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Summary

The research aimed to explore the impact of remote work on burnout and identify
factors contributing to it. The study analysed a sample of 160 participants and
found that working from home increased the chances of burnout, especially in
terms of productivity, motivation, organization, time management, job satisfaction,
and production quality. Women, employees with children, and those between the
ages of 26 and 45 were found to be at higher risk. However, the study had
limitations in terms of certain factors such as household income, pre-existing
health conditions, social support, and personal factors, which were not examined.
Therefore, future research should consider these elements in larger samples to
provide a better representation of the general population. The study suggests that
promoting employee well-being and productivity is essential for remote work or
office-based work, and employers should focus on managing workload, job
autonomy, work-life balance, and social support to create a healthy work

environment.



MepiAnyn

H épeuva gixe wg oTOXO va £CeTACEI TOV QVTIKTUTTO TNG ATTOUAKPUOUEVNG EPYATiag
OTNV £PYOOCIAKN KAl VO AVayVWPIoEl TOUG TTAPAYOVTEG TTOU CUPBAANOUV O€ auTh
e¢ouBévwon. H peAétn avéluoe éva dciyua 160 CUPPETEXOVTWY Kal DIATTIOTWOE
OTI N gpyacia ammd 1o OTTI au&dvel TIGC TOavoTNTEG euPAviong eEouBévwong,
1I010iTEpa 0€ OXEON ME TNV TTAPAYWYIKOTNTA, TO KivnTpOo, TNV Oopydavwon, Tn
dlaxeipion Tou XpOvou, TNV IKAVOTToiNOon Aatrd TNV £pyaia Kal TV TToI0TNTA TNG
TTapaywyng. O1 yuvaikeg, ol UTTAAANAOI pe TTadIA Kal 0001 BpioKovTal HETAEU TwV
26 kal 45 etwv Bpédnkav oe peyaAuTePo Kivouvo. QOTO0O0, N MEAETN €ixe
TTEPIOPIOPOUG OO0V  APOPA  OPICHEVOUG TTOPAYOVTEG, OTTWG  OIKOYEVEIOKO
€1000nNua, TIPOUTTAPXOVTa  TTPOPRARUATA  UYEIQG, KOIVWVIKN  OTAPIEN  Kal
TIPOOWTTIKOUG TTOPAYOVTEG, TTou Ogv egeTdoTnKav. ETTOpévwGg, N PEANOVTIKN
épeuva Ba TTPETTEN va AABEl uTTOWn auTd Ta oToIXEia O JeyaAuTepa OeiyuaTa yia
VO TTOPEXEl MIO KOAUTEPN QVTITIPOOWTTEUCH TOU YEVIKOU TTANBUCouoU. H peAETN
UTTOOEIKVUEI OTI N TTPowbnNoN TNG EUNMPEPIAG KAl TNG TTAPAYWYIKOTNTOG TWV
epyadopévwy gival ouolwdng yia TNV ATTOUAKPUOUEVN EPYATia 1 TNV Epyacia 0To
YPOQPEIO Kal 01 EPYOdOTEG Ba TTPETTEI VA ETTIKEVTPWOOUV 01N dlaxeipion Tou oOpTOoU
EpPyaciag, TNG QUTOVOWIaG OTNV €pyaacia, TnNG 100pPOTTiag YETAEU epyaciag Kal
TTPOCWTTIKAG (WG KAl TG KOIVWVIKNG UTTOOTAPIENG YIa TN dnuIoupyia evog uyioug

gpyaciakou TTePIBAAAOVTOG.
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Chapter 1

1. Introduction

Jack Nilles first used the term ‘telecommuting’ in the 1970’s and thus he was
considered a pioneer in introducing the concept of telecommuting (Nilles, 1998).
Traffic congestions and increased environmental pollution were the initial
incentives and drive for telecommuting in an attempt not only to minimize and
restrict their negative effects but also to provide employees more flexibility for a

better work-life balance.

The advantages of telecommuting were pointed out in a few research reports and
studies carried out by many organizations. As far as the organization is
concerned, a major upside of telecommuting, among others, is saving up on office
rental costs and space (Apgar, 1998). The positive effects of telecommuting, from
a macro system point of view, contribute to the larger environment by reducing

traffic congestions, decreasing accident rates, and minimizing air pollution.

The development of technological means is so fast, nowadays, that makes them
an essential part in people’s lives and to be more specific, the employees’ lives.
This development defines two things: the way large amounts of information is
distributed, and the way employee relationships are preserved in the working
environment (Barber & Santuzzi, 2015). Information and Communication
Technologies (ICT) has enabled people to work from practically anywhere rather

than their office.

Telework or telecommuting, also known as working from home or remote work
has been offered by organizations for a long time now as an alternative working
arrangement which is flexible enabling the management of increasing demands
deriving from their work and family in a better more effective and time beneficial
way (Shockley & Allen, 2010).

A Conventional telework arrangement means that workers can split their working
time between working from home or any other location and working at the office.

The benefits of working at the office are firstly, that the employees can have
10



access to organizational infrastructure necessary for executing their job and
secondly that they may have the opportunity to physically interact face-to face
with colleagues in order to coordinate any work tasks (Gajendran & Harrison,
2007).

This type of voluntary, partial telework has been associated by previous studies
with improved performance and reduced stress. These positive effects were
credited to the much greater autonomy given to employees, not to mention to the
larger schedule flexibility that telework offers workers (Allen, Golden, & Shockley,
2015; Gajendran & Harrison, 2007).

Telework doesn’t only offer benefits such as more time spent with family and less
time spent commuting but has also surfaced some disadvantages including the
less social communication and interaction as well as no distinct separation
between home and work. The risk that work from home can contribute to
employee burnout is significantly increased, as the lines between professional
and personal life are obscured (Giurge & Bohns, 2020). Even those employees
who have always had a natural tendency to separate their personal lives from
their work, given the circumstances, they may not have the capability to do so

anymore (Giurge & Bohns, 2020).

The workaholism phenomenon developed due to the necessity to adapt rapidly to
new requirements; as employees who through their remote connection and
facilitated access to the systems used at the workplace managed to meet their
work demands irrespective of the working hours invested (Barber & Santuzzi,
2015). As a result, this caused conflicts with the employees’ families as the
boundaries between work and personal time were not clearly set (Clark, Michel,

Zhdanova, Pui and Baltes, 2016; Sonnentag, Binnewies & Mojza, 2010).

It wasn’t until the outbreak of Covid-19 in March 2020 that businesses were forced
to fundamentally change their working environment and people had to race to
adapt to the new ways of working remotely from home due to the imposition of
partial or total lockdowns. Teleworking entered the lives of employees suddenly
and forcibly in order to secure the continuity of business operations and protect

public health from the spread of the virus at the same time. As we have seen,

11



working from home already existed in our lives but businesses were hesitant in
applying it until the recent pandemic forced its implementation (Chong, Huang
and Chang, 2020).

The pandemic caught everyone by surprise at first and even though businesses
were not prepared, it did not take them long to adapt to the reality of the new
working environment with the profound changes that came with it. Employees had
to adapt the same way (Chong, Huang and Chang, 2020).

Numerous challenges were created by teleworking during the COVID-19
pandemic among which the increased levels of work stress employees were
obliged to deal with in order to adapt the soonest possible so as to meet their work
obligations (Tarafdar, Tu, & Ragu-Nathan, 2010) with little advance warning to set
up optimal at-home information technology resources and additionally to meet

their increased caregiving activities due to the closure of the schools.

Limited research has been conducted in the last 3 years since the outbreak of the
pandemic studying the effects of teleworking on employees and how they have
experienced these changes and whether their personal and professional lives
have been affected either positively or negatively (Chong, Huang and Chang,
2020).

In Cyprus telecommuting was imposed by law (The Quarantine Law Cap.260,
as amended in 2003 and 2020). The implementation of remote working was
enforced in order to ensure both the work and the safety of the employees. Other
measures were the quarantines and lockdowns. All these implemented measures
caused changes in people's lives, and eventually in the way they worked.

Certainly, around the world, this implementation of teleworking was not easy.

My personal experience with work from home due to the Covid-19 pandemic was
not a very pleasant one. The same applied to many colleagues and friends who
also worked remotely. Some worked under difficult circumstances having to take
care of children or family members at the same time. To each, and for different
reasons, the feeling of exhaustion prevailed, demotivation was the norm. Feelings
of not wanting to go to work, not wanting to engage in any activity and the need

to stay home because of the feeling of exhaustion, led to believe that burnout was
12



in the build-up. For this reason, | find it not only interesting but also necessary to
research the beliefs of employees regarding work from home and burn out.
Furthermore, there seems to be limited research conducted in Cyprus, regarding

employee exhaustion and burnout resulting from working from home.

The scope of this research was conducted within the context of business
administration and focuses specifically on the managerial and operational aspects
of the matter at hand, rather than delving into psychological or sociological factors.
It was conducted with the purpose of identifying the causes of burnout in a remote
work environment and to raise awareness on the matter within the business world

for the use by HR departments.

The importance of this research lies in the possibility for human resource
departments to study the factors causing exhaustion and employee burnout and

thus allowing them to tackle these issues with an ultimate goal to eliminate them.

The purpose of this research is to contribute constructively to the bibliography the
opinion of the employees as to if and how work from home contributes to burnout.
The results of this research are important to corporations and especially HR
specialists because their role in such circumstances is of vital importance as these
are the individuals who are called upon to handle and manage in practice this
drastic change from traditional working conditions at the office.

This research analytically aims at giving answers to the below research questions:
1. Does work from home affect chances of burnout?
2. Which factors affect burnout the most and in which way?

3. Which demographic groups are affected the most?

13



Chapter 2

2. Literature Review
2.1 Work Burnout

Burnout is a very tricky concept and although there are many different
perspectives on what it is and what can be done about it, there is no common
definition of it. There is not always a common understanding of the term's
meaning, which prevented constructive discussion of the issue and potential
treatments (Maslach 1982, 1998).

2.2 Definitions of work burnout

Based on a literature survey on the definition of the term "burnout”, it became
clear that many different expressions have been formulated in the past to describe
the mental state corresponding to the term burnout. Typical examples are the
terms 'excessive demand', 'neurocirculatory disturbance', 'hypertension’ or ‘work
fatigue' (Schaufeli & Enzman, 1998). All of these formalized definitions are related
to the negative effects of work on individuals, as they are factors that negatively
affect an individual's psyche (Vladut & Kallay, 2010). However, the term "burnout"
was chosen to more accurately capture this phenomenon. In fact, burnout was
noted more frequently in occupations requiring collaboration and communication
between workers and others, such as education (teacher-students), health
(doctors, nurses-patients), and sales (seller-buyer) (Vladut & Kallay, 2010).
Researchers have been trying to analyze the definition of burnout for years, but it
is worth noting that the term was first introduced by Freudenberger in 1974 (Kahill,
1988). Freudenberger began this study because he noticed the phenomenon of
burnout in himself and his colleagues while working in a clinic. Therefore, he
wanted to define burnout as "failure, exhaustion, or exhaustion due to excessive

demand for energy, strength, or resources" (Kabhill, 1988).

Continuing the research on previous studies that analyzed the definition of
burnout, we find that burnout is considered a well-discussed but poorly
understood phenomenon (Beemsterboer & Baum, 1984). At the same time, since

14



"burnout" can mean anything from influenza to depression, therefore the term is
ambiguous and difficult to distinguish. It is clear that there has been a rapid
increase in the awareness of the definition of burnout in recent years.
Furthermore, there is great interest in Maslach and Leiter's (2008) definition of job
burnout, as they say that when someone is in such a state of chronic fatigue, they
can be thrown off work and their lives can be affected on other levels. For
example, stress, fatigue, and sadness predominate and experiencing fatigue can

lower or deplete your energy in daily life (Maslach & Leiter, 2008).

According to Han et al. (2019) job burnout can be characterized by three basic
parameters. i.e. emotional exhaustion, cynical feelings and alienation from the
work environment and diminished or almost no sense of personal
accomplishment. Moreover, it should be emphasized that burnout refers to the
experience of fatigue over a long period of time and is also associated with
decreased motivation and interest in working (Talaee et al., 2022). In fact,
research shows that high-pressure work can lead to burnout (Embriaco,

Papazian, Kentish-Barnes, Pochard and Azoulay, 2007).

An important point to clarify on the definition of burnout is that, according to
Maslach (1993), burnout is defined as a work-related syndrome. However, there
could be a problem on that point since the results of studies that measure job
burnout can be wrong. The reason is that the workers interviewed are called
"healthy workers", and the rest, who are ill, have job stress or are disabled,
frequently leave the organization in which they work and that has not been
considered (Schaufeli, Bakker, Hoogduin, Schaap and Kladler, 2001). This is
obviously a serious issue concerning the research, as it can inherently decrease

the meaning and validity of its results.

A very interesting definition recently put forward by Queen and Harding (2020)
refers to burnout as something that occurs when you reach your mental,
emotional and physical limits. However, when trying to analyze the term burnout,
it should be noted that confusion arises between the definitions of burnout and
depression symptoms. More specifically, these two terms are not identical when
someone is experiencing distress (Schaufeli et al., 2001). Individual mood
symptoms, which play a central role in both syndromes, are differentiated and

15



distinguished from each other (Schaufeli et al., 2001).

Regarding the analysis of terms at a conceptual level, note that burnout is usually
differentiated in the work environment, whereas depression symptoms are not
confined to specific situations in a person's daily life (Bakker et al., 2000). The
study by Warr (1987) is also essential since it argues that burnout is about
emotional well-being related to work. As a result, the difference between the two
terms lies in the fact that, while people who suffer from depression may
experience a loss of energy in both their work environment and in their leisure
time, people who feel exhausted usually experience a lack of energy in their work
environment (Warr, 1987). It is worth mentioning that unlike depression, burnout
is not listed as a diagnosis in the Diagnostic and Statistical Manual of Mental
Disorders (DSM-5). Certainly, it is worth mentioning that burnout at a developed
stage is likely to spread to other areas of the individual's daily life, such as for
example in their private life, their well-being, and the satisfaction they experience
(Demerouti, Bakker, Nachreiner and Schaufeli, 2000). Eventually, until 1988 the
two most widespread and well-known definitions of burnout were by Maslach
(1982) who defined it as "a syndrome of emotional exhaustion, depersonalization,
and diminished personal accomplishment" and by Pines and Aronson (1981) who
defined burnout as a "physical, emotional and mental exhaustion" (Kahill, 1988).

Since the definition of job burnout was first formulated in 1974, it has been
followed by 140 other definitions that attempt to interpret the meaning of
exhaustion (Hillert, Albrecht and Voderholzer, 2020). It is apparent that the
phenomenon of burnout was found to be classified as a disorder directly related
to the workplace (Hillert, Albrecht and Voderholzer, 2020). At the same time, an
important feature of burnout is not only excessive stress at work, but also the fact
that this stress persists for a long period of time (Bayes, Tavella and Parker,
2021). Of course, it is worth mentioning that the phenomenon of burnout and its
interpretation are highly dependent on changes in the social and cultural
environment. While work burnout is increasing, the negative developments are
going to be depicted on society and work environment (Hillert, Albrecht and
Voderholzer, 2020). In the scientific field of psychology, burnout is defined as "a
physical, emotional, and mental breakdown (state or process)” (Muheim, 2012).

16



Finally, according to the World Health Organization, burnout is: "A syndrome
thought to be the result of poorly managed chronic work-related stress and it is
characterized by three dimensions:

» Lack of energy or feeling exhausted.

* Increased mental distance from one's work, or negative or cynical
feelings concerning one's work.

* Reduced professional effectiveness.

Burnout is particularly relevant to phenomena in professional contexts and
should not be used to describe experiences in other areas of life.” (World Health
Organization, 2019)

Of course, further development of scientific approaches and corresponding
measures are necessary in order to better clarify and, most importantly, more
appropriate studies are needed regarding the 'treatment' of job burnout which is

a problem that plagues more and more people every day. (Muheim, 2012).

2.3 Causes of work burnout

While the definition of burnout has been meticulously analyzed and numerous
approaches have been attempted so as to clarify the terminology, other aspects
related to workplace burnout should be emphasized. When we look at the causes
that lead to burnout in the workplace, we find that the causes are diverse and
often related to the type of work we choose. It is clear that professionals
experiencing burnout are in a state of stress. The reason for this lies in the fact
that the various stresses people experience cause these symptoms of job burnout
(Gold, 1985).

2.3.1 Biological causes

In considering the cause of the burnout phenomenon, it is very interesting and
crucial to refer to this issue and analyze it from a biological point of view. More
specifically, according to Bayes, Tavella, and Parker (2021), several findings
indicate that burnout is associated with continued activation of the autonomic
nervous system. Additionally, a limited number of studies have linked burnout to

'altered immune system functions (Bayes, Tavella & Parker, 2021). But arguably
17



burnout is a syndrome that “results from chronic psychological stress and is
supported by the interaction of the autonomic nervous system with endocrine and
immune processes” (Bayes, Tavella & Parker, 2021). The consequences that
follow at a later time are psychological effects and feelings of fatigue, effect on
bodily systems, such as cardiovascular diseases, metabolic syndrome,
immunosuppression, as well as systemic inflammations (Bayes, Tavella & Parker,
2021). Nevertheless, future experiments are needed to "more carefully delineate
the underlying biological mechanisms of burnout, including interactions between
body systems, to distinguish between cause and effect, and to identify potential
therapeutic targets." Research advances through planning and measurement are
necessary (Bayes, Tavella, and Parker, 2021).

Workplace burnout also appears to have a variety of causes that stem from
personal stress. More specifically, burnout can be caused by physical exhaustion,

sleep deprivation, or alcohol or drug use (Maslach & Jackson, 1981).

2.3.2 The choice of occupation of employees

In their research, Brandstatter, Job and Schulze (2016), identified the person-
environment fit (P-E) as a key requirement for employee well-being. On the most
general level, P-E fit has been conceptualized as “the congruence, match,
similarity, or correspondence between the person and the environment” (Edwards
and Shipp, 2007) that, on the whole, is assumed to lead to positive outcomes with
respect to job satisfaction, job performance, organizational commitment, and well-
being (Kristof-Brown and Guay, 2011; Daniels and De Jonge, 2010; Kristof,
1996). On a more concrete level, two types of P-E fit have been distinguished
primarily: the fit between the demands of the environment and the abilities of the
person (demands-abilities fit) and the fit between the needs of the person and the
supplies available in the environment (needs-supplies fit)( Krumm et al., 2013;
Kristof-Brown and Guay, 2011; Edwards and Shipp, 2007; Kristof, 1996)

Kristof (1996) and Edwards and Shipp (2007), claimed that the degree to which
an organization satisfies individuals’ needs, desires, motives, goals or
preferences, will influence a person’s level of well-being. It is postulated that “the
greater the perceived incongruity, or mismatch, between the person and the job,

the greater the likelihood of burnout” (Maslach and Leiter, 2008).
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Their study showed that people with personalities and dreams that do not match
their job have higher odds of burning out with mental and physical exhaustion. A
loner for example when asked to manage a team will find the situation terribly
stressful. Equal frustration will be felt by someone hungry for power who is kept in
a junior role. This is the mismatch between motivational needs and supplies at the
workplace. The greater the mismatch between a person's thirst for friendship or
power and the opportunities available in their job, the higher their risk of being burnt
out (Brandstatter, Job and Schulze, 2016).

2.3.3 The case of the Covid-19 pandemic

The global outbreak of the Covid-19 pandemic has created many problems and
concerns in many areas of people's lives. Characteristic examples adopted by
many European countries are the lockdowns to prevent the transmission of
diseases, education of students via digital media and working from home also
known as teleworking. At the same time, the rapid outbreak of the coronavirus
has created a series of problems such as economic disruption, unemployment

due to job losses, financial suffering and social isolation.

Naturally, this surge of changes has caused many problems, not only in dealing
with commitments, but also in the state of mind of all people. The fact that it has
spread to all continents within a few months with such great intensity and
frequency, also played a decisive role (Yildirim and Solmaz, 2020). It is important
to highlight that due to the high infection and mortality rates from Covid-19, the
situation is "very likely to lead to many mental health problems such as stress,
anxiety, depression, anxiety and burnout" (Arslan, Yildirim, Tanhan, Bulus and
Allen, 2020) Thus, it seems necessary to list the factors that contributed to stress
and burnout during the Covid-19 pandemic in order to prevent such situations.
Stressful situations in everyday life negatively affect people's psyche and lead to
mental confusion, social disadvantage and depression (Arslan et al., 2020). It is
worth noting that individuals react differently to stressful situations, and this is
related to the different personal, social, emotional and psychological factors
(Arslan et al., 2020). Moreover, Covid-19 pandemic, which has affected people's
mental state, has led to an increase in panic attacks and behavioral problems, in
addition to stress. It should be noted that excessive stress can lead to
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psychosocial problems such as mood disorders and burnout (Arslan et al., 2020).

As far as the link between Covid-19 and workplace burnout is concerned, it's
important to highlight that this burnout has taken on another form nowadays. More
specifically, trying to cope with the pandemic creates feelings of fatigue and
anxiety, and both feelings overwhelm some people. The reasons for these
feelings may vary. For example, the pandemic left many people unemployed, but
those who managed to keep their jobs were asked to work from home (Queen &
Harding, 2020). Changes in some people's lives mean attempts to reconcile work
and family life, as urgent needs and commitments such as childcare align directly
with work (Queen & Harding, 2020). Simultaneously, an ongoing series of
pandemic-related dilemmas were added to the stress and fatigue of everyday life
was. Typical examples are hygiene practices and correctness as well as human
relationships (handshakes, hugs), etc. (Queen & Harding, 2020). These practices
have never been faced by humans before. Owing to this, some might say, people
got into an ambiguous situation, had conflicts over the correctness of their moves,
and experienced a major split. Fear and uncertainty often reign in various crises.
It is common during various crises for anxiety and insecurity to dominate
Nonetheless, accumulated stress can lead to extreme fatigue, extreme

depression, and a mental condition known as burnout (Queen & Harding, 2020).

2.3.4 Workplace

Many researchers have focused on the causes of burnout, both in individuals and
in the work environment (Savicki & Cooley, 1983). Maslach and Leiter (2008)
continued their research on the factors that contribute to burnout, distinguishing
between two sets of factors that predispose a person to burnout. More specifically,
the first set included several factors that could be described as largely predictive,
such as individual workload, control, reward, social networks, job equity, and
values. In the second group, there are individual characteristics such as age,
gender, marital status, and experience (Maslach & Leiter, 2008). Following,
Cordes, Dougherty, and Blum (1997) taxonomy seeks to analyze the factors
involved in workplace burnout. Therefore, they were divided into three groups;
namely, a group attributed to the characteristics of each job or role, a group
attributed to the characteristics of an organization that is prone to burnout and a

20



group attributed to the individual characteristics of each person.

Furthermore, of great significance is Anthony Cedoline's article analyzing the 7
main causes of burnout according to his research. The first cause is the lack of
control over individual life/destiny as growing organizations become more and
more impersonal and therefore, employees are usually excluded from decision-
making. However, when employees participate in decision-making, positive work
attitudes and greater motivation are activated, leading to better job performance
(Beheshtifar & Omidvar, 2013). A second cause of burnout he refers to is lack of
professional feedback and communication. This situation arises when employees
are unaware of the organization's expectations, requirements and potential risks.
This lack of clear information leads to frustration and subsequent stress as
employees feel overwhelmed. Conversely, when an organization fosters a culture
in which everyone can express themselves openly and honestly, employees will
work more effectively and contribute more to the organization (Beheshtifar &
Omidvar, 2013). A third cause of burnout at work is work overload. Researchers
have found a link between being overly stressed and having too much work. Long
working hours, multiple responsibilities, strenuous work, dealing with crises and
risks, and managing people results in excessive stress and burnout (Beheshtifar
& Omidvar, 2013). Additionally, it is very common for work burnout to occur as a
result of ongoing meetings and contact with partners. The need to perform tasks
requires frequent and lengthy meetings with different people, which can be
uncomfortable and exhausting. At the same time, perceived job satisfaction is
logically undermined. An important cause of work burnout is the role conflict
between employees. Although this phenomenon is something that may occur
outside the workplace, when it occurs in the work environment it creates a conflict
of abilities among the employees, a conflict of demands in the workplace, as well
as a conflict of values between employees and colleagues or with superiors
(Beheshtifar & Omidvar, 2013). Role conflict has been shown to lead to low job
satisfaction, frustration, reduced trust in the organization and its people, and high
stress. Eventually, personal factors are a very important cause that can lead
someone to work burnout. Characteristic examples are the financial situation, the
relationship between spouses, the individuality of the character, such as

nervousness, excessive shyness and insufficient stress management. Ultimately,
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this combination of personal and professional stressors contributes to the causing
of job burnout (Beheshtifar & Omidvar, 2013).

Studying the literature research, it is of essence to analyze the burnout in
corporate environments. More specifically, interpersonal relationships are
considered to be an important factor that can lead either individuals or even
groups to high-pressure burnout, (Cordes, Dougherty, & Blum, 1997). Other
Important causes for this are the decreased employee initiative, the increased
workforce, and the decreased commitment between the organization and
employees (Cordes, Dougherty & Blum, 1997). All these qualities lead to an
impersonal work environment full of change, demands and ambiguity. As it turns
out, job burnout is a development process that doesn't occur randomly and can't
be stopped suddenly. In other words, it is a process of gradual erosion (Cordes,
Dougherty & Blum, 1997).

2.4 Effects of work burnout

Professional burnout is a gradual process that results from the buildup of
professional stress and affects one's bodily, psychological, and social well-being
(Maslach & Leiter, 2007). Therefore, the negative effects of the condition have an
affect not only on the person who has it, burdening their mental and physical
health, but also on the company where they work, lowering the quality of the work
they provide and consequently having an impact on the people they interact with
(Hogan & McKnight, 2007; Maslach, 2003; Maslach & Goldberg, 1998; Maslach
& Jackson, 1981).

2.4.1 Effects on the person (employee)

Burnout is clearly an uncomfortable and dysfunctional state that both individuals
and companies want to change (Beheshtifar & Omidvar, 2013). Kahill (1998), who
studied and analyzed the term burnout, associated burnout with a range of
negative emotions such as irritability, anxiety, guilt, helplessness, and anger
(Schaufeli et al., 2001). A study by Bayes, Tavella, and Parker (2021) states that
among other biological effects, workplace burnout can initially cause accelerated
aging. In a 10-year census conducted by Ahola, Vaamanen, Koskinen, Kouvonen

and Shirom (2010), it was found that burnout was also associated with mortality
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in those under 45 years of age. Simultaneously, burnout has also been reported
to be associated with elevated cholesterol and triglyceride levels and type 2
diabetes, where stress appears to stimulate insulin resistance and type 2 diabetes
(Bayes, Tavella & Parker, 2021).

Another important impact of job burnout is the incidence of obesity. At the same
time, fast food consumption, reduced physical activity, alcohol consumption, and
use of painkillers have been shown to be positively correlated with the degree of
burnout a person experiences, thus significantly affecting exercise and diet levels
(Bayes, Tavella & Parker, 2021). In other words, these are the tools used by those
experiencing high-intensity burnout. Another important impact related to health
that occurs when we experience fatigue from work in everyday life has to do with
the immune function which is affected negatively and the micro-inflammations that

may occur (Bayes, Tavella, & Parker, 2021).

Particularly, it has been observed that higher levels of burnout in the workplace
are associated with systemic inflammation in one's body; therefore, it is obvious
that burnout and as a result exhaustion cause serious consequences to the
human body For example, when employees experience chronic fatigue in their
work environment, they also report severe mental health problems (Shirom,
Melamed, Toker, Berliner and Shapira, 2005). Workplace burnout is therefore
very likely to lead to anxiety and depressive disorders and alcoholism (Bakker &
de Vries, 2020). At the same time, workplace burnout is positively correlated with
poor health, sleep disturbances, headaches, and gastrointestinal infections
(Bakker & de Vries, 2020).

2.4.2 Effects on the Organization

Many studies dealing with burnout at work talk about what causes this
phenomenon; while, it is also true that burnout has a negative impact on
individuals and the organizations in which they work. The most common effects
that directly affect organizations include job dissatisfaction, low organizational
engagement, cynicism, and often quitting the job altogether (Beheshtifar &
Omidvar, 2013). Furthermore, impacts affecting organizations include increased
employee absenteeism, decreased productivity, reduced attention span, and

decreased morale (Beheshtifar & Omidvar, 2013). As a matter of fact, many
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studies have reported that workplace burnout is negatively associated with both

performance and turnover (Beheshtifar & Omidvar, 2013).

Definitely, there are ways to prevent burnout, but there are also ways to combat
it; still, the first step is to recognize the signs that prove its existence. The first
signs of burnout are often very important. However, often the person cannot
recognize them and remove them. For this reason, contributions from colleagues,
supervisors, or others who can observe these signs are considered necessary
(Beheshtifar & Omidvar, 2013). Efforts to seek help and support from both
colleagues and the organization's own managers are therefore considered to be
important in bringing workplace burnout under control through programmes that
include preventive measures where necessary. At the same time, there are many
studies suggesting ways to reduce employee burnout levels (Beheshtifar &
Omidvar, 2013).

To conclude, burnout is a common problem for both individuals and organizations
(Bakker & de Vries, 2020). Organizations wishing to tackle this problem must first
understand the causes and effects of burnout. Organizational interventions aim
directly at organizing public health research in programs, but at the same time
design programs and implement them in order to measure and improve the overall
health of workers  (Beit Mashal, Arshadi, Heidari and Asgari, 2021). Therefore,
recognizing the causes of burnout, both understanding its effects and taking
measures is a very important process in order to enable employees or managers
to adapt to new working environment conditions (Cordes, Dougherty & Blum,
1997).

2.5 Telework

The following three sections are related to “flexible work” and its forms, to a
conceptual definition of telework as a form of flexible work and to its historical
development, and finally to the implications (advantages and disadvantages) of
telework for workers and companies that take up and adopt it. The purpose of this
section is to present the evolution of the concept of flexible work, how telework
emerged from there, and how it affects workers and businesses, as well as, to

explore its implementation in today’s realities.
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2.6 Flexible Working

Flexible working or flexibility in the workplace, are phrases that refer to an equally
beneficial arrangement between workers and their employers. This allows both
parties to reach an agreement on where, when and how employees will provide
their services so as to balance their work and personal life. It is important not only
to protect the lives of employees, but also to meet the expectations and
requirements of each company (Thompson, Payne, Taylor, 2015). The term
“flexible working” can take many forms; some more prevalent and having been
around for years, some less common, and some developed parallel to technology.
Since work can be made flexible in many ways, the definition of the term “work
flexibility” was developed and altered over the years in terms of when to work,
where to work and how to work (Dale, 2021). Flexible working arrangements
come in many forms, including Telecommuting, flexible working hours, shifts, etc.
(Kossek, Hammer, Thompson, Burke, 2014; Baltes, Briggs, Huff, Wright, Neuman
1999).

2.6.1 Forms of Flexible Work

According to Kossek et al. (2014), the term “flexible work” includes:

¢ Policies and practices regarding employee hours, schedules and locations.

e Varied employment arrangements and staffing policies, such as flexible
working hours, telework, holidays, and “part-time.”

e Job design and job autonomy alterations giving workers more control over
when and where they work.

e Informal practices such as occasional or constant leaving early or coming to
work.

e Mobile work. For example, working at a customer's place of business.

e The use of technology to communicate and work outside the confines of the

physical business area.

The economic and social advances of the past decade have set the need for
flexibility in the workplace high on the political agenda in the European Union, but
also at the global level. In the fast-evolving field of information and communication
technology, new flexible ways of working are always being invented. These new
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forms of flexible working will affect not only industrial relations between employers
and employees, but also working models, including time, place and type of work
(Vassilakopoulou, 2021).

According to Eurofound's report (2020b), nine new ways of working have been
identified in relation to the requirement for flexible working and have been

updated. These are:

e Work Sharing. A group of employers recruit workers and are jointly responsible
for them.

e Job sharing. Employers hire multiple workers together to fill one vacancy so
that the position is permanently filled.

e Voucher-based labor. Usually third parties (such as a government agencies)
fund a job.

e Internal recruitment. A company "loans" an employee to another company for
a temporary or professional position.

e Occasional work (on demand) where employees provide their services
whenever the company needs them.

e Mobile work based on IT and communication technology. In this case, the
employee works offsite, and the work is supported by IT. This type of work is
a form of telework with fewer restrictions on where you work from.

e Platform work with supply and demand through online platforms. The
operational status of this type has not yet been established.

e Work through a “portfolio” where small freelancers or businesses serve
multiple customers.

e Forms of collaboration; namely, when certain forms of collaboration or

"networking" are involved and go beyond traditional forms of cooperation.

2.7 Teleworking: conceptual definition

Teleworking is a form of arrangement between a company and a worker that
permits total or partial remote work made viable via Information & Communication
Technologies (ICT). Regarding the definition of Telework, although it isn't always
definitely described, in many instances it refers to the usage of Information &

Communication Technologies to make the remote work of personnel and
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managers possible (Martinez-Sanchez, Perez-Perez, Vella-Jimenez, De Luis
Carnicer, 2008).

According to Article 2 of the European Framework Agreement on Telework of
2002 (https://resourcecentre.etuc.org/sites/default/files/2020-09/Telework%
202002 Framework%20Agreement%20-%20EN.pdf), telework is defined as:

"a form of organising and/or performing work, using information technology, in the
context of an employment contract/relationship, where work, which could also be
performed at the employers premises, is carried out away from those premises

on a regular basis."

Telework can also be blended with different sorts of flexible work which includes
flexible hours or part-time employment but is differentiated from remote work. In
reference to remote work, the employee usually works during a trip or from the

company’s other premises (Beauregard, Basile, Canonico, 2019).

The International Institute for Teleworking has defined telecommuting in a broader
way in the sense that someone uses the means of communication & IT to be able
to meet the requests of the clients from any location, either from home, an airport

or a hotel (Gibson, Blackwell, Dominicis, Demerath, 2002).

2.7.1 Historical Evolution of Telework

Due to the oil crisis in the early 1970s, the scientific community began to show
interest in telework. This has led researchers to consider telework as an
alternative to working from company premises (Haddon, 1999). Oil prices were
rising, therefore commuting costs were rising, so naturally there were concerns
about the sufficiency of oil supplies and, of course, about whether this situation
would persist. At the time, telecommuting was seen as a means of business
continuity, with employees working from their home or other locations nearby to
avoid high commuting costs and minimize heating costs both for themselves and
the company. The oil crisis ended quickly, but the interest in telework remained
strong as it was viewed as a means with a dual role; namely, achievement of
company goals, as well as, employee satisfaction. The rapid development of the

IT sector has been driving the development of telework (ILO, 2016).
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In the 1980s, telework was associated with HR Management as a form of flexible
work that helped companies adapt to market changes (Martinez-Sanchez, Perez-
Perez, Vella-dJimenez, De Luis Carnicer, 2008). Meanwhile, a 2012 Society for
Human Resource Management (SHRM) survey found that 91% of HR
professionals concurred that flexible working, including telecommuting has a
positive impact on job satisfaction and organizational commitment/loyalty (Kossek
et al., 2014).

Nowadays, and due to his COVID-19 pandemic, which began in late 2019, it
seems that telecommuting has become a requirement for many companies
around the world and companies are obliged to prioritize employee safety first and
then business continuity and "survival". Companies and workers are now "forced"

to adapt to the new working style, telework, regardless of their readiness.

2.8 Teleworking and implications of its application

Telework is a flexible way of working that has occupied the scientific field, in
particular since the 1970s, and there are many studies on the positive and
negative properties in store for the organizations that adopt it but also on the

employees. More details are discussed in the next 2 subsections.

2.8.1 Effects on employees

Based on bibliographic research from various sources, there are multiple benefits
of telework that workers themselves perceive. First and foremost, it emphasizes
not only on the economic benefits from cost savings that derive from commuting,
but also savings in commuting time, as well as, economic benefits from other

sources such as the cost of clothing (ILO, 2016).

The positive effects of telecommuting on work-life balance have been described
in numerous scientific publications and are determined by the reduction of work
stress as employees gain flexibility (Kossek et al., 2014). Several studies have
linked this flexibility not only to improved employee fitness and health, but also to
greater commitment to work (Kossek et al., 2014). Work-life balance is closely
related to greater job satisfaction that workers gain from the flexibility to work
outside the workplace, having greater autonomy and more 'control’ over their work

(Beauregard, Basile, Canonico, 2019). Workers have the opportunity for more
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professional development as they will not only be able to provide work from
wherever they live but will also be more productive and will be able to focus on
their work without the distraction of the workplace (Gibson, Blackwell, Dominicis,
Demerath, 2002).

Nevertheless, there are opposing views about the negative impact telework has
on employees. Many studies report on social and professional isolation that
people who work remotely can experience. Unless telework is implemented in
very thoughtful and well-planned settings, staff risks being unable to communicate
effectively with colleagues and may lack formal support from peers and managers
(Eurofound, 2020). Their absence from the office space may also be perceived
as contributing less to the achievement of the group’s goals (Beauregard, Basile,
Canonico, 2019).

In this situation, employee professional development may be hampered as their
contributions may not be recognized as readily as other employees with physical
presence at the office space (Beauregard, Basile, Canonico, 2019). According to
Gibson, Blackwell, Dominicis, Demerath (2002), employees who adopt remote
work can develop an “out of sight, out of mind” syndrome, in which their lack of
physical presence prevents them from developing within the organization and

creates a sense of alienation from corporate culture.

Another key issue concerning telework is supervisory control, and more generally
executive control. The use of technology to "monitor" work raises questions about
personal data, reduces job satisfaction and inverts the sense of autonomy leading
to a phenomenon known as the "autonomy paradox”, where the employee may
experience the close "control" resulting in working longer working hours and
having higher stress levels in order to meet business requirements (Eurofound,
2020a; Eurofound, 2020b).

Among the negative effects workers experience, as a result of working from home,
is the circumvention of working hours and wages; namely, the employees may be
exploited by employers or supervisors who often take advantage of the flexibility
afforded by telework to manipulate workers to accept lower wages or meet

increased demand for work without paying overtime (Kossek et al., 2014).
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Employees often work several hours outside of their main working hours with
direct impact on their work-life balance. The boundary between work and personal
time is a very sensitive issue for remote workers as these boundaries are very
often blurry and unclear. This is often related to an employee's workload, personal

work ethic, and career prospects (Eurofound, 2020b).

2.8.2 Implications for the business

As far as companies are concerned, our literature review shows that the
introduction of flexible working arrangements such as telework can contribute
significantly to corporate benefits (Beauregard, Basile, Canonico, 2019). First off,
it has a tangible impact on the cost savings for companies, as employees require
less facilities and the cost of renting, maintaining, and equipping facilities
decreases. Savings, also, come from less sick leave and less employee turnover
(reduced hiring costs), as well as improved work-life balance and employee job
satisfaction that contribute positively to these factors. Telecommuting also
reduces workplace accidents (Beauregard, Basile, Canonico, 2019; Gibson,

Blackwell, Dominicis, Demerath, 2002).

Increased job satisfaction offers companies several more benefits, including
increased productivity, better customer service, and greater employee
commitment to the company. An equally valuable benefit for companies adopting
remote work is the increased resumé base they receive by removing geographic
restrictions (Kossek et al., 2014). Employers have the opportunity to select from
a wider range of resumés so as to select the employee best suited to the
requirements of the position. Improved employee morale enhances continuity of
corporate strategy, improves ability to manage different “time zones” and

enhances cultural adaptability (ILO, 2016).

From a more macro perspective, the benefits of telework go beyond the corporate
microcosm and have a positive impact on society as a whole. Telework is
increasing access to work for people with special needs putting aside from major
barrier of daily commuting. Businesses also reduce their “carbon footprint” by

reducing employee commute (ILO, 2016).

However, telework conceals the company's struggles and malfunctions. Many
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studies point out employers' concerns about the lack of communication among
employees, the sense of isolation employees feel, which in turn leads to less
attachment to the company and a decline in job satisfaction and ultimately
productivity. Some executives believe remote workers lack a sense of teamwork

and shared goals (Gibson, Blackwell, Dominicis, Demerath, 2002).

Information and system security is also a very important component for
companies. Access to business “shared files” and confidential information,
whether through public networks or PCs, either intentionally or unintentionally,
poses risks and can expose confidential information. (ILO, 2016). Another
“cloudy” factor of telework has to do with the issue of required technical equipment
and benefits for employees, which is not yet fully understood. It is still unclear who
will pay for the costs of technical equipment and various costs arising from
working from home, such as internet connectivity and electricity consumption
(Eurofound, 2020a). Table 1 below summarizes the benefits and challenges of
telework according to the International Labor Organization (ILO, 2016).

Table 1 - Benefits and challenges of telework (ILO, 2016).

Potential Benefits / Promises Potential challenges / Disadvantages

Society Environmentally friendly

Reduced pressure on infrastructure
Global cooperation

Improved disaster preparedness
Better for people with disabilities

Employers Reduced overheads Increase in other type of expenses
Increased profit margins Increasing IT needs
Lower HR turnover Security Issues
Larger "reservoir" of candidates Not possible for all job positions

Partial loss of control

Flexibility in terms of personal / family | Lack of work & personal life balance
Employees | needs

Higher autonomy Working overtime

Greater job satisfaction Difficulties in separating personal & professional
life

Reduction of work stress Social & professional isolation

Improving work-life balance Lost chances

31



2.9 Telework and Burnout during Covid-19
pandemic

Occupational burnout which is a problem that has plagued many researchers and
scientists for decades, has taken on many facets during the pandemic crisis, this
time affecting in a special way the employees following a remote work model
(Sablock, 2022). The pattern used, which already had a great impact in all
European countries and was also used during the lockdown periods, was not easy
to assess as per its effectiveness and proper functioning. Firstly, it must be kept
in mind that this refers to the same job tasks that each employee had previously
performed at the business site. This meant that there were certain responsibilities
and tasks that were scheduled ahead of time and were supposed to be performed
and completed during the day. The same was true for employees working from
home. The mere fact that employees were working from home did not change the
fact that no new bases and working conditions were created unless previously

agreed with the employer, which they were not (Sablock, 2022; Hyderiotou, 2022).

Especially during the Covid-19 period during which unemployment rates were
rising, many employees in need of meeting their employers' demands and
perhaps win their favor and safeguard their employment, worked overtime and
took on many different and sometimes additional tasks. The employees acted
based on the thought that they had the benefit of working from the comfort of their
personal space and the savings of time normally required to commute to the office
(Sablock, 2022; Hyderiotou, 2022).

Therefore, many of them were showing symptoms of burnout as they battled to
cope with their increased responsibilities and the remote work they were not used
to in the pre-pandemic era. Of course, this was not limited to the initial lockdown
period, but was repeated over the course of two years, in which period they were
constantly under pressure and increased responsibility. Studies conducted
specifically on the levels of burnout have proved that about 65% of employees
reported working 40 or more hours per week. This is an increase of about 14%
from the levels of 2020. More specifically, they reported that working more hours
contributed to achieving their goals and completing the tasks they took on, but
this was done at the expense of the mental well-being (Hyderiotou, 2022).
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Additionally, it was pointed out that leave was very difficult to obtain during the
pandemic. This added an additional strain on employee mental and physical
health and exacerbated burnout. Research also showed that as employees
become more familiar and comfortable with online meetings, they tended to
schedule back-to-back appointments, often losing their sense of time (Igeltjgrn &
Habib, 2020). On the other hand, companies fail to constantly monitor to provide
adequate support and manage workloads due to their daily workflow. This
resulted in the appearance of initial and subsequent burnout symptoms. Workers
had to deal with matters related to the proper management and application of
work boundaries. Employees often stated that they had lost track of time due to
the fact that they were in their personal space with all amenities, meals and
comfortable clothes. Furthermore, when they were given more tasks to complete,
they usually did so immediately. Unsurprisingly, this led to an initial feeling of
exhaustion on both psychological and physical level, and after a while a large
percentage of them reported the opposite results from those they had at the first
time of implementing teleworking. These included disliking work, not performing
duties effectively, and avoiding many important projects that should have been
done. In reference to productivity in a remote work environment, 82% of
employees supported that they were equally or more productive in the last 12
months when they worked only or partly from home, than during their pre-

pandemic arrangements (Hyderiotou, 2022; Igeltjgrn & Habib, 2020).

2.10 Telecommuting and personal & professional
life balance

The subject of research in recent years has been the application of teleworking
and the effort on maintaining a balance between the personal and professional
life of the individual. This popular way of working is not only adopted by
multinational organizations, but also by other companies as a means to facilitate
the continuous flow of work remotely or otherwise referring to it as "the work
performed at a distance using information and communication technologies (ICT)"

or alternatively as "work from home" (Felstead & Henseke, 2017).
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It's obvious that the application of telework is directly related to the personal space
of a person who has family and loved ones. The question is how much time that
person ultimately spends with loved ones, and how efficiently can he balance an
effective career path? Managers of companies take a stand on that and argue
that those who set the necessary boundaries in terms of time and volume can
achieve the desired balance between work and personal life (de Macédo et al.,
2020). This approach gives employees the opportunity to achieve an optimal
quality of life as they limit their professional responsibilities and dedicate the
necessary time to their personal lives. In this way, integration of the individual can
be attained, and this distinction may be perceived as a right they have which is
beyond the work he is being paid for. There are scientific positions about the
desired balance between work and personal life, and accordingly when individuals
feel that they have fulfilled their social, personal and professional roles in the best
possible way, it's when they reach this equilibrium and thus, feel satisfied with its
functioning (de Macédo et al., 2020).

In addition, it should be noted that the employee's professional role can be
upgraded and their performance can be improved, as it occurs outside the normal
work environment and is free of constant distractions like direct instructions from
supervisors, other coworkers, and discussions with colleagues and phone calls to
answer. The lack of these factors can indeed lead to an increase in individual
concentration and thus it preconditions increased productivity. From surveys
conducted on remote work and efficiency it was found that 84% of employees who
worked remotely reported improved performance, and 81% of all respondents
noticed improved results compared to when they were working from the office
(Sablock, 2022). In order to give an objective perspective without
overemphasizing the merits and demerits of work-life balance of telework, the

following points are listed:

e The advantage of time is included in achieving positive factors and balance in
terms of organization, better management of the day-to-day events of an
individual's life and, as a result, stress is managed more effectively. Overall,
satisfaction at work and their personal life is achieved most of the time as work

is designed by the employees for themselves.
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e Negative factors associated with restoring balance include increased working
hours, constant availability of the person even when not working, taking on
more responsibilities, and additional responsibilities for workers, burdening

them with continuous overtime hours (Sablock, 2022).

2.11 Telecommuting and the Covid-19 pandemic

Through recent surveys by EUROSTAT (European Statistical Service) and
EUROFOUND, the rapid increase in telework rates in recent years has been
recorded. In the year 2019 until just before the outbreak of the COVID-19
pandemic, at the level of Europe of 27, the percentage of teleworking did not
exceed 15%, including regular as well as occasional teleworkers, with smaller
percentages varying around 2 to 3%, with some countries reaching up to 36-37%.
As far as Cyprus and Greece are concerned, the recorded percentages were
around 2-3% and 5-6%, respectively. After the outbreak of the pandemic and
according to data collected in April 2020, the lowest percentage of telework is
recorded at 18%, while the highest percentage is 58%. The leap in percentages
demonstrates the great push towards teleworking, which has become the new
way of working for millions of workers and employers both in the European Union
and worldwide, without them having the necessary knowledge and experience to

ensure safety, the health and well-being of employees (www.mlsi.gov.cy, n.d.).
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Figure 1 - Prevalence of telework across EU Member States. Source: Eurostat, LFS.
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Figure 1 above shows that as of 2019, the share of employed working from home
regularly or at least sometimes was above 30% in a handfulof countries, including
Sweden, Finland, and the Netherlands, whereas it was below 10% in half of EU Member
States. Between these two extremes, there were countries such as Belgium, France and
Portugal where the share of telework ranged from 15 to 24%. Countries in Northern
Europe showed the largest growth in the prevalence of telework over the past decade,
albeit sizable increases also took place in other Member States, notably in Portugal,

Estonia, and Slovenia (Milasi, Gonzales-Vazquez, & Fernandez-Macias, 2020, p.4).

Covid-19 pandemic has forced governments of almost every country around the
world to impose a series of restrictive measures. As of April 2020, various
countries around the world had over 2.6 billion people in lockdown, resulting in
80% of the global workforce without access to their work premises (ILO, 2020).
Most companies have switched to using telecommuting so as to continue
operations within the limits of the restrictive measures imposed. Companies and
workers rapidly adapted to this way of delivering work. As reflected in Eurofound
(European Foundation for the Improvement of Living and Working Conditions)
surveys, there was an increase of 36% in April/May 2020 and 44% in June/July
2020 on the European average of working from home which remained at these
levels in the second year of the pandemic, 42% for February/March 2021 (Ahrendt
and Mascherini, 2021).

The greatest increases in telework were witnessed in Scandinavia and in
countries such as Holland and Belgium, where a telework culture already existed.
Conversely, the lowest percentages were recorded in Romania, Greece, Croatia,
Hungary, Bulgaria and Cyprus. In Greece, the low telework rate of about 30% in
February/March 2021, dropped to 10% after eight months of application thus
suggesting that telework cannot become part of Greek business culture. Although
there were differences in telework practices worldwide, many international studies
conducted have concluded that telework appears to have a positive impact on
productivity and employee satisfaction. Furthermore, many support the idea that
this type of work will become a popular choice used by businesses, even after the
pandemic crisis is over, as they view it as beneficial. A related survey conducted
in the UK found that 87% of workers would prefer to do some of their work

remotely, and 50% would prefer to work only from home or do most of their work
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from home. (Felstead & Reuschke, 2020).

Similarly, a study in the United States found that 81% of workers do not want to
return to the office post-pandemic or would prefer a hybrid schedule, with only
18% wanting to return to the office full-time (HBS, 2021).
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Chapter 3
3. Methodology

3.1 Introduction

The methodology used to conduct the specific study intended to explore whether
work from home affects the chances of burnout and the factors that play a key
role. The objective of the study will be discussed first, followed by the methodology
used and the process used to choose the survey group. The procedure for
gathering data will then be described, followed by a description of the research
tool. Finally, the data analysis techniques, survey validity and reliability will be

explained.

3.2 Research Objective and Strategy

The purpose of this research is to contribute constructively to the bibliography the
opinion of the employees as to if and how work from home contributes to burnout.
The results of this research are important to corporations and especially HR
specialists because their role in such circumstances is of vital importance as these
are the individuals who are called upon to handle and manage in practice this

drastic change from traditional working conditions at the office.

This study's objective is to investigate whether work from home affects the
chances of burnout and in which ways but also the factors that play a key role.
For the survey, quantitative research was conducted by using a questionnaire.
The researcher's goal in using the online questionnaire, which consists of
statements, is to gather opinions from a certain population. According to Gaille
(2020), the online questionnaire has several benefits, including low costs, quick
data collection, anonymous data collection, and easy access to a sizable

demographic sample.

Online surveys have some drawbacks, such as dishonest responses, participants
who don't comprehend the questions, and a lack of personalization (Gaille, 2020).
The study was used to investigate the factors that influence burnout.
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In the first section of the study, the topic was approached using previously
published literature, and the theoretical framework for the current work was
developed. In the second section, research data were collected and analysed
using a questionnaire, with the goal of determining whether or not the previously
published literature was supported or refuted. A cross sectional-study was
followed as the data was collected at a specific point in time and is focused on
finding relationships between variables at a specific point in time. Furthermore, it
has less power to detect-cause effect relationships than experiments, as all

elements with potential impact are not under our control and/or are not known.

3.3 Population, sampling and collection process
data

A simple random heterogeneous sample of people who have worked from home
in Cyprus and other countries (France, Greece, England, Lebanon, Canada) were
asked to participate in the survey. The sample was considered heterogeneous as
the participants had diverse characteristics and thus providing maximum variation
possible. The survey was written in English using the Google Forms software. 160
responses were gathered. The questionnaire's recipients were encouraged to
forward it to friends and co-workers who had also worked from home, so it is not
known how many questionnaires were actually distributed. This is called the

snowball technique which aided to collect more responses.

According to Frey (2018), the snowball sampling method (also known as the
snowball technique) is a technique used by researchers to create a large sample
through referrals made by people who share the characteristics of the target
population, known as snowball sampling. This approach aims to gather as many
answers as possible in order to maximize the reliability of the sample. Google
Forms was used to construct the survey questionnaire, which was then sent as a

link to interested parties via email and message.

From February 18 to March 12, 2023, a total of 160 complete responses were
gathered. In section 1 of the questionnaire participants are required to provide
some personal demographic data, including their age, position within the

business, number of years of employment, industry/sector they work in, and
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gender. In the second part, they were required to respond to statements about
their emotions, problems, or thoughts related to working from home or in an office
using the Likert scale (strongly disagree, disagree, agree, strongly agree or have

not worked from home/do not work at the office).

3.4 Description of the research tool

The evolution and development of the way investigations are conducted was
inevitable in an era of constant technological advancement. Online surveys that
use questionnaires can now be conducted much more quickly and easily thanks
to the development of the internet. According to (Cleave, 2023), questionnaires
have always been a standard component of many surveys for data collection
because they have a number of benefits, including their low cost of conducting,
the ability to collect data quickly, quickly reach the target population, reach a
sizable portion of the target population, and allow respondents to participate

anonymously.

Since the questionnaire is the real source of the data, it is the most crucial
component of a survey. In order to be able to write appropriate and accurate
questions as well as appropriate and clear directions for each part of questions,

the researcher should place emphasis on the questionnaire.

There are six different categories of questions that can be included in a

questionnaire, according to Zappa (2022) these are:

1) closed ended questions that the participants are invited to answer with

a yes or no

2) open ended questions where participants have the option to answer in

their own words

3) multiple choice questions which enable the participants to choose an
answer from several options 4) evaluation type questions where

participants choose a number from a scale provided

5) "Likert" scale questions where participants answer the question

according to how much they agree or disagree with the given statement
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6) developing questions which give participants the choice of several
answers from a menu and usually are used for ease of response by

participants

To ensure that the right information is collected for the study, the researcher must
decide which of the aforementioned types of questions to include in the

questionnaire.

3.5 Research Design

The structure of the current research (see Appendix) included a brief introductory
note outlining the goals of the study, who was responsible for undertaking it, and
that the study was voluntary and anonymous. Below is a presentation of its four

sections:

In the section 1: Participant Demographics, the participants are asked to answer
questions concerning their personal information such as gender, age, living status
and how many years they have been working. The questions in this part of the

questionnaire are all multiple choice.

In the section 2: Working from home, the participants are asked by using the Likert
scale to express the level of agreement or disagreement with certain emotions,
issues or thoughts that have to do with working from home. The participants are
asked to answer by choosing from strongly disagree to strongly agree using the

Likert scale.

In the section 3: Working at the office, the participants are asked by using the
Likert scale to express the level of agreement or disagreement with certain
emotions, issues or thoughts that have to do with working at the office. The
participants are asked to answer by choosing from strongly disagree to strongly

agree using the Likert scale.

In the section 4: General statements, the participants are asked by using the Likert
scale to express the level of agreement or disagreement with general statements
about working from home. The participants are asked to answer by choosing from

strongly disagree to strongly agree using the Likert scale.
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Below is a table linking the research questions to the questionnaire statements

derived from the literature review.

Table 2 — Mapping survey questions to research objectives and literature review.

Satisfaction: Sections 2.4, 2.8.
Element of working overtime:
Sections 2.8.2, 2.9, 2.11. Element of
Communication: Sections 2.1, 2.3.4,
2.8.2. Element of time management:
Sections 1, 2.2, 2.8.2, 2.10. Element
of quality of work: Section 2.4.1.
Element of Anxiety: Sections 2.3 .4,
2.4.1, 2.4.2. Element of Motivation
Sections 1, 2.2, 2.3.4. Element of
Exhaustion: Sections 2.2, 2.3

Research Does work from Which factors Which
Question home affect affect burnout the | demographic
addressed chances of most and in groups are
burnout? which way affected the
most?
Statement of the | All questions of All questions of Questions
questionnaire section 2 (Factors | section 2 (Factors | 1-8 and 12-13
that examines that affect that affect
the research burnout when burnout when
question working from working from
home) & 3 home) & 3
(Factors that (Factors that
affect burnout affect burnout
when working at | when working at
the office) the office)
Sections of the Element of Productivity: Sections Gender
literature review 24.2,2.8.2,2.10. Element of Age
that helped Motivation: Sections 1, 2.2, 2.3.4. | Living Conditions
ldentl_fy . Element of commitment / loyalty: Nu_mber of
questionnaire . Children
TS Sections 2.3.1, 2.4, 2.8,.2.8.2. Age of Children
Element of teamwork: Section 2.8.2. Employment
Element of career Advancement: Status
Section 2.8.2. Element of task Years of
management: Sections 1, 2.3.4, 2.9, | Professional
2.10. Element of managing childcare: | EXperience
Sections 1, 2.3.4. Element of Stress: \(;.)Vurrent/Latest
) ork Level
Sections 1, 22, 231, 234, 24, (POSItlon)
2.8.1, 2.8.2. Element of Work Balance Industry of
/ Well-Being: Sections 1, 2.2, 2.3.1, | Activity
2.4,2.10, 2.11. Element of Job Time Working
from Home

42



3.6 Data Analysis Method

The method used to analyse the data of this research is Microsoft Excel. After
collecting the data from the questionnaires, the data was extracted onto an excel
file which was used to generate descriptive statistics such as measures of central
tendency (mean) and variability (standard deviation). The purpose of the mean is
to show where the center of a data set lies while the purpose of the standard
deviation is to show the measure of deviation around that mean (how dispersed
the data are around the mean). Analysis and interpretation of the results were

done and the conclusions were drawn.

3.7 Validity and Reliability

Two ways were used in order to check for validity and reliability of the responses.
Firstly, the questionnaire consisted of two or more questions around each element
investigated. The questions were also set up to oppose each other. Thus, one
would expect opposite replies that led to the same meaning in the response. This
match in behaviour ensured both reliability and validity. Secondly, since more than
one pair of questions was set up to investigate for each element, correlation
coefficient was used to find the type of relationship between the different data
within the same categories of questions (factors). If the coefficient was positive,
this meant the data were correlated in the same direction (a positive increase in
one variable meant a positive increase in the other). If the correlation was
negative, this meant the data were correlated in the opposite direction (a positive
increase in one variable meant a negative decrease in the other). If the correlation

was zero, this meant the data were not correlated.
Here are the numbers of questions investigating factors:

1. Productivity
a. 2 questions for home working
b. 2 questions for office working
2. Motivation
a. 2 questions for home working

b. 2 questions for office working
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3. Fatigue
a. 2 questions for home working
b. 2 questions for office working
4. Stress
a. 2 questions for home working
b. 2 questions for office working
5. Attachment and career perception
a. 4 questions for home working
b. 4 questions for office working
6. Organization and time management
a. 9 questions for home working
b. 9 questions for office working
7. Work relations and empowerment
a. 5 questions for home working
b. 3 questions for office working
8. Job satisfaction and production
a. 5 questions for home working
b. 5 questions for office working

Under factor 7, work relations and empowerment, there were 2 less questions in
the section ‘work at the office’ as there were no applicable opposing questions.
The questions were related to whether companies offered the necessary

knowhow and/or equipment for employees to work from home effectively.
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Chapter 4

4. Presentation of the
Research Data

4.1 Introduction

In the sections that follow the eight main factors which were identified will be
explained. Followed by a presentation of the demographic data collected and also
presentation of the respondents’ replies to the different elements of the survey.
Means and standard deviations are also shown and their origin will be explained.

Their purpose was already explained in section 3.6 above.

4.2 Relation between elements and burnout
factors

Our survey is twofold, the identification of the surveyed, and their responses. The
first part studies the participants to help build profiles and groups by
demographics, type of work, industry, organizational relations at work, and level
of work at home and the office. The second part studies the survey’s participants
in their work through 8 factors for which we want to better understand. Our aim is
to establish which ones would really have an impact if they correlate one to

another and to what degree if they do.

The elements of potential influence are regrouped in the following 8 factors:

-_

. Productivity

2. Motivation

3. Fatigue

4. Stress

5. Attachment and career perception
6. Organization and time management

7. Work relations and empowerment
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8. Job satisfaction and production

Below is a table summarizing the factors related to burnout at work, including
those specific to remote work, and how they may affect different demographic

groups.

Table 3 - Factors that affect burnout.

Burnout Factor

Impact on

Impact on Burnout

Demographic Groups

Remote Work
May increase
due to lack of

High workload can

Affected

Those with heavy

Proquc?'v'ty and boundaries lead to exhaustion workloads or tight
Motivation :
between work and stress deadlines
and home
May increase Lack of autonom Those with low
Work relations | due to more ny autonomy (limited
can lead to feelings - :
and control over decision-making
of powerlessness :
empowerment work power) or little control

environment

and stress

over their work

Organization
and time
management

May decrease
due to difficulty
separating work
and home life

Poor work-life
balance can lead to
exhaustion and
stress

Those with caregiving
responsibilities or
other demands outside
of work and difficulty
managing their time

Attachment and
Career

perception - Job
satisfaction and

May decrease

due to isolation
(reduced social
interaction) and

Low job satisfaction
can lead to
disengagement and
burnout

Those with long work
hours or little time for
rest and recovery.
Those who highly
value social interaction

production lack of feedback
and support at work
Fatigue can Fatigue can
contribute to contribute to Those with long work
Fatigue burnout and burnout and hours or little time for
decreased job decreased job rest and recovery
performance performance
May increase ,
Chronic stress can .
due to : Those who experience
. contribute to .
Stress uncertainty and burnout and high levels of stress at

change in work
processes and
demands

physical health
problems

work or are more
susceptible to stress

(Li & Yang 2020; Maslach & Leiter 2016; Cohen & Janicki-Deverts 2012; Berset
et al., 2011; Bakker et al., 2005; Demerouti et al., 2001)
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4.3 Presentation of the demographic data

As mentioned above, 160 complete responses were collected of which all were
kept and considered valid while none was rejected. It should be mentioned that
out of the 160 respondents 37 (23.1%) declared that they have never worked from
home. 38.1% of respondents were males and 61.9% of respondents were

females. Female respondents are almost twice as many as the males.

Gender

Figure 2 - Distribution of respondents according to their gender.

When looking at the age groups, the below chart shows the distribution of

respondents per their age group:

Distribution of Respondents per Age Group
45.0% 41.9% 41.9%
40.0%
35.0%
30.0%
25.0%
20.0%
15.0%

10.0% 5.4%
e 5.6%

0.0% I

18-25 26-35 36-45 46 - 55 over 55

Figure 3 - Distribution of respondents according to their age group.
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The below chart shows that most respondents are living with a partner and have

at least one child followed by respondents who live only with a partner but have

no children.
Respondents Living Conditions

45.0% 40.6%

40.0%

35.0%

30.0% 28.1%

25.0% 22.5%

20.0%

15.0%

10.0% 6.9%
5.0% 1.9% -
0.0% |

Single Single with children With partner With partner and With Other
children (roommate, parents

etc)

Figure 4 - Distribution of respondents according to their living conditions.

The pie chart below shows that 54% of respondents replied that they do not have

any children, and none had more than three.

Respondents with children if any

= | do not have any children
=]
u2

3

Figure 5 - Distribution of respondents according to how many children they have.

Of the remaining 46% of respondents who have children, below is a chart showing

the age of their youngest child.
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Age of Respondents' Youngest Child if any

= | do not have any children

= Younger than 3 years old

= Between 3 and 6 years old
Between 6 and 8 years old

= Between 8 and 12 years old

= Over 12 years old

Figure 6 — Distribution of respondents according to the age of their youngest child (if any).

A large majority of the respondents, 76.9%, worked in the private sector followed
by the public sector with 17.5%. 0.6% were unemployed at the time of the
research and 5% were self-employed as shown below.

Current Employment Status
90.0%
80.0% 76.9%
70.0%

60.0%

50.0%

40.0%

30.0%

20.0% 17.5%

10.0% 0.6% - 5.0%
0.0% I

Unemployed Private sector employee  Public sector employee Self employed

Figure 7 - Distribution of respondents by their employment status.

39.4% of respondents have between 11 and 20 years of working experience. Only

1.9% of respondents have over 31 years of working experience as shown below.
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Years of Professional Experience

45.0%
39.4%
40.0%
35.0%
30.0% 26.3%
25.0%
20.0% 18.1%
14.4%

15.0%
10.0%

5.0% 1.9%

0.0% —

0-5years 6 - 10 years 11 - 20 years 21 -30vyears Over 31 years

Figure 8 — Distribution of respondents by their years of professional experience.

40.6% of respondent hold simple positions such as officers and 11.9% are
administrative staff. 36.3% hold higher managerial (senior/junior) positions while
6.9% hold senior executive positions such as CEOs and general managers. Only
4.4% are either self-employed or are shareholders in companies.

Respondents Current/Latest Work Level

45.0% 40.6%
40.0% 36.3%
35.0%
30.0%
25.0%
20.0%
15.0% 11.9%
10.0% 6.9%

5 0% 4.4%

; _
0.0% |
Officer/Employee Managerial Employee  Administrational Executive (owner, Director/ General
(Senior/Junior) employee shareholder, self Manager / CEO
employed)

Figure 9 - Distribution of respondents by their current/latest work level.

Regarding the matter of cooperation with other, only 3.1% of respondents do not

have to cooperation with other persons.
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Does your work require cooperation with other persons?

3.1%

=mYes =®mNo

Figure 10 - Distribution of respondents according to whether their work requires cooperation with other
persons.

Regarding the matter of their supervision by others and their supervision of others,

respondents’ replies are depicted in the below two charts:

Does your work require supervision of other persons?

= Yes = No

Figure 11 - Distribution of respondents according to whether their work requires supervision of other
persons.
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Does your work require being supervised by other persons?

= Yes = No

Figure 12 - Distribution of respondents according to whether their work requires supervision by other
persons.

The respondents’ activity was distributed among nine major industries as shown

below:
Respondents Industry of Activity
30.0% 26.3%
25.0%
9 19.4%
20.0% 18.8% ’
15.0% 12.1% 13.:8%
10.0%
) 4.4% 2.5%
5.0% . o 1.3% 0.6%
0_0% - | —
IT/
. . Telecomm Health / |Hoteland | Other:
Financial /. . . - . |Governme o :
unications Services = Shipping Education Pharmace | Hospitalit Humanita
Insurance nt . .
/ utical y rian
marketing
M Seriesl  18.8% 13.1% 19.4% 26.3% 4.4% 13.8% 2.5% 1.3% 0.6%

Figure 13 - Distribution or respondents according to the industry of their professional activity

The below two charts show how often respondents used to work from home

before and during Covid-19 versus after Covid-19.
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You have been working from home: (before and during Covid-19)

70.0%
60.0% 58.1%
. 0
50.0%
40.0%
0,
30.0% 23.1%
20.0% 16.9%
10.0%
1.9%
| have never worked from | have always worked from Most of the time / Usually The last 2 - 3 years
home home

Figure 14 - Distribution of respondents according to the frequency they had been working from home
before and during Covid-19.

How often do you work from home? (after Covid-19)

40.0%
35.6%

35.0%
20.0% 29.4%

. (]

25.0%

25.0%

20.0%

15.0%

10.0%

10.0%

5.0%

0.0%

| have never worked from Once per week 2 - 3 times per week Every day

home

Figure 15 - Distribution or respondents according to the frequency they had been working from home after
Covid-19.

The below two charts show the number of daily hours respondents complete when

they work from home versus when they work at the office.
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Number of daily working hours completed when respondents
work from home

45.0% 40.6%

40.0%

35.0%

30.0%

55 0% 24.4% 23.8%

20.0%

15.0%

10.0% 8.1%
5.0% . 3.1%
0.0% L

8-10

More than 10

| don’t work from Less than 5 5-8
home

Figure 16 — Distribution of respondents according to the number of daily working hours they complete
when they work from home.

Number of daily working hours completed when respondents
work at the office

50.0% 47.5%

45.0%
40.0%
35.0%
30.0%

41.3%

25.0%
20.0%
15.0%
10.0% 7.5%
5.0% - 2.5% 1.3%
0.0% o w—
| don’t work at the Less than 5 5-8 8-10 More than 10
office

Figure 17 - Distribution of respondents according to the number of daily working hours they complete when
they work at the office.

4.4 Presentation of the distribution of the
responses

In this section, we present the responses to the Likert scaled questions and
describe how we valued them. We then conducted a preliminary analysis, which
involved presenting the ratio distribution of answers for each question, as well as
their mean and standard deviation. Overall, this analysis aims to provide an initial
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understanding of the data and highlight any trends or patterns that may emerge
from the responses. The mean and standard deviation allows not only to do direct
comparison, but also to visualize the distribution of the answers in regard to the

participants’ inclination to agree or disagree with statements of the survey.

For the questions using the Likert scale for responses, they are allocated values
to allow for evaluation of mean, standard deviation and correlations. However,
they were given values in a way that subsequently calculated parameters make

sense within the same framework allowing to be compared to one another.

Thus, in the Table 5 that follows, presents the survey information for the case
where the participants work from home. The opposite valuation is given for the
case where the participants work from the office. The Table 6 shows the value

given for each answer.

As mentioned above we analysed the answers by pairs of opposing elements,

(home vs office).

Table 4 - Values allocated to the Likert Scale responses.

Not worked [Not worked| Strongly | Disagree |Agree|Strongly

from home |from office | disagree Agree
Responses for
Questions 1 to 31,
except 6 and 8 0 -2 -1 + *2
(Work from Home)
Responses for
Questions 32 to 60, 0 +2 +1 1 2

except 37, 39, and 59
(Work at the Office)

Responses for
questions 6 and 8 0 +2 +1 -1 -2
(Work from Home)

Responses for
questions 37, 39, and 0 -2 -1 +1 +2
59 (Work at the Office)

The means and standard deviation, and correlation, makes use of the above

values attributed to each answer.
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Table 5 - Questions from section 2 related to working from home.

Not
Questions related to worked |Strongly/| . Strongly Standard
working from home from |disagree PIEEEIRR) (el Agree LR Deviation
home
Productivity
1 My productivity increases | 16.9% | 4.4% | 23.8% |29.4%| 25.6% |0.481 1.23
2 || am more productive 18.8% | 3.8% | 24.4% |30.0%| 23.1% |0.444| 1.20
Motivation
3 [My motivation increases 16.9% | 3.1% | 31.9% |26.9%| 21.3% |0.313| 1.21
4 || am more motivated 181% | 4.4% | 32.5% |28.8%| 16.3% | 0.2 1.19
Fatigue
5 |l feel less tired 18.1% | 5.0% | 16.9% [32.5%| 27.5% |0.606| 1.20
| feel more tired/exhausted | 17 5o/ | 15 0, | 43.1% |15.6%| 8.8% | 0.4 | 1.18
when | work from home
Stress
7 My stress levels decrease | 18.8% | 5.0% | 23.8% [28.8%| 23.8% [0.425| 1.23
| believe that | have more
8 [anxiety when | work from | 16.9% | 17.5% | 39.4% [16.9%| 9.4% [0.388| 1.22
home
Attachment and career perception
My commitment/loyalty to o o o o o
gthecompanyincreases 17.5% | 3.8% | 28.1% [26.9%| 23.8% |0.388| 1.23
10| feel more connected to | 47 sor | ggo, | 43.8% (23.8%| 6.3% |-0.25| 1.10
the company
The chances of career
11ladvancement are 16.3% | 8.8% | 50.0% |18.1%| 6.9% |-0.356| 1.09
increased
| find that teamwork o o o o o
12increases 16.3% | 13.8% | 45.6% [15.0%| 9.4% |-0.394| 1.18
Organization and time management
13 complete my tasks i 16S| 15 8%, | 5.6% | 23.8% |30.6%| 21.3% |0.381| 1.22
14)! can effectively manage | 4g g0, | 550, | 13.1% [38.8%| 26.9% |0.744| 1.07
my time
| can manage to balance
15\work and personal’/home | 18.1% | 3.8% | 10.6% [38.8%| 28.8% [0.781| 1.09
responsibilities effectively
1p| S easier forme to decide | 15 4o, | 949, | 24.4% [30.6%| 17.5% |0.225| 1.258
to quit for the day
17| can manage everyday | 4g o0/ | g0, | 13.8% [35.0%| 33.8% |0.875| 1.05
day tasks effectively
1g|! can manage my childcare| 5g 1o, | g g0, | 16.3% [30.6%| 18.1% |0.369 | 1.16
responsibilities effectively
My relationship with my
19|partner and/or childrenis | 23.1% | 4.4% | 19.4% [35.6%| 17.5% [0.425| 1.12
not affected
My home obligations do
20|not intervene with my work | 17.5% | 3.8% | 26.3% [31.3%| 21.3% | 0.4 1.19

obligations
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Not
Questions related to worked |Strongly| . Strongly Standard
working from home from |disagree PR | et Agree Loz Deviation
home
| can easily separate work
and non-work-related 18.8% | 3.8% | 20.0% |32.5%| 25.0% | 0.55 1.17
21lissues
Job satisfaction and production quality
The quality of work 1 do'is | 4g 10, | 259 | 23.8% [31.9%| 23.8% |0.506| 1.17
22|better
My job satisfaction is 18.1% | 3.1% | 21.3% |34.4%| 23.1% |0.531| 1.15
23lhigher
24l have clear work targets | 18.1% | 3.8% | 18.8% [40.0%| 19.4% [0.525| 1.12
My mood is affected 19.4% | 1.9% | 16.9% |38.1%]| 23.8% | 0.65 | 1.08
25|positively
26|l do not procrastinate 17.5% | 4.4% | 23.1% |38.8%| 16.3% [0.394| 1.14
Work relations and empowerment
| have better connection | 417 5o, | 10,09 | 39.4% |26.3%| 6.9% |-0.194| 1.14
27\with my supervisor
My manager/supervisor
trusts that | get the job 18.1% | 1.9% 9.4% (34.4%)| 36.3% [0.938| 1.04
28/done
| communicate better with | 16 g0, | 509 | 45.0% |21.9%| 11.3% |-0.106| 1.15
29my co-workers
| have all the necessary
equipment in order to Work | o, go/ | 4 4o, | 16.9% |26.9%| 31.3% | 0.638| 1.21
effectively provided by the
30(company
| have the necessary
knowledge in order to work| o4 go, | 4 39, | 10.6% |35.6%| 31.9% |0.863| 1.02
effectively provided by the
31|jcompany
Table 6 - Questions from section 3 related to working from the office.
Not
Questions related to worked [Strongly| . Strongly Standard
working from the office from |disagree Disagree | Agree Agree e Deviation
office
Productivity
32|My productivity increases | 4.4% | 3.8% 30.6% [43.1%| 18.1% |-0.413| 1.20
33|l am more productive 50% | 6.3% | 294% |43.1%| 16.3% [-0.338| 1.23
Motivation
34|My motivation increases 5.0% | 6.3% 30.0% |40.0%| 18.8% | -0.35| 1.26
35|l am more motivated 44% | 7.5% | 27.5% |43.8%| 16.9% |-0.35| 1.25
Fatigue
36| feel less tired 44% | 16.3% | 48.8% [21.9%| 8.8% |0.419| 1.24
| feel more tired/exhausted
when | work from the 7.5% | 81% | 23.8% |41.3%|19.4% | 0.4 1.27
37|office
Stress
38|My stress levels decrease | 4.4% | 10.6% | 50.0% [25.6%| 9.4% [0.269| 1.22
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Not

Questions related to worked [Strongly Disagree | Agree Strongly Mean Standard
working from the office from |disagree Agree Deviation
office

| believe that | have more

anxiety when | work atthe | 5.0% | 10.0% | 37.5% |34.4%| 13.1% |0.313| 1.29
39/office

Attachment and career perception

My commitment/loyalty to | 4.4% | 4.4% | 28.1% |43.1%| 20.0% |-0.463| 1.22
40the company increases

| feel more connected to 56% | 5.6% 18.1% |46.9%| 23.8% | -0.65 1.19
41|the company

The chances of career

advancement are 5.0% | 5.0% 19.4% |46.3%| 24.4% |-0.656] 1.19
42|increased

| find that teamwork 56% | 3.1% 13.8% |45.0%| 32.5% | -0.9 1.10
43lincreases

Organization and time management

| complete my tasks in 50% | 6.3% | 41.9% (31.9%| 15.0% (-0.075| 1.26
44\less hours

| can effectively manage 50% | 3.8% 20.0% |47.5%| 23.8% |-0.675| 1.15
45/my time

| can manage to balance

work and personallhome | 3.8% | 7.5% | 21.9% [53.1%| 13.8% |-0.438]| 1.19
46[responsibilities effectively

It's easier for me to decide| 5.0% | 11.9% | 36.9% [31.9%| 14.4% 0 1.32
47\to quit for the day

| can manage everyday 50% | 4.4% 16.3% |50.6%| 23.8% |-0.731| 1.16
48|/day tasks effectively

| can manage my

childcare responsibilities 9.4% | 16.9% | 39.4% |31.3%| 3.1% [0.356| 1.18
49|effectively

My relationship with my

partner and/or childrenis | 6.3% | 6.9% | 27.5% |44.4%| 15.0% |-0.331| 1.22
50|not affected

My home obligations do

not intervene with my work| 5.0% | 5.6% 16.9% (53.1%| 19.4% (-0.638| 1.14
51|obligations

| can easily separate work

and non-work-related 4.4% | 5.0% 14.4% |57.5%| 18.8% |-0.706| 1.09
52jissues

Job satisfaction and production quality

The quality of work | dois | 5.0% | 10.6% | 36.3% (29.4%| 18.8% |-0.706| 1.09
53|better

My job satisfaction is 4.4% | 6.9% 30.0% |40.6%]| 18.1% |-0.094| 1.35
54 higher
55|| have clear work targets | 5.0% | 3.8% 13.8% [51.9%| 25.6% (-0.819| 1.08

My mood is affected 44% | 7.5% | 29.4% |43.8%| 15.0% |-0.294| 1.25
56|positively

| do not procrastinate 44% | 3.8% | 31.3% |45.6%| 15.0% |-0.369| 1.18
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Not
Questions related to worked |Strongl . Strongl Standard
working from the office from disag?eg PREEEIEE . Sl Agre§¢|ay Loz Deviation
office
Work relations and empowerment
| have better connection 5.0% | 3.1% 14.4% |50.0%| 27.5% |-0.844| 1.08
58jwith my supervisor
My manager/supervisor
trusts that | get the job 56% | 3.1% 7.5% |50.0%| 33.8% |1.038| 0.99
59/done
| communicate better with | 6.3% | 5.0% 10.0% |47.5%| 31.3% | -0.9 1.1
60/my co-workers

4.5 Exploring Burnout Factors Contributing to
Divergent Impact in Home and Office Work
Environments: Survey Results and Analysis

This section presents an analysis of survey results on burnout causes in home
and office work environments, with a focus on identifying burnout factors with
differential impact between remote work and office work settings. The findings
shed light on the divergent factors contributing to burnout in these two settings

and provide insights into the unique challenges of remote work.

Table 7 - Comparison of Burnout Elements between Home and Office Work Environments: Survey Results
on Eight Factors with Mean and Standard Deviation.

Questions .
Q. | related to Mean I:S)tar)dgrd Q. tQuestllgns retla:[t]ed Mean gtar]dgrd
no | Working from (Home) ST no | -o Working at the (Office) ewgtlon
H (Home) Office (Office)
ome
Productivity

1 | My productivity 0481 | 123 |32 |Myproductviy 0413 | 12
increases increases

o | !ammore 0.444 1.2 33 | | am more 0338 | 1.23
productive productive

Motivation

3 | My motivation 0313 | 121 | 34 | Mymotivation 035 | 126
increases increases

4 |!ammore 0.2 1.19 | 35 | I am more motivated | -0.35 1.25
motivated

Fatigue

5 | | feel less tired 0.606 1.2 36 | | feel less tired 0.419 1.24
| feel more | feel more

6 tired/exhausted 0.4 118 37 tired/exhausted 0.4 197
when | work from when | work from
home the office

Stress

59




Questions

Standard

Questions related

Standard

Q. | related to Mean o Q. . Mean L
. Deviation to working at the : Deviation
no \Ifl\lorklng from (Home) (Home) o | Htfice (Office) (Office)
ome
7 My stress levels 0.425 1.23 38 My stress levels 0.269 199
decrease decrease
| Delleve that | | believe that | have
8 Y| 0.388 1.22 39 [ more anxiety when | | 0.313 1.29
when | work from -
work at the office
home
Attachment and career perception
My My
9 commitment/loyalt 0.388 123 40 commitment/loyalty -0.463 129
y to the company to the company
increases increases
| feel more | feel more
10 | connected to the -0.25 1.1 41 | connected to the -0.65 1.19
company company
l'greegrances of The chances of
11 -0.356 1.09 42 | career advancement | -0.656 1.19
advancement are .
. are increased
increased
| find that :
12 | teamwork 0394 | 118 |43 |!findthatteamwork | 54 | 4 4
: increases
increases
Organization and time management
13 | | complete my 0381 | 122 |44 |lcompletemytasks | o751 496
tasks in less hours in less hours
14 | can effectlvgly 0.744 107 45 | can effectlve_:ly 20675 115
manage my time manage my time
| can manage to | can manage to
balance work and balance work and
15 | personal/lhome 0.781 1.09 46 | personal/home -0.438 1.19
responsibilities responsibilities
effectively effectively
It's easier for me It's easier for me to
16 | to decide to quit 0.225 1.258 47 | decide to quit for the 0 1.32
for the day day
| can manage | can manage
17 | everyday day 0.875 1.05 48 | everyday day tasks | -0.731 1.16
tasks effectively effectively
| can manage my | can manage my
1g | childcare 0369 | 1.16 |49 |childcare 0.356 | 1.18
responsibilities responsibilities
effectively effectively
My relationship My relationship with
19 |Withmypartner 1 o5 | 412 | 5o | MyPartnerandior | a5y | 4 o9
and/or children is children is not
not affected affected
My home My home obligations
20 obligations do not 0.4 119 51 do not intervene -0.638 114

intervene with my
work obligations

with my work

obligations
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Questions

Standard

Questions related

Standard

Q. | related to Mean o Q. . Mean .
. Deviation to working at the : Deviation
no \Ifl\lorklng from (Home) (Home) o | Htfice (Office) (Office)
ome
| can easily | i ¢
separate work and can easlly separale
21 0.55 1.17 52 | work and non-work- | -0.706 1.09
non-work-related .
: related issues
issues
Job satisfaction and production quality
29 The _quahty of work 0.506 117 53 Thg quality of work | 0.706 1.09
| do is better do is better
23 My Job satisfaction 0.531 115 54 My !ob satisfaction -0.094 135
is higher is higher
24 | have clear work 0525 112 55 | have clear work 0.819 108
targets targets
o5 |Mymoodis 065 | 108 |56 |Mymoodisaffected | o594 | 425
affected positively positively
26 | !donot 0394 | 114 |57 |ldonot 0369 | 18
procrastinate procrastinate
Work relations and empowerment
| have better | have better
27 | connection with -0.194 1.14 58 | connection with my -0.844 1.08
my supervisor supervisor
My My
manager/supervis manager/supervisor
28 or trusts that | get 0.938 1.04 59 trusts that | get the 1.038 0.99
the job done job done
| communicate | communicate
29 | better with my co- | -0.106 1.15 60 | better with my co- -0.9 1.11
workers workers
| have all the
necessary
30 equipment in prder 0.638 1.2
to work effectively
provided by the
company
| have the
necessary
knowledge in
31 | order to work 0.863 1.02
effectively
provided by the
company
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Table 8 - Identification of Supported vs. Divergent Burnout Factors.

Burnout Factor Status
Productivity Divergent
Motivation Divergent
Fatigue Supported
Stress Supported
Attachment and career perception Supported
Organization and time management Divergent
Job satisfaction and production quality Divergent
Work relations and empowerment Supported

A “supported” factor signifies that people would react the same way when working
from home or the office, meaning that this factor would affect burnout the same
way whether they are working in either environment. As we want to see what
factor affects burnout when working from home, we are actually looking for
“Divergent” factors.
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4.6 Presenting the Divergent Factors Contributing
to Burnout in a Remote-Work Setting

The following section presents the divergent factors contributing to burnout in a
remote-work setting, as illustrated in four figures below. Figure 18 shows the
elements of productivity burnout factor, while Figure 19 demonstrates the
elements of motivation burnout factor. Additionally, Figure 20 and Figure 21
respectively present the six most diverging elements of the organization and time
management burnout factor, and the elements of the job satisfaction and

production quality burnout factor.

My Productivity Increases | Am More Productive
50 60
45
40 20
35 40
30
25 30
20
15 20
10 10
5
0 . 0 L
I have Strongly Disagree Agree Strongly I have Strongly Disagree Agree Strongly
not Disagree Agree not  Disagree Agree
worked worked
from from
home home

Figure 18 - Graphical Distribution for Elements of the Productivity Burnout Factor: Answers to When | Work
from Home, in number of respondents.

My Motivation Increases | Am More Motivated
60 60
50 50
40 40
30 30
s 11 :1 [
10 10
0 = 0 -
I have Strongly Disagree Agree Strongly I have Strongly Disagree Agree Strongly
not  Disagree Agree not Disagree Agree
worked worked
from from
home home

Figure 19 - Graphical Distribution for Elements of the Motivation Burnout Factor: Answers to When | Work
from Home, in number of respondents.
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from
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| Can Manage Everyday
Tasks Effectively

| have Strongly Disagree Agree Strongly
not Disagree Agree

worked

from

home

My home obligations do
not intervene with my
work obligations

| have Strongly Disagree Agree Strongly
not Disagree Agree
worked
from
home

60
50
40
30
20
10

60
50
40
30
20
10

| Can Manage to Balance
Work and Personal/Home
Responsibility Effectively

I have Strongly Disagree Agree Strongly

not
worked
from
home

Disagree

Agree

My relationship with my
partner and/or children is

not
worked
from
home

not affected

| have Strongly Disagree Agree Strongly

Disagree

Agree

| can easily separate work
and non-work related issues

I have Strongly Disagree Agree Strongly

not
worked
from
home

Disagree

Agree

Figure 20 - Graphical Distribution for the Six Most Diverging Elements of the Organization and Time
Management Burnout Factor: Answers to When | Work from Home, in number of respondents.
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The quality of work | do is
better

I have Strongly Disagree Agree Strongly
not  Disagree Agree
worked
from
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| have clear work targets
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not  Disagree Agree
worked
from
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| do not procrastinate
[ | I
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from
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50
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20
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My job satisfaction is
higher

I have Strongly Disagree Agree Strongly
not Disagree Agree
worked

from

home

My mood is affected
positively

| have Strongly Disagree Agree Strongly
not Disagree Agree
worked

from

home

Figure 21 - Graphical Distribution for Elements of the Job Satisfaction and Production Quality Burnout
Factor: Answers to When | Work from Home, in number of respondents.
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Chapter 5

5. Analysis and Discussion

5.1 Introduction to the Analysis and discussion

This chapter presents the findings of our study on the impact of remote work on
burnout, along with a detailed discussion of the implications of our results for both

employees and organizations.

5.2 Correlation between elements

As mentioned earlier, the correlation coefficient was used to find the type of
relationship between the elements of factors. A stronger correlation confirming

more strongly the grouping of elements within a factor.

Table 9 - Correlation Matrix for the Elements of the Productivity Factor.

Correlation Q1 Home Q32 Office Q2 Home Q33 Office
Matrix

Q1 Home 1

Q32 Office 0.198723 1

Q2 Home 0.701225 0.267481 1

Q33 Office 0.087137 0.739699 0.187453 1

Looking at Table 9, we can see the high correlation between questions 1 and 2
which both addresses the Productivity factory. This informs us that these two
elements are supportive of each other and going in the same direction, reinforcing
confidence we may have about our conclusions based on these answers.
Questions 32 and 33 which addresses the opposite elements as they are the
same as questions 1 and 2, however applied to the office environment. A positive
correlation may also confirm the consistency of the answers provided by the
respondent. Other pairwise correlation was also calculated for thoroughness

purposes, but as they are behaving normally, they do not add new information.
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Table 10 - Correlation Matrix for the Elements of the Motivation Factor.

Correlation Q3 Home Q34 Office Q4 Home Q35 Office
Matrix

Q3 Home 1

Q34 Office 0.191184 1

Q4 Home 0.615925 0.22394 1

Q35 Office 0.175435 0.709632 0.186797 1

Similar reasoning can be applied to Table 10 and Table 11 with the understanding
that questions pairs 3 and 4, along with 34 and 35, are indeed behaving the same
way in representing the motivation factor. Their inter correlation, (i.e., the
correlation between elements of the two pairs), remains correlated to each other
as well. In Table 11 the pairs of questions would be 5 and 6, with 36 and 37 for

the fatigue factor.

Table 11 - Correlation Matrix for the Elements of the Fatigue Factor.

Correlation Q5 Home Q36 Office Q6 Home Q37 Office
Matrix

Q5 Home 1

Q36 Office 0.259627 1

Q6 Home 0.299648 0.319349 1

Q37 Office 0.195899 N.D. 0.183284 1

The same way with the Table 12 addressing elements of the stress factor we see

that the elements have a weak correlation, although still a correlation.

Table 12 - Correlation Matrix for the Elements of the Stress Factor.

Correlation Q7 Home Q38 Office Q8 Home Q39 Office
Matrix

Q7 Home 1

Q38 Office 0.120556 1

Q8 Home N.D. 0.102383 1

Q39 Office 0.171027 N.D. 0.12245 1

For Table 13, all pairwise elements for home setting are strong and positive, so

are the pairwise elements for office setting.
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Table 13 - Correlation Matrix for the Elements of the Attachment and Career Perception Factor.

Correlation Q9 Home Q10 Home Q11 Home | Q12 Home

Matrix

Q9 Home 1

Q10 Home 0.3870 1

Q11 Home 0.3200 0.4639 1

Q12 Home 0.5195 0.5383 0.4933 1
Q40 Office Q41 Office Q42 Office | Q43 Office

Q40 Office 1

Q41 Office 0.6126 1

Q42 Office 0.5544 0.6009 1

Q43 Office 0.5841 0.5650 0.5225 1

The below three tables cover the following factors: Organization and Time

Management, Job Satisfaction and Production Quality, and the Work Relations

and Empowerment. All correlations show tight connections.

Table 14 - Correlation Matrix for the Elements of the Organization and Time Management Factor.

Correlation | Q14 Home | Q15 Home | Q17 Home | Q19 Home | Q20 Home | Q21 Home
Matrix
Q14 Home 1
Q15 Home 0.7157 1
Q17 Home 0.5860 0.5904 1
Q19 Home 0.4691 0.5350 0.2916 1
Q20 Home 0.4595 0.4685 0.3913 0.5266 1
Q21 Home 0.5023 0.5211 0.3566 0.4715 0.7929 1
Correlation | Q45 Office | Q46 Office | Q48 Office | Q50 Office | Q51 Office | Q52 Office
Matrix
Q45 Office 1
Q46 Office 0.3931 1
Q48 Office 0.6499 0.4262 1
Q50 Office 0.3405 0.4228 0.3761 1
Q51 Office 0.4935 0.4231 0.5456 0.4205 1
Q52 Office 0.5469 0.4896 0.5426 0.3727 0.6044 1
Table 15 - Correlation Matrix for the Elements of the Job Satisfaction and Production Quality Factor.

Correlation Q22 Home Q23 Home Q24 Home Q25 Home Q26 Home
Matrix

Q22 Home 1

Q23 Home 0.6310 1

Q24 Home 0.6069 0.6026 1

Q25 Home 0.4677 0.5401 0.5832 1

Q26 Home 0.2564 0.3327 0.3561 0.3951 1
Correlation Q53 Office Q54 Office Q55 Office Q56 Office Q57 Office
Matrix

Q53 Office 1

Q54 Office 0.5790 1

Q55 Office 0.4457 0.5032 1

Q56 Office 0.5199 0.5310 0.4831 1

Q57 Office 0.5137 0.6119 0.4967 0.4518 1
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Table 16 - Correlation Matrix for the Elements of the Work Relations and Empowerment Factor.

Correlation Q27 Home Q28 Home Q29 Home Q30 Home Q31 Home
Matrix

Q27 Home 1

Q28 Home 0.0953 1

Q29 Home 0.7050 0.1467 1

Q30 Home 0.2266 0.3750 0.3390 1

Q31 Home 0.1600 0.4386 0.2978 0.6947 1
Correlation Q58 Office Q59 Office Q60 Office
Matrix

Q58 Office 1

Q59 Office N.D. 1

Q60 Office 0.6774 N.D. 1

5.2.1 Limitation of the Correlation Analysis

As we mentioned in Table 4 the questions, 6, 8, for home are valued inversely to
their peer questions to allow to compare directly with their opposite questions 37,
39 (ie. for the office). However, this makes the correlation incorrect when
comparing with other questions. The same goes for questions 37, 39, 59 for the
office. Note that the conclusions of this section are not affected.
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5.3 Elements of divergent factors with potential
for burnout

Analysis of the survey results revealed several factors that were divergent in

their impact on burnout risk between remote and office workers. These factors

have potential to contribute to burnout in a remote work setting and warrant

closer examination. Note that questions 13, 16, and 18 were not considered

here as they were too weakly divergent.

Table 17 - Elements of Divergent Factors Graded for their Potential on Burnout.

Not
Questions related to working from | worked |Strongly| Strongly
home from Disagre | Disagree | Agree Agree
home e
Productivity
1 | My productivity increases 16.9% - 23.8% | 29.4% | 25.6%
2 | | am more productive 18.8% 24.4% | 30.0% | 23.1%
Motivation
3 [ My motivation increases 16.9% - 31.9% | 26.9% [21.3%
4 | I am more motivated 18.1% 32.5% | 28.8% | 16.3%
Organization and time management
| can effectively manage my 18.8% 13.1% | 38.8% | 26.9%
14 | time
| can manage to balance work
and personal/home 18.1% 10.6% | 38.8% | 28.8%
15 | responsibilities effectively
| can manage everyday day 16.9% 13.8% | 35.0% | 33.8%
17 | tasks effectively
My relationship with my partner
19 | and/or children is not affected 23.1% 19.4% | 35.6% | 17.5%
My home obligations do not
intervene with my work 17.5% 26.3% | 31.3% | 21.3%
20 | obligations
| can easily separate work and
21 | non-work-related issues 18.8% 20.0% | 32.5% | 25.0%
Job satisfaction and production quality
22 | The quality of work | do is better | 18.1% 23.8% | 31.9% | 23.8%
23 | My job satisfaction is higher 18.1% 21.3% | 34.4% | 23.1%
24 | | have clear work targets 18.1% 18.8% | 40.0% | 19.4%
25 | My mood is affected positively 19.4% 16.9% | 38.1% | 23.8%
26 | | do not procrastinate 17.5% 23.1% | 38.8% | 16.3%

Example of how to interpret the results in Table 17: The more people are saying

they strongly disagree with motivation (element) while working from home (and

not the office), the more likely it is that being unmotivated was a factor of burnout

because of remote work. In all the elements in Table 17, the negative side of the

Likert scale represents a higher potential for burnout.
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5.4 Identification of demographic trends in the
impacting elements of the divergent factors

Below are the highlights of our demographic analysis regarding the impacting
elements of the divergent factors. The impacting elements are what has a higher
potential for burnout for work from home. The highlights shown are only those
showing some type of impact for the sub-sample which answered “disagree” or
“strongly disagree” for those impacting elements.

Table 18 - Demographic Profile with the Most Impacting Elements in regard to Higher Potential for Burnout.
Proportion
of people
working
between 5
and 10
hours per
da

Average
Child
Count
Among
those with
Children

Age
between
26 and 45
(%)

Average of
Child per
Women

increases

productive

My motivation

increases

| am more

motivated

| can manage to

balance work

and . See Note
personal/lhome

responsibilities

effectivel

| can manage

everyday day 74% 87% 0.57 1.9 See Note
tasks

effectivel

My relationship

with my partner

and/or children 57.9% 84.2% 0.95 2 92.1%
is not affected

My home

obligations do

not intervene 60.4% 85.4% 0.917 2.1 83.3%
with my work

obligations

| can easily

separate work 52.6% 92.1% 0.92 2.2 84.2%
and non-work-

related issues

The quality of

work | do is 66.7% 83.3% 0.62 2 69%
better
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My job

satisfaction is 74.4% 87.2% 0.82 213 61.5%
higher

I have clear 61.1% 80.1% 0.83 2 88.9%
work targets

My mood is
affected 60% 86.7% 0.80 2.2 83.3%
positively

61.4% 81.8% 0.70 1.82 79.5%
procrastinate

Note that the “| can effectively manage my time” element did not show any

particular behavior among the collected demographics and seems to be well
distributed. The two “See Note” without value did not have significant information,

did not stood out or show any trend.

As we can see, the demographic profile with the highest potential for burnout is
made up of mostly women (around 64.4% of the sub-samples), and the count of
children per women is averaged around 0.79 when averaged among the whole

sub-samples.

Note however that a little more than half our survey participants had no child, and
we must consider male respondents with child. So, among those with child, the

average child count is about 2 for the sub-samples.

The age group most affected, are those between the age of 26 and 45
(representing around 84.8% of the sub-samples). Finally, the proportion of people
working between 5 and 10 hours per day is the group that stood out most, and

represents 76% of the sub-sample.

Among all other demographic elements collected through the survey, none really
displayed trends or outliers.
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5.5 Implications of our results for both employees
and organizations

The effects of burnout on employees were presented further up in the literature
review as well as in the analysis of the current study. Many factors play a

simultaneous role in the build-up of burnout.

But what does this mean for organizations? Increased absenteeism can decrease
output, decreased productivity and quality of work can negatively impact a
company’s bottom line, reduced motivation, increased mental health issues,
fatigue and stress can lead to decreased concentration and can increase the risk
of errors and accidents. All these elements among others tackled in this study can
negatively impact the company's performance, culture and bottom line and

ultimately its ability to remain competitive.

Burnout is a serious issue that can have a detrimental effect on employee well-
being, work satisfaction, and overall company performance, so human resources
(HR) must address it. 9.86% of employees which stated that they are being
encouraged to work from home, are also stating that their company did not take
steps to improve employee’s well-being when working from home. There are

various reasons for HR to address the issue.

Burnout can result in higher turnover rates, which can be expensive in terms of
hiring and training new employees. HR can help increase employee retention and

draw in fresh talent by tackling fatigue.

Burnout can have a damaging influence on employee satisfaction and
engagement, which can affect output and job quality. HR can help increase
employee engagement and happiness by managing burnout, which will enhance

business performance.

Employers have a responsibility to protect the health and safety of their workers.
If burnout is not treated, it may result in moral and legal dilemmas involving the

health and safety of workers.

Burnout can have a detrimental effect on staff’'s output and performance, which

can have an influence on the bottom line of the business. HR can aid in enhancing
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productivity and performance, which will boost the company's financial outcomes,

by addressing burnout.

In general, HR is essential in combating workplace burnout. HR may assist in
fostering a positive and productive work environment for employees by putting
burnout prevention and management techniques into place. This can boost

business performance and success.
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Chapter 6
6. Conclusions

6.1 Conclusion

The present research aimed to explore how working from home affects the
chances of burnout and which factors contribute to burnout more significantly
when employees work remotely. Through the analysis of a sample of 160
participants, we identified several factors that affect the risk of burnout:
productivity, motivation, fatigue, stress, attachment, and career perception,
organization and time management, job satisfaction and production quality, and

work relations and empowerment.

While all factors identified affect the risk of burnout to some extent, our results
suggest that work from home does increase the chances of burnout. In particular,
we found that when employees work from home, productivity, motivation,
organization and time management, and job satisfaction and production quality

are more likely to lead to burnout than when they work in the office.

These findings highlight the importance of paying close attention to the
aforementioned factors when managing remote work to prevent burnout. The
study also found that women were more likely to experience burnout than men,
and those with children were also at a higher risk. The age group most affected
was between 26 and 45 years old, and those who worked between 5 and 10 hours

per day were most at risk.

In general working from home is an attractive idea to the majority as shown in
Figure 22 below. However, an important part of the population is facing difficulties
which increase the chances of burnout. These difficulties need to be studied,
evaluated and addressed in order to improve the lives of those struggling with the

matter and are more prone to job burnout.

Upon comparing our study's findings with those of "The Impact of Work-from-
Home on Employee Performance and Productivity: A Systematic Review,"
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(Anakpo, et al., (2023)) several similarities and differences were identified. Both
studies found that remote work can increase flexibility and autonomy, leading to
improved job satisfaction and work-life balance. However, the review, among
other things, mentions that certain types of works would have different conditions,
somethings which our study did not highlight explicitly within our sample.
Additionally, our study identified specific burnout factors related to remote work,
which could contribute to an increased potential for burnout. The systematic
review did not identify these factors on the potential for burnout. These differences
suggest that while remote work has several benefits, it also poses unique
challenges and requires specific strategies to mitigate potential negative impacts

on employee well-being.

| prefer working from home

30

12
) . :
B

| don't work from  Strongly Disagree Disagree Agres strongly Agree
home

Mo of respondents

Figure 22 - Respondents preference about working from home.

6.2 Limitations

During the analysis, it was realized that some elements such as the household
income, the pre-existing health conditions, the social support and the personal

factors were not examined.

For example, how comfortable one is financially may play a key role to the extent

of stress related burnout. Individuals with pre-existing mental or physical health
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conditions may find it difficult to maintain boundaries and manage stress while
working from home. Respondents were not asked if they were receiving any social
support that could be helping them cope with or even prevent burnout due to
isolation and loneliness. Personal factors such as coping skills and resilience
were also not investigated. These elements might have provided more insight on

work from home issues and ultimately burnout.

Furthermore, as our sample of 160 participants might not have the same
demographic distribution as the Cypriot population, thus we cannot be certain that
our sample is perfectly representative. In addition, the demographic analysis of
section 5.4 reduces the sample size when investigating specific elements of
section 5.3.

6.3 Future research

It is evident from this study and from previous research done that burnout is a
major threat to employee well-being whether working from home or from the office
if the factors that lead to it are not dealt with efficiently but also effectively. More
research should be carried out taking into consideration the issues mentioned
above in section 6.2 as many more elements that affect burnout exist which were
not taken into consideration in this research and possibly in previous studies.
Future research should consider much larger samples as the larger the sample
the better representation of the general population it will be and thus results can
be generalized. The analysis of the causes of job burnout is a stepping stone to
start scientific discussions on how to minimize or ameliorate the phenomenon of

job burnout through more in-depth investigation.

Finally, our research suggests that minimizing the risk of burnout is a crucial step
in promoting employee well-being and productivity, whether working from home
or from the office. Employers should consider ways to manage workload and job
autonomy while promoting work-life balance and social support to create a healthy
work environment that supports employee well-being.
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Appendix

Questionnaire

Work from home: Does it affect chances of burnout?

You are kindly requested to take part in a research study for the purposes of my
MBA thesis as a postgraduate student of the Open University of Cyprus. The
current study aims to investigate whether working from home affects the chances
of burnout. Your participation is anonymous, voluntary, and completing the
questionnaire will take less than 10 minutes. The information you provide will
remain confidential, they will only be presented as statistical indicators and will
not be used for any other purpose. Only the researcher and supervisor have
access to the information given. The data will be stored for as long as necessary
for the purpose of this research, with a maximum period of 5 years. You can
withdraw from the research at any time. Any interruption before the completion of
the research automatically means that the data you have provided up to that point
will be deleted. In case you have further questions or need clarifications, you can
contact elena.haber@st.ouc.ac.cy. If you agree with the above, please select
“accept” below. By doing so you will be giving consent to the above.

Thank you in advance for taking the time to participate.

Elena Haber

MBA Student

Open University of Cyprus

Section 1: Demographics

For each one of the following questions (1-16), please chose one of the options.

1.What is your Gender?
e Female
e Male
e | prefer not to say

2. In which age range do you belong?

e 18-25
e 26-35
e 36-45
e 46-55
e Over 55
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3.Living conditions:
e Single
e With partner
e Single with children
e With partner and children
e With Other (roommate, parents etc)

4. How many children do you have?
e | do not have any children

o 1
o 2
e 3
o 4

e 5 ormore

5.If you have children, what is the age of your youngest child?

e | do not have any children

e Younger than 3 years old

e Between 3 and 6 years old
e Between 6 and 8 years old
e Between 8 and 12 years old
e Over 12 years old

6.What is your current employment status?
e Self employed
¢ Private sector employee
e Public sector employee
e Unemployed
e Other

7.What is your professional experience?
e 0-5years
e 6-10years
e 11-20 years
e 21-30years
e Over 31 years

8.What is your current (latest) work level?
e Executive (owner, shareholder)
e Director/ General Manager / CEO
e Managerial Employee (Senior/Junior)
e Officer
e Administrational employee
e Other: Open ended answer

9.Does your work require cooperation with other persons?
e Yes
e No
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10.Does your work require supervision of other persons?
e Yes
e No

11.Does your work require being supervised by other persons?
e Yes
e No

12.Please state the industry of your activity:
e Financial / Insurance

o T
e Services
e Shipping

e Education
e Government
e Other: open ended answer

13.You have been working from home:
e | have never worked from home

¢ | have always worked from home
e Most of the time / Usually
e Thelast2-3years

14.How often do you work from home:
e | have never worked from home
e Once per week
e 2 -3times per week
e Everyday

15.State the amount of daily working hours you complete when you work

from home:
e | don’t work form home

e Lessthan5
e 5-8

e 8-10

e More than 10

16.State the amount of daily working hours you complete when you are at

the office:
e | don’t work at the office

e Lessthanb
e 5-8

e 8-10

e More than 10
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Section 2: Work factors that affect burnout when working from home

The following statements refer to emotions/issues/thoughts that have to do with
working from home. For each statement, please chose one of the following
replies: Strongly Disagree, Disagree, Agree, Strongly Agree or | have not worked
from home.

When | work from home:
1. My productivity increases

My motivation increases

My commitment/loyalty to the company increases

| find that teamwork increases

The chances of career advancement are increased

| can manage everyday day tasks effectively

| can manage my childcare responsibilities effectively

My relationship with my partner and/or children is not affected

My stress levels decrease

10 It's easier for me to decide to quit for the day

11.1 can manage to balance work and personal/home responsibilities
effectively

12.1 feel more connected to the company

13.My job satisfaction is higher

14.1 have better connection with my supervisor

15.1 complete my tasks in less hours

16.1 have all the necessary equipment in order to work effectively provided
by the company

17.1 have the necessary knowledge in order to work effectively provided by
the company

18.1 communicate better with my co-workers

19.1 can effectively manage my time

20.1 feel less tired

21.1 can easily separate work and non-work related issues

22.The quality of work | do is better

23.1 believe that | have more anxiety when | work from home

24.1 am more motivated

25.1 have clear work targets

26.1 am more productive

27.1 feel more tired/exhausted when | work from home

28.My manager/supervisor trusts that | get the job done

29.My mood is affected positively

30.1 do not procrastinate

31.My home obligations do not intervene with my work obligations

OCOND>O AN

81



Section 3: Work factors that affect burnout when working at the office

The following statements refer to emotions/issues/thoughts that have to do with
working at the office. For each statement, please chose one of the following
replies: Strongly Disagree, Disagree, Agree, Strongly Agree or | don’t work at the
office.

When | work at the office:
32.1 find that teamwork increases
33.1 can manage to balance work and personal/home responsibilities
effectively
34.My productivity increases
35.My commitment/loyalty to the company increases
36.1 can manage my childcare responsibilities effectively
37.My relationship with my partner and/or children is not affected
38.The chances of career advancement are increased
39. My motivation increases
40.My manager/supervisor trusts that | get the job done
41.It's easier for me to decide to quit for the day
42.1 feel more connected to the company
43.1 can manage everyday day tasks effectively
44.My job satisfaction is higher
45.1 do not procrastinate
46.1 have better connection with my supervisor
47.1 complete my tasks in less hours
48.My stress levels decrease
49.My mood is affected positively
50.1 communicate better with my co-workers
51.1 can effectively manage my time
52.1 am more motivated
53.1 feel less tired
54.1 can easily separate work and non-work related issues
55.The quality of work | do is better
56.My home obligations do not intervene with my work obligations
57.1 believe that | have more anxiety when | work at the office
58.1 have clear work targets
59.1 am more productive
60.1 feel more tired/exhausted when | work at the office
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Section 4: General Statements

The following statements refer to emotions/issues/thoughts that have to do with
working from home. For each statement, please chose one of the following
replies: Strongly Disagree, Disagree, Agree, Strongly Agree or | have not worked
from home.

61.1 prefer working from home.

62.My company encourages employees to work from home.

63.My company has taken steps to improve employee’s well-being when
they work from home.
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