, employee involvement, work processes, and how office space is utilized.

PwC conducted an extensive survey amongst@33 executives and 1,200 office workers in
November and December 2020 to understand the future of remote working in the post pandemic
era. The survey found out that:

- Both employees and employers had a positive attitude towards remote working and felt that it
is here to stay for a long time.

- Close to 45% employers fel%at to keep a strong culture employees should be in office for two
to four days a week along with remote working for the rest of the week.

- Thosmith the least professional experience (0-5 years) are more inclined to desire to be in the
workplace more frequently.

Qver 60% of executives expect to spend more on virtual collaboration tools and management

training in the future. Half of the respondents planned to boost their investment in areas that



support hybrid working practices, such as hotel booking apps (50 percent) and shared office space

(48 percent).

- Employees place a high importance on flexibility. Recognize the areas where remote work works
best and be prepared to adjust your schedule accordingly. EY performed a more recent poll in
March 2021 that includes close to 16000 respondents from 23 countries and 16 industries. It
contained replies from senior executives and personnel from many departments. The results of the

survey revealed that

- After the COVID-19 epidemic, more than half (54 percent) of employees poIIeo@round the
world stated they would consider leaving their jobs if they were not given some flexibility in
where and when they worked.

- More than half of respondents (67%) believe their output can be successfully monitored
regardless of location.

- Despite their apparent desire to shifgbs for more flexible working arrangements, the majority
of employee respondents (76%) say they are satisfied with their existing roles, and nearly all
(93%) say they want to stay in their current positions for the next 12 months.

- Employee responses to the COVID-19 vaccine were also examined in the poll, and it was
determined that 61 percent want their company to make immunization a prerequisite for working
from home.

In interviews with 8&H ROs at some of the largest organisations in the United States and Europe
in 2022, Mckinsey and Company found thaggnificant changes to the HR operating model are
predicted in the next two or three years. The upcoming changes would include:

- Rampant digitalization of HR

gutting the business in the driver’s seat by shifting responsibility for traditional HR tasks to line
managers.

- Creating HR practice groups and emphasizing on employee experience design.

CHAPTER -5



Primary Research

Research Methodology

Throughout the report we have discussed the impact of teleworking on employees’ and
organisations across the globe before and during COVID-19 pandemic. The report also tries to

gaze down the future of teleworking in the Hybrid working environment.

Secondary research was used to create a hypothesis about the employee and managerial
perceptions towards teleworking before COVID-19 pandemic (2000- 2019), during the COVID-
19 pandemic (2020-mid 2021) and post pandemic (mid 2021-present). The primary research was
designed to investigate the hypothesis formed by the secondary research. It also tried to find the
expectations of the employees from organisations in the Hybrid Working environment of the

future.

The deductive approach was used in this research study. The primary data is used to strengthen
the overall content of the report. Various existing remote working surveys were studied to form

the primary research survey.

Respondents were asked to complete a survey. The questionnaire was designed on Google Forms
(Refer to Appendix I), and it was easy and accessible for the respondents. Respondents received
the questionnaire via e-mail, texts and social media messages. They were invited to answer a few
questions, which took about 4-5 minutes to complete. Strict ethical norms were observed
throughout the data collection process. The respondents were assured that the information was
collected solely for academic purposes and that their responses would be kept fully confidential.
Furthermore, respondents had the option of withdrawing at any time during the questionnaire
completion process, ensuring confidentiality. A 5-point Likert scale was used, asking the
respondents to evaluate their response on a scale of 1 to 5. Non-probabilistic convenience

sampling was used for the conducting the primary research.

The questionnaire was floated to 150+ participants based out of India, out of which 102 responded.
The responses from the survey were collated and appropriately combined to reach a more in-depth
understanding and conclusion and what can be the way ahead for the organisations for smooth

functioning of Teleworking.



The sample comprised 59 male (57.8%) and 43 female (42.2%) respondents. Majority of the

respondents belonged to the age group 18-25 years (62%).

Type of Industry the respondents were working in:

Industry Count
Administrative Services 1
BFSI 13
Consultancy Services 15
E commerce 8
Education and Training 2
FMCG 1
Healthcare and Pharma 3
IT Services 36
Legal 2
Manufacturing 13
Marketing and Advertising 1
Media and Journalism 2
Other 5
Grand Total 102

Table 1: Total number of respondents distributed on the type of Industry they are working in.

Gender distribution of respondents:




Gender

mMale
= Female

= Prefer not say

Age and Total Work Experience of respondents:

Age Group 0-3 3-8 8-15 15-20 =20 Grand
(In years) Total
18-25 62 3 0 0 0 65
26-35 5 23 3 0 0 31
36-50 0 2 2 0 4
=50 0 0 0 2 2

Grand Total 67 16 5 2 2 102

Table 3: Total number of respondents distributed based on Age group and Work experience

Objectives of Primary Research:

a) To trace the trend of Teleworking before the onset of COVID 19 pandemic (i.e., from 2000 —
2019), during COVID-19 pandemic (i.e. 2020- mid 2021) and after COVID 19 pandemic (i.e.
mid-2021 to present time).

b) To understand the difference between voluntary and mandatory work from home work
arrangements w.r.t overall wellbeing of employees.

¢) To gain insights about the perception of employees towards teleworking

d) To identify the challenges faced by employees in returning to offline work post pandemic



e) To identify the employee expectations w.r.t. future work arrangement and benefits.

Discussion and Analysis

a) Prevalence of Telework before COVID-19

Experienced teleworking before

Covid?

Type of Industry No Ye Grand Total

S
Administrative Services 0 1 1
BFSI 8 5 13
Consultancy Services 9 6 15
E commerce 5 g 8
Education and Training 0 2 2
FMCG i 0 i
Healthcare and Pharma 3 0 3
IT Services 9 27 36
Legal 2 0 2
Manufacturing 9 4 13
Marketing and Advertising 0 1 1
Media and Journalism i 1 2
Other 4 1 5
Grand Total 51 51 102

Table 3: Total number of respondents distributed on the basis of Industry and if they had experienced




teleworking before COVID 19.

Out of the total 102 respondents, 51(50%) had experienced teleworking before COVID-19. It can
be seen evidently from Table-3 that teleworking before COVID-19 was significantly more
prevalent in industries such as IT industries, BFSI and Consultancy services (~75%). The nature

of work in these industries complemented voluntary Work from Home before the pandemic.

75% of IT services professionals had experienced teleworking before COVID-19. 67% of
Consultancy services professionals had experienced teleworking before COVID-19 and close to
63% BFSI professionals had experienced teleworking before COVID-19.

The survey findings support the secondary research findings mentioned in Chapter-I of the report

b) Impact of Voluntary Teleworking on Employees before COVID 19.

Productivity:
Qale Interpretation
1 Strongly Disagree
2 Disagree
3 Neutral
4 Agree
5 Strongly Agree




| felt more productive while teleworking
51 responses

]

1 2 3 4 a

Out of the 51 respondents who experienced teleworking before COVID-19, 76.5% of them

agreed that they had a positive impact on their productivity while teleworking.

Mental and Physical Health:

| felt more relaxed while part time teleworking

51 responses

30

20

& 0
1{2%) FRAER -]

5 (9.8%)

1 2 k! 4 =1

Part time teleworking helped me to stay mentally healthy and motivated
50 responses

]

20

Close to 84% of the respondents who had experienced teleworking before COVID-19 felt
more relaxed while doing so and 80% of the same agreed that part-time teleworking had a
positive impact on their mental health to keep them motivated.

Work Life Balance and Quality of Life:



Teleworking helped me to improve my Work-Life balance

51 responisas

30

25 (51%)

My Quality of Life was enhanced because of WFH

51 responses

20

15 16 (31.4%)

12 (23.5%)

10

3 (5.9%)

K k| d =1

Out of the 51 respondents, who had experienced Teleworking before COVID-19, 51%
strongly agreed that Teleworking improved their work life balance and close to 69% agreed

that their Quality of Life had enhanced because of Teleworking.

The survey evidently suggests that voluntary teleworking before COVID-19 positively
impacted productivity, work life balance and overall well-being of the employees which

complements our secondary research findings mentioned in Chapter 1.

c) Prevalence of Teleworking during COVID-19.

Out of the total 102 respondents, close to 87% respondents did teleworking during COVID-19.
Out of these 87% respondents, almost all of them experienced full-time teleworking during
COVID-19 pandemic. This increase in the percentage of people teleworking was due to the
sudden lockdowns imposed in the country and businesses had to resort to full time teleworking
to continue their functions. This result can be translated to companies/employees globally as

found out in the secondary research in chapter II.



Did you telework during COVID 197

102 responses

& ves
@ Mo

Did you experience Full time teleworking during COVID -19 pandemic?
86 responseas

@ Vs
@ ho

If ves, for How long have you experienced full time teleworking?
BE responses

# 0-2 months
# 28 months
P 8-12 moniks
& 12-18 months
) 1B-24 monihs
i =24 manths

The amount of time the respondents had teleworked full-time was evenly spread between 2 to 24

months. This ensures holistic survey results pertaining to full time teleworking during COVID-
19.

d) Impact of Full-time (mandatory) Teleworking during COVID-19.



Communication from organization:

| always knew my geals and objectives for the week

88 responses

30

14 [15.5%)

| felt that | was getting enough support from my manager

BE responses
4]
30

20

) o “ . ﬁ
4 5

1
1 2 3

Out of the 88 respondents who had experienced full time teleworking during COVID-19, nearly
half of them felt that they knew about their goals and objectives for the week. This spread was
similar when it came to immediate support from the managers. These findings can be due to the
changes in personal lives brought in by the onset of COVID-19 pandemic. The sudden shift to
video conferencing and remote working made it difficult for the managers to communicate with

the employees as effectively as offline working.

Productivity:
Out of the 88 respondents who had experienced full time teleworking during COVID 19, only

20.4% disagreed tha%ey were as productive at home as they were at office.



| felt that | was as productive at home as | was at the office

BH repponaes

an

9 [10.2%)

Work life balance:

| was able to stick to a waork schedule
B8 respanses

an

| was able to create a hard line betwaen work and home

B4 responses

)

o)

18 [20.60%)

L] 11 [12.8%)

1 z 3 ] 5

Out of the 88 respondents who had worked full-time teleworking during COVID-19, 56% did not
agree that they were able to stick to a work schedule and only 29% agreed that they wer@nle to
create a hard line between work and home. This shows that the lines between work and home
were blurred during COVID-19 for majority of employees. Since majority of employees were
teleworking in flexible hours during COVID-19, a proper work schedule might not have been
followed. Also, taking care of personal responsibilities while working from home could have lead



to distorted work schedules during the pandemic.

Mental Health:

| felt more stressed and anxious while full time telesworking during the pandemic tham before
BB rasponses

| felt anxious about my Job security

AR responaes

23 [26.1%)

Only 26% of the respondents, who experienced full time teleworking during COVID 19, did not
agree that they felt more stressed and anxiety while full time teleworking during the pandemic.
This could be due to multiple factors such as increased work hours, personal responsibilities, fear
of the unknown etc. Job security, for increased anxiety, was one such factor that was tried to
analyze. The survey suggested that nearly half of the respondents identified themselves being

anxious about the security of their job.

Physical Health:

Lack of physical movement and exercise during COVID-19 lockdown impacted physical health
of many people negatively. It was worse for employees with increased teleworking hours and
distorted work schedules during the pandemic. Our survey results also suggest the same with

nearly 57% of the respondents, who had experienced full time(mandatory) teleworking during



COVID-19, were constantly feeling tired and fatigued.

| was constantly fesling tired and fatigued
BE responees

Social Health:

Social Health and wellbeing of employees was also impacted while full time teleworking during
COVID-19. Our survey found out that close to 60%o of the respondents who had experienced full
time teleworking during COVID-19 did not agree that they were easily able to reach and
communicate with their colleagues. This was a major impact of closing down of office spaces
during the lockdown. Only 30.7% respondents did not feel lonely while working from home
during COVID-19 lockdown. The negative impact on Social health of an employee can also affect

his/her mental health negatively.

| felt that | was easily able to reach and communicate with my colleagues
BE reaponses

an




| felt konely while working from home

BE reaponaes

10 [11.4%)

Job Satisfaction:

Due to the negative impacts on their social, mental and physical health, many employees working
full time remotely during COVID-19 felt less satisfied with their jobs and looked for opportunities
to switch their current job. The survey found out that close to 48% respondents agreed that there
were multiple times when they felt like leaving their job.

According to the results of the primary research survey it can be said that the productivity of
employees was increased while teleworking full time during COVID 19. But due to increased
working hours, excessive screen time and job pressure, employees’ mental social and physical
health were negatively impacted further affecting their job satisfaction. This complements the

secondary research findings mentioned in Chapter 11 of the report.

There were muttiple times when | felt like keaving my job
BH responses

12 {13.5%)

e) Returning to Office post pandemic:

With almost 180 crore COVID vaccinations being rolled out by the government of India till 7%

March 2022, companies are calling employees to work in their office spaces to work in offline



mode. This survey found that organizations of around 80% of the total respondents have called
in their employees to work in offline mode. But majority of these organizations are calling in a
percentage of the complete workforce. This can be due to ensure the safety of employees by
reducing the risk of contracting corona virus. Also, it helps in saving costs for the organization.
The survey results show that the organizations calling in employees to work in offline mode are

majorly working in 10-50% workforce capacity.

Have employees in your organisation bemng called 1o work in offline mode?
102 responses

i es
[ 1]

If yes, what is the approximate percentage of workforce working in offline mode?
Pl respanges

@ 010
& 1025
25-50
& 50-T5
& 75100
& 00

If yes, what are the immediate challenges faced while returning to office?

102 responses

a8 (5T7.6%)
51 (50r%)
42 (41.2%)

Exposure fo COVID 15, (Hasith
fccommodating personal resp
Sacially Distanced Workspaces
Reducad Rexitiiity in working h..
Lack of advanced technalogy i...
Eftective communication with c...
Leng commute and increased p
The Tact that in offine mode the...
Fd
Traffic and managing earty mor.....
Mol called Lo the oflice

37 (35.8%)

12 (11.8%)
23 (Z2.5%)
B5 {BLT%)

o 20 44 a0 a0

After adapting in full time teleworking for a long time during COVID-19, employees will face
challenges while returning to office. According to the survey results major immediate challenges
identified are —

1) Long Commute and increased physical fatigue (63.7%b)



2) Exposure to COVID-19. (Health and safety) (57.8%0)
3) Reduced flexibility in working hours (55.9%0)
4) Accommodating personal responsibilities (50%0)

5) Socially distanced workspaces (41.2%0)

f) The future ahead

There is no doubt about the fact that Teleworking is going to stay for a long time and Hybrid
working arrangement is the future ahead as mentioned in Chapter 111 of the report. Our survey
also complements the same. Out of a total of 102 total respondents, 75.4% felt that the ideal
amount of teleworking in the future ahead would be 2-4 days a week. This result also conforms

with the secondary research result mentioned above in Chapter I11.

What do you feel would be the ideal amount of televwark in the future ahead

10Z resporises

i Mo telewarking at al

) Less than orice a week
One day a week

) Twen days o week

B Thres days a woek

W Four days a week

) Fra days a waak

@ Permanant Telewarking

Do you value morkmg Bround pEGplE in offline emdronment more than before |;:l.3|"l|:5&l"l"'|II:':I
102 responmses

P s
® Mo

After being a part of mandatory work from home for a long time during COVID 19 lockdown, it’s
interesting to know if employees now value working in a social arrangement in offices more than
before pandemic. The survey found out that 72.5% of the total respondents valued working around
people in the offline arrangement more than before pandemic. As mentioned above in the report,

full time teleworking had negatively impacted social health of employees and also working in



offline arrangement ensured smooth and effective communication from the employers to the
employees. These might be the reason for the employees to value offline working arrangement

more than before pandemic.

For any organization to run smoothly and successfully, the HR policy of the organization must
align in tandem with the expectations of the employees. Hence, we tried to find out the most
important things employees expect from their employers in the future to stay happy and motivated
at their jobs. The results were as follows:

1) Flexible working hours (78.2%0)

2) Work Life Balance (67.3%)

3) Apt Compensation (36.6%0)

4) Increased acknowledgement and support for Mental Health issues (33.7%0)

5) Effective communication and social arrangement (31.7%b)

6) Increased health and safety benefits (30.7%6)

7) Autonomy (26.7%0)

8) Inclusive Work Arrangement (23.8%o)

The above results shows that Teleworking is here to stay and for a long time. The ideal teleworking
time in the future turned out to be 2-4 days a week. People are now valuing the importance of
office spaces and offline arrangement. Respondents gave value to Flexible Working hours and
Work Life balance more significantly than others. An increased importance for acknowledgement
and support for mental health issues can be seen by the employees. This can be due to the
increasing awareness about mental health issues during the pandemic globally. The secondary

research findings mentioned in Chapter 111 also suggests the same.



CONCLUSION

The report documents the changing impacts and perception of teleworking before, during and post
COVID-19 on both the employees and managers. The prevalence of Teleworking before COVID-
19 was more in industries like IT services, consultancy services, legal services etc. because of the
nature of the work in these industries. Teleworking before COVID-19 was majorly voluntary in
nature which had an overall positive impact on productivity, work life balance and overall
wellbeing of the employees. Managers who had adopted teleworking before COVID-19 had
differences in perception of positive and detrimental impacts teleworking than those who had not

adopted the same.

The study identified the differences between the impact of voluntary and mandatory teleworking
(during Covid-19). Employee productivity rose when teleworking full-time during COVID-109.
Employees' emotional, social, and physical health were significantly impacted as a result of
increasing working hours, excessive screen usage, and workplace pressure, further impacting their
job satisfaction. Organisations also faced immediate challenges with the sudden onset of COVID-
19 pandemic. HR was challenged to implement regular compensation programmes. Because of
the financial challengegat put pressure on the organization's leadership, HR had to find a delicate
balance between cost/benefit reduction to please management and employee productivity
maintenance. Staff retention has also been mentioned as a concern that HRM had faced during
the pandemic. These challenges were tackled by the immediate response from organisations across
the globe.



Managers regard telework as having the ability to improve business performance since, in their
perspective, peoplﬁ/ork more intensively and productively (due to the possibility for being more
focused at home and for saving commuting time and effort). Furthermore,q]is technique may
result in cost savings from less office space as well as improved job matching from a
geographically bigger pool of people. Workers, on the other hand, are eager to telework more
since it allows them to save money and time on travelling, and it allows them to be more focused
and comfortable at home. Flexible hours and work life balance are valued the most by the
employees now. Teleworking is here to stay and rampant changes by the organisations are
expected to accommodate smooth functioning in the Hybrid Working Arrangement. Excessive
focus on digitising the HR, shifting traditional HR tasks to line managers and formation of
effective public policies. Public policies will play an important part in the Hybrid work
arrangement in the future. Penetration of internet into both urban and rural areas will complement
teleworking. Also, safeguarding employees from negative impacts of teleworking could be
facilitated by public policies by modifying the legal arrangement with a particular emphasis on

health insurance coverage for remote work.

Overall, the report provides an overview on the changing impact and perception of employers and
employees towards teleworking. The report also attempts to identify the employee demands from

their employers and the organisations expectations from the future working arrangement.



APPENDIX -1

The questionnaire floated for the primary research.

- o038 mes
Teleworking (Work from
Home)

Telewceking or Woek from home became the
naw nomal’ for us when the COVIO-19
pandemic hit s, This sudden and
unprecadented change in the working
environment hos affected ouw ltves o Jot. This
survey atiempis %0 gather your experence of
Teleworking before and during the COVIO 1%
pandemic and your expectaticns from the
organisations in the futire ahead

&3 vedant.smc1 6ot pdpu.ac.in
ne

ared) Switch acoount
>

* Requrnd

Gender *

O Mew
O Female

O Preter not 10 say

Age*
O 25
B O 2638

& Request et access

el - - | [ R Vs

18:25
2635

36-50

0000 §

>50

Years Of Experience *

O o3
Q ze
Q e1s
Q 520
QO »20

Industry {Currently Working) *

() Administrative Services

O eFsl

(O consultancy Services

& Reguest edit sccess

[+ O E commerce

c-S@m mes

Industry (Currently Working) *
(O Administrative Services
12

Comsultency Services

£ commerce

Education and Training
Healthcare and Phasma

1T Services

Manufacturing

Media snd Journalism

CO0O0O0O0ODO0O0OO0O0

Other

Have you experienced Teleworking
before COVID-197 *

QO ves
O No

Noxt
& Request edit access

[ " —

Current Mode of Working *

O Pemaneet Teleworking
(O otfline mode

O ryord

If yes, rate the following sentences on
a scate of 145,

1+ Swongly dasgres

2- Disagrea

- Newral

4~ Agroe

3- Svongy sgree

1 feit more productive while teleworking

ooy OOO00 ey

Disagree Agree

] Talaworking helped me 10 Improve my

~ L

-zmm @Bes
Teleworking halped me 1o improve my
Work-Ufe balance

12345

sweegly  OOOO0)  Strongly

Disagroe Agree

| feit more refaxed while part time

teleworking
12345
sy OOQOQ)  Sonsh
Disagree Agree

My Cuality of Life was enhanced

because of WFH
12345
s QOO0 Stroesly
Disagroe Agree

| used to prefer working in office over
teleworking before the pandemic

12345

- Stroegly

00000 sty

~cEe . R F R
bacause of WFH
12348
swongy - QOO0 Stronwy
Disagree Agree

lused to prefer working in office over

teleworking before the pandemic
12345
swngy  OOOOQ  Strendy
Disagree Agree

Part time tefeworking helped me to stay
mentally healthy and motivated

12345
s QOOQQ0 Svers
Disagres Aggrww
Back Noxt Claar form

eted biaate Focuty of Maregeeert
Ses Doty faeor) A

Google Forms

-n@a WL E

e o

O @ decsgooglecomfonmaiiie

Teleworking (Work from
Home)

A vedantasawa26@gmall.com

Switch accounts

Did you telawork during COVID 197 *

O ves
O N

Back Next Cloar form

o1 passwors theeugh Google Fenms

Toes foem

3 creuted e Facuty of Matagemet
Thidhen Doitd et A0y

Google Forms

A.I.@ +

-] -] Bes R
8 o

Did you experience Full time teleworking
during COVID -19 pandemnic? *

O ves
O Ne

O & docsgooghecom/lomsids

If yes, for How long have you
experienced full time teleworking?

O 02months
O 26months
O 612months
O 1218 months
(O 18:2amonths

O >2¢momhs

Please rate the following sentences on
- the scale of 1-5 if you have
- ol Virne

~ e 8 @ ¥




70 -0 @@ R P
Please rate the following sentences on
the scale of 1-5 if you have
experlenced full time teleworking
during COVID-19
1- Strongly dsagree
2- Disagree
3 Neutrat
4 Ayoe
- Strongly agree

| always knew my goals and objectives
for the week

123458

swooy  OOOQ0  Svondly

Agree

| was able to stick to & work schedule
12345

QOO0  Svonly
Agree

Strongly
Disagree

1 felt that | was &s productive at home as
| was at the office

700 -0 @E CEVE

O @ docsgooglecom/forms/dis [+]

| felt that | was getting encugh support
from my manager

123458

0000 Sy

Agree

Strongly
Disagree

| felt that | was easily able to reach and

i with my colk
12345
swegy  OO000 Storay
Disagres Agree

| felt that the work from home policy of
my company was communicated clearly
to the employees

123458

sweesy - OOOOQ St

Disagree Agree

w-~c@m R R -0 EE

B O 0O @ docsgooglecomyTorms/die

mes

O @ docsgooglecom/forms/d/e,

My company had provided the
employees with new technologies or

| wes able to create 8 hard line between

work and home
tools to make working at home more
123458 efficlant
Strongly m Strongly 12345
Disagree Agree
sy OOOO0  Sons
Disagree Agree

| felt more stressed and anxdous while

full time teleworking during the
| felt anxious about my Job security

pandemic than before
SRS 12345
sy OOOQ0  Seoran
swondly  OOO0Q  Stronaly Disagree Agree
Disagree Agree

There were multiple times when | felt

I
was constantly feeling tired and fike leaving my job

fatigued
12348
12345
Strongly Strongly
Strongly (XXXX) Strongly Disagree m Agree
Disagree Agree

Never wabimit pesswortds theough Googhe Forms.

Thas foem ws Cowated nasto [aciity of Managasert
[Audes et Gesarl Aluse

@ Google Forms

O ves

QO n
n

A...@ +

12345 . -
B sy QOO00 Stooor ~ s 8 8 (@ + ~ s 8 8 (P + +
Disagree Agree
e-o@EmE @|esn@ 700 = @ 3 SR
S ¢ m-c@m Be emm R PR
2 1 If yes, what is the approximate
e leavi ob
gyl O @ docagooglecom/lorms/d/e, percentage of workforce working in ] oter
. _ o
swongly (YOO  Strongy QO 0w
Disagres Agree s " " d
What I woukd
o e < ok O 1oz Do you value working around pecple in
amount of telework in the future ahead * you
QO 2550 offline environment more than before
I feit lonety while working from home (O Noteleworking at all o pandemic? *
50-75
REp— (O Less than once a week £y i O ves
swongly  OOOQOQ)  Strongly O oo wwenk Q wo O e
Disagree Agree O Two days & week
Three days a week
O Selact the 3 most important things you
1felt very happy and comfortable while O Fourdays a week If yes. what are the immediate expect from your employers in the
working from home as my family was challenges faced while returning to future working environment? *
with me O Five cays a wesk office? *
[ Flexible work hours
t% 3B O Poimensnt Taisisoiing Exposure 1o COVID 19, (Health and
safety) Autonomy
::o;;z CO00O0 s:-;n:v Accommodating parsonal Effective communication and support
Have employees In your orgenisation ponsives Inclusive work envitonment
being called to work in offline mode? * Socially Distanced Workspaces
Back Next Cluar form Aptcompmanton

Increased health and safety benefits
Lack of advanced technology in the

atiics Increased acknowledgement and

support for Mental Health issues
Effective communication with
- colleagues -

e Looa commule and increased otivsacal .

Work-Life Balance

O
O
O
[ Reduced flexibility in woeking hours
O
O

DOoOoooooao

S




References

Amanda J Anderson, Seth Kaplan, Ronald P.VVega(2014). The impact of telework on emotional
experience: When, and for whom, does telework improve daily affective well being? European
Journal of Work and Organisational Psychology, Volume 24.

https://www.researchgate.net/publication/277689622 The impact of telework on emotiona

| experience When and for whom does telework improve daily affective well-being

Amelia Manuti(2021). Influence of Working From Home During the COVID-19 Crisis and HR
Practitioner Response. Front. Psychol.

https://www.frontiersin.org/articles/10.3389/fpsyq.2021.710517/full#ref20

Anne Kaduk, Katie Genadek, Erin Kelly, Phyllis Moen(2019). Involuntary vs. voluntary flexible
work: insights for scholars and stakeholders. Community Work and Family Journal, VVolume 22,
2019.

https://www.tandfonline.com/doi/abs/10.1080/13668803.2019.1616532?journalCode=

ccwf20

Bosch-Sijtsema, P. M., & Sivunen, A(2013). Professional Virtual Worlds Supporting
Computer-Mediated Communication, Collaboration, and Learning in Geographically
Distributed Contexts. IEEE Transactions on Professional Communications, VVolume 56.

https://ieeexplore.ieee.org/abstract/document/6471269

EY(2021). More than half of employees globally would quit their jobs if not provided post

pandemic flexibility, EY survey finds. EY press release.

https://www.ey.com/en gl/news/2021/05/more-than-half-of-employees-globally-

would-quit their-jobs-if-not-provided-post-pandemic-flexibility-ey-survey-finds



https://www.frontiersin.org/articles/10.3389/fpsyg.2021.710517/full#ref20

Golden, T. D.(2006). The role of relationships in understanding telecommuter satisfaction.
Journal of Organisational Behaviour, VVolume 27.

https://onlinelibrary.wiley.com/doi/abs/10.1002/job.369

Konradt, U., Schmook, R., & Malecke, M.(2000). Telework: The role of social support. ECU
Publications 2013.
https://ro.ecu.edu.au/cgi/viewcontent.cqi?referer=https://www.google.com/&httpsredir=1

&article=1256&context=ecuworks2013

Laura Blumenfeld, Neel Gandhi, Asmus Komm, and Florian Pollner(2022). Reimagining HR:
Insights  from  people  leaders.  Our  Insight- Mckinsey and  Company.

https://www.mckinsey.com/business-functions/people-and-organizational performance/our-

insights/reimagining-hr-insights-from-people-leaders

Nino Nutsubidze & Dusana Alshatti Schmidt(2021). Rethinking the role of HRM during COVID-
19 pandemic era: Case of Kuwait. Review of Scio-Economic Perspectives, Volume 6.

https://reviewsep.com/wp-content/uploads/2021/03/1 NINO.pdf

Pedro Afonso , Miguel Fonseca , Toméas Teodoro(2021). Evaluation of anxiety, depression and
sleep quality in full-time teleworkers. J Public Health (Oxf).
https://pubmed.ncbi.nlm.nih.gov/34036369/

PwC (2021). It’s time to reimagine where and how work will get done. PwC’s remote work
SUrveys.

https://www.pwc.com/us/en/library/covid-19/us-remote-work-survey.html

Rachael Pasini(2018). 4 History of Telecommuting: Remote Work’s Evolution Explained. Virtual
Vocations.

https://www.virtualvocations.com/blog/telecommuting-job-search help/history-of-

telecommuting-remote-work/



https://onlinelibrary.wiley.com/doi/abs/10.1002/job.369
https://www.pwc.com/us/en/library/covid-19/us-remote-work-survey.html

Rachelle Bosua, Marianne Gloet, Sherah Kurnia, Antonette Mendoza, Jongsay Yong(2013).
Telework, productivity and wellbeing: an Australian perspective. TJA, Volume 63.

https://telsoc.org/journal/tja-v63-n1/a390

Santo Milasi, Ignacio Gonzalez-Vazquez and Enrique Fernandez-Macias(2021). Teleworking
before COVID-19 pandemic. OECD Productivity Working Papers.
https://www.oecd/ilibrary.org/docserver/d5e42ddlen.pdf?expires=1646903632&id=id&accname
=quest&che cksum=5AA1F7CE9EE2E5E822267EC922CFDBF

Secretary, OECD(2021). Teleworking in the COVID-19 pandemic: Trends and prospects OECD
policy responses to COVID-19.
https://www.oecd.org/coronavirus/policy/responses/teleworking-in-the-covid-19-pandemic-
trends-and-prospects-72a416b6/#figure d1e307

Shockley, K. M., & Allen, T. D.(2007). When flexibility helps: Another look at the availability of
flexible work arrangements and work—family conflict. Journal of Vocational Behaviour, Volume
71.

https://www.sciencedirect.com/science/article/abs/pii/S0001879107000681

Tammy D. Allen, Timothy D. Golden, Kristen M. Shockley(2015). How Effective Is
Telecommuting? Assessing the Status of Our Scientific Findings. SAGE Journals, Vol 16, Issue
2, 2015. https://journals.sagepub.com/doi/10.1177/1529100615593273

Tim Bentley, Stephen T T Teo, L.Mcleod, F.Tan(2016). The role of organisational support in
teleworker wellbeing: A socio-technical systems approach. Applied Ergonomics, Volume 52.

https://www.researchgate.net/publication/281137230 The role of organisational support

in teleworker wellbeing A socio-technical systems approach

Tworoger, L. C., Ruppel, C. P., Gong, B., & Pohlman, R. A. (2013). Leadership Constraints:

Leading Global Virtual Teams Through Environmental Complexity. International Journal of e-


https://telsoc.org/journal/tja-v63-n1/a390
https://www.sciencedirect.com/science/article/abs/pii/S0001879107000681
https://journals.sagepub.com/doi/10.1177/1529100615593273

collaboration, VVolume 9.

https://www.researchgate.net/publication/262401478 Leadership Constraints Leading G

lobal Virtual Teams Through Environmental Complexity

Viviane lllegems and Alain Verbeke(2004). Telework: What does it mean for management? Long
Range Planning, Volume 37.

http://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.579.5417 &rep=repl&type=pdf

Yijing Xiao, Burcin Becerik-Gerber, DDes, Gale Lucas, and Shawn C. Roll(2021). Impacts of
Working From Home During COVID-19 Pandemic on Physical and Mental Well-Being of Office
Workstation ~ Users.  Wolters  Kluwer Public Health  Emergency Collection.

https://www.nchi.nlm.nih.gov/pmc/articles/PMC7934324/



http://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.579.5417&rep=rep1&type=pdf




7 turnitin

® 13% Overall Similarity
Top sources found in the following databases:

* 10% Internet database

» Crossref database

* 10% Submitted Works database

TOP SOURCES

The sources with the highest number of matches within the submission. Overlapping sources will not be
displayed.

Anne Kaduk, Katie Genadek, Erin L. Kelly, Phyllis Moen. "Involuntary vs....

Crossref

telsoc.org

Internet

ec.europa.eu

Internet

mckinsey.com

Internet

RMIT University on 2022-01-16

Submitted works

Coventry University on 2022-04-11

Submitted works

pubmed.ncbi.nlm.nih.gov

Internet

Universiti Tenaga Nasional on 2022-04-21

Submitted works

Similarity Report ID: 0id:27535:16513338

» 4% Publications database

» Crossref Posted Content database

<1%

<1%

<1%

<1%

<1%

<1%

<1%

<1%

Sources overview


https://doi.org/10.1080/13668803.2019.1616532
https://telsoc.org/printpdf/123
https://ec.europa.eu/jrc/sites/default/files/jrc120945_policy_brief_-_covid_and_telework_final.pdf
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/reimagining-hr-insights-from-people-leaders?cid=other-eml-nsl-mip-mck&hctky=12843124&hdpid=2a2505d4-1dfc-4b8b-a2ea-d84d5d1b5678&hlkid=5445f6210d7a47e08720cd49ee68d7a7
https://pubmed.ncbi.nlm.nih.gov/34036369/

7 turnitin

©®© 6 6 © 6 6 6 6 © 6 6 ©

University of Adelaide on 2022-04-28

Submitted works

tandfonline.com

Internet

Westcliff University on 2022-04-25

Submitted works

ey.com

Internet

pwc.com

Internet

researchgate.net

Internet

Central Queensland University on 2022-03-31

Submitted works

Deakin University on 2021-09-23

Submitted works

University of Fort Hare on 2022-04-20

Submitted works

Texas A&M University - Commerce on 2021-12-05

Submitted works

coek.info

Internet

RMIT University on 2022-01-16

Submitted works

Similarity Report ID: 0id:27535:16513338

<1%

<1%

<1%

<1%

<1%

<1%

<1%

<1%

<1%

<1%

<1%

<1%

Sources overview


https://www.tandfonline.com/doi/full/10.1080/1359432X.2014.966086
https://www.ey.com/en_sk/news/2021/05/more-than-half-of-employees-globally-would-quit-their-jobs-if-not-provided-post-pandemic-flexibility-ey-survey-finds
https://www.pwc.com/us/remotework?WT.mc_id=CT10-PL102-DM2-TR1-LS3-ND30-PR4-CN_ViewpointHighlights-Rane
https://www.researchgate.net/publication/282160075_How_Effective_Is_Telecommuting_Assessing_the_Status_of_Our_Scientific_Findings
https://coek.info/pdf-telework-what-does-it-mean-for-management-.html

7 turnitin

®© 06 6 6 6 © 6 6 6 6 0 6

University College London on 2021-08-29

Submitted works

reviewsep.com

Internet

oecdecoscope.blog

Internet

Da Vinci Institute on 2022-03-14

Submitted works

ohiocapitaljournal.com

Internet

coursehero.com

Internet

digitalcommons.wpi.edu

Internet

psi.sagepub.com

Internet

slideshare.net

Internet

Loughborough University on 2021-10-07

Submitted works

University of Chichester on 2021-10-21

Submitted works

consumer.healthday.com

Internet

Similarity Report ID: 0id:27535:16513338

<1%

<1%

<1%

<1%

<1%

<1%

<1%

<1%

<1%

<1%

<1%

<1%

Sources overview


https://reviewsep.com/wp-content/uploads/2021/03/1_NINO.pdf
https://oecdecoscope.blog/?print=print-search&s=productivity
https://ohiocapitaljournal.com/2021/11/15/the-great-resignation-is-a-trend-that-began-before-the-pandemic-and-bosses-need-to-get-used-to-it/
https://www.coursehero.com/file/103461999/ProjectDissertation-101-SwatiSachdevapdf/
https://digitalcommons.wpi.edu/mqp-all/283
http://psi.sagepub.com/content/16/2/40.full.pdf
https://www.slideshare.net/AnshiMalaiya/marketing-strategies-of-hdfc-standard-life
https://consumer.healthday.com/working-from-home-may-negatively-impact-physical-mental-health-2649445808.html#:~:text=Working%20from%20home%20was%20associated%20with%20less%20phys

?_l turnitin Similarity Report ID: 0id:27535:16513338

@ cyberdot.com <1%
Internet
@ virtualvocations.com <1%
Internet
@ University of Central Florida on 2021-08-06 <1%
o
Submitted works
@ University of Melbourne on 2021-04-16 <1%
(o]
Submitted works
@ University of Southampton on 2022-03-23 <1%
o
Submitted works
@ Viviane lllegems, Alain Verbeke. "Telework: What Does it Mean for Man...<1 o
Crossref ’
@ norma.ncirl.ie <1%
Internet
@ University of Southampton on 2021-04-30 <1%
(o]

Submitted works

Sources overview


https://www.cyberdot.com/cyber-security/how-cyber-insurance-helps-you-prepare-for-gdpr/
https://www.virtualvocations.com/blog/telecommuting-job-search-help/history-of-telecommuting-remote-work/
http://linkinghub.elsevier.com/retrieve/pii/S0024630104000512
http://norma.ncirl.ie/5355/1/karentracey.pdf

