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Summary

COVID-19 pandemic disrupted the work activity of many organizations worldwide. Imposed
governmental emergency legislations resulted in compulsory remote work conditions, for
some or all employees of many organizations during lockdowns, which required changes, such
as utilizing appropriate channels of internal communication, shifting towards digital means for
communicating and collaborating in distance, to ensure effective internal communication and
information flow within the organization. This dissertation aims to shed some light to the way
internal communication of organizations changed, during COVID-19 pandemic in Cyprus,
focusing mostly on the channels utilized and on the changes in frequency and direction of
internal communication, before and during COVID-19 in Cyprus, during telework. In addition,
this study aims to provide and account of the effectiveness of internal communication within
organizations, as appreciated by participants and, also, investigate participants’ preferences

in respect to channels used for internal communication and teleworking option in the future.

In order to address the research questions of this dissertation, quantitative, nonexperimental
descriptive research was employed, using survey as data collection method. Participants of
this study were 93 employees working in organizations of various sizes and sectors of
activities. The results of this dissertation reveal that there were some changes in the way
channels of internal communication were utilized in organizations in Cyprus before and during
COVID-19. Specifically, findings report that e-mails were used for sharing information
regarding the organization, both before and during COVID-19, whereas richer channels of
communication, such as face-to-face were utilized for solving issues and coordinating daily
matters before the pandemic, but were replaced with online meetings and telephone during
COVID-19. In addition, internal communication flow was in various directions with the most
frequent communication taking place between coworkers of the same department and the
least frequent with the organizations’ leader both before and during COVID-19. No changes
were reported in preferences of sources used for receiving information regarding
organizational matters and even though frequency of communication was decreased during
COVID-19, the overall satisfaction of internal communication and its frequency remained in
similarly high levels. Lastly, it appears that employees in Cyprus prefer face-to-face as the
channel used for future internal communication and they prefer having the option for

teleworking, but only for some days of the week.



MNepiAnyn

H mavénuia COVID-19 ennpéace nv gpyacilaky 6paotnplotnta MOAAWY OpYAVIOUWY O OAO
ToV KOopo. Ot emPAnBeioeg kuBepvnTikEG VOoUOoBeoieg 06riynoav og TnAepyacia, amattwvtog
oAAQYEC, OTIWG N XpHon KATAAANAwVY Kot PnPpLaKwy KaVOALWY ECWTEPLKI G ETILKOLVWVIOC, WOTE
va €€00PaALloTEL AMOTEAECHATIKY) ECWTEPLKA ETUKOLVWVIA KoL pory TTANPodopLwV EVTOG TOU
opyaviopoU. Autp n Satplpry otoxelUel va Slepeuvroel TIC aANQYEG OTNV E€C0WTEPLKN
ETILKOVWVIA TWV opyaviopwy, katd tn didpkela tng mavdnuiog otnv Kompo, eotialoviag
KUPLWE oTa KOVAALO TTOU XPNOLUOoTIolouVTayY, o€ 0AAQYEC 0T CUXVOTNTA KAl TNV KatevBuvaon
NG E0WTEPLKNG EMLKOWWVIAG, KAl oTnV TnAEpyaoia, Evw OTOXEVUEL OTNV Tapousiacn Tng
OTOTEAEOUATIKOTNTAC TNG EOWTEPLKNAG ETUKOWVWVIOC €VTOC TWV OPYOAVIOUWY, OTWC
aloAoynOnke amd TOUG CUMUETEXOVTEG KAl TIG TIPOTLUNOELS TOUG O OXEON UE T KOVAALL

E0WTEPLKAG ETILKOWVWVIA KaL TNV ETLAOYN Yla TNAEpyacia oto pEANOV.

XpnolpomolOnKe MOCOTIKA, KN TIEPAUATIKI TIEPLYPADLKT) EPELVA UE EPWTNUATOAOYLO WG
HEB0So ouAloyng Oedopévwy. ZTn HEAETN OUMMETEiXaV 93 epyalOMEVOL OPYAVIOHUWY
Slopopwv peyeBwv Kal TopEéwv Spaotnplotntwy. Ta amoteAéopata autng g dLatplpng
urnootnpilouv otL UTRPEaV KATIOLEG AAAQYEG GTOV TPOTIO JE TOV OTIOLO XpnoLonowdnkav ta
KOVAALO ECWTEPLKNC ETLKOLVWVIAG O 0pyavIoHoUG otnv KUTpo TpLv Kal Kotd Th SLapKeLa g
navoénuiag. ZuykekpLuEva, to e-mail xpnowonow)Onke yla avtaAlayn mAnpodopLwy oxETKA
LLE TOV OpPYQVIOUO, TOOO TPV 000 KoL KOTA Th Slapkela tng mavdnuiag, evw mAouaolotepa
KaVAAla €TKOWVWVIAC, OMWG MPOCWTO HE TPOCWIO, Xpnolgomowdnkav ylo emiluon
TPOPBANUATWY KOL OUVTIOVIOMO KoOnpepwwv Bepdtwv mpwv amd tnv mavénuia, oAAd
QVTLIKATAOTAONKAV PE SLASIKTUOKEG CUVAVTNOELC Kol TNAEPWVAUATA KATA T SLAPKELX TNG
niavonuiag. EmutAéov, umnpée pon ecWTEPLKAG EMIKOWVWVIAG Tpog SLddopeg KATEVOUVOELS PE
oUXVOTEPN TNV ETKOWVWVIA LETOED oUVASEAPWV TOU (SLOU TUAUATOC KoL AlYyOTEPO CUXVA TNV
ETILKOLVWVLA LLE TOV NYETN TOU OPYAVLOOU TOCO TIPLV 000 KoL KATd Tn Stdpkela Tou mavdnuiag.
Aev avadEpOBnkav aANAYEC OTLC TIPOTLUOELG TWV TINYWV TIOU XPNoLHomolouvTaL yia th Angn
TIANPOPOPLWV OXETIKA HE OPYAVWTIKA Opata Kol TapoAo TIOU N oUXVOTNTA ETKOWVWVING
HELWONKE Katad TN SldpKelo TG mavdnuiag, N CUVOALKI) LKOVOTIOLNGN OO TNV EC0WTEPLKN
ETUKOLVWVIA KaL N cUXVOTNTA TNG MOpEPELVaY o€ tapopoLla upnAa enineda. TEAog, paivetal
OTL oL gpyalopevol otnv KUTPo MPOoTIUoUV TO TPOCWIO HUE MPOCWIO WG TO KAVAAL TTOU
XPNOLUOTIOLE(TAL Yo LEAAOVTIKI) ECWTEPLKNA ETULKOLVWVIO KL TIPOTLHOUV VAL £XOUV TNV ETIAOYNA
TnAgpyaciag, aAAA LOVO yLa KATIOLEG NUEPEG TNG ESopadag.
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Chapter

1. Introduction

Covid-19 pandemic and the legislations imposed by governments to protect public health,
were a major external threat for almost all organizations, at a global level. During this time
many organizations were forced to shift their business activities to remote work and telework,
due to lockdowns or restrictions to the number of employees that could be physically present
in the workplace. These external factors had a major impact on organizations’ internal
communication and collaboration practices, as organizations were forced to quickly shift to
remote channels of communication, using technology. Depending on organizations’ pre-
existing level of Information Technology (IT) integration and staff’s skills, many of them
struggled in adapting fast enough to these new conditions, and, for some, this had an impact
on their survival in the market. Considering that remote work and telework appear to be work
modes that several organizations plan to continue having, even after COVID-19 pandemic is
over, this makes the effective adaptation of internal communication practices and appropriate
utilization of technology-enabled communication channels very crucial elements for

organizations to focus on, during this transformation.

This thesis seeks to shed some light on the way internal business communication and
collaboration practices and channels were disrupted and/or affected during the COVID-19
pandemic, in organizations in Cyprus. Specifically, it aims to survey the communication
channels and tools that were utilized for facilitating internal communication and collaboration
within organizations before and during COVID-19 teleworking, the extent to which
organizations’ internal communication and collaboration were affected during COVID-19
pandemic and whether this had an impact on employees’ consideration for continuing

teleworking even after COVID-19 pandemic is over.

The chapter “Literature Review” that follows will provide a brief review of relevant literature
regarding internal business communication methods and tools and the way they were

disrupted during COVID-19 pandemic globally. Chapter 3 “Theoretical Background” will
8



present and clarify key terms used in this research and Chapter 4 “Research Methodology”
will illustrate this research’s methodology and methods of data collection and analysis. Next,
Chapter 5 “Results” will present the results of data analysis and Chapter 6 “Discussion” will
discuss the results of this research. Then, Chapter 7 “Conclusions and Recommendations” will
provide final remarks and recommendations for future research. Finally, Chapter 8
“References” will list citations of literature that was included in this thesis and Chapter 9

“Appendix” will enclose supporting information and material that was used in this study.



Chapter

2. Literature Review

COVID-19 pandemic, inevitably, impacted organizations, employers, and employees globally.
Several studies were conducted investigating this impact on organizations’ functions and work
cycles, yet studies imprinting the disruption levels in organizations’ internal communication
and collaboration are still limited. This section will provide a brief review of relevant literature,
focusing on the importance of internal communication for organizations and on studies
investigating the internal communication and collaboration changes and adaptations in
organizations, during the pandemic. However, it is important to first provide a brief overview

of internal communication types and the various channels utilized within an organization.
2.1 Internal communication within organizations

Internal communication refers to the way communication flows within an organization.
Communication can be verbal (oral and written) and non-verbal (i.e. gestures) and as with any
other type of business communication, it typically involves a sender, someone who wants to
share information with someone else, a message which encloses information to be shared and
a receiver, who is the person receiving the information and a communication medium which
is the channel through which the message is sent (Tkalac Vercic & Spoljaric, 2020; Berger,
2008). However, this process is not that simple, as for it to be successful and the receiver to
be able to clearly understand the message, the enclosed information must be encoded by the
sender and decoded by the receiver in a way that allows clear and accurate convey of the

message, through an appropriate communication channel (Pardillo, 2019).

In addition, it is important to clarify that communication is a two-way interaction process as it
involves both sender and receiver sending and receiving information respectively, whereas
information sharing, such as sending newsletters to employees, can be a one-way process as
it does not necessarily mean that the receiver responds to this process (Pardillo, 2019).
Fostering “a two-way conversation between an organization and its stakeholders” (Lee, 2018,

10



p.3), the notion of symmetrical internal communication strategy, allows employees and not
only employers initiate and maintain communication within the organization, with positive
associations to employee performance (Men, 2014). Nonetheless, there are various ways in
which internal communication is set in an organization, depending on the way communication
flows within the organization and the channels of communication chosen to accommodate

internal communication, depending on the way the organization.
2.1.1 Internal communication flows within organization

There are various types of communication that take place within an organization, utilizing
formal and informal channels of communication. According to Pardillo (2019) formal internal
communication can take different directions; upward, downward, horizontal and diagonal.
Depending on an organization’s size, structure, and nature of operations the preferred
directions of information flow are imposed differently. For example, larger and/or more
traditional organizations might prefer communication flowing vertically, in an upward and
downward direction, whereas organizations utilizing more agile operations, such as start-ups
or tech organizations might prefer horizontal and/or diagonal communication flows

(Lumenlearning, 2021; Dévényi, 2016).

Upward communication, refers to a communication type where lower levels of hierarchy, such
as employees and lower management can transfer information to the upper levels of
hierarchy such as higher management, CEOs etc. Such information might involve offering their
ideas to management, provide feedback regarding their job and issues that management
ought to be aware, to respond to instructions and important messages sent by management
and so on. The establishment of upward communication in an organization is important as it

appears to be the foundation for all other communication types (Pardillo, 2019).

Downward communication happens when upward communication is set and allows higher
levels of hierarchy to communicate information towards lower levels of hierarchy. Usually,
this kind of communication is used for communicating information regarding organization’s
mission, vision and policies and also for sharing important information and instructions related
to employees’ tasks, job and well-being and for boosting morale, increase motivation and

obtain feedback, amongst other activities.

Horizontal communication occurs when people of the same level in organizational

management hierarchy communicate and collaborate. This type of communication is typically

11



used to coordinate information and tasks, solve problems, and collaborate across
departments in a cross-functional manner, which is important in modern organizational

structures (Pardillo, 2019; Lee, 2018).

Diagonal communication allows people of various levels in organizational management
hierarchy and of various departments to communicate. This type of communication allows
employees who are, for example, work in supporting customers for a tech company to
communicate with the head of research and development team and exchange information
that can be important for improving the company’s product (Pardillo, 2019; LumenLearning,

2021).

Furthermore, internal communication can also take place through informal channels. An
example is grapevine communication that can take place in any organization as a result of
social interaction between employees (Pardillo, 2019). This type of internal communication is
employee-driven, it usually arises when employees perceive information carried out by formal
channels of communication to be inadequate (Robinson & Thelen, 2018). Although informal
types of internal communication can be sources of important information for employees and
also use several channels, such communication is not in the scope of this research and

therefore, will not be analyzed further.
2.1.2 Internal communication channels

The choice of appropriate communication channels for an organization’s internal
communication depends, among other factors, on the organization’s size, structure, nature of
operations, communication flow preferences, culture, technology readiness and employee
qualifications and skills (Tkalac Vercic & Spoljaric, 2020; Dévényi, 2016; Pardillo, 2019).
Communication channels are classified differently by authors in literature; verbal (oral and
written) and non-verbal channels (Berger, 2008), traditional (i.e. e-mail, face-to-face, memos,
reports etc.) and modern (i.e. video conferencing, employee apps, social media etc.), rich (i.e.
face-to-face meetings) and less rich (Daft & Lengel, 1984) and so on. The most common

channels of internal communication that organizations utilize, as found in literature, are:

e Face to face communication is considered as the richest channel of
communication because it allows for synchronous communication using both
verbal and nonverbal cues, allowing for immediate feedback (Tkalac Vercic &
Spoljaric, 2020). It allows communication between two or more people and it is

12



usually the most preferred channel of communication (Bojadjiev & Vaneva, 2021).
Examples are face to face communicataion include meetings between employees
and managers for reporting on project status or for discussing and solving isssues,
meetings between members of a team, “town halls”, where leaders are open to
answer questions employees have and so on.

Telephone communication allows for immediate, synchronous, oral exchange of
information using a landline or mobile device. It usually involves communication
between two people, although, depending on the device, conference calls
between more people can be performed.

Videoconference communication is facilitated by specific software that allows
people who are not physically together to communicate and collaborate online,
synchronously.

E-mail communication is one of the most popular written channels of
communication in an organization, that allows people to share information to one
or more recipients, asynchronously, through the company’s e-mail accounts (Yang,
et al., 2021).

Instant messaging communication can be exchanged between two or more
people, online using specific software. Usually, such software allows people to
initiate multiple conversations and typically, this channel is used for team
discussions and quick conversations (Yang, et al., 2021). In some occasions, instant
messaging is linked to SMS and text messaging via mobile phones.

Intranet communication is the company’s online system where information, such
as important documents, announcements, templates, and procedures are stored
via a network, through which employees can instantly have access to via the
company’s computers and network. Rapid development in technology allows for
companies to set up intranets where employees can have remote access to this
information at a distance (Pardillo, 2019).

Social media communication is another channel of internal communication as
through the company’s social media accounts, employees can be informed
regarding company’s news and updates, given that employees also have accounts

to such social media (Lynn, 2020).
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e Cloud productivity suites communication such as Microsoft Teams and Google G
Suite, offer several channels of communication and productivity under one
solution. For example, they can integrate instant messaging, file sharing, e-mails,
notifications, team collaboration via videoconferences and chats, and many more
features depending on the software (Palmer, 2021)

e Print media communication are typically used to communicate information that is
formal, such as legal documents, or information that does not change that often,
such as company’s regulations and rules, or information that is complex and

requires time to study, such as policies and contracts and so on (Burton, 2012).
2.2 Importance of internal communication in organizations

Establishing effective internal communication is vital for any organization since this ensures
that vision, goals, news, procedures, messages, and other important information are
communicated comprehensively and transparently across all employees, managers, and
stakeholders of the organization, facilitating all major business operations (Ruck & Welch,
2012; Sievert & Scholz, 2017). In addition, studies have shown positive relationships between
internal communication and employees’ behaviour and attitude (Men & Yue, 2019), successful
organizational change processes (Neill, Men, & Yue, 2020), building fruitful relationships,
avoiding rumors that can cause uncertainty and building culture of trust between employees
and employers (Sievert & Scholz, 2017; Petrou, Demerouti, & Schaufeli,, 2018; Sun, Li, Lee, &
Tao, 2021) . Furthermore, research conducted by Tkalac Vercic (2021) confirmed a significant
and positive relationship between internal communication satisfaction and employee
engagement, employer brand as perceived by attractiveness and perceived organizational
support in 12 large organizations in Croatia. Therefore, it appears that the way a business
organizes and carries out internal communication practices and the kind of internal

communication channels utilized, play a major role in succeeding business operations.

In addition, the selected communication media and channels appear to have an impact on the
effectiveness of internal and two-way symmetrical communication where both employees
and employers carry out messages (Men, 2014; Lee, 2018), on employees’ overall internal
communication satisfaction (Tkalac Vercic & Spoljaric, 2020), on employee engagement
(Mishra, Boynton, & Mishra, 2014) and on successful team collaboration (Aritz, Walker, &

Cardon, 2017).
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Specifically, several studies have shown that employees prefer richer communication
channels, such as face-to-face meetings and videoconferencing (i.e. Men, 2014; Lee, 2018;
Braun, Hernandez Bark, Kirchner, Stegmann, & van Dick, 2019), as they perceive such channels
to be of higher quality, when compared to telephone and e-mail communication (Braun,
Hernandez Bark, Kirchner, Stegmann, & van Dick, 2019). Indeed, rich communication channels
offer immediate feedback and interactivity and allow verbal and nonverbal cues, natural
language and personal focus during communication (Daft & Lengel, 1984). Nonetheless,
research suggests selecting different communication channels, depending on who is involved
in the communication and the task’s nature. For example, a study conducted by Lee (2018) in
the U.S. argued that richer communication channels, such as face-to-face communication and
videoconferencing are important for symmetrical communication between managers and
peers whereas other, less rich communication channels such as e-mail and print media are

important for symmetrical communication between employees and CEOs.
2.3 Internal communication and collaboration during COVID-

19 pandemic

Since Spring 2020, when COVID-19 pandemic entered our lives, many organizations entered a
crisis that resulted in radical organizational change, requiring severe modifications in the way
day-to-day operations were conducted, the way job was carried out by employees and the
overall work environment setting (Carnavelle & Hatak, 2020). However, research has shown
that, even if organizational changes are essential for the organization’s prosperity, there are
not always successfully implemented for various reasons; uncertainty and fear among
employees, employee resistance to change, lack of understanding of the rationale behind
change, poor internal communication and so on (Oreg, Bartunek, Lee, & Do, 2018; Smet,
Vander Elst, Griep, & De Witte, 2016; Sun, Li, Lee, & Tao, 2021). Researchers argue that
effective internal communication can positively impact the efforts of implementing
successfully organizational changes and COVID-19 outbreak caused one of the most uncertain
and challenging crises of the recent years (i.e. Sun, Li, Lee, & Tao, 2021; Petrou, Demerouti, &

Schaufeli, 2018).
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2.3.1 Importance of internal communication for crisis management

In times of crisis, in particular, it appears to be important for employers to have high quality
communication by carrying out important information regarding changes, clearly, accurately
and timely to all employees (Svec & Mura, 2020; Dwiedienawati, Tjahjana, Faisal, Gandasari,
& Bramatoro Abdinagoro, 2021). During COVID-19 pandemic organizations’ Human Resources
managers had to quickly adjust internal communication practices to select appropriate
channels and media to inform employees about changes in their working conditions on one
hand and about health and safety regulations on the other hand (Goncalves, et al., 2021). In
fact, research conducted by Svec & Mura (2020) argued that, in cases were employers
interrupted information sharing related to health and safety and relevant legislations and
regulations resulted in disruptions in the work process, as “such conduct of employers might
have endangered the lives and health of employees due to lack of information” (p. 598). The
authors argued that in such crisis times, employers should ensure that formal and adequate
information is shared with employees, through the organization’s internal communication
channels, not only for purely work-related matters but also for other issues that affect their

well-being.

The importance of establishing effective internal communication is also supported by the
results of a study conducted by Dwiedienawati, Tjahjana, Faisal, Gandasari, & Bramatoro
Abdinagoro (2021), the findings of which showed a positive relationship between quality of
internal communication and effectiveness of crisis management during COVID-19 pandemic
in Indonesia. Furthermore, a study carried out by Li, Sun, Tao, & Lee (2021) in the U.S. argues
that transparent internal communication contributes to the reduction of uncertainty and can
help employees to cope with organizational changes and adapt to the new work conditions
more effectively. In addition, research indicated that high quality communication during the
pandemic crisis was indirectly, yet, positively associated with reduced possibility of employee
resignation, in nursing homes in the U.S. during the outbreak (Cimarolli, Bryant, Falzarano, &
Stone, 2021). However, research suggests that communication between employers and
employees should not be limited only from employer to employee during the time of crisis as
they highlight the importance for employees to participate in the communication process in a
two-way symmetrical manner (Neill, Men, & Yue, 2020; Tkalac Vercic & Spoljaric, 2020), so as

to provide valuable information timely and adequately and avoid uncertainty and fear that
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can result from rumors (Smet, Vander Elst, Griep, & De Witte, 2016; Petrou, Demerouti, &

Schaufeli, 2018).

2.3.2 Virtual channels for internal communication, collaboration and

teleworking during COVID-19

Apart from the quality of internal communication, it appears that the quantity and variety of
communication channels that are utilized by organizations are positively associated with
likelihood to adapt more effectively to crisis and ensure order to a chaotic situation
(Chewning, Lai, & Doerfel, 2012; Fuller, Pyle, Riolli, & Mickel, 2020). For example, one of the
major organizational changes that almost all organizations had to make during COVID-19
pandemic in an effort to adapt to the new reality, was shifting to distance and online work
conditions using virtual platforms and digital technologies and channels of communication
(Bojadjiev & Vaneva, 2021; Itzchakov & Grau, 2021). Therefore, internal communication
practices that were previously implemented were reconsidered and were adapted to the new
circumstances, as people where now working from home, at a distance. Face-to-face
communication, which previously was vastly considered as one of the most effective
communication channels, especially between managers and employees (i.e. Men, 2015;
Braun, Hernandez Bark, Kirchner, Stegmann, & van Dick, 2019), could no longer be utilized,
due to the legislations and prohibitions of governments, to protect people’s health. Employees
and employers ought to communicate in distance, using appropriate channels of

communication, often utilizing digital technologies (Bojadjiev & Vaneva, 2021).

Adapting the internal communication practices and making changes in leadership style as well
as in the selected communication channels appears to be important and inevitable when
dealing with crisis situations. For instance, a study that investigated the internal
communication model and leadership style before and after the pandemic crisis in a private
organization was conducted by Bojadjiev & Vaneva (2021). Their findings revealed that, in
terms of the internal communication, the communication model and preferred way of
communication within the organization, were different before and after COVID-19 pandemic,
yet both leaders and employees had the same preferences of communication channels before
COVID-19, with face-to-face meetings being the most preferred channel of communication.
After COVID-19 outbreak, as expected, both managers and employees shifted to virtual

channels of communication instead of face-to-face meetings. However, for leaders,
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SMS/Viber/Messenger was indicated as the most preferred channels of communication,
followed by phone calls and video conversation (one to many), whereas for employees, after
COVID-19, phone calls were the most preferred way of communication, followed by e-mails,

SMS/Viber/Messenger and video conversation one-on-one.

Similarly, Svec & Mura (2020) reported that the pandemic crisis affected the way internal
communication between employees and employers was carried out in Slovakia, stating that
the way task assignment, supervision and information sharing was conducted within the
organization had changed. The authors stated that, overall, there was a shift to virtual
channels of communication, with information sharing becoming more informal rather than
formal. In addition, they found that task assignment as well as supervision during teleworking
was conducted using specialized software, with employee privacy being on the borderline of
being violated, resulting in employees’ decrease in satisfaction (Svec & Mura, 2020). This
echoes arguments of Datta & Nwankpa (2021), regarding the necessity of establishing security

and privacy for successful digital transformation during crisis continuity planning.

The shift to digital means of communication and collaboration was a great challenge for
organizations. Even though digital transformation was already underway in many
organizations, COVID-19 sudden appearance, forcefully accelerated the process and not all
organizations were equipped with the necessary hardware/software nor all employees and
employers had developed the necessary skills to handle such a transformation by that time
(Trenerry, et al.,, 2021). Of course, there were organizations that had already employed
teleworking before COVID-19 and were more ready to adapt to the new situation in a
smoother manner. Indicatively, in the U.S., before COVID-19, a 5% of employees were working
from home but after the pandemic this number increased to 37% (Yang, et al., 2021).
However, it appears that even though technologically savvy organizations were already
implementing teleworking and technology-facilitated communication and collaboration
within the organization, before COVID-19, did not necessarily mean that they were able to

adapt better than other organizations.

For example, a recent study (Yang, et al., 2021) that analyzed rich data (i.e. e-mails, calendars,
instant messages, video/audio calls and workweek hours) of 61,182 US Microsoft employees
during the first semester of 2020 revealed that the wide-firm implementation of teleworking
due to COVID-19 caused asynchronous communication media use to increase and
synchronous communication media to decrease, in comparison to pre-COVID situation and
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also, caused workers to use less rich media such as e-mails and messages. The authors argue
that this led to disrupted communication and collaboration within the organization, which as
they predict “will impact productivity and, in the long-term, innovation”, because “these
changes in communication media may have made it more difficult for workers to convey and
process complex information” (p.8). Therefore, having the digital channels and media to

facilitate communication and collaboration during remote working conditions is not enough.

The conclusion of Yang et al. (2021) research is in line with arguments of Datta & Nwankpa
(2021, p.85) that digital transformation as part of an organization’s crisis continuity planning
“often results in a portfolio of solutions that are independently workable yet need to be
integrated, matched, and melded for scalability”. For Datta & Nwankpa (2021, p.) during a
crisis, organizations should focus on “building a robust and resilient framework based on (1)
digital collaboration, (2) security and privacy, (3) transparency, and (4) modularity”, to
implement digital transformation successfully. Specifically, the authors argue that
organizations should pay attention to providing employees and managers with digital
collaboration mechanisms and means for effective information sharing and access to modular
architecture of knowledge at any time, from any place, via appropriate platforms and means
of information sharing and communication/collaboration. At the same time, they should
protect the organization from cybersecurity threats and establish digital security and privacy
on information, especially sensitive information, yet maintaining process by establishing a
culture where people in the organization can communicate openly about transparency (Datta

& Nwankpa, 2021).

Going further on digital collaboration during COVID-19 pandemic, it appears that trust is a key
element in successfully teleworking within virtual teams (Garro-Abarca, Palos-Sanchez, &
Aguayo-Camacho, 2021). An investigation of the effect of some determinants on the
performance of 317 software engineers that had to work in virtual teams during COVID-19
teleworking was conducted, finding that communication in relation to the tasks and trust
within the team were significantly important determinants that affected team performance
(Garro-Abarca, Palos-Sanchez, & Aguayo-Camacho, 2021). Similarly to Yang, et al. (2021)
investigation of Microsoft’s workers, this research also involved personnel that had worked in
teleworking conditions before COVID-19, in technology savvy organizations. However, Yang et
al. (2021) research found that “shifting to firm-wide remote work caused the collaboration

network to become more heavily siloed” both in formal and informal sense, with fewer bridges
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and ties between workers being observed as time passed by and, as the authors argue, these
changes in collaboration pattern might have hindered information sharing and, in turn,

decreased the quality of work.
2.4 Summary and justification of research aim

Establishing internal communication in a way that allows both employees and employers to
communicate, collaborate and interact is very important for any organization as, with the
utilization of appropriate channels it can help vital information flow in various directions
within the organization. However, during COVID-19 pandemic, several organizational changes
took place in almost all organizations and the way internal communication had been
previously set up, was inevitably changed to deal with the crisis. Research reviewed in this
chapter revealed that this affected the way many organizations functioned ever since, mainly,
due to teleworking, which subsequently affected employees’ productivity, engagement, fear
of uncertainty and collaboration, among others, as many of the preferred channels of
communication, such as face-to-face meetings could no longer be used. Despite the
technology readiness of many organizations, digital transformation was forcefully rushed, to
facilitate communication and collaboration within the organization and not all employers and
employees were ready for such a rapid change. In addition, even though many organizations
appear to consider the continuation of teleworking even after COVID-19 crisis is over, studies

claim that such work condition might not be as beneficial as it is considered, in the long-term.

The way COVID-19 outbreak affected internal communication appears to be an ongoing
investigation that is currently at the beginning of being addressed. Even though several studies
have been conducted in countries such as the U.S., the UK and Slovakia, there is, to my
knowledge, no study investigating the way internal communication was and is being disrupted
in organizations in Cyprus, because of COVID-19 crisis. Therefore, this study aims to survey the
type of internal communication channels that were utilized by employees in Cyprus before
and during COVID-19 pandemic teleworking, to report the extent to which internal
communication was conducted effectively and whether this had an impact on employee’s

consideration of continuing teleworking even after COVID-19 pandemic is over.
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Chapter
3. Methodology

This chapter presents this study’s research questions and then illustrates the methods of data
collection and the methods of analysis. Lastly, this study’s reliability and credibility, as well, as

ethical issues will be discussed.
3.1 Research Questions

This study aims to address the following research questions:

1. Which channels were/are being used in organizations in Cyprus for facilitating internal
communication before and during COVID-19 pandemic teleworking?

2. Towhat extent could employees in Cyprus communicate effectively with fellow employees
and employers, before and during COVID-19 pandemic teleworking?

3. To what extent do employees in Cyprus want to continue working remotely / teleworking
after COVID-19 pandemic is over?

3.2 Cyprus context

This study focuses on organizations that operate in Cyprus and follow Cyprus’ governmental
legislations and regulations. Therefore, at this point, a brief account of Cyprus labour force
and employment, as well as, the legislations imposed by Cyprus government, following the

pandemic COVID-19 appearance is important to be provided.
3.2.1 Cyprus labour force and employment information

According to Cyprus Statistical Service’s (2021a) results of the 2" quarter of 2021 labour force
survey, the total labour force in Cyprus reached 466.525 people (63.9% of the population,
70.4% males and 57.9% females), of which 427,300 (58.5% of the population, 65.1% males,
52.4% females) were employed up to that time. In respect to the sector of employment, 78.5%
were employed in Services, followed by 18.6% in Manufacturing and 2.9% in Agriculture. As

21



presented in Table 1, in comparison to the 2" quarter of 2020, the overall number of labour

force increased and so did the number of employment and unemployment.

Number Percentage (%)

2™ Quarter 2nd Quarter 2" Quarter 2nd Quarter
2021 2020 2021 2020
Labour Force
Tota 466.525 448.466 63,9 62,2
Males 246.924 238.287 70,4 68,6
Females 219.601 210.179 57,9 56,3
Employment
Tota 427.300 418.015 58,5 58,0
Males 228.505 221.666 65,1 63,8
Females 198.796 196.349 52.4 52,6
Unemployment
Tota 39.224 30.451 8.4 6,8
Males 18.419 16.621 7.5 7,0

Females 20.805 13.830 | | 9.5 6,6

Table 1: Cyprus Statistical Service 2@ quarter of 2021 labour force survey results (CyprusStatisticalService, 2021a, p.2)
Employment in Cyprus can be divided in broad public sector, which includes general
government and publicly owned enterprises and companies and private sector which includes
privately owned enterprises and companies. For the 2" quarter of 2021, the total
employment in broad public sector was 71,136 people, of which 65,462 are general
government staff and 5,674 are people who work in publicly owned enterprises and
companies (CyprusStatisticalService, 2021c). Unfortunately, Cyprus Statistical Service did not
provide information regarding private sector employment. However, given that for the same
quarter, the total employment in Cyprus was 427,300, the calculated number of private sector
employment was 356,164. Moreover, another report conducted by Cyprus Statistical Service
states that the total number of government employment in September 2021 reached 52,408
people, of which 17,306 are Civil Service staff, 13,813 are Education staff, 12,866 are Security

Forces staff and 8,423 are hourly paid workers (CyprusStatisticalService, 2021b).

Furthermore, according to the Companies Section of the Department of Registrar of
Companies and Intellectual Property, of the Cyprus Ministry of Energy, Commerce and
Industry, as at 315 of October 2021, there are 201,691 total registered companies in Cyprus

(CompaniesSection, 2021).
3.2.2 Cyprus COVID-19 legislations and lockdowns

Following the first case of COVID-19 reported in Cyprus on 9 of March 2020, Cyprus
government implemented several measures through the Quarantine Law Act, by issuing

several Quarantine (Determination of Measures to Prevent Spread of the COVID-19
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Coronavirus 2020) Decrees (CyprusPIO, 2021). Depending on the way COVID-19 deployed in
Cyprus, measures that were implemented via those Quarantine Decrees ranged from “lighter”
measures such as prohibition of unnecessary movements after some time in the
afternoon/night or presentation of SafePass for entering establishments to full lockdowns
with very limited exceptions for movement via SMS approval. These measures affected the

way many businesses worked from March 2020 and onwards.

Specifically, there were two periods (24/03/2020 — 30/04/2020 and 30/12/2020-31/01/2021)
during which full lockdowns were implemented, where many businesses suspended their
physical operations and only certain business sectors were allowed to operate physically with
limited emergency number of employees), such as health sector, absolutely necessary public
services, banks and retailers for basic necessities/services. For many months operations of
businesses such as Hotels and Hospitality, Malls, Theme parks, Sports, Libraries, Museums
remained suspended and for the businesses that could have physical operation, there were
limitations regarding the percentage of employees and customers that could be physically
present in the establishment, depending on the size of the establishment (one person per 8
sq.m.) (CyprusPIO, 2021). Due to these limitations, as of March 2020, broad public sector and
private sector business were urged to implement teleworking / remote work, where
applicable, to continue to operate both during full lockdowns and during prohibition of full

physical presence of all personnel.
3.3 Methodology and Methods of data collection

In order to address the above research questions, a quantitative research design is required
due to the nature of the research questions. Specifically, the research questions request for
data derived by participants’ preferences and perceptions regarding internal communication
practices and channels in their organizations, before and during COVID-19, their own
appreciation of their own engagement and productivity during teleworking and their
willingness to continue working remotely in the future, which can be captured via surveys with
numerical data (Creswell & Creswell, 2018). Furthermore, this study aims to collect data
regarding internal communication and communication channels before and during a
phenomenon that had already occurred. Therefore, a nonexperimental research design is
required (Drummond & Murphy-Reyes, 2018), of which descriptive quantitative research

design was selected as more appropriate, since this study aims in describing a situation before
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and during the pandemic, where the researcher had no control of nor would have conducted
any interventions/treatments. Rather, the focus is on comparing groups of participants by
identifying patterns and documenting differences, not seeking, however, to explain the

reasons why such patterns or differences exist (Creswell & Creswell, 2018).
3.3.1 Method of data collection

A questionnaire administered directly to participants was the mean of data collection for this
study as through this instrument a large number of participants can provide information
regarding their organization’s internal communication practices and channels before and after
the pandemic, as well as their own perceptions regarding teleworking and communication
during the pandemic in a quick, yet direct way, which can allow for descriptive statistical
analysis, which can, in turn, provide answers to this study’s research questions (Creswell &
Creswell, 2018; Drummond & Murphy-Reyes, 2018). Interviews, on the other hand, were not
a suitable instrument for this study, because this study does not seek to explain phenomena
nor provide insight on the why and how of the situation before and during COVID-19 pandemic

(Creswell & Creswell, 2018).

The questionnaire (see Appendix 1) was prepared in Greek and was administered online via
social media, e-mails, and instant messages to participants. The questionnaire had a total of

28 questions, which were divided in five parts:

e Part A, “Demographics”, collected data regarding participants’ gender, position, years
of employment in their organization and the organization’s sector, operation cycle and
size. In addition, it collected data regarding participants’ ICT skills and whether they
had worked remotely / teleworked during the pandemic.

e Part B, “Internal Communication before COVID-19 pandemic” collected data regarding
their overall perceived satisfaction regarding internal communication in their
organization, as well as data regarding the sources and channels that were used by
their organization and by themselves, before COVID-19 pandemic, for internal
communication in their organization.

e PartC, “Internal Communication during COVID-19 pandemic”, collected data regarding
their overall perceived satisfaction regarding internal communication in their

organization, as well as data regarding the sources and channels that were used by
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their organization and by themselves, for internal communication in their organization,
during COVID-19 pandemic teleworking/remote work.

e Part D, “Remote work / telework and Communication during COVID-19 pandemic”,
collected participants’ level of agreement in a series of statements regarding the
extent to which internal communication and remote telework was conducted
effectively in their organization during COVID-19 pandemic. In addition, data related
to participants perceptions regarding their own engagement and productivity before
and during COVID-19 pandemic are collected.

e Part E, “Remote work / Telework and internal communication in the future”, collected
participants future preference regarding teleworking and channels of internal

communication in their organization.
3.3.2 Sample and participants

The overall population that could participate in this study is the entire Cyprus’ labour force
that have been employed before and during COVID-19 pandemic in the same organization, in
any hierarchical level of employment. It was not possible to reach the whole population and
administer the prepared questionnaire to everyone, as it was not possible to identify, within
the time and length limitations of a master’s dissertation, exactly who had been employed
and had been working remotely before and during the pandemic in the same organization.
Therefore, it was not possible to select a sample in a mathematically random way (Taherdoost,
2016). Thus, a nonprobability sampling procedure, using a convenience sampling technique
(Creswell & Creswell, 2018) was selected, where the questionnaire was administered to
people around the researcher’s social and work network via e-mail, social media and instant
messaging, who were then asked to spread out the questionnaire to other people in their

network.

Overall, 103 people answered the questionnaire, of which 93 stated they were teleworking
during COVID-19 pandemic and 10 were not. For the purposes of this study and to answer the
research questions, only those who stated that were teleworking during COVID-19 pandemic
were included as participants. 42% (n=39) of participants were male and 58% (n=54) were
female (Figure 1) and 18% (n=17) work in the public sector, 23% (n=21) in the broader public
sector and 59% (n=55) in the private sector in Cyprus (Figure 2). The majority of participants

work in organizations with a size of 101-500 employees (38%, n=35), 19% (n=18) work in
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organizations with 501-2000 employees, 16% (n=15) with 51-100 employees, 13% (n=12) with
11-50 employees, 9% (n=8) with more than 2000 employees and 5% (n=5) with 1-10

employees (Figure 3).

Participants' Gender

= Male

= Female

Figure 1: Participants’ Gender

Participants' Business Sector

= Public sector
= Broader public sector

= Private sector

Figure 2: Participants’ business sector
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Size of organization

= 1-10 people

= 11-50 people

= 51-100 people
101-500 people

m 501-2000 people

= More than 2000 people

38%

Figure 3: Size of organization
The area of business activity of the organizations that participants of this study work in, varied
as shown in Figure 4 below. Most participants work in Services (58%, n=51), followed by
Education (28%, n=24). None of the participants of this study selected food services nor

primary sector as their area of organization’s business activity.

Area of Organizations' Business Activity
0 1
0% 1%

% % 2ty = Industry

= Construction

28%

= Health
Services

= Food Services

= Tourism
1% _,
= Retail
4___—
51 ;
5% 1_/0 cg9; m Energy and Environment
1% m Education

0%
m Primary sector

Figure 4: Area of organizations’ business activity
In terms of participants’ hierarchical level in their organization, as shown in Figure 5 below,
the majority of participants were employees (66%, n=61), 30% (n=28) were placed in middle
management positions (i.e. team leaders, coordinators) and 4% (n=4) were placed in upper
management positions (i.e. head of department). None of the participants were in the top

management position (leader) in their organization.

27



Employment hierarchical level

0
0%

= Employee
= Middle management
= Upper management

= Leader

Figure 5: Participants’ employment hierarchical level

Most participants were working more than 6 years in their organizations. Specifically, as
shown in Figure 6 below, 27% (n=25) worked for 6-10 years, 24% (n=22) for 11-15 years, 24%
(n=22) for 3-5 years, 18% (n=17) for 1-2 years and 7% (n=7) worked for more than 16 years at

their organization.

Years of employment at organization

é

Figure 6: Participants’ years of employment at organization

m 1-2 years

= 3-5 years

= 6-10 years
= 11-15 years

= More than 16 years

In terms of their perceived level of ICT and Internet skills, as illustrated in Figure 7 below, 57%
(n=53) of participants indicated that they had extremely good level of skills, 37% (n=34) very
good, 3% (n=3) good, 3% (n=3) somewhat good and none of the participants indicated not at

all good ICT and Internet skills.
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Participants' perceived level of ICT and Internet
skills

3 0
3% 0%

3%

= Extremely good
= Very good

= Good

= Somewhat good

= Not at all good

Figure 7: Participants’ perceived level of ICT and Internet skills

The majority of participants were not given the option for teleworking in their organization,
before COVID-19 pandemic (73%, n=68), whereas 27% (n=25) stated that they could telework

before COVID-19 pandemic in their organization, as shown in Figure 8.

Option for teleworking before COVID-19

= Yes

= No

Figure 8: Option for teleworking before COVID-19 pandemic

3.3.3 Methods of analysis

The analysis of the data was done using MS Excel. First, the data were extracted by MS Forms

in MS Excel format. In order to address the three research questions of this study, an account
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of participants’ responses and descriptive statistics (frequencies, percentages, mean where

appropriated, averages) were produced for all questions of the five parts of the questionnaire.

Specifically:

Part A data were manipulated using MS Excel formulas to calculate frequencies and
percentages to yield the graphs that were used to present participants demographics
and organizations’ information, in Section 3.3.2 earlier.

Part B and Part C data were manipulated using MS Excel formulas to calculate
frequencies and percentages, to produce the graphs that were used to present the
results in respect to sources and channels that were used by organizations and by
participants before and during COVID-19, as well as the frequency of communication
with others. The results from the analysis of Part B and Part C data were used to
address the first two research questions of this study.

Part D data were transformed into numerical data using codes and were then analyzed
via MS Excel Data Analysis tool. Specifically, Strongly Disagree was coded as 1,
Somewhat disagree was coded as 2, Neither disagree nor agree was coded as 3,
Somewhat agree as 4 and Strongly agree as 5. Descriptive statistics of Part D were
produced.

Part E data were manipulated using MS Excel formulas to calculate frequencies and
percentages, to produce the graphs that were used to present the results in respect to
participants’ preference for teleworking option as well as their ranking of channels for
internal communication to be used in the future in their organization. The results from
the analysis of Part E data were used to address the third research questions of this

study.

3.3.4 Reliability and Validity

The reliability of this study’s questionnaire was tested using Cronbach’s Alpha test via SPSS

software. Not all questionnaire items were tested using this test, as there were preferences

and demographics involved. This test was conducted for testing for the internal consistency

of the questions in which participants were asked to rate their overall level of satisfaction

regarding internal communication and its frequency in their organization (2 items in Part B

and 2 items in Part C of the questionnaire), as shown in Table 2 below, as well as for the
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guestions in which participants were asked to state their level of agreement regarding a set

of statements (13 items in Part D of the questionnaire), as shown in Table 3 below.

Reliability Statistics
Cronbach's
Alpha Based on
Cronbach's Standardized
Alpha Items N of Items

.871 .871 4
Table 2: Reliability Cronbach's Alpha for Overall satisfaction before and during COVID-19

Reliability Statistics
Cronbach's
Alpha Based on
Cronbach's Standardized
Alpha Iltems N of Items

.878 .876 13
Table 3: Reliability Cronbach's Alpha for Questionnaire Part D items

As shown in tables above, Cronbach’s Alpha measurement was over 0.70 in both cases (n=4,

0.871 and n=13, 0.876), which is an acceptable measurement for reliability.

As far as the validity of the questionnaire is concerned, it cannot be measured easily (Creswell
& Creswell, 2018). For this study, the questions that were included in the questionnaire
derived by a thorough literature review regarding sources, channels and ways of internal
communication in organizations, as well as, relevant studies that were conducted after COVID-

19 outbreak.
3.3.5 Ethical issues

Participants of this study received the questionnaire via the researcher’s social and work
network via e-mail, social media, and instant messaging, who were then asked to spread out
the questionnaire to other people in their network. Participants were informed about the aims
of the study and about the fact that the questionnaire was anonymous, and that participants’
responses were confidential, in the introduction section of the online questionnaire. However,
some participants responded to the researcher indicating that they had just finished the
guestionnaire. Thus, it was acknowledged beforehand that, for some responses, participants
could be identified due to the time stamps of their response in the online form, when

compared to the time stamp of their e-mail or message and participants’ demographics.
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Nonetheless, there was not attempt made by the researcher to identify participants of this
study and data were treated anonymously. Lastly, it was ensured that the only people who

had access to the raw data of this study was the researcher and his supervisor.
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Chapter
4. Results

This section presents the results of participants’ responses to the administered questionnaire.
The results are next organized in four sections, in order to help addressing the research
questions of this study; Overall satisfaction of internal communication in organization;
Channels and sources of internal communication before and during COVID-19,
Communication frequency with employees and employers before and during COVID-19 and

Remote work / Teleworking matters during COVID-19.
4.1 Overall satisfaction of internal communication

Overall, participants indicated that they were satisfied with the formal internal
communication in their organization (mean before = 3.76, mean after = 3.73), as well as its
frequency (mean before = 3.74, mean after = 3.67), both before and during COVID-19, as

shown in Figure 9 below.

Satisfaction of internal communication before and during COVID-19
(means and standard deviations)

M Mean - Before mSD - Before M Mean -During MSD - During

3.76 3.73 3.74 3.67
I . I 3 I . I 3

Overall satisfaction of formal internal communication Overall satisfaction of frequency of internal
communication

Figure 9: Overall satisfaction of internal communication before and during COVID-19 (mean and standard deviation)
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Looking further into data, it appears that indeed before and during COVID-19 there were very
slight differences in overall satisfaction of internal communication and its frequency, in
respect to participants’ gender, employment position and years of employment. However, as
shown in Figure 10 below, for employees with more than 16 years of work employment at the
organization, the overall satisfaction of formal internal communication during COVID-19
increased by 0.42, in comparison to before COVID-19. Similarly, as shown in Figure 11, there
was a decrease of 0.44 to the satisfaction regarding frequency of internal communication

during COVID-19, in comparison to before COVID-19.

Overall satisfaction of internal communication per gender, position and
years of employment (means) - Before and during Covid-19

M Overall Satisfaction - During M Overall Satisfaction - Before

more than 16 years 3.29

3.84

6-10 years 2.00

391

3-5 years 386

3.29
3.41

1-2 years

3.77

11-15 years 3.82

3.70
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Figure 10:Overall satisfaction of internal communication per gender, position and years of employment (means) - Before and
during Covid-19
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Overall satisfaction of frequency of internal communication per gender,
position and years of employment (means) - Before and during Covid-19

B Frequency satisfaction - During B Frequency satisfaction - Before
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Figure 11: Overall satisfaction of frequency of internal communication per gender, position and years of employment
(means) - Before and during Covid-19

Regarding differences between the size of organization and the business sector, as shown in
Figure 12 and in Figure 13, it appears that there were not many differences before and during
COVID-19, except for the overall satisfaction rating of people working in small size
organizations of 1-10 people, where there is a decrease of 0.60 in overall satisfaction of both
formal internal communication and tis frequency during COVID-19 in comparison to before
COVID-19. Similarly, there was a decrease of 0.35 in satisfaction regarding frequency of
internal communication in the Public Sector organizations during COVID-19, in comparison to

before COVID-19.



Overall satisfaction of internal communication per size of
organization and sector (means) - Before and during Covid-19
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Figure 12: Overall satisfaction of internal communication per size of organization and sector (means) - Before and during
Covid-19

Overall satisfaction of frequency of internal communication per size of
organization and sector (means) - Before and during Covid-19
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Figure 13: Overall satisfaction of frequency of internal communication per size of organization and sector (means) - Before
and during Covid-19
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4.2 Channels and sources of internal communication

This subsection illustrates results regarding the sources that participants’ use for receiving
internal information in their organization as well as the channels used by both organization

and participants for formal internal communication for specific tasks.
4.2.1 Sources for receiving internal organizational information

The sources that participants had for receiving information regarding their organization’s
internal matters did not appear to change in terms of preference ranking. However, as shown
in Figure 14 below, the number of selected sources dropped during COVID-19, in comparison
to before COVID-19 pandemic. The largest difference between before and after COVID-19 was
the use of the organization’s intranet as a source, as it dropped from 55.68% (n=49) to 36.36%
(n=32) respectively. The second largest difference was coworkers as a source of information

before (86.36%, n=76) and during (72.73%, n=64) COVID-19 pandemic.

Sources for receiving internal information before and during
COVID-19 pandemic

M Before COVID-19  m During COVID-19

90,91%
30 88, 64A 86,36%
73, 86%

76 72, 73?
71 SQA 57,95%
51 54, 55% 55, 68%
34, OQA
36 36‘V o, 37,50%
I I I I I I 1 09/0 T 27%
e-mails from Coworkers Middle Upper Organization's Organization's Organization's
Organization management  management Intranet social media website

Figure 14: Sources for receiving internal information before and during COVID-19 pandemic
E-mails sent by organization’s departments were the source that most of the participants
selected before (90.91%, n=80) and during (88.36%, n=76) COVID-19 pandemic and
organization’s social media (34.09%, n=30 both before and during COVID-19) and
organization’s website (37.50%, n=33 before and 27.27%, n=24 during COVID-19) were the

least selected sources for receiving internal information regarding the organization’s matters.
4.2.2 Channels of internal communication in organization

Participants were asked to select from a list of 9 channels of internal communication to

indicate the channels that their organization used before (Part B of questionnaire) and after
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COVID-19 (Part C of questionnaire) and their responses are presented in Figure 16 in the
following pages. It appears that before COVID-19 pandemic, e-mail was the most selected
channel (88.64%, n=78), followed by face-to-face meetings (81.82%, n=72), telephone
(61.36%, n=54), print media (37.50%, n=33), online meetings (36.36%, n=32), intranet
(32.95%, n=29), messages (23.86%, n=21), productivity suites (22.73%, n=20) and social media
(14.77%, n=13). During COVID-19 pandemic, e-mail remained the most selected channel
(87.50%, n=77). Online meetings were the second most selected channel during COVID-19
(77.27%, n=68), followed by telephone (53.41%, n=47), messages (44.32%, n=39), intranet
(n=36.36%, n=32), productivity suites (32.95%, n=29) and social media (20.45%, n=18). Face-
to-face meetings (5.68%, n=5) and print media (1.14%, n=1) were two least selected channels,

with their use decreasing dramatically during COVID-19 pandemic.

In terms of the channels that were mostly used for certain internal communication activities,
by organizations and by participants, their responses are illustrated in Figures Figure 17- Figure
20 in the pages that follow. Before COVID-19 pandemic, as shown in Figure 17, e-mail was the
channel that was mostly used by organizations in order to share information regarding the
organization (i.e. vision, goals etc.) (n=56) and also for sharing information related to working
conditions (i.e. working hours, employee rights and obligations, staff movement etc.) (n=63).
Furthermore, face-to-face meetings was the channel mostly used by organizations for
discussing problems and/or work issues with staff (n=74) and for coordinating daily matters
of the department (n=66), before COVID-19 pandemic. Nonetheless, during COVID-19 there
are some changes observed. As shown in Figure 18, e-mail remained the mostly used channel
for sharing information regarding the organization (i.e. vision, goals etc.) (n=55) and for
sharing information related to working conditions (i.e. working hours, employee rights and
obligations, staff movement etc.) (n=71). However, online meetings was the channel mostly
used by organizations for discussing problems and/or work issues with staff (n=50) and for
coordinating daily matters of the department (n=40), instead of face-to-face meetings, during

COVID-19 pandemic.

Before COVID-19 pandemic, as shown in Figure 19, e-mail was the channel that was mostly
used by participants in order to obtain information regarding the organization (i.e. vision,
goals etc.) (n=52) and also for obtaining information related to working conditions (i.e.
working hours, employee rights and obligations, staff movement etc.) (n=52). Furthermore,

face-to-face meetings was the channel mostly used by participants for communicating with
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same department colleagues (n=60) and with supervisors (n=44) for work issues. Face-to-face
meetings was also the channel mostly used by participants for collaborating with colleagues
to complete a team project (n=57) before COVID-19 pandemic. However, telephone was the
mostly used channel for communicating with colleagues from other departments for work

issues (n=39).

Similarly to the channels used by organization, it appears that there are changes observed for
the channels used by participants, during COVID-19. As shown in Figure 20, e-mail remained
the mostly used channel for sharing information regarding the organization (i.e. vision, goals
etc.) (n=55) and for sharing information related to working conditions (i.e. working hours,
employee rights and obligations, staff movement etc.) (n=71), but during COVID-19 e-mail was
also used by participants for communicating with supervisors for work issues (n=40), followed
by online meetings (n=30). Furthermore, the channel mostly used by participants for
communicating with same department colleagues for work issues was telephone (n=45),
followed by online meetings (n=28) whereas e-mail was the channel mostly used for
communicating with colleagues from other departments for work issues (n=30), followed by
telephone (n=30). Lastly, it appears that, during COVID-19 pandemic, the mostly used channel
for collaborating with colleagues in order to complete a team project was online meetings

(n=56), instead of face-to-face meetings that were used before COVID-19 pandemic.

Furthermore, regarding the use of productivity suites before and during COVID-19, it appears
that, overall, participants’ frequency of use of productivity suites increased during COVID-19
pandemic (mean = 3.69, std =0.14) in comparison to before COVID-19 pandemic (mean = 3.06,
std = 0.15). Specifically, as shown in Figure 15 below, 38.71% (n=36) stated that they were
using productivity suites very often during COVID-19 and only 11.83% (n=11) stated that they

had not used them at all.
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Using productivity suites (i.e. Office 365, Google G Suite

etc.)
W Before COVID-19  m After COVID-19
38,71%
36
0,
24,73% 23,66% 25'2%1“’
23 o
19,35% 22 17,20%
18
11,83% 16 .
11 8,60%
. 8

Very often Often Occasionally Rarely

18,28%

17 11,83%

11

Not at all

Figure 15: Using productivity suites (i.e. Office 365, Google G Suite etc.) before and during COVID-19
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81,82%
72

5,68%
5

Face to face

Comparison of internal communication channels used by organization before and after COVID-19
M Before COVID-19 pandemic | After COVID-19 pandemic

88,64%87,50%

78 77
44,32%
5 39 37,50%
32,9506 0/36% 32,95% 5
29 2 29
0,
23,2816An 20,45% 22,73%
14,77% 18 20
13
1,14%
. 1

77,27%

68
61,36%
54 53,41%
47
36,36%
32

Telephone Online meetings E-mail Intranet - (i.e. Messages i.e. SMS, Social Media (i.e.  Productivity Suites  Print media (i.e.
Servers, SharePoint instant messages:  Facebook, Twitter (i.e. Microsoft Office posters, letters,
etc.) Skype, Viber, Google etc.) 365, Google G Suite) reports etc.)
Hangouts)

Figure 16: Comparison of internal communication channels used by organizations before and after COVID-19 pandemic

41



Channels used by organization for internal communication before COVID-19 pandemic

Coordination of daily issues of the department.

Discussing problems and / or work issues with staff.

Sharing information related to working conditions (eg working hours, employee
rights and obligations, staff movements, etc.).

Sharing information regarding Organization (i.e. vision, goals etc.).

0 10 20 30 40 50 60 70 80 90 100
Sharing information related to working
Sharing information regarding conditions (eg working hours, Discussing problems and / or work Coordination of daily issues of the
Organization (i.e. vision, goals etc.). employee rights and obligations, staff issues with staff. department.
movements, etc.).
M Face to face meetings 27 22 74 66
H Telephone 0 0 1 8
M E-mail 56 63 10 13
© Online meetings 6 0 6 4
B Social Media 0 2 0 1
H Print Media 2 6 1 1
B None / Not applicable 2 0 1 0

Figure 17: Channels used by organization for internal communication before COVID-19 pandemic



Channels used by organization for internal communication during COVID-19 pandemic

Coordination of daily issues of the department.

Discussing problems and / or work issues with staff.

Sharing information related to working conditions (eg working hours, employee
rights and obligations, staff movements, etc.).

Sharing information regarding Organization (i.e. vision, goals etc.).

0 10 20 30 40 50 60 70 80 90 100
Sharing information related to working
Sharing information regarding conditions (eg working hours, Discussing problems and / or work Coordination of daily issues of the
Organization (i.e. vision, goals etc.). = employee rights and obligations, staff issues with staff. department.
movements, etc.).

M Face to face meetings 0 0 1 1

H Telephone 2 4 26 34

M E-mail 55 71 14 14

1 Online meetings 29 13 50 40

M Social Media

M Print Media

®m None / Not applicable

Figure 18: Channels used by organization for internal communication during COVID-19 pandemic



Channels used by participants for internal communication before COVID-19 pandemic

T algons of cogen a1 - [a
and obligations of employees, etc.).

Obtaining information about the organization (i.e. goals, news, policies, etc.).

Communication with supervisors for work issues.

0 10 20 30 40 50 60 70 80 90 100
Obtaining information
Communication with Communication with R~ . . . Obtaining information related to working
Communication with Collaborating with o e . .
same department colleagues from other . about the organization = conditions (i.e. working
supervisors for work | colleagues to complete a . . .
colleagues for work departments for work . . (i.e. goals, news, policies, hours, rights and
; . issues. team project. o
issues. issues. etc.). obligations of employees,
etc.).
M Face to face meetings 60 20 44 57 22 22
H Telephone 18 39 21 8 0 4
o E-mail 11 25 21 11 52 52
M Online meetings 3 5 6 9 4 2
H Social Media 1 2 0 1 1
M Print Media 0 1 0 0 10 9
Hm None / Not applicable 0 1 1 7 2 3

Figure 19: Channels used by participants for internal communication during COVID-19 pandemic
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Channels used by participants for internal communication during COVID-19 pandemic

Obtaining information related to working conditions (i.e. working hours, rights
and obligations of employees, etc.).

Obtaining information about the organization (i.e. goals, news, policies, etc.).
Collaborating with colleagues to complete a team project.
Communication with supervisors for work issues.

Communication with colleagues from other departments for work issues.

Communication with same department colleagues for work issues.

0 10 20 30 40 50 60 70 80 90 100
Obtaining information
Communication with Communication with R~ . . . Obtaining information related to working
Communication with Collaborating with o o . .
same department colleagues from other . about the organization = conditions (i.e. working
supervisors for work colleagues to complete a | . . .
colleagues for work departments for work . . (i.e. goals, news, policies, hours, rights and
> ) issues. team project. L
issues. issues. etc.). obligations of employees,
etc.).
M Face to face meetings 1 1 1 2 0 1
H Telephone 45 30 22 6 4 7
M E-mail 14 35 40 15 55 65
1 Online meetings 28 23 30 56 25 15
H Social Media 5 1 0 1 3 1
M Print Media 0 0 0 0 0 1
Hm None / Not applicable 0 3 0 13 6 3

Figure 20: Channels used by participants for internal communication during COVID-19 pandemic
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When participants were asked to rank their preferred channels for future internal
communication in their organization, face-to-face meetings (17.26%!) was their most
preferred channel, followed by e-mail, online meetings , telephone, messages, social media,

productivity suites, print media and lastly, intranet (4.77%), as illustrated in Figure 21 below.

Preferred channels for future internal communication

Face toface [N 17.26%
e-mail e 15.62%
Online meetings | 15.13%

Telephone [, 14.91%
Messages [N 0.96%

Social Media [N 0.39%

Productivity Suites [ NREEN 6.99%

Pint media NG 597%

Intranet [ 4.77%

Figure 21: Preferred channels for future internal communication

4.3 Frequency of internal communication with others

Participants were asked to indicate the frequency of upward, downward, diagonal, and
horizontal communication with others in their organization, before COVID-19 (Part B of
questionnaire) and during COVID-19 (Part C of questionnaire). Overall, participants’
communication with colleagues from the same department, with colleagues from other
departments, with people in higher hierarchical level, with people in lower hierarchical level
and with the organization’s leader decreased during COVID-19 in comparison to before
COVID-19, as illustrated in Figure 22 below. Nonetheless, it appears that participants

communicated most frequently with colleagues in the same department both before (mean =

! The percentages were calculated with the following equation: (number of times ranked 1%t * 9 points)+(number
of times ranked 2" * 8 points)+ ... + (number of times ranked 8™ * 2 points) + (number of times ranked 9t * 1
point)
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5.91, on a scale where 1=never and 6=everyday) and during (mean = 5.59) COVID-19. In fact,
the vast majority of participants indicated that they communicated with colleagues of the
same department everyday, both before (93.55%, n=87) and during (73.12%, n=68) COVID-
19, as shown in Figure 23 and Figure 24 respectively. The second most frequent level of
communication was with lower hierarchical level employees both before (mean = 5.01) and
during (mean = 4.34) COVID-19. Furthermore, the greatest decrease is observed in the
communication with people in lower hierarchical level (decrease of 0.67) and with colleagues
from other departments (decrease of 0.57). The smallest decrease is observed in the
communication with the organization’s leader (decrease of 0.22) and with people in higher

hierarchical levels (decrease of 0.24).

On the other hand, it appears that the least frequent communication was observed with the
organization’s leaders both before (2.96) and during (2.74) COVID-19. It appears that there is
a standard deviation of responses up to 1.72 before COVID-19, indicating that participants had
different levels of frequency in communicating with the organization’s leader. As shown in
Figure 23 and Figure 24, 24.73% (n=23) of participants stated that they had never
communicated with the organization’s leader before COVID-19 and 31.18% (n=29) had never
communicated with the leader during COVID-19. Going further in the data by analyzing the
means per gender, position, years of employment, organization’s size and sector, it appears
that people working in smaller sized organizations had more opportunities for communicating
with the organization’s leader both before and during COVID-19. For example, participants
who work in a 1-10 people organization indicated high frequency of communication with
leader both before (mean = 5.20, where 1=never ... 6= everyday) and during (mean =4.60)
COVID-19, as shown in Table 4 below. Similarly, participants who work in a 11-50 people
organization indicated frequency of communication with their leader at 3.75 and 3.58
respectively. As the size of the organization increases there appear to be similar frequency of
communication with the leader, ranging for the remaining sizes, from 2.44-2.89 before COVID-

19 and 2.22-2.63 during COVID-19.
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Communication frequency with others in organization before and during COVID-19

5.91
5.59

0.76

With colleagues of same department

0.35

(means and standard deviations)

B Mean - Before ®SD - Before M Mean - During M SD - During

4.86 5.01
4.47
4.29 4.23 4.34
2.96
1.39
1.15 1.17
0.14 0.13 0.17 0.18
[ ] —— [ ] [ ]

With colleagues from other With higher hierarchical level With lower hierarchical level With organization's leader
departments

Figure 22: Communication frequency with others in organization before and during COVID-19 (min 1 = never ... max 6 = everyday)
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With colleagues of same

With colleagues from other

With higher hierarchical level

With lower hierarchical level

With organization's leader

department departments
Categories Before During Difference | Before During Difference | Before During Difference | Before During Difference | Before During Difference
Male 5.90 5.54 0.36 4.74 4.26 0.49 4.41 4.13 0.28 5.26 4.74 0.51 2.72 2.46 0.26
Female 5.93 5.63 0.30 4.94 4.31 0.63 4.52 4.30 0.22 4.83 4.06 0.78 3.13 2.94 0.19
Upper 6.00 6.00 0.00 6.00 6.00 0.00 5.25 5.25 0.00 6.00 5.75 0.25 2.50 2.00 0.50
Management
Middle 5.96 5.71 0.25 5.04 4.75 0.29 4.89 461 0.29 5.54 5.14 0.39 3.75 3.39 0.36
Management
Employee 5.89 5.51 0.38 4.70 3.97 0.74 4.23 3.98 0.25 4.70 3.89 0.82 2.62 2.49 0.13
11-15 years 5.86 5.68 0.18 4.73 4.36 0.36 4.36 4.41 -0.05 4.82 4.41 0.41 3.36 3.23 0.14
1-2 years 5.82 5.47 0.35 3.94 3.35 0.59 4.71 4.00 0.71 4.76 4.06 0.71 3.29 2.88 0.41
3-5years 5.91 5.64 0.27 5.09 4.68 0.41 4.64 4.27 0.36 5.14 4.50 0.64 2.91 2.68 0.23
6-10 years 6.00 5.52 0.48 5.24 4.52 0.72 4.20 4.20 0.00 5.00 4.20 0.80 2.40 2.36 0.04
more than 16 6.00 5.71 0.29 5.43 4.29 1.14 4.71 4.14 0.57 5.86 4.86 1.00 3.00 2.43 0.57
years
Public Sector 5.82 5.06 0.76 4.29 3.53 0.76 4.24 4.12 0.12 4.47 3.76 0.71 3.24 3.06 0.18
Broader Public 5.90 5.62 0.29 4.62 4.29 0.33 4.19 4.19 0.00 5.14 4.52 0.62 2.90 3.00 -0.10
Sector
Private Sector 5.95 5.75 0.20 5.13 4.53 0.60 4.65 4.27 0.38 5.13 4.45 0.67 2.89 2.55 0.35
101-500 people 5.94 5.80 0.14 4.77 4.49 0.29 4.37 4.46 -0.09 5.17 4.49 0.69 2.89 2.60 0.29
1-10 people 5.60 5.40 0.20 4.80 3.60 1.20 5.20 4.00 1.20 4.40 3.40 1.00 5.20 4.60 0.60
11-50 people 5.92 5.42 0.50 4.92 4.00 0.92 4.58 4.25 0.33 4.83 3.92 0.92 3.75 3.58 0.17
501-2000 people 6.00 5.44 0.56 5.00 4.56 0.44 4.89 4.39 0.50 5.67 4.83 0.83 2.44 2.22 0.22
51-100 people 5.93 5.60 0.33 4.87 3.87 1.00 4.20 3.80 0.40 4.53 4.00 0.53 2.47 2.47 0.00
more than 2000 5.75 5.38 0.38 4.88 4.50 0.38 3.88 3.75 0.13 4.38 4.50 -0.13 2.75 2.63 0.13

people

Table 4: Frequency of communication with others analyzed per gender, position, years of employment, organization's size and sector (means and difference in means)
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Internal communication frequency with others - Before COVID-19

M Everyday - BC M 2-3 times per week - BC m 1 time per week - BC  2-3 time per month - BC M 5-6 times per year - BC H Never - BC

93,55%
87

52,69%
49

38,71%
34,41%36
32

30,156 03%

2 0,
28 27 o 88{? 73%
21, 51° 0.439
18,28% 219 . 16,13%
17 3,98% 15, 05% 12,909 ’
13 ° 15, 75°
,53% . 6, 45% 128, GO‘V
30% . oy, 7 ,30% ,38%
4 =7',000,00%,00% ,00% 084 4 1,08% 50, oo%
0 0 O . 0 1
- N
With coworkers - Same With coworkers - Other With higher hierarchical level ~ With lower hierarchical level staff ~ With organization's leader
department departments staff

Figure 23: Internal communication frequency with others - Before COVID-19
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Internal communication frequency with others - During COVID-19

M Everyday M 2-3times per week  m1time per week
73,12%
68
35,48%
33
29,03%
24, 73% 27

5, 05%

9 68%

2,15%
2 000%)00%

With coworkers - Same department With coworkers - Other departments With higher hierarchical level staff

18, 28°

9,35%
1817, 204,

6,45%
3, 23% 6

1, 51%
18, 28I

1 2-3 time per month

4,30%
2, 15°o 4

M 5-6 times per year

32,26%

2,58%
5120,43%
19
13,98%
075% 13
10
0,00%
0

With lower hierarchical level staff

Figure 24: Internal communication frequency with others - During COVID-19
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4.4 Remote work / Teleworking during COVID-19

Participants were asked to rate their level of agreement on a series of statements in Part D of
the questionnaire. Figure 25 illustrates the means and standard deviations of their responses,
where 1=Completely disagree, 2=Somewhat disagree, 3=Neither agree nor disagree,
4=Somewhat agree and 5=Completely agree with the statements. Table 5 and Table 6 that
follow, present an account of the means for each statement in respect to participants’ gender,
job position, years of employment, size and sector of organization and differences of more

than 1 unit when means of the category groups are compared are highlighted with “bold”.

It appears that participants highly agree that they had received adequate information by their
organization regarding Health and Safety (mean=4.37, st.dev.=0.95) and their work conditions
(mean=4.25, st.dev.=1.01) during COVID-19. However, as shown in Table 5, there appear to
be some differences in respect to the information regarding Health and Safety received by
participants working in organizations with 501-2000 people (mean=4.72) in comparison to

those working in organizations with 1-10 people (mean=3.60).

Moreover, as presented in Figure 25, they also somewhat agreed that they had received
adequate information regarding changes in their duties (mean=4.08, st.dev.=1.06) and that
they had adequate communication with their supervisors about work matters (mean=4.15,
st.dev.=0.94) during COVID-19 pandemic. Furthermore, it appears that participants somewhat
agree that they had received appropriate equipment by their employer for telework
(mean=3.84, st.dev.=1.43) and proper training (mean=3.76, st.dev.=1.15) during COVID-19.
Nonetheless, as shown in Table 5, there are some differences observed when it comes to
receiving appropriate equipment for telework during COVID-19 pandemic, for participants
who work in the public sector (mean=2.82), in comparison to those who work in the broader
public sector (mean=4.14) and private sector (4.04). In addition, it appears that there are
differences between participants who had more than 16 years of employment in the
organization (mean=2.57) and any other group of years of employment (range of means: 3.53-
4.18). As far as being properly trained, it appears that there are differences in the private

sector (mean=4.00) in comparison to the public sector (mean=2.94).
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Telework / Remote work statements - Level of agreement (average means and standard deviation)

M Standard Deviation

| felt more part of my organization's family, in comparison to before COVID-19

| felt more engaged regarding my work, in comparison to before COVID-19

| felt more productive regarding my work, in comparison to before COVID-19

| was able to communicate my opinion regarding work matters better, in comparison to before COVID-19
I was performing my duties without any issues in comparison to before COVID-19

| was communicating more with coworkers in comparison to before COVID-19 regarding work matters
| was communicating more with supervisors in comparison to before COVID-19 regarding work matters
| received proper training regarding telework by my employer

| received appropriate equipment for telework by my employer

| communicated adequately with my supervisors for work matters

| received adequate information by my organization regarding changes in my duties

| received adequate information by my organization regarding work conditions

| received adequate information by my organization regarding Health and Safety

® Means

I 1.15
I 2.46

I 1.20
3.00

I 1.22
I 3.02

I 1.16
I 2.83

I 1.29
T 3.38

I 1.16
2.90

I 1.23
2.96

Figure 25: Telework / Remote work statements - Level of agreement (average means and standard deviation)
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| received adequate | received adequate | received adequate | communicated | received | received proper

information by my information by my information by my adequately with my appropriate training regarding
Category organization organization organization supervisors for work equipment for telework by my
regarding Health and regarding work regarding changes in matters telework by my employer
Safety conditions my duties employer
Male 4.41 4.31 4.26 4.13 4.00 3.85
Female 4.33 4.20 3.94 4.19 3.72 3.70
Upper Management 5.00 5.00 4.50 4.75 4.75 4.75
Middle Management 4.46 4.32 4.36 4.50 4.00 3.93
Employee 4.28 4.16 3.92 3.97 3.70 3.62
1-2 years 3.76 3.76 3.47 3.94 3.53 3.18
3-5 years 4.55 4.50 4.09 4.29 4.18 4.09
6-10 years 4.48 4.48 4.44 4.16 3.96 3.80
11-15 years 4.45 4.23 4.23 4.14 4.00 4.05
more than 16 years 4.57 3.86 3.71 4.43 2.57 3.14
Public Sector 4.06 3.71 3.59 3.88 2.82 2.94
Broader Public Sector 4.67 4.24 3.95 4.29 4.14 3.81
Private Sector 4.35 4.42 4.27 4.20 4.04 4.00
1-10 people 3.60 4.20 3.60 3.60 3.00 3.00
11-50 people 3.83 3.58 3.92 4.00 2.92 3.33
51-100 people 4.27 4.20 4.00 4.07 3.80 3.67
101-500 people 4.51 4.29 4.06 4.17 4.23 4.00
501-2000 people 4.72 4.72 4.50 4,53 3.94 4.11
more than 2000 people 4.38 4.13 3.88 4.13 3.88 3.25
Teleworking before 4.28 4.36 4.36 4.46 4.28 4.24
No teleworking before 4.40 4.21 3.97 4.06 3.68 3.59

Table 5: Participants’ level of agreement in statements regarding teleworking and communication (Part D of questionnaire — 1)
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| was | was | was performing | was able to | felt more | felt more | felt more part of

communicating communicating my duties without = communicate my productive engaged regarding my organization's
Category more' with' more witl'! any issyes in opinion b.etter, in regarding' my my wo'rk, in family, in
supervisors in coworkers in comparison to comparison to work, in comparison to comparison to
comparison to comparison to before COVID-19 before COVID-19 comparison to before COVID-19 before COVID-19
before COVID-19  before COVID-19 s before COVID-19
Male 3.03 2.97 3.67 3.05 3.16 3.10 2.56
Female 2.91 2.85 3.17 2.67 2.92 2.92 2.39
Upper Management 3.75 4.25 4.00 4.00 3.00 4.33 2.75
Middle Management 2.89 2.86 3.64 2.82 3.30 3.00 2.43
Employee 2.93 2.84 3.22 2.75 2.90 2.93 2.46
1-2 years 2.65 2.65 2.88 2.59 3.19 2.76 1.94
3-5 years 2.91 3.09 4.05 2.82 3.18 3.05 2.32
6-10 years 3.08 2.92 3.60 3.04 2.92 3.16 2.68
11-15 years 3.27 3.09 2.95 3.05 2.86 2.95 2.77
more than 16 years 2.43 2.29 3.00 2.00 3.00 3.00 2.43
Public Sector 3.24 3.24 2.75 2.71 2.94 2.88 2.24
Broader Public Sector 2.81 2.71 3.52 2.67 3.24 3.29 2.67
Private Sector 2.93 2.87 3.51 2.93 2.96 2.93 2.45
1-10 people 3.00 3.00 3.80 2.60 2.80 3.00 2.60
11-50 people 3.08 2.92 291 2.92 3.09 3.25 2.33
51-100 people 2.53 2.33 3.07 2.40 2.93 2.93 2.47
101-500 people 2.91 2.89 3.49 2.80 2.85 2.83 2.17
501-2000 people 3.06 3.06 3.33 2.94 2.94 2.88 2.78
more than 2000 people 3.50 3.63 4.00 3.50 4.13 3.75 3.13
Teleworking before 3.24 3.16 4.24 3.16 3.63 3.52 2.72
No teleworking before 2.85 2.81 3.06 2.71 2.81 2.81 2.37

Table 6: Participants’ level of agreement in statements regarding teleworking and communication (Part D of questionnaire — Il)
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In respect to whether they could perform their duties without issues, in comparison to before
COVID-19 pandemic, as illustrated in Figure 25, participants appear to slightly agree
(mean=3.38, st.dev.=1.29). However, as shown in Table 6, there are differences reported
when comparing the means of responses of those who worked in organizations where
teleworking was an option before COVID-19 (mean=4.24) in comparison to those who did not
have that option (mean=3.06). Differences are also reported in respect to the organization’s
size as participants who work in 501-2000 people (mean=4.00) appeared to agree more that
they were able to perform without issues in comparison to those who work in organizations
of 11-50 people (mean=2.91). Additionally, there were differences in terms of years of
employment, as those who worked 3-5 years appear to agree more that they worked without
issues (mean=4.05) than other category groups of years of employment (range of means: 2.88-

3.00).

Furthermore, as presented in Figure 25, participants appear to neither agree nor disagree that
they were communicating more with supervisors (mean=2.96, st.dev.=1.23) regarding work
matters in comparison to before COVID-19 and there was no difference between groups as
shown in Table 6. However, even though they also appear to neither agree nor disagree that
they were communicating more with coworkers (mean=2.90, st.dev.=1.16, see Figure 25)
regarding work matters in comparison to before COVID-19, it appears that upper management
indicated that they somewhat agree (mean=4.25), in comparison to middle management
(mean=2.86) and employees (mean=2.84) who lay more on neither agree nor disagree, as

shown in Table 6.

Moreover, participants appear to somewhat disagree that they felt more part of the
organization’s family (mean=2.46, st.dev.=1.15, Figure 25) during COVID-19, in comparison to
before the pandemic and there appear to be no differences between category groups as
shown in Table 6. Participants also neither agree nor disagree that they felt more engaged
(mean=3.00, st.dev.=1.20) in comparison to before COVID-19 (Figure 25), but it appears that
upper management indicated that they agreed more with this statement (mean=4.33) in
comparison to middle management (mean=3.00) and employees (mean=2.93). In respect to
feeling more productive in comparison to before the pandemic, participants appear to neither
agree nor disagree (mean=3.02, st.dev.=1.22, Figure 25). Nonetheless there are differences

between groups of organization’s size, where participants working in organizations with more
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than 2000 people, appear to agree more (mean=4.14) in comparison to any other group of

this category (range of means: 2.80-3.09).

Furthermore, it appears that participants neither agree nor disagree that they could
communicate their opinion better regarding work matters (mean=2.83, st.dev.=1.16), in
comparison to before the pandemic (Figure 25). However, there are differences between
years of employment, organization’s size and job position as shown in Table 6. Specifically,
upper management somewhat agree (mean=4.00) that they could communicate their opinion
better whereas middle management (mean=2.82) and employees (mean=2.75) neither
agreed nor disagreed. Participants with more than 16 years of employment in the organization
somewhat disagreed with this statement (mean=2.00) whereas participants with 6-10 years
(mean=3.04) and 11-15 years (mean=3.05) appeared to neither agree nor disagree. Lastly,
participants employed in organizations with more than 2000 people leaned between neither
agree nor disagree and somewhat agree (mean=3.50) whereas those who work in
organizations with 51-100 people leaned towards somewhat disagree (mean=2.40) with this

statement.

When participants were asked to indicate their preference for teleworking in the future (Part
E of the questionnaire), it appears that the majority prefer to have the option for teleworking
but they prefer working at workplace rather than teleworking as shown in Figure 26 below.
Specifically, 30.85% (n=29) of participants prefer working most days at their workplace or
working some days via teleworking and some days at their workplace, 19.15% (n=18) prefer
working all days at their workplace, 13.83% (n=13) prefer working most days via teleworking

and only 5.32% (n=5) prefer working fully via teleworking in the future.

Teleworking preference in the future

30,85% 30,85%
29 29
19,15%
13,83%
13
5,32%
5
Some days via Most days at my All days at my Most days via All days via teleworking
teleworking, some workplace workplace teleworking

days at my workplace

Figure 26: Teleworking preference in the future
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Chapter

5. Discussion

This section discusses the results of this study, which were presented in Chapter 4, in respect
to the literature which was reviewed in Chapter 2 of this dissertation. The discussion that
follows is organized around the three research questions of this study; Effective internal
communication before and during COVID-19 in Cyprus, Channels of internal communication
before and during COVID-19 in Cyprus and Remote work / telework and communication in

Cyprus.
5.1 Effective internal communication before and during

COVID-19 in Cyprus

The results of this study indicate that employees in Cyprus were overall satisfied with the
internal communication and its frequency in their organizations both before and during
COVID-19 (see Section 4.1) and prior research argues that high level of satisfaction in respect
to internal communication is positively related to employee engagement, overall job
satisfaction and retention (Tkalac Vercic & Spoljaric, 2020; Neill, Men, & Yue, 2020; Mishra,
Boynton, & Mishra, 2014). Nonetheless, it appears that employees who work in small-sized
organizations (1-10 people) in Cyprus, were more satisfied with the internal communication
and its frequency in their organization before COVID-19 in comparison to during COVID-19.
Additionally, findings of this study show that participants who work in small-sized
organizations in Cyprus stated that they had not adequately received infromation by their
organization regarding Health and Safety during COVID-19 pandemic, in comparison to others’
responses. Although this study did not seek to explain why differences amongst groups
appeared, perhaps this might have affected their overall satisfaction, because a disruption in
sharing information regarding Health and Safety can, according to Svec & Mura’s (2020) study,
result in work disruptions and internal communication dissatisfaction. Furthermore, perhaps

small-sized organizations could not easily digitalize their internal communication practices in
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such a rapid manner, since, as findings of Hola (2012) research reveal, small enterprises (of
less than 10 people) do not vastly integrate digital channels for internal communication,
mainly due to limited financial resources, with, in fact, less than 20% of such small enterprises
appear to be using inranet and internet channels of communication for internal

communication.

Moreover, it appears that there was an overall decrease in the frequency of information flow
(upward, downward, diagonal and horizontal communication) in organizations in Cyprus (see
Section 4.3) both before and during COVID-19 pandemic. Nonetheless, it appears that the vast
majority of internal communication in Cyprus took place between coworkers of the same
department (on a daily basis) and there was frequent communication (2-3 times per week)
between departments and between lower and higher hierarchical level coworkers, both
before and during COVID-19 pandemic. Therefore, it appears that, overall, there was frequent
internal communication within organizations in Cyprus, both before and during COVID-19
crisis, with information flowing in various directions and in both upper and lower hierarchical
levels. These are important elements of effective internal communication as these are
indicators of establishig two-way symmetrical communication, where both employees and
managers carry out messages, as argued by several other studies such as Men (2014) and Lee
(2018). In addition frequent communication found to play a key role when it come to cirsis
management (Dwiedienawati, Tjahjana, Faisal, Gandasari, & Bramatoro Abdinagoro, 2021)
and as the results of this study revealed, in Cyprus there appears to be frequent internal

communication during COVID-19 pandemic crisis.

However, even though there appears to be frequent communication between employees at
different hierarchical levels, the least frequent communication took place between employees
and the organization’s leader, both before and during COVID-19 pandemic. This is similar to
the findings of Lee (2018), where communication between CEOs and employees was less
frequent and, as the author argued, was preferred to be conducted using less rich
communication channels such as e-mails and print media. Nontheless, in time of crisis, prior
studies highlighted the importance for employees to participate in the communication
process in a two-way symmetrical manner which includes communicating with the highest
levels of hierarchy (Neill, Men, & Yue, 2020; Tkalac Vercic & Spoljaric, 2020). In this study, it
appears that employees did communicate effectively with managers, yet not with the

organization’s leaders in a two-way symmetrical communication manner.
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5.2 Channels of internal communication before and during

COVID-19 in Cyprus.

The results of this study indicate that there were changes in respect to the channels that
organizations in Cyprus used for facilitating internal communication, before and during
COVID-19. Specifically, it appears that, before COVID-19, organizations in Cyprus overall used
mostly e-mails for internal communication, followed by face-to-face meetings and telephone,
whereas during COVID-19 pandemic, e-mails remained the organization’s top choice channel
of internal communication, followed by online meetings and telephone (see Section 4.2.2).
Furthermore, it appears that face-to-face channels of communication were transposed to
virtual meetings during COVID-19 pandemic, in Cyprus which is a shift that many other studies
have reported in organizations’ internal communication channels, during COVID-19, in other

contexts (i.e. Bojadjiev & Vaneva, 2021; Sun, Li, Lee, & Tao, 2021).

However, it appears that organizations used e-mails and face-to-face / online meetings
channels differently depending on the purpose for communicating via those channels.
Specifically, it appears that organizations in Cyprus used e-mails (one to many) mostly for
sharing information regarding the organization (i.e. vision and goals) and for sharing
information related to working conditions to employees, but when it comes to discussing
problems and/or work issues with staff and for coordinating daily matters, the organization
used face-to-face meetings mostly. This is similar to the findings of Braun, Hernandez Bark,
Kirchner, Stegmann, & van Dick (2019) and of Lee (2018) in which the authors imply that richer
communication channels are preferred by employees and managers for dealing with issues
and coordinating day-to-day matters and for establishing two-way symmetrical
communication, whereas organizations (CEOs) prefer less rich communication channels such
as e-mail in sharing general information towards all members of staff, in a downward direction

(Lee, 2018).

In respect to the channels of internal communication that participants used before and during
COVID-19, it appears that they also mostly used e-mail as the channel for obtaining
information regarding their organization and their working conditions both before and during
COVID-19. Similarly to other studies (Lee, 2018; Men, 2015), employees in Cyprus also used
face-to-face channels for communicating with coworkers of the same department and with

supervisors for work issues, as well as for collaborating with colleagues for team projects
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before the pandemic. Nonetheless, employees in Cyprus used telephone mostly in order to

communicate with colleagues from other departments for work matters before COVID-19.

However, similarly to what they reported in respect to the channels used by their
organizations, there were changes in the channels they individually used during COVID-19.
Specifically, e-mail remained the top choice for obtaining information regarding the
organization and working conditions, but it was also chosen as the channel for communicating
with supervisors and with colleagues of other departments for work matters. Participants in
this study reported that they mostly used telephone (followed by online meetings) so as to
communicate with coworkers of the same department. It appears that, during COVID-19, face-
to-face channels shifted to e-mails and telephone mostly rather than online meetings which
is not in line with what was found in prior research in other contexts (i.e. Bojadjiev & Vaneva,
2021; Sun, Li, Lee, & Tao, 2021). Perhaps this might be due to the limited access to digital
means of communication such as productivity suites that allow for online collaboration, as
reported in the recent survey of ICT usage and e-Commerce in enterprises in 2019 and 2020
in Cyprus (CyprusStatisticalService, 2019, 2020). Furthermore, this might also happened due
to the lack of ICT and Internet skills of some employees and the fact that for empoyees in the
public sector employers did not adequately provide equipment nor training regarding

telework as reported in this study (see Section 3.3.2 for participans’ demographics).

In terms of the sources that participants had for receiving information regarding the
organization’s internal matters there were no changes in respect to participants’ preferences
for using those sources before and during COVID-19 pandemic. However, organization’s
intranet was the source that had the largest decrease in use during COVID-19, supporting the
previous argument regarding the lack of digital resources for communication and the
unpreparedness of organizations to implement immediate digital transformation and
sufficient training to employees during COVID-19 pandemic, which is something found in other
studies in other contexts as well (Datta & Nwankpa, 2021). In addition, it appears that

employees in Cyprus least prefer intranet as a channel for future internal communication.

In terms of the other channels of communication that were surveyed via this study, it appears
that organizations in Cyprus did not vastly use intranet, instant messages, social media, and
productivity suites as channels of internal communication, before COVID-19. However, during
COVID-19, there was an inevitable increase in usage since organizations had to forcefully shift
to digital means of communication as found in other studies (Li, Sun, Tao, & Lee, 2021). Print
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media on the other hand was a channel of communication that was often used by
organizations before COVID-19 and the use of which dropped dramatically during COVID-19,

as it was expected, due to the measures imposed by governments.

Despite the fact that e-mail was the channel that was most vastly used by both organizations
and employees in Cyprus for internal communication, it appears that face-to-face is the most
preferred channel for future internal communication as indicated by participants of this study,
followed by e-mail, online meetings and telephone. This echoes findings from prior research
where employees appear to prefer richer channels of communication first (Braun, Hernandez
Bark, Kirchner, Stegmann, & van Dick, 2019). Nonetheless e-mail is also a preferred channel
of communication for employees in Cyprus, even though prior research suggests that it is a

channel that is preferred mostly by organizations and CEOs (Lee, 2018).
5.3 Remote work / Telework and communication in Cyprus

Effective internal communication is important when dealing with crisis management
(Dwiedienawati, Tjahjana, Faisal, Gandasari, & Bramatoro Abdinagoro, 2021) and for the
disruptions caused by COVID-19, it appears that digital transformation and readiness for
shifting to teleworking was crucial for the survival of many organizations globally (Trenerry, et
al., 2021). The results of this study, as discussed earlier, showed that the internal
communication was frequent during teleworking and was conducted via several digital/virtual
channels, with information flowing in multiple directions within the organization.
Nonetheless, it appears that in Cyprus, the majority of participants somewhat agreed that
they were able to perform their duties without issues in comparison to before COVID-19, but
did not feel more part of the organization’s family during the pandemic, indicating that there
were in fact disruptions to their daily work cycle during the pandemic. However, the results of
this study show a more neutral position of employees in respect to whether they
communicate better with coworkers and supervisors for work matters and to whether they
felt more engaged and productive during COVID-19, compared to before COVID-19, indicating
that, overall, teleworking did not change the frequency and level of communication,
engagement, and productivity during COVID-19. The latter might be because, as argued
earlier, a frequent two-way symmetrical internal communication appeared to have taken

place in organizations in Cyprus both before and during COVID-19.

62



However, the further analysis of the data of this study revealed that there were some
differences between groups of participants. For example, it appears that upper management
in organizations in Cyprus felt that they were able to communicate better with coworkers and
supervisors during COVID-19 pandemic and they stated that they felt more productive during
that time, whereas most employees’ responses indicate a more neutral towards negative
appreciation of the situation for their work during that time. Given that the most frequent
channel of communication was e-mail, which is a preferred channel of communication of
upper management and CEOs according to prior research (Braun, Hernandez Bark, Kirchner,
Stegmann, & van Dick, 2019), perhaps this is related to the higher level of productivity feeling

stated by the upper management participants of this study.

Furthermore, the majority of participants in this study did not have the option for teleworking
in their organization before COVID-19. Nonetheless, almost a quarter of participants did have
this option and the analysis of the data revealed that there were differences in the way they
experienced teleworking during COVID-19 in comparison to those who did not have the option
for teleworking before. For instance, people working in organizations with the option of
teleworking before COVID-19 stated that they were able to communicate better with their
coworkers and supervisors regarding work issues, that they felt more productive and engaged
during COVID-19 teleworking and that they overall were able to perform their duties without
issues, in comparison to people working in organizations which had to implement teleworking
for the first time. The results of this study are in contrast to the results of the study conducted
by Yang, et al. (2021) and Garro-Abarca, Palos-Sanchez & Aguayo-Camacho (2021) who found
that even though their organization implemented teleworking before COVID-19, the firm-wide
implementation that took place during COVID-19 was not fruitful for employees and their

collaboration, as the network was more heavily siloed.

In addition, it appears that the size of the organization and the sector might have affected the
overall teleworking implementation in organizations in Cyprus as well. For example, it appears
that public sector did not provide employees with equipment and training for teleworking as
adequately as the private and broader public sector did, especially to employees of more than
16 years of employment. Furrthermore, it appears that employees working in larger sized
organizations (501-2000 people and more than 2000 people) were better able to provide
employees with adequate information regarding Health and Safety and working conditions

during COVID-19, with employees indicating that they could perform their duties without
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issues during COVID-19, in comparison to medium and small-sized organizations in Cyprus.
This echoes findings of prior research (Goncalves, et al., 2021) in which it was argued that
smaller-sized organizations had less resources at hand in order to deal with crisis management

of COVID-19 pandemic.

Lastly, even though there is a tendency for some organizations to keep remote work /
telework as an option for future working condition (Garro-Abarca, Palos-Sanchez, & Aguayo-
Camacho, 2021), it appears that employees in Cyprus’ organizations would like, on the one
hand, to have the option for teleworking in the future but, on the other hand, they prefer to
work in situ most days of the week and only be able to work from home for a few days of the
week. This is also supported by the fact that the majority of participants prefer face-to-face
channels for internal communication in their organization. Nonetheless, given that
participants that had the option for teleworking before COVID-19 — and therefore it is
assumed that they were already familiar with this type of work condition — appeared to be
able to perform without issues and appeared to overall have a more positive experience of
teleworking during COVID-19, perhaps a future study that will investigate even further this

area for organizations in Cyprus can shed some light on this matter more effectively.
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Chapter

6. Conclusions & Recommendations

The aim of this study was to shed some light on the way internal communication in
organizations in Cyprus was affected by COVID-19 pandemic, focusing mainly on providing an
account of the frequency and type of internal communication that took place within
organizations, as well as the channels that both organizations and employees used for internal
communication purposes, before and during COVID-19. In addition, this study aimed to
provide an account of employees’ future preferences regarding channels of internal
communication and teleworking. However, as already mentioned in Chapter 3 (Methodology),
explaining why changes occurred between groups and/or providing a detailed and
explanatory account of the working conditions and communication during teleworking in

Cyprus, were not in the scope of this study.

The key findings of this study are mostly in line with the results of other studies that
investigated internal communication and channels used in organizations either before or

before and during COVID-19:

e Overall, participants reported high levels of satisfaction in respect to the internal
communication in their organization and its frequency both before and during COVID-
19 pandemic. Indeed, findings of this study reveal that there was information flowing
in various directions (upward, downward, diagonal and horizontal communication)
within the organization and this flow was frequent both before and during COVID-19,
indicating that there were elements to support the presence of two-way symmetrical
communication between employees and managers (upper and middle management)
in organizations in Cyprus.

e OQverall, internal communication frequency inevitably decreased during COVID-19 and
various channels of communication were utilized depending on the purpose for
communicating and the people involved. Nonetheless, there were no changes

reported in terms of preference of sources utilized for receiving information regarding
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the organization before and during COVID-19, with e-mail being the most preferred
source for this purpose and organization’s website being the least preferred source.
In line to prior research, the most frequent communication conducted by employees
in organizations in Cyprus was with coworkers of the same department, both before
and during COVID-19 pandemic, even though there were different channels of
communication employed depending on the circumstances.

Nonetheless, similarly to findings of other studies, it appears that in organizations in
Cyprus, employees had the least frequent communication with the organization’s
leaders both before and during COVID-19 pandemic, in comparison to communication
with coworkers and managers, where there is evidence to support two-way
symmetrical communication.

Similarly to findings of other studies in other contexts, it appears that, the choice of
channels for internal communication in organizations in Cyprus also varied depending
on the purpose and the people involved. Specifically, before COVID-19, organizations
and employees in Cyprus preferred and used richer channels of internal
communication, such as face-to-face meetings, to solve problems and coordinate daily
matters, especially between employees and managers but used less rich channels of
communication, such as e-mails, in order to share and/or obtain information regarding
the organization (vision, goals, policies etc.) and the working conditions.

During COVID-19, when physical presence was not available in many working contexts
and teleworking was implemented, it appears that, similarly to other studies,
organizations in Cyprus also shifted towards online meetings and to, a less extent,
telephone as the channels of communication for resolving issues and coordinating
daily matters, whereas e-mail remained the top choice for general information sharing
within the organization. Nonetheless, during COVID-19, employees shifted mainly
towards telephone as the channel for communicating with coworkers and e-mails
when communicating with supervisors. This was not in line with other studies which
found that online meetings were mostly utilized instead of face-to-face meetings
during COVID-19. Yet, employees in Cyprus did use mostly online meetings for
collaborating with others.

Similarly to other studies, it appears that in Cyprus, teleworking affected the way

information was shared within some organizations, which was subsequently linked to
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the overall satisfaction up to a degree. For example, employees who worked in smaller-
sized organizations indicated that they had not received adequate information
regarding Health and Safety during COVID-19 by their organization and they were also
not as satisfied with the overall internal communication and its frequency during
COVID-19 when compared to before COVID-19 pandemic. This was in line with prior
research which highlighted the importance of Health and Safety information during
COVID-19 to the overall internal communication satisfaction.

Employees who work in large-sized (more than 2000 people) organizations in Cyprus
indicated that they felt more productive during COVID-19 than before COVID-19, in
comparison to smaller-sized (1-10 people) organizations.

Employees who worked in the public sector appear to have not received as adequate
equipment nor training during COVID-19, as employees who worked in the private
sector.

In contrast to other studies, it appears that teleworking did not change the level of
communication between coworkers nor their overall engagement and productivity as
most of the employees who participated in this study neither felt more nor less
productive and engaged during COVID-19 in comparison to before COVID-19
pandemic, although they did feel less part of the organization’s family during
teleworking. Nonetheless, it appears that upper management felt more productive
during COVID-19 which is something found in other studies.

In contrast to other studies, employees who worked in organizations in Cyprus that
offered the option for teleworking before COVID-19, appeared to, overall,
communicate better with coworkers and supervisors, feel more engaged and
productive and also be able to perform their duties without issues, during COVID-19,
in comparison to employees who worked in organizations that did not have the option
for teleworking before.

In terms of future preference of channels for internal communication, it appears that
in organizations in Cyprus, face-to-face is the most preferred channel, followed by e-
mail, online meetings and telephone. Intranet is the least preferred channel of internal
communication, followed by print media, productivity suites, social media and

messages.
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e Interms of future preference of teleworking implementation in their organizations, it
appears that employees in Cyprus prefer having the option of teleworking but only for
some days of the week, as they appear to prefer working most days at their workplace.
This is in line with other studies who investigated teleworking and employees’

preference in other countries.

Even though the results of this study provide an insight of the way internal communication
was realized in organizations in Cyprus, before and after COVID-19 crisis happened, it is
acknowledged that this study had several limitations. First and foremost, the results of this
study cannot be generalized as there were not stratified in a manner to represent the
population. In addition, even though the questionnaire was administered to various
individuals, due to time and resource limitations, there were not enough representative
responses from all groups of employees, i.e. employees of certain job sectors and, also, there
were no responses from organization’s leaders at all. Furthermore, the fact that this survey
took place in a period when employees had experienced two lockdowns — and therefore —
two, perhaps different, teleworking conditions, might have affected the way they responded
to the questionnaire, since many months have passed by, and it was not clearly indicated in
the questionnaire whether they would base their responses on their experience during the
first or the second lockdown. Moreover, even though there were some differences detected
in respect to the responses of participants from different groups, the way this study was
designed and the fact that the scope of this research did not aim for explanations, there were
not enough evidence to support whether these responses were significant and why they were
detected. For example, there appear to be differences between different sizes of
organizations, however, there is not enough data regarding the organizations to distinguish
whether these differences are related to other differences between organization’s

characteristics.

The findings of this study provide an insight of the internal communication disruptions in
organizations in Cyprus, during COVID-19 pandemic, but only for those who participated in
this research. More investigation is needed, with a larger and more stratified sample of
participants, in order to provide a better account of the situation in Cyprus. In addition, further
research of a more qualitative nature is needed, such as via interviews and/or focus groups,
in order to collect data that allow for explanations of the reasons behind observed differences

in different organizations and individuals. Additionally, perhaps a more thorough investigation
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of the internal communication practices of specific type of organizations with different
characteristics, such as public-private sector, small-large size, sector of business activity etc.,
as case studies might reveal more valuable findings that can be incorporated in research
related to internal communication and, also, teleworking. Moreover, since digital
transformation and the utilization of digital tools for internal communication are, currently,
high in the agenda of many organizations, further research is needed, especially in providing
guidelines and recommendations for organizations to ensure that internal communication is
well facilitated in the organization, even in remote work conditions. Further research should
also provide an account of important relevant skills that employees are required to acquire to
by ready to adapt to the new conditions, given that there appear to be several organizations
that are positively appreciating teleworking as a work condition to implement in the future
and employees appear to prefer teleworking incorporation at some level in their organization.
Lastly, although findings of this study reveal that there is evidence to support a two-way
symmetrical communication within organizations in Cyprus, further research is needed to
investigate the reasons behind the limited two-way communication with organization’s

leaders, which is something important for the success of organizations, as found in literature.
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Chapter
8. Appendix

Below is the questionnaire for collecting data for this study was administered online via

Microsoft Forms (https://forms.office.com/r/SQsuuQclgg) in screenshot images of the PDF

that was produced by Microsoft Forms.

EowTepIKN €TIIKOWWVIA OTOVG
opyoviIopovg The Kottpou kot COVID-
19

To TMOPOV EPWTNUATOAOYLIO AVOTITUXENKE Y1 TIG AVAYKEG TNG SLATPLPAC HOU OTO HETATITUXLXKO
Tpoypoa MBA tou Avolktou Maveriotnpiov KOmpou KL £xel OKOTIO var oLAAEEEL Sedopéva yl
va SlepeuvnOel o TPOTOG fe TOV OTIOIO EMNPENGTNKE N ECWTEPLKN ETTLKOWVWVIO TWV OPYOVIGUWY
™¢ KOmpou katd tn Sdpkela Tng avdnpiog tov COVID-19 Kal CUYKEKPLLEVO KATA TN SIAPKELX
™G €€ AMOOTAOEWG EpYaoiag / TNAEPYAOIOG. ZUVETIWG, £V Sev £XETE £pyaoTel €€ AMOOTAOEW(
KOTA TN SIAPKELX TNG TTAVSNHIOG TIOPAKOAW HNV OMOVTACETE OUTO TO EPWTNHATOAOYLO.

To EPWTNUOTOAOYLO VOl AVWVUHO KOl £XEL EKTIRWHEVN SIEPKELX CUNTIANPwOonG T 10-15 Aemttd.
Mopapévw atn SidBeon oag yla omoleadnmote Slevkplvioelq.

EuxaploTw ek TWV TIPOTEP WY,
Mévvng Xat{nxapaAdumoug - ioannis.hadjicharalambous@st.ouc.ac.cy

* Required
Méepog A. Anpoypa@ikd otolxela

1. EmAégTe To OO oOg: *
O AVTpag
O Tuvaika

O MPOTILW V& PNV OGVOPEPW

O

Other
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https://forms.office.com/r/SQsuuQc1qg

2. EmiAégte Tov TUMO amacgX6Anong TOU 0pPYaVIoHOL ToL £pyadeaTe: *
O AnpoTIo¢ TOpEXG
O Hpdnpoéaoog - Euputepog SnPOoLog TopLaE

O B TIKOG Topéag

3. MopakaAw eMIAEETE TOV TOPEX SPOOTNPLOTATWY TOV OpYOoVIOHOD TIoV epyadeoTe: *

O Blopnxowica

O KotaoKkeude

O Yyela

O Yrnpeoieg

O Eogtiaon

O Touplopodg

O Epnoplo

O Evépyewa kat Mepchiov

O Mondeiot

O MPWTOYEVNG TOHENS

O

Other
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4 EmuAéETe TO péyeBog Tou opyaviopoy mov epyaleoTs: *
O 1-10 &Topa
O 11-50 &topa
O 51-100 &topo
O 101-500 &topa
(O 500-2000 éropo

O TeplocdTEpa ond 2000 dTopa

5.EmAé€te Tn B£0Nn oo GTOV OpyavIopS: *

O Avwtatn Slolknon (1. Fevikog/n dlevbuvtig/pa) « Avwtotn dtolknon (r.y. Mevikdg/n
SlevBuvtig/pia)

O AvwTtepn Sroiknan (.. MNpoiotdpevod/n, MevBuvtic/pla)
O Evidpeon Slolknon (L. AVWTEPOG ASITOUPYOC, ZUVTOVIOTHG OHGSAC)

O YraAnAog

O

Other

6. EAEETE TOL XPOVIOL UTINPEGIOG GOG GTOV OPYONVIGHO: *
O 1-2 xpovia
O 3-5 xpovia
O 6-10 xpdvix
O 11-15 xpovia

O Mévw amd 16 xpovia
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7. EuAégte Tig 6e&lotnteg xpriong H/Y kot S1obiktdou mov Bew peite OTL £XETE: *
O MNé&po TTOAS KaAég
O MoAU KOAEG
O Kohég
O APKETA KOALC

O KaBdAou kahég

8. Kotd tn dipkela tng mavdnpiocg COVID-19 epyactrkaTte €€ AMOCTATEWS e
TnAspyaoio; *

O Noit
O Oxt

9.Ztov opyoviopd odg vmnpxe NoN n SLVATOTNTA YId €& AMOOTACEWS TNAEPYATIO
mpv amnd Ty avdnpic COVID-19; *

O Noit
O Oxt
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Méepog B. EcwTteplkn Emikowwvia Tpv amo tnv movdnpia

H sowTepIkh emkovwvic os dva opyoviopd opiletal we n Sladikaoia kaTéd TNV onola yivetal £pIKTA N
ETUKOWVWVIC avdpeoa oTn Slolknon Kal TouE £pYaCOpEVOUE sVOC OPYaVIOHOU OAAK KOL TWV
gpyalopévwy Kal Slapdpov THNHETWY TOU OPYRVITHOU HETAED) TOUG.

O1 pWTACELS TIOU AKOAOUBOUV opopovY BEPATT ECWTEPLKNG ETIKOWV WvioG aTov Opyaviopd oag MPIN
Eeondoel n avdnpia COVID-19 atnv Kompo, &nAadn Ttpv and tov MdpTio 2020.

10. Moo oo TO MAPOKATW AMOTEAOVOAV TINYEG YLO ECWTEPLKA AN TANPOPOPLWY O

11.

BEPATO TTOV APOPOVCONV TOV OpPYAVICHO oog TPV and tnv movdnpia touv COVID-
19; (MTiopeite vor eMIAEEETE TIEPLOTOTEPEG MO PLOL ETILAOVEQ) *

D Tuvadehpol

D AvwTtepn Stoiknan (M.x. ZUVTOVIOTES/plec / TPOoloTAUEVOL/EC THNUATWY)
D AvwtaTn Sloiknan (T.x. MNevikoe/f S1eubuvthc/Sleubuvtpla)

D E-mails tpoepyopeve and THAPGTE TOU OpyOVIoHOY

[:] Méoa Kovwvikig AIKTOWONE OpyavIoHOU

D loTOCEAIS O OpYavVIoHOY

[:] Intranet — Egwtepikd SikTuo (TL.X. servers)

0

Other

Moéoo Ikavomolnpévos/n €loTe YevikETepa amd TNV eMionNPn ECWITEPLKN EMKOIVWVIA
OTOV OpPYOVIOHG OTE, TPV amtd TNy avdnpio tov COVID-19; *

(O Népa mors
O noav

O Apxera
O niyo

O KaBohou
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12.MNdo0 IKOVOTIOINPEVOG/N £I0TE YEVIKOTEPO MO TN CUXVOTNTA TNG EMIONUNG
ECWTEPIKNC ETIKOWVWVIOG GTOV OpYAVIGHO Gog TPV améd Tnv movdnuia tov COVID-
19; *

O népa mors
O norv

O APKET&
O niyo

O KoBorou

13. Mol omtd T TOPOKATW KOWAALY XPNGLUOTIOLOUVTON YEVIKG TPV omtO TNV
movonpioe tov COVID-19 ylot GKOTIOUE EMIONUNG E0WTEPLKNG ETIKOWWVIOG OTOV
opyaviopd cog; (Mmopeite va emAEEeTE TIEPLOCETEPEG AMO PO ETIAOYES) *

E] TuvavTAcalg St wong (.. ouvedpleg amod kovTd, cuvopliisg mpdowno pe Tpdowno)
D TnAépwvo

D AxdIKTLOKEG ouvavTioelg (T.x. péow Skype, Teams, Viber K.T.A.)

D E-mail

E] Intranet — Egwtepikd Siktuo (m.x. Servers, SharePoint K.T.A.)

D Mnvopata (L. SMS, instant messages: Skype, Viber, Google Hangouts)

D Méoa kovwvikig Siktvwong (.. Facebook, Twitter k. T.A)

D Youiteg epyadeiwy TapaywylkoTnTag (m.X. Microsoft Office 365, Google G Suite)

E] EVTUTIO PEOQ ETUKOWWVITG (TL.X. QPICEC, ETOTOALG, OVOPOPEG K.T.A)

U

Other
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14. Mpwv amo Tnv mavdnpic tou COVID-19, molo omd T MapoKATW KovEALX

Méoo
AlSIKTUR KO WWVIKN
JuvavTAo KEC < Korveva
g and  TnAépwy ouvavTno SikTowon ‘Evtuna KovaAl /
KOVTA o} e-mail =11 C Héoa  Asv oYVl

Sapolpaopd

TIANPOQOPLLV IOV

oUPOPOVY TOV

OPYOVITHO (TLY. OpOHY, O O O O O O O
aTOXOL, TIOAITIKEG

K.T.A);

Sapolpaopd

TIANPOPOPLLIV TIOV

CUPOPOVV TIG

EPYOOLOKEG CUVONKEG

(TL.X. WpApLo,

SIKAWPETA KL O O O O O O O
UTLOX PEWCELS

£pyalopévwy,

HETAKIVATELG

TIPOCWTIKOY, K.T.A.);

aulhman
TpoPANpATWY /Kot O O O O O O O

EPYUOLOKWY Bep&TwY
HE TO TPOCWTIKS;

GUVTOVIOHO TWV

KaBNpEPVWV BEPGTWV O O O O O O O

TOU TUAPOTOC OAC;
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15. Mpwv amo Tnv mavdnpic tou COVID-19, molo omd T MapokATW

Méoo
AlSIKTUR KO WWVIKN
JuvavTAo KEC < Korveva
g and  TnAépwy ouvavTno SikTowon ‘Evtuna KovaAl /
KOVTH o e-mail £Ig C pHéoa  Aev 1ox0el

ETUKOW WV He

guVadEAPOUC TOV

THARATOC GOG YLK O O O O O O O
epyaolakd Bépata;

ETUKOWWVI pE

ouvadEApoug Ghhwv

ey yic c O O O O O O
epyaolakd BEpaTa;

ETUKOWWVI pE

TLPOIOTAHEVOUG YL O O O O O O O

epyaolakd BEpata;

ouvepyaoia pe

SUVaSEAPOUC YIU

Slekmepaiwon KAmolou O O O O O O O
opadLlkos Epyov;

AQYN TANpoQopLWY

TLOU QPOPOVV TOV

OpPYaVITHS (TLX. OTOXOL, O O O O O O O
VEQ, TIOMTIKEG KT.A);

ARYN TANpoQopLWY

TLOU QPOPOvV TI

EPYOOLOKEG CUVONKEG

(TL.X. WPAPLO, O O O O O O O
SIKAWPETA KL

UTLOX PEWOELG

£pyalopévy K.TA);
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16.Mpwv amo Tnv mavdnpic tou COVID-19, méoo cuxvd XpnoLOTIOI0U0NTE COVITEG
gpycieiwv mapaywylkétnToag (m.x. Microsoft Office 365, Google G Suite) yix
OKOTIOUG ETIIKOVWViaG/ouvepyooiog otnyv epyooio cog; *

O MNé&pa oA cuxva
O MoAY Guxvd

O APKETE GUXVE
O Aydtepo ouxvi

O KoBorou

17.Mpwv amod v mavdnpic tov COVID-19, méoo cuxvd EMKOIVWVOVBOATE VIOl GKOTIOUCE
£PYQOLOG, PE TO TILO KXTW GTOPO; *

2-3 popég
mv T popd TNV 2-3 popéc 5-6 popég
KaBnpepwvé efbopdda efSopdda  Tov pRva  Tov Xpdvo MNoté

Me cuvadéhpoug Tou O O O O O O

THARATOG GO,

Mg ouvadEhpoug O O O O O O

AWV THNRETWY.

Me &Topa mov eival o

uPnAGTEPN Podpisa O O O O @) O

QaTo £0dC.

Me cuvadehpoug Tou

elval og XapnAotepn O O O O O O

BaBpida ano eodc.
Me ToV/TNnV yevikd

TpoioTdpevo/n A O O O O O O

SlevBuvth/SevBovTpla
TOU OpYaVIOHOU.
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Méepog I'. Eowtepikn Emikowwvio koté Tn SiapKeLla TNG Ttovdniag
COVID-19

H sowTepIkh emkovwvic os dva opyoviopd opiletal we n Sladikaoia kaTéd TNV onola yivetal £pIKTA N
EMIKOWWVIC avapeoa oTn Slolknon Kal Tou epyeCOHEVOUE eVOC OPYOVIOHOU OAAG KOL TWV
gpyalopévwy Kl Sla@opy TUNHATWY TOU OpYoVIoHOU HETAE) TOUG.

Ot gpWTATELS TIOU AKOACUBOUV opopovY BEPOTO EGWTEPLKNG ETIKOWV WWIOG aTov Opyaviopd oog oo
Eéonaoe n Tavdnpic COVID-19 atnv Kumpo, dnhadn petd tov Mdptio 2020. Mapakoiw oTwg

OMOAVTATETE TIG EPWTNHOELG OKETITOPEVOL/TKEMTOPEVEG TNV TiEPiodo Tov epyaaTAKOTE ef amooTdoewd /
He TnAepyaoia.

18. Mol ord T MAPOKATW OMOTEAOVOAV TINYES YLO ECWTEPLKA AN TANPOQOPLWY O
BEPOTO IOV OPOPOVOOY TOV OPYOVIGHO 0og KOTA TN SIApKELD TNG €€ AMOCTOOEWC
gpyaoiag / TnAepyaaciag, Adyw tng movénpicg tov COVID-19; (Mnopeite va
ETIAEEETE TIEPLOCOTEPEG OMO LI ETIIAOYEG) *

D TuvaSehpol

[:] AvwTtepn Stoiknan (M.x. ZUVTOVIOTEC/pleg / MPOIOTAHEVOL/EC THNHATWOV)
E] AvwTatn S10ikNoN (TL.Y. FEVIKOG/N SleubuvTig/SleubuvTpla)

D E-mails tpoepyopeve and THAPGTH TOU OpyOVIoHOD

D Méoa Kowwviki¢ AIKTOWONE OpYyaVICHOY

D loTOCEAIS O OpYavIoHOY

D Intranet — Egwtepikd SikTuo (TL.X. servers)

O

Other

85



19.

20.

Moco IKOVOTIOINHEVOG/N EI0TE YEVIKOTEPO AMO TNV EMICNHN ECWTEPLKN ETKOIVWVIA
OTOV OpYOVIGHS oag, Katd Tn S1dpKela TNG €€ amootdoswg epyooiog /
nAepyaoiog, Adyw Tng mavdnioag tov COVID-19; *

O népa mors
O norv

O APKET&
O niyo

O KoBorou

Mooo Ikavomolnpévog/n £i0Te YevikOTEPO Omo T ouXVOTNTO TNE EMIONUNG
EC0WTEPLKNG ETILKOWWVIOG OTOV OpYaVICHO Cog KATX Tn SIApKELD TG €€
amooTdosw  epyaciog / TnAepyaosicg Adyw g moavénuiog tou COVID-19; *
O Népamors

O MoAv

O ApKeTd

O Aiyo

O KaDohou
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21.Molo amé Ta MOPAKATW KOVAALL XPNOLHOTIOIOUVTOV YEVIK KATX TN SIAPKEIX TNG
€€ anootdoswg epyoaciog / tnAepyaoiog Adyw tng mavdnpiog Touv COVID-19 yia
OKOTIOUG EMIONHUNG ECWTEPIKIG EMIKOVWVIOG OTOV 0pyavIoUO oag (MTopeite va
ETUALEETE TIEPIOCOTEPEC ATO LI ETILAOYEG) *

D ZUVOVTNOELG Bla (Waong (TLY. ouvedpleg amd KOVTE, CUVOHIAIEC TIROCWTIO Pe TIPOCWTIO)
[:] TnAépwvo

D AladIKTUBKEG CLVRVTHOELS (TL.X. pEow Skype, Teams, Viber K.T.A)

[:] E-mail

D Intranet — EowTepikd Siktuo (.. Servers, SharePoint K.TA.)

D Mnvopata (1. SMS, instant messages: Skype, Viber, Google Hangouts)

D Méoa kol wvIKAG SIKTOWoNG (T.). Facebook, Twitter K.T.A.)

D Touiteg epyaieiwy mapoywylkoTnTag {m.x. Microsoft Office 365, Google G Suite)

D EVTUTIO PEOO ETIKOWWVITIC (TL.X. 0UplOEC, ETTIOTONEG, OVAPOPEC K.T.A.)

O

Other
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22. Kot 1n Siapkela tng €€ anootaoewg epyooiog / TNAepyaciog, Adyw tng
movonpiog Touv COVID-19, olo amd Tol TTOPOKATW KOVAALY

Méoa
AlOIKTUA KOV WVIKN
JUVOVTAO KEC C Kowvéva
s and  TnAdpwv ouvavTno SIkTowon ‘Evtuna KavaAl /
KOVT& o e-mail ELg C pHéoa  Aev 1ox0el

Sapopacpd

TANPOPOPLLIY TIOU

CPOPOVY TOV

OPYAVIGHS (TLX. OPORY, O O O O O O O
aTOXOL, TIOMTIKEG

K.T.A);

Sapolpaopd

TIANPOQOPLLY TIOU

CUPOPOVV TIG

EPYOOLOKEG CUVONKEG

(T.x. wpdptLo,

SIKAWPOT KL O O O O O O O
UTIOX PEWOELG

epyalOpévwy,

HETAKIVATELS

TIPOCWTIKOV, K.T.A);

ouinan
TtpOPANpATWY /e O O O O O O O

EpyaoIakwy BepdTwy
HE TO MPOGLWTIKS;

GUVTOVIOHO TWV

KAONpepVWY BepdTwy O O O O O O O

TOU TUAPOTOC TUC;
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23. Kot 1n Sidpkela tng €€ anootaoewg epyooiog / TnAepyaciog, Adyw tng
movonpiog Touv COVID-19, olo ommd To TOPOKATW

Méoa
AlOIKTUA KOV WVIKN
JUVOVTAO KEC C Kowvéva
s and  TnAdpwv ouvavTno SIkTowon ‘Evtuna KavaAl /
KOVT& o e-mail ELg C pHéoa  Aev 1ox0el

ETUKOWWVIA HE

oUVaSEAPOUE TOU

THAHATOG 0OC YL O O O O O O O
£pyaoiokd BpaTe;

emKoW Wvic pe

auvadEApou Ghhwv

A o o O O O O O
epyaolakd BEpata;

ETUKOWWVI pE

TLPOTOTAHEVOUG YIX O O O O O O O

epyaolakd BEpaTa;

ouvepyaoia pe

oUVaSEAPOUG VI

Siekmepaiwon k&molou O O O O O O O
OpOSIKOU £pyou;

AN TANpopopLLY

OV GPOPOVV TOV

OPYQVIGHS (TLX. OTOXOL, O O O O O O O
VEQ, TIOAITIKEG K.T.A);

AQYN TANpoQopLWY

TLOU TPOPOVV TIC

EPYOOLOKEG CUVONKEG

(X wpdpto, O O O O O O O
SIKAWPOTA KL

UTIOX PEWOELG

epyaOpEVWV K. TAY;
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24. Kot tn Sidpkela tng €€ anmootaoewg epyooiog / TnAepyaciog, Adyw tng
movdniog Touv COVID-19, méoo guxvd X pNGLILOTIOIOV0ATE COVITEG EpYOREiwY
mopoaywylkotntag (T.x. Microsoft Office 365, Google G Suite) yia ckomovg
eTKOWWViag/ouvepyaoiog otnv epyooio oag *

O MNé&po TTOAD guxve
O MoAU GuxVa

O APKET& GURVE

O ‘OxL ket Tooo guxvé

O KafBoéhou

25. Kot tn Sldipkela Tng €€ amootoewg epyooiog / tTnAepyaoiog, Adyw tng
movonpiog Tou COVID-19, mboo ouxvd eMIKONWVOUCHTE VIO OKOTIOUE £pyaoiog, e
TOTIO KATW XTOMC; *

2-3 popéc
mv 1 pop& tnv 2-3 popég 5-6 popég
KoBnpepva spSoudda pSoudda Tov piva  Tov Xpdvo Moté

Me guvadEApoug Tou O O O O O O

THAHATOC 0OC.

Me cuvadehpoug O O O O O O

GANWV THNHATWY.

Me Gropa mou eival o

uPnASTEPN Babpisa O O O O O O

amno sodc.

Me cuvaderpoug Ttou

elval og XapnAdtepn O O O O O O

BaBpida and eodc.
MEe TOV/TNV YeVIkO

TipoioTéuevo/n O O O O O O

S1euBuvT/SrevBovTpa
TOU OPYQVITHOD.
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Mepog A: EE amootdoswe epyacio/TnAspyacio kol Emikowvwvio kata
1} SLAPKELX TNE TIaVONLLOG

IREMTOUEVOL/EC TV KATAGTATH OTOV OPYavIoUd dag amd Tov MépTio 2020 Kl YT, SnUEloTs ToV
BoBid cupQ v/ SIaQUVING COC JE T TROTATEL, TIOU GKOAQUE0oUY.

26.X€ YEVIKEG YPOPPES Bewpw OTL KOTA TN SldpKela TG €€ anmooTaoewg epyaoiog /
TnAspyaociog, Adyw tng movénpiog tou COVID-19:

EVNHEPWVOHOLY
EMOPKWG OO TOV
OPYGVIGHS LoV YId
BEPaTA ATPEASLOG KAL
Yysiog.

EVIHEPWVOHOLY
EMAPKWG QMO TOV
OPYQVIGHO HOU Yio
Bépata mov
oUpOPOVLOQV TIC
EPYROLOKEC CUVBIKEC.

EVIHEPWVOHOLY
EMEPKWIG OO TOV
OPYGVIOHS HOV I
TUXOV aAAayEg TToy
EMPETE VO KEAVW OTA
KOONKOVTH Lov.

ETUKOW WVOUOX

EMUPK WG PE TOUC
TPOICTAHEVOUC/EC HOU
VIO £PYOOIOKE BEPOTA.

Ehafo and Tov
epyoSOTn pou OAo Tov
oA TOVUEVO
eEomAMOPO Yl €f
ATOOTAOEWS £pYaoia /
TnAgpyaoio.

Ehafo and Tov
£pyod6TN Hou TNV
KATGAANAN
EVNpépLON/
ETUHOPPWOH OXETIKA
pe v € OMoOTAoEW,
gpyaoia / TnAspyaaia.

Ovute
Slapwvw

Alpwvw Alopuwvw ouTe
aTOATR Aiyo CUHPWVW

O O @)
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ETUKOW WVOUoO
TLEPIOCOTEPO e TOUG
TLPOIOTOPEVOUG/EG HOU
VI EpYOoiIakd BEpaTa,
og GUYKpPLON e TIPWY
oTtd TNV TIOVSNRIa Tou
COVID-19.

EMIKOIVWVOUoH
TEPLOTOTEPO PE TOUC/
TI CUVaSEAPOUG Hou
Yot Epyoolakd BEpaTa,
o€ CUYKPLON HE TPV
oTtd TNV TIVSNpic Tou
COVID-19.

ekTeAOVOA T
KOONKOVTA Pou Xwpig
Waitepa pofAnpota,
o0& CUYKPLON e TIpWY
oTtd TNV TIOVSNKIG Tou
COVID-19.

pmopolsa va

ETUKOW WVHCW TNV
GToYn pou yio
gpyaoiakd Bépata
KOAITEPO 08 GUYKPLON
HE TPV omtd TV
mavénpia touw COVID-
19.

Eviwda MePLOCOTEPO
TIRPAYWYLIKOC/ N o8
axéon pe v epyaaia
pov, og GUYKPION HE
TPV QMO TNV
navdnpia touw COVID-
19.

éviwda MePLOCOTEPO
evepyoe/n o oYéon pe
TNV EPYOOIX POV, G
oUYKPLON HE TIPY amd
TNV avdnpia Tou
COVID-19.

SV MEPLOTOTEPO
HENOG TNC OIKOVEVELDG
TOU OpPYQVIOHOY, O
gUYKPLON HE TPV omd
™V movonpia Tou
COVID-19.

Alpwvw AlopWVW
amOATO Aiyo
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Méepog E: TnAgpyoaoia kol E0WTEPLKA EMIKOWVWVIO OTO pEAAOV

27.TL oo T MAPOKATW LGYVEL YIX £0ACG, TTNV TIEPITTWON IOV 0 0pYOVICHES 6O
OTMOPUOICEL VO TIPOCEEPEL SUVOTOTNTA VIO TNAEPYOOIC KOl LETE TO TEADOG TNG
movdnpiog Touv COVID-19; *

O Oa NBeha v epydopal TARPWE HE TRAEpYaTia.

O Oa NBsAa va epy&Lopal TIC TIEPLOCOTEPEG HEPEC He TNAEpYTia.

O Oa NBeha v epy&{opal KATIOIEG PEPEG HE TNAEPYOOIX KOL KETIOIEG OTOV XWPO £pyaociag pou.
O Ou B v £pyGLOpAL TIC TIEPLIOTOTEPEG PHEPEC OTOV XWPO £PYACiag HOV.

O Oa NBeAa va epy&{opal TARPWE OTOV XWPO £pyaciag Hou.

28. Mg Ttola amo TA TIOPAKATW KOVAAL Bal BEATE VO TIPOAY A TOTIOLETAL LEAAOVTIKA
ECWTEPLKN] ETILKOWVWVIO OTOV OpYQVLIOHO gog (METAKLVAOTE T KAVAALX pe Baan
TNV TPOTIUNGT| CO¢ WOTE TO TIPWTO OTN CELPA VA VAL TO TILO ETOUUNTO KOVAAL
ETILKOWVWVIOC) *

Tuvavtnoelg Sta {wong (Tt.X. ouveSpieg Ao KOVTE, CUVOUIAIEG TIPOCWTIO HE
TIPOCWTIO)

TnAépwvo

AlaSIKTUOKEG CUVAVTAOELS (TLX. Héow Skype, Teams, Viber K.T.A.)

E-mail

Intranet (rt.x. Servers, SharePoint K.T.A.)

Mnwopata (. SMS, instant messages Skype, Viber, Google Hangouts)

Méoa kowvwvikng SIkTUwong (Tt.x. Facebook, Twitter K. T.A.)

Fouiteg epyateiwv mapaywylkotntag (T.x. Microsoft Office 365, Google G Suite)

EvTuna péoa EMIKOWVWVIOG (TLX. aplOEg, ETUOTOAEG, ava@OpPEG K. T.A.)
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