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Abstract

This report investigates the impact remote working has upon employee wellbeing.  It came about as office staff have been forced into remote working to slow the spread of the Coronavirus since March 2020.   The investigation will therefore strike a correlation between working from home and how wellbeing is affected by exploring the various internal and external factor influencers. This report will focus on the impact of the coronavirus pandemic, wellbeing in general, the differences that are clear due to age and sex demographics, and workplace culture vs home/work balance.
A qualitative method was adopted in the form of a questionnaire sent to all staff with results proving that the shift to permanent remote working has impacted employee wellbeing.   Most interestingly is the effect it has on the female workforce in comparison to their male counterparts.   The results were encouragingly in line with literature proving that times are changing.
Following the results, recommendations to improve wellbeing within the business, during the remote period and beyond will be set out for the management to aid in offering employees a comprehensive wellbeing experience.
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[bookmark: _Toc93437022]1.	Introduction

The aim of this report is to investigate the effect of remote working on employee wellbeing within a medium sized educational support organisation, Juniper.   This aim has been driven by the ongoing Coronavirus pandemic that has forced companies to move their staff to remote working overnight as directed by the UK Government. 
[bookmark: _Toc93437023]1.1	Background

Juniper is a comprehensive education support service that was founded in 1990 and has a suite of services acquired to supply the complete educational experience.  Juniper has around 12k customers around the globe comprising of primary and secondary schools and multi academy trusts.     Among its suite of services, it offers finance and payroll solutions, pupil development tracking, rewards, website hosting, risk and governance, curriculum and assessment and HR and development.    
	Juniper has around 450 employees across all departments from sales, finance, customer success, HR, payroll, product, IT, and support to name a few.  All departments have line mangers.   Traditionally, these employees work from several different office locations around the UK – with the head office in Chelmsford.     
	The pandemic first moved companies to remote working in March 2020, and ever since, restrictions have been in force with regards to work commutes and numbers indoors at any one time, thus promoting the “homeworking revolution” (Guardian 2021).     The mental health charity, MIND, warns that we are currently living through a mental health emergency and although employees and employers first embraced remote working, the appeal for many has started to wear off as they now feel the pressure of always being available - contributing to stress and burnout (HRD 2021).  The company has been focusing heavily since the start of the pandemic and multiple acquisitions, on becoming “the national provider with local presence” when it comes to educational services.    The company appears to be very focused on creating a “One Juniper” mentality where all services as opposed to being separate, move forward under one Juniper umbrella.
[bookmark: _Toc93437024]1.2	Basis

The NHS (2021) states their definition of wellbeing as having 5 steps, illustrated in figure 1 by the Betsi Cadwaladr NHS Trust.  These are, staying connected, remaining physically active, learning new skills, giving to others and mindfulness.    Staying connected helps us to build a sense of belonging and self-worth, however the NHS (2021) also states that we should not solely rely on social media, and technology to build relationships.   Forbes (2021) states that this new “video-call” phenomenon has given way to “Zoom-fatigue” with employees resenting the new way of working as they crave in-person meetings.

[bookmark: _Toc93360130]Figure 1 The Betsi Cadwaladr 5 steps to wellbeing (2021)

[image: Five Ways to Wellbeing - Betsi Cadwaladr University Health Board]
As home workers continue to spend more time staring at screens, vaccinations are being rolled out to combat the virus and get it under control for some sort of normality to resume, however, a survey carried by KPMG (2020) found 69% of companies in the UK plan to reduce office space post pandemic.  The implications of this could cause further distress with the UK having some of the smallest houses in Europe, meaning that if office workers are to shift to home working permanently, employers must ensure they have the capacity to do this safely and comfortably (HR Director 2021).   Research by IPSOS (2020) found that 32% of those who rent for example, do not have a private space to work from, meaning they can’t close the door on distractions or hold important meetings.  Distractions and interruptions waste time and reduce productivity leading to stress and anxiety.
	Staff wellbeing needs to be at the forefront of employer priorities to ensure employees have everything they need to prevent burnout and work-related stress.  If it is found to be affecting staff at Juniper, then procedures can be put in place to assist and reduce potential long-term absences and employees feeling overwhelmed.   
[bookmark: _Toc93437025]1.3	Overview of the report

This report has been put together to uncover the current state of wellbeing due to staff moving to remote working throughout Juniper.  If weaknesses are identified either internally or externally, from the data sample, along with evidence sourced from academic literature, recommendations can be put forward to attempt to improve the situation. 

[bookmark: _Toc93437026]1.4 	Aims and Objectives

To analyse the data, a set of hypotheses have been decided on.  These were triggered by trends that were realised during the literature review.  The hypothesis will be broken down and analysed as follows to discover
· The preference of working from home 
· Connectivity to the organisation whilst remote 
· What the biggest challenge staff have faced since being remote 
· How their quality of their work/life balance has been affected 
Taking account of the factors above, the aim of this report is to assess the impact of homeworking on wellbeing and the following factors will be considered during the analysis 
· The age and sex of the candidate samples.  
· Connectivity and workspace availability at home.
· Quality of work/life balance.
· Feelings to connectivity to the organisation alongside feelings towards visibility and value since shifting to remote working.








[bookmark: _Toc93437027]2.	Literature Review

The aim of this report is to investigate the impact of home working on the wellbeing of office-based staff, at a typical medium sized organisation.

[bookmark: _Toc93437028]2.1	Wellbeing Context

Colla, (2020) mentions that wellbeing has been a key focus for most executives and HR departments for many years.  However, they also report that the term wellbeing and its relevance in the workplace is extremely significant, now more than ever. Since the start of the COVID-19 pandemic employee wellbeing is being seen as essential. (The Globe and Mail Online, 2020).
Kowalski and Loretto (2016) state that we cannot fully appreciate wellbeing without putting it into context, therefore, by considering the working environment as well as sectors and job titles.   Several commentators (Black, 2008; Gallie et al, 2017) agree that good work and the quality of a job all impact physical, mental, social, and financial elements of wellbeing.   A later argument by CIPD (2021) argues that there is no “one size fits all” approach to employee wellbeing as wellbeing depends on the needs and characteristics of the employer and its staff.     

[bookmark: _Toc93437029]2.2 	External and Internal Influencing Factors

[bookmark: _Toc93437030]2.2.1 Covid-19 (External)

A blog from Northern Exposure (2020) reveals that the pandemic has altered our lifestyle for the foreseeable future and states that, even though the evidence of immediate changes is apparent, the lasting effects are unclear as we continue to embark on a new normal.   However, the blog also points out that workers have been commuting to the office for years which means this will be a huge lifestyle change for many workers.   For the past 18 or so months, kitchens and living rooms have been transformed into makeshift offices and families have been forced to juggle home and work life under one roof.     For some companies, such as the one that this report is based on, workers from 9 acquired companies have been working together for months behind screens, with their communications limited to email and Microsoft Teams, and have had to form relationships based on trust and virtual engagement   This in turn, can lead to issues with employee engagement and Forbes (2021) states that it can effect  collaborative tasks between employees, yet, stand-alone tasks not requiring much engagement have seen boosts in productivity.    Another article by Forbes (2021) states that for workers to be productive, it was thought necessary for them to be chained to their office chair between the hours of 9-5.   Now we are seeing that, 18 months into a “new normal”, the world of work portrays a very different picture.

[bookmark: _Toc93437031]2.2.2 Legal and Political (External)

CNBC’ (2021) reports have found that the typical workday can be traced back to the 1800s, attributable to American Labour Unions.  In 2003, the UK introduced the right to request flexible working after 26 weeks continuous service – this was a privilege which historically only applied to a carer or parent but was extended to include everyone. (CIPD, 2021).   Masterson (2021) view is that that the pandemic is the chance to change working patterns such as the five-day week and set hours.  He goes on to argue how, up until the pandemic, mental health at work has remained stigmatised and he likes to think that now we can put the “‘human’ back into ‘human resources.’” (Glasgow Herald, 2021).   CIPD CEO, Peter Cheese, believes that the pandemic is forcing us to question the fairness of work and phase out old standards and that it has fast forwarded the need to change many aspects of “how we live, work, and treat each other”. (People Management ,2021)

[bookmark: _Toc93437032]2.2.3 Workplace Culture (Internal)

[bookmark: _Hlk86341338]Elkenberry and Turmel (2021) agree that working remotely is not just the new normal, nor is it something we must simply deal with; it is the opportunity for businesses to provide brilliant operational and productive results as well as providing teammates with better opportunities now, and in the future.    Fried and Heinemeier (2021) claim that offices have become too interruptive, with the days “chopped into tiny bits” between meetings, conference calls, and coffee breaks in the staff room.  As a result, the office was becoming unproductive, impacting a workers ability to work effectively    On the other hand, remote work can be equally as distracting, such as working from home where household chores, the TV and even the fridge can distract, however these distractions are what Fried and Heinemeir (2021) consider to be as passive and controllable as when you’re in your place – “your zone is yours alone” (Fried and Heinemeir, 2021. p. 181).
[bookmark: _Toc93437033]2.2.4	Age Demographics (external and internal)

We then turn the focus to Generation Z vs Baby Boomers.  A survey conducted in 2020 by PriceWaterhouseCoopers, found that 34% of those 18-24 would only like to work remotely once a week or less, in comparison to their elder counterparts with a staggering 82% stating that working from home suits them better and enhances their productivity.  The Graduate Project (2021) reported companies like Facebook are pushing younger employees back into the office, as they feel they are missing out on valuable experience and collaboration.   They also view social interaction as valuable and something which is impossible to experience over a video call.   The report also mentions that face-to-face onboarding is crucial to welcoming a member into the team.    The consensus seems to be that to retain new and potentially valuable employees, universal fundamentals are required during onboarding such as introducing to management and the future team, via video call. (People Management, 2021).   CIPD (2021), in their process of induction factsheet, state that where a workforce is spread across different locations, digital tools are invaluable as they provide employees the opportunity to meet colleagues in other areas of the business. They go on to state that the bottom line is ensuring that the process is a positive and engaging experience for the recruit, regardless of the delivery.
From a different point of view, a 2021 survey by the Office for National Statistics discovered that older workers of around 50 to 69, working from home, reported an improvement in their work life balance and wellbeing.   In comparison, a study looked at by Employment Benefit News (2021) found younger workers felt unproductive at home, compared to 80% of older workers.  They have also struggled with the isolation of remote work with 7 out of 10 Generation Z adults, therefore adults born since 1996, saying they have difficulty focusing as well as experiencing feelings of depression. 


[bookmark: _Toc93437034]2.3 	The connection between remote working and wellbeing

[bookmark: _Hlk86343980]The positive or negative consequences of the shift to remote working and whether in turn this will have any sort of impact on employee wellbeing is still up for debate, as the situation is still current.  
In the context of the pre-pandemic world, an article by Hunter (2019) reported that employers tended to restrict the number of employees working from home, arguing that even though people are becoming more familiar to online interaction methods, face-to-face contact will always have more benefits.   He also states that the balance would need to be struck for it to work (Hunter, 2019).   A later study by Partington (2020) gave the impression that workers felt that the decline of face-to-face interaction was preventing the creation of expression and innovation.   However, the Bank of England’s chief economist, Andy Haldane, believes that many had benefited from remote working and this in turn helped to boost levels of wellbeing and productivity (Guardian, 2020).
HR Magazine (2020) stated that a key characteristic of remote working was that many remote workers thought that they were not taken seriously if they were not in the office.   A recent report by IGI Global (2021), states remote working also fundamentally challenges a person’s work-life balance as it blurs the boundaries between work and life debatably, and work can lose its significance.  
Partridge, J. published an article in the Guardian (2021) stating the permanent switch to working from home may lead to gender inequality with more men set to return to the office as opposed to women.   The article reports that traditionally, more women than men opted to work flexibly due to childcare but the new hybrid working model, which allows a split of office and home working, may cause unintentional consequences for gender inequality.  An article for Forbes (2021) shared a similar opinion in that the new normal has proven that the work life balance for women has hit a wall as they struggle to manage everything the pandemic has thrown at them –remote learning and daily childcare alongside their jobs and housework.
BBCs Worklife (2021) reported that for years, humans have been “already very attached to their phones”, and that due to the lockdowns, remote working coupled with the inability to socialise means the norm of ‘always being available’ has become more prominent.   Worryingly, the Guardian (2021) stated that that UK workers are logged on, on average an extra 2 hours a day whilst at home since the Pandemic, with heavier workloads and some not logging off until 8pm.   Data was also analysed and reported on the People Management (2021) website which reported that, in a survey of 8301 participants, 52% reported working longer hours remotely than they would have done before the pandemic with workers reported to be taking shorter lunch breaks, working through illness and on weeknights and weekends.  CIPD (2021) provides further evidence of this with 3 in 10 finding it hard to fulfil commitments outside of work due to time spent on their job and 4 in 10 for those who are juggling increased caring responsibilities with work such as home-schooling or looking after an elderly relative at home.    The reality for many is that this permanent shift to working from home has blurred the boundaries between home and work as it can be difficult to switch off and the ability to recognise when we are headed for ‘burnout’ diminishes.   The mental health charity, Mind (2021), describes work burnout as complete exhaustion, lack of motivation, irritability, stress, and the inability to carry out your work.   A survey by Monster (2020) found that 69% of workers are experiencing burnout symptoms while working from home during COVID-19, a 35% increase since early May.
McKinsey (2021) report that employers are ready to get workers back into the office – but employees are stating that they feel disconnected, worn down and disengaged.   A People Management (2021) survey found that only 15% of employers want workers to be in the office every day; and 43% want workers to attend the office a minimum number of days per week when they reopen with 83% of employers saying their workers are optimistic about their return to the office.   A staggering 67% are offering a slight to significant increase in flexibility when they reopen.   Mental health support also ranked highly with 62% offering support for those returning from remote work.   CIPD (2021) reports that the new normal has led to a new term: hybrid working, which is a blend of office and home working.  Many businesses have been looking into what ‘hybrid’ means for them and how they can fulfil this new employee requirement for it to be “effective”.   These statistics are clear with thoughts on returning to the office, as even though home working prevails at present, workers are eager to get back to the office for a sense of normality, even if this is via hybrid working.  However, employers and their HR departments need to have the support systems in place to support those returning to the office as well as those shifting to permanently working from home.
[bookmark: _Toc93437035]2.4	Summarising 

So, in summary, the case is very much ongoing in terms of up-and-coming literature as it continues to grow rapidly as the topic is still very current.    The UK is currently in the third wave of a global pandemic, and the message remains to work from home where possible, with hundreds of thousands of workers across the UK, embracing the new normal for the foreseeable, balancing work and life with the two becoming blended; taking over their personal space; invading their family time.  Whilst at the same time, those who have always worked from home see no difference.  Those who are field workers are now enjoying the freedom of not travelling hundreds of miles daily and experiencing many more hours in their usually hectic day.  Those who have children, are now able to carry out the school run, or be able to be with them during the school holidays whilst working from home.    What remains unclear is whether the findings and literature that has emerged over the past 18 months is a true representation of the feelings and opinions of employers and the working public on how working from home has impacted them.   Is judgement still clouded by the ever-changing restrictions, roles, and spikes of the Covid-19 pandemic?   It will be interesting to see how attitudes change when offices can safely reopen and can be attended as normal.  What is not yet known is the degree to which remote working has impacted “the office” as life is still far from normal.
[bookmark: _Toc93437036]3.	Method and Methodology

The aim of this report is to investigate the impact of home working on the wellbeing of office-based staff, at a typical medium sized organisation.  This is being reviewed from a sample of workers across all departments at the organisation. 
Research is something everyone does in their daily lives, whether it’s on a car, on a holiday or for a project.    According to Hurtson (1942: p91) research is “formalised curiosity.  It is poking and prying with a purpose”.   Neville (2005: p2) states that it’s “a process of enquiry and investigation and it is systematic, methodical and ethical.  It can solve practical problems and increase knowledge.”    Saunders, Lewis, and Thornhill (2015) compare research to an onion (see figure 2) as a way of describing the topics underlying your choice of data collection method.  
[bookmark: _Toc93360131]Figure 2	 A Research Onion depicted from Research methods for business students Saunders, M.N.K. (2015)
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It is important to determine how a subject area can be researched.   Creswell (2015) states that there are three research approaches, those being qualitative or positivistic, quantitative, or phenomenological and mixed method.    He further stresses that a study tends to be more qualitative than quantitative or the other way round with the mixed method being a mixture of both types of data.
The quantitative (positivistic) approach is used when a scientific method to a research question is required (Neville, 2005).   McNeil & Chapman (2005) report that a positivist believes the behaviour of a human can be objectively and scientifically measured and they believe reliability is the most important trait.  They also view quantitative data as more reliable as they are organised in a systematic manner.   Collins & Hussey (2003) considers the positivist to have the belief that the study of human behaviour needs to be at the same level as the study carried out in natural sciences.
The qualitative (phenomenological) approach looks at human experiences and the belief that to understand a viewpoint, it is important understand the point in the same way as the participant (McNeil & Chapman 2005).    Lester (1999) goes on to say that qualitative analysis concerns itself with studying experience from a person’s perspective.    This type of research includes questions, procedures, data collection relevant to the participant, using particulars and themes, and then interpreting the data (Creswell 2015 p23).  
For those choosing a mixed method approach, the ability to be able to draw on the methods of both qualitative and quantitative demands requires a highly reflexive researcher.
O’Leary (2014 p.393) believes that there is no “best type” of research and that research methods are only as good as the extent to which they fit the questions that need to be asked and that this is down to the researcher not the methodology.  It is important to consider the research approach in advance to be able to determine the reason behind data collection, the type of data required and where and how to collect the data which inevitably will affect the analysis.  Edwards Deming, a statistician once said that “Without data you’re just another person with an opinion.” (O’Leary 2014).
Having arrived at the decision to approach this subject phenomenologically, it was then important to determine exactly which method would be used.    The reasoning behind not embarking on the positivistic route, was mainly because the quality of answers for this subject would not have achieved a sufficient range of data to be able to analyse this subject area effectively.  Qualitative methods allow us to access the fixed processes of people’s everyday lives.   However, it can be said that truth is relative, so how do we know that we are being told the truth?  Thomas and Thomas (1929) have said that if someone believes something to be real, then it is real in their consequences.
Qualitative method examples include focus groups, interview, surveys, case studies and structured observation (Greener 2008).   Some of these methods weren’t suited to this report since the company is operating remotely, and staff were too busy in their everyday roles to be able to carry out a face-to-face (or rather screen-to-screen) focus group or interview.    The aim of this report is to gather the opinion of those who must work from home due to the pandemic and a survey will be used to collect data.     
The disadvantages of conducting a survey are that in some cases, people may not be willing to respond or if they do, they may provide false information.   It can also be difficult to formulate questions to ensure two questions don’t ask the same thing.   Saunders (2019) stresses the important of ethics which has a massive part to play in collecting data as access to an organisation must be granted formally through the management.  He then states that gaining cognitive access will allow you to gain the approval and trust of the intended participants within the business to gain the necessary access to any data provided.   
Thankfully, there are advantages in that surveys can be conducted quickly and freely if they are created through Microsoft forms and emailed to respondents.  The other advantage is the ease of analysing the data as data can be quickly converted to excel to be able to create graphs and diagrams to prove findings from your data.
The survey was anonymous to encourage participation and included a mixture of open and closed ended questions.   In depth/open ended qualitative questions can be used to adapt and improve situations of the remote working environment.   The survey was piloted to a group of 6 and adjusted accordingly with feedback from the trial.  Once the final draft was formulated, the “live” survey was sent to 450 possible respondents across the company.   A sample of 125 was returned in the 7-day window for responses. 
The first draught of the survey was used as a pilot.  This was sent out to the HR department who provided excellent feedback on the original style used.  The live survey then started with a simple section on basic demographics, followed by 10 questions.  The open-ended questions were exploratory in nature, offering the researcher the opportunity to gather a broader range of data to gain an understanding on the subject.  The closed end choice questions enabled the research to be categorised.    A complete copy of the survey questions can be found in appendix 1 of this report.
Lester (1999) recommends that questions are made deliberately simple to encourage full participation and discourage ambiguity.  Lester also stressed the importance of using a large sample for research to gain “strength of influence” as samples start to correlate as more surveys are completed.
Once the survey closed, findings were coded and analysed, and comparisons were compared with the literature review to establish any similarities or differences to current views.

[bookmark: _Toc93437037]4.	Findings and Analysis

The aim of this report is to establish the impact of home working on the wellbeing of office-based staff, at a typical medium sized organisation.   This will be analysed by using a qualitative approach to establish themes and patterns which may arise and implemented in the style of a questionnaire.  The questionnaire would contain 12 questions along with a demographic section to capture as much information as possible around the topic of remote working.  The questionnaire was then sent out via email to all staff.  Out of 486 candidates, a 25% sample was returned.  The questionnaire was confidential and only broken down via age and sex.  
[bookmark: _Toc93360132]Figure 3:	Respondents by age and sex for staff wellbeing survey

[bookmark: _Hlk93337701][bookmark: _Hlk92738442]To analyse the data, a set of hypotheses have been decided on.  These were triggered by trends that were realised during the literature review.  The hypothesis will be broken down and analysed as follows:
4.1 	Preference of working from home – Male vs Female and millennials and generation Z vs baby boomers.
4.2		Connectivity to the organisation whilst remote - Male vs Female and millennials and generation Z vs baby boomers.
4.3		The biggest challenge staff have faced being remote - Male vs Female and millennials and generation Z vs baby boomers.
4.4		How their quality of their work/life balance has been affected - Male vs Female and millennials and generation Z vs baby boomers.

Following on from this, further data will be looked at in terms of how staff felt about their current
[bookmark: _Hlk89807062]4.5		Further thoughts and feelings discovered.
4.5.1	Visibility and value.
4.5.2	Thoughts on what they feel are necessary organisational improvements.
      4.6	Summary

[bookmark: _Toc93437038]4.1	Preference of working from home 

To discover whether there was a preference of remote working to being in the office, the multiple-choice question presented was “I prefer working from home” to which candidates could either agree, disagree, or remain neutral in their opinion.

The above graph overwhelmingly displays that those who were surveyed have a strong preference to work from home and are seemingly comfortable with the current situation.  There was a very small sample of those 26-45 who tended to slightly disagree with the work from home preference.  The 16-25 category had a similar split of 2 candidates per choice.  This marries up well to the PriceWaterHouse Cooper survey where only 34% of Gen Z stated that they preferred working from home, and 84% of more senior staff like the new home-working scenario but don’t feel they are as productive.  What is interesting is the 26-35 results where a large percentage prefer home working.   



The above graph looks at the same question but via the male vs female split.    What is interesting about this graph is that 40% of the sample were female respondents who agreed to the preference of working from home and only 4% disagreeing.  This ties in with the Forbes (2021) article that mentions how women have a busy homelife and preferred the flexibility with home-schooling during the lockdown and school closures.  The results for men showed that only 33% responded to say that they are indifferent or happy with the current situation.  It was an equal split of males and females for disagreeing to the current home working arrangements.

[bookmark: _Toc93437039]4.2	 Connectivity to the organisation whilst remote 

To obtain a better understanding of how connected employees felt to the company whilst remote, the multiple-choice question to agree, disagree or remain neutral in their opinion was “I feel less connected to my organisation” 


The data in this graph is close.   The generation Z and baby boomer staff appear to feel less connected to the company since working from home, whereas the millennials show a higher proportion for those who are more comfortable with connecting via technology.  This question had a section where staff could elaborate on their decision, the millennials once again provided the highest number of responses with positives such as:
“Now working from home is the norm, the business adapted to include more video meetings and better email”
and a more negative perspective:
“Feel more connected but not necessarily in a positive way - too many meetings that could be a message/phone call, too many video calls, not enough time to focus on just getting the job done.”
	
This graph shows that women are more likely to feel disconnected to their organisation in comparison to men.  Articles in both McKinsey (2021) and Forbes (2020) stress how women are struggling with juggling home and work life, and more women than men are facing burnout as many women feel that work was their escape from homelife.  
[bookmark: _Toc93437040][bookmark: _Hlk89800983]4.3	 The biggest challenge staff face with remote working

[bookmark: _Hlk89798652]The multiple-choice question asked was “what do you feel is the biggest challenge with regards to remote working” to which candidates had space to provide their opinion or select from a series of answers.

The cluster bar graph demonstrates that once again, women are struggling more than men with the inability to “switch off” and the lack of communication and collaboration.    Reasons behind their choices were put down to missing out on conversations that happen when staff are in the office when working from home and inappropriate equipment.     Harvard Business Review (2020) reported that the new style environment of working from home may exclude women meaning that only via the formal channels of communication will they learn of any changes or new decisions.  This may trigger women to feel that they were being left out of decisive conversations as they worked from home.














This cluster column graph demonstrates that a high number of candidates across the age categories are struggling with the lack of communication and collaborating with their teammates in person.   There is also a sense that downing tools at the end of the day is now an issue for many who struggle to switch off.     Staying motivated and home distractions seems to feature higher for the generation Z as well as reporting issues with connectivity.  The millennials also seem to have this issue.  As mentioned earlier, some companies according to The Graduate Project (2021) are already promoting the younger generations to come back into the office to prevent them missing out on vital onboarding face to face as well as younger staff fearing that they are less productive at home.
[bookmark: _Hlk89807010][bookmark: _Toc93437041]4.4	 How has quality of their work/life balance been affected - Male vs Female and millennials and generation Z vs baby boomers.

This was an open question where responders were asked if they felt the quality and quantity of their spare time had improved or worsened since working from home and to give their reasons.  
  [image: ]
This graph shows an overwhelming majority across most age groups as having improved their quality of spare time.  Reasons such as having more spare time due to less commutes were a popular reason across the board as well as being easier to manage younger children and manage school runs.  The over 56 categories aren’t as happy with the new normal with some finding work/life balance hard and homelife being too distracting.

For women, working from home seems to be much worse.  The reasons given were that they felt that they now couldn’t escape household chores and home life, and no break from parenting duties during the school closures with some missing the commute to unwind before arriving home.  
The two graphs clearly demonstrate women feeling less productive at home.  Harvard Business Review (2021) report that there are many reasons for those who no longer must commute feeling they would have more time in their days for “me time” report that they are less productive.   Whereas before they would leave the office at 5 to travel home and therefore, work was done for the day, they may feel inclined to send one more email or complete one more task into the night.  Women may feel it’s easier to put on some washing, tidy the house or carry out a workout session and before they know, the morning has gone with little productivity, and they are working beyond their normal hours to catch up.  
[bookmark: _Toc93437042]4.5	 Further thoughts and feelings discovered.

[bookmark: _Toc93437043]4.5.1 	Thoughts on visibility and value.
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The pie chart shows that staff generally feel the same in terms of how they are listened to, are lead, and developed since working from home.    This is reflective of being on teams calls all day and sat at the computer.  Employees may feel more valued as they feel permanently available and ready to answer that late night email from their boss or schedule that early morning zoom call with a customer.  Something that isn’t as feasible since before the business world became more remote.  Forbes (2021) reports this as stemming from insecurities about your value, which can have negative repercussions as you try overcompensating and overworking yourself to the point of burnout.
[bookmark: _Toc93437044]4.5.2	Thoughts on organisational improvements.





Staff noted that they wanted to socialise more, and not just meet on teams to “talk business” but interact informally with managers and colleagues in a virtual “coffee break”.  Also, more staff communication and company updates and a flexible approach to hours at the de
The responses to this question demonstrate that employees are missing the social side of attending the office.  Online team meetings are the only time many would get to socialise with colleagues daily whereas in an office-based setting, there are many more opportunities such as staff communal areas, lunch breaks and even cigarette breaks for some.    It also seems to be a popular necessity that staff are better communicated with.   These responses will be researched more when recommendations for the business are put forward.  
[bookmark: _Toc93437045]4.6	 In summary
The new normal and working from home has had a profound effect on individuals across all ages and with both male and females within the office environment.  This is both evident within the survey results and the literature review.  Burnout is an up-and-coming buzzword and employee wellbeing is important more now than ever with employees feeling unable to reach a good home/life balance and spending more and more time in front of their screens.   A further section was added to the survey where those questioned could express how they personally feel their wellbeing has been impacted since they had been requested to work from home enabling a further understanding of how those who participated felt.   A selection of these answers is found below (figure 4) with the full list available in appendix 2.


Loss of focus and loss of interest leading to doubt in my abilities - but I think my age and time of life has also not helped me at this time.
Female 56+




[bookmark: _Toc93360133]Figure 4 How has wellbeing been impacted?
	My wellbeing has improved a huge amount since working from home. I can concentrate and focus better while not in a loud office. Avoiding a commute has given extra time in my day to go for a walk and get fresh air before and after work. I feel less stressed and calm being in my home environment. 
Female 26-35





The amount of work I have been able to do through remote training is hugely improved as has been my global reach. For every one session of training, I was able to run previously I can now run three and still be home by early evening and not have to leave for a 200-mile drive at 5 am. This has hugely benefitted my wellbeing and my health. I have lost weight, sleep better, and had time to exercise.
The idea of going back into the office - commuting - living away from home out of a suitcase - hotel and motorway food fills me with loathing.  I miss seeing my colleagues in person and interacting with customers face to face but that is a price worth paying. 
Male 56+


The initial few months, when no one knew what was going to happen, were difficult as I resisted investing in a good home office set up, attempting to work from my sofa with a laptop. As soon as I relented and got myself a proper set up, everything dramatically improved. I do have a small issue switching off sometimes, and will find myself going to sit in front of my computer at the weekend, but I don't mind that much :)
Male 36-45

It has been impacted both ways - negatively at some stages due to lack of engagement with colleagues. Better on the other hand because of the extra time you gain each day.
Female 16-25







[bookmark: _Toc93437046]5.	Conclusions

The aim of this report was to determine whether those who have needed to work remotely since the start of the Coronavirus pandemic in 2020 have noticed any change in their wellbeing be it positive or negative.    A thorough read through of supporting academic literature has demonstrated that wellbeing has always been a focus for many companies and HR departments, however, the onset of the 2020 pandemic has pushed the mental health and wellbeing of employees to the top spot of employee relations.     The feelings of screen fatigue and burnout now heavily feature for many employers and their employees whose day may now consist of endless Teams/Zoom calls with colleagues and customers.   Younger workers have less to compare with but for the older generation, lengthy periods sat at a desk and needing to be tech savvy overnight have been a hinderance.
Remote working and its prevalence were also considered and, even though remote working is not entirely a new concept, it certainly has been forced into the hands of millions of office and field workers with personal space being invaded by office equipment overnight.     The usual 9-5, Monday to Friday hours has been replaced by workers sat in their home offices, or at their dining tables for lengthy hours as they attempt to adjust to the home versus work life balance.   The findings along with the literature demonstrate that feelings are mixed with some relishing in the new normal, with no more lengthy commutes, home comforts, more spare time, and a better work life balance.   However, some clearly felt robbed of their personal space, with women struggling with balancing home duties, childcare and work and no longer being able to attend the office for a break.    Some workers felt they have advanced in their careers more by being remote whereas others reported how they feel the lack of communication is making them feel less a team member than they would feel if they had office presence.   
In the next section, recommendations will be put forward along with an action plan (available in the appendices) to assist in caring for employees during these unprecedented times.

[bookmark: _Toc93437047]6.	Recommendations


CIPD (2021) reports that there are seven inter-domains of wellbeing and that employers need to have wellbeing strategies in place as opposed to a set of standalone initiatives.   The pyramid below demonstrates these domains and further information on promoting the benefits of a healthy work environment.   CIPD (2021) also states the importance of ensuring managers at all levels acknowledge wellbeing as a priority, by ensuring it is integrated into their day-to-day practices with compassion. 








[bookmark: _Toc93360134]Figure 5 CIPD’s Pyramid of wellbeing


HEALTH Physical and mental


        GOOD WORK                 i.e., Pay and reward, good environment, and autonomy



         VALUES AND PRINCIPLES Leadership, ethical standards and inclusion and diversity



                         COLLECTIVE AND SOCIAL
Employee voice and positive working relationships


                                          PERSONAL GROWITH 
Career development, emotional, lifelong learning, and creativity



                                    GOOD LIFESTYLE CHOICES                   
Physically and mentally and health[image: ]y eating




                                    FINANCIAL WELLBEING                   
Fair pay, retirement planning and financial support[image: ]y eating





[bookmark: _Toc93437048]6.1	Health	

The ongoing restrictions mean that many employees are still not getting out and about as they would have done previously.   It is evident that remote working means that it can be hard to switch off. The feeling of needing to be on call 24/7 can be damaging and lead to burn out, so it’s imperative that methods are in place to avoid overload.    Simple guidance will help to ensure employees avoid this overload and stay healthy.   A guidance document should be constructed with an example available in appendix 3 of this report.
[bookmark: _Toc93437049]6.2	Good Work

The company needs to continuously ensure all employees have what they require for a comfortable and sustainable working environment – equipment and furniture for safe working at home will be offered to all staff.      
Line managers will also be provided with basic people management training to effectively manage their team in terms of sickness absence, workload and hours and ensure they continuously communicate and inform of all changes and developments within the department.  
A non-monetary rewards and recognition program could also be introduced as they are said to have a positive psychological impact on employees and are affordable and simple (CIPD, 2020b).
[bookmark: _Toc93437050]6.3	Values and Principles


It should be continuously important to ensure the company’s core beliefs and values are adhered to and are transparent across the business.   It should be requirement to ensure all recruited staff have or are taught the values that align with the company culture to ensure everyone understands one another and strives towards the same goals to establish good working relationships.    Failure to do this will damage working relationships, productivity, and job satisfaction.


[bookmark: _Toc93437051]6.4	Collective and Social

Periodic surveys will need to be sent throughout the year to continuously monitor how the staff are feeling regarding their current working situations.  Workshops and webinars will be bult around these to ensure employees have their say and to promote a healthy working community within the company.

[bookmark: _Toc93437052]6.5	Personal Growth

Employees need to feel they can grow and develop within the company and should be continuously encouraged to advance their skills where possible.  The departments in the business are open to all for application should suitable roles become available and line managers should be able to discuss these opportunities with potential candidates as well as provide support should a team member be unhappy in their current role. 

[bookmark: _Toc93437053]6.6	Good Lifestyle Choices

Although the company is remote, ideas can still be put together to encourage active lifestyles and health eating.   The company could invest in memberships to gyms and doorstep food delivery boxes, healthy living credit, water drinking challenges, and virtual fitness challenges for example.   (Teambuilding.com 2021).


[bookmark: _Toc93437054]6.7	Financial wellbeing

When a person is financially stretched or stressed, they can become anxious, depressed, and disengaged.    It is imperative to have a financial wellbeing policy in place to inform your staff that they can get free and confidential advice, inform staff of all benefits on offer and how to make the most of them and to talk openly about financial challenges to the business to remove the stigma associated with money problems.
It may also be beneficial to create a financial hub to educate staff on finances and budgeting via a webinar.   Following this, a financial forum can be created where staff can ask questions and advice should they need to.
[bookmark: _Toc93437055]6.8	Moving forward and action plan

This report has been specifically based on Juniper as the whole team is now remote and the HR department plan to incorporate the recommendations into their ongoing strategy to create “One Juniper”, a concept that may be difficult to implement whilst remote.    A major part of this strategy will of course be ensuring staff wellbeing is at the very top of the list in these times of uncertainty.  
	The groupwide focus for the company can be seen in figure 6below demonstrating how the company wish to move forward over the next 12 months.   An action plan that may be of use to the company whilst it works towards achieving these goals can be seen in appendix 6.



[bookmark: _Toc93360135]Figure 6 Juniper - A groupwide approach
[image: Graphical user interface

Description automatically generated]







[bookmark: _Toc93437056]7. 	Reflective Statement

In a personal reflection on this report, I truly believe that proper planning and research certainly assists in promoting a healthy flow of thought and writing and time management and planning are essential for a successful outcome.
	We are amid a really interesting few years that will undoubtedly go down in history and I have thoroughly enjoyed learning and researching the personal thoughts and feelings of colleagues with regards to the Pandemic, remote working, and its effects on wellbeing.  
	The blood, sweat and tears that have gone into this report whilst working remotely myself, studying full time, with 3 young children and during a pandemic have been profound but determination to do better for my family will prevail.
	I haven’t written such a lengthy report since my BA degree in 2003 when I had to complete my dissertation and attempting to put aside good bad academically bad writing skills has certainly been challenging but also a learning curve which I will continue to grow and develop.
	I look forward to seeing how the world of remote working advances as the pandemic (hopefully) slows down and finally becomes a manageable part of life – will we ever return to the office?
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[bookmark: _Toc93437059]Appendix 1
Team Survey - Wellbeing in the Workplace 
The workplace is very different today than it was 18 months ago – whether you were traditionally office or field based - this might even be your 1st real job. So, whichever category you fit in, this short survey looks to understand the impact of this new way of working on your personal wellbeing. This impact could be positive, negative…or you might feel that it makes little difference. This survey has been created to assess that impact within an SME setting.

About you
1.What is your age category?
16-25
26-35
36-45
46-55
56+
2.Are you (tick all that apply)
Male
Female
In a relationship
Single
Have dependents 


3.Would you say you are normally home, or office based?

4.How many years employment in any role do you have?

Working from home
5.Would you say the quality and quantity of your spare time has improved or worsened since working from home?  (Please state your reasons for your reply)

6.I prefer working from home
Agree
Disagree
Neutral
7.I feel that I work better from home
Agree
Disagree
Neutral


8.I feel less connected to my organisation
Agree
Disagree
Neutral


9.Interacting with my line manager and colleagues (please tick the 2 choices that apply)
Line Manager - more accessible
Line manager - less accessible
Colleagues - more accessible
Colleagues - less accessible


10.Visibility and Value - please explain the reason for more or less valued in the "other" box
I feel more valued today
I feel less valued today
I feel the same


11.What do you feel is the biggest challenge with working remotely? (Tick all that apply)
Collaboration and Communication
Not being able to "switch off"
Home distractions
Staying motivated
Connectivity issues


12.List 3 processes that you think will enhance staff wellbeing and communication?

13.What remote working tools have been an asset to your workday since the start of the pandemic? (tick all that apply)
Video conferencing eg Zoom, MST, Skype
Microsoft Office
Office 365
Trello
Project management software eg Monday, Basecamp
VPN linkups eg Forticlient, Express VPN
Support logins eg GoToAssist, Teamviewer


14.Please use this section to expand on how your wellbeing has been impacted.



[bookmark: _Toc93437060]Appendix 2
Answers to question 14 – expansion on how wellbeing has been impacted
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· MS Teams is good as you tend to get more instant replies from colleagues rather than sending an email. 
· I sometimes feel quite isolated as my partner works outside all day so is happy to come home, if I don’t have any plans I struggle for a reason to make sure I leave the house which I have found has impacted my mental health, but on the whole I do enjoy working from home and it has made some things a lot easier. I feel in a very lucky position to not have been impacted too much by the pandemic like some. 
· I feel there is no separation, so my mind is always on work. I feel as though my productivity is less working from home. Looking forward to going back to the office.
· I suffer from major mental health issues in terms of depression & anxiety, and lockdown & working from home has impacted on that. However, I've felt that being able to deal with those episodes from home is FAR more manageable than if I'd suffered those episodes in the office.
· Quite often go days before you talk to someone - lonely - no one on hand to help with awkward customers
· I would say that my wellbeing has been positively impacted by working from home. This is mainly due to more spare time after work and being able to get more work done without the office distractions.
· more alone than i ever have been. I've moved house as the person i was living with, didn't like me working from home / it got a bit cabin fever (amongst other things).
· “It can be difficult to 'switch off'
· Starting with the organisation while everyone is working from home has been challenging trying to work out 'who does what'"
· Wellbeing is impacted by many things it is not one dimensional, lots of things have happened in the pandemic that have impacted on wellbeing. I feel my wellbeing has improved overall. 
· I regularly get pain from bad seating and posture which I never experienced when I was in an office environment. That said, my productivity and general wellbeing has increased.
· The pandemic has opened new opportunities for me.  I worked in retail until very recently and needed to find a job working from home or part time that earned the same money as previously earned as my husband passed away last year and we have a young child that needs me to be home before and after school.  If it wasn't for the pandemic, I think this would have been trickier for me.  Thankfully remote working is one of the few positives to come out of COVID-19
· Wellbeing has improved - as a person who worked from home prior to the pandemic, I was often excluded. This led to frustration. Now, everyone is treated more fairly. 
· I was made redundant last years and was totally isolated and without purpose. Things have looked up since I joined Juniper!!
· Again. I don't think that I can answer this effectively as my wellbeing has been impacted by more than just the remote working environment. 
· I am used to working from home, so I don't feel my wellbeing has seen a significant impact. 
· My wellbeing has improved a huge amount since working from home. I am able to concentrate and focus better while not in a loud office. Avoiding a commute has given extra time in my day to go for a walk and get fresh air before and after work. I feel less stressed and calm being in my home environment. 
· Fortunately, I am a fairly laid-back person and enjoy working but the additional amount of work created by the majority of our team, being put on furlough was ridiculous!  Living alone, I did not see a single 'real' human being for the whole of the first lockdown but spent between 10-15 hours a day working to try and keep up with the volume of work including weekends.  This was my choice - and I can't say that it had a massive impact on my wellbeing as I am in control of my own destiny!  However, someone with a different disposition might well have suffered - due to the constant changing dynamics of our team, I have had to continue to work at this pace throughout the pandemic.   The constant changes in the restrictions etc for schools has meant having to be continuously alert to the changing landscape and to briefing my team.  They in turn have needed more support - it has been a very busy 18 months!!
· Since all my family are currently working from home, my 'team' has become different from my wok team. I have had to be more involved with the work of my family members, co-ordinating best Wi-Fi spot, lunch etc than before, which makes household relationships more 'work-like'.  Without dog-walking, this could make it more difficult to walk away from 'working' relationships / issues / disagreements!
· I enjoy my own company and so have massively enjoyed working from home - it is easier for me to concentrate and focus on tasks rather than being distracted by goings on in the office. It has also cut out my commute time which makes morning much less stressful and has also meant that my lunch breaks can be used to go for walks and decompress. I feel like we are more connected working from home as it is super easy to contact each other. I would love the opportunity to permanently work from home - I have felt more content and valued in this year alone than in my entire working life. 
· It has been impacted both ways - negatively at some stages due to lack of engagement with colleagues. Better on the other hand because of the extra time you gain each day.
· "I feel positive about the whole experience. As mentioned, I was expecting to be the only member of my team not in Chelmsford, so I have found having the whole company working remotely to have been really helpful.
· Personally, I have found trying to stick to a normal workday 8.30-5ish really important. I've also found it important to go for a 20min walk each lunch time and also getting out on my bike in the evening. My office is also my bedroom, so I can be spending 18hrs in the same room - it has been important to get out!"
· So much better. Do I really have to come back to Chelmsford?
· "The reduction in direct team interaction reduces the important social dimension to work and this reduces the opportunity for positive reinforcement and fun which helps to recharge motivation.  
· The lack of change in environment can make life a bit monotonous "
· Feel less stressed and under less pressure working from home
· My role has always been very varied - working in schools, meeting with colleagues, working from home - so to be at home all day in front of a computer has been tough. I have found it mentally exhausting - and have acquired additional aches and pains! I do take breaks but always feel I should be back at the computer.
· I think my wellbeing has possibly improved since working from home as I have more time before/after work for myself without the travel.
· "Loss of focus and loss of interest leading to doubt in my abilities - but I think my age and time of life has also not helped me at this time.
· "Like a lot of people, my home life has been quite turbulent since the start of the pandemic with the impact of  home schooling and supporting elderly relatives who are shielding, I find that I am drawn into the ""teenage drama"" of my family, where if I had been in the office, I would of been unaware of some of what was going on at home! Is it wrong to say my family have impacted my wellbeing? My team and line-manager are super supportive, and I really enjoy my role and on the whole, I enjoy working from home with the odd day in the office.
· The initial few months, when no one knew what was going to happen, were difficult as I resisted investing in a good home office set up, attempting to work from my sofa with a laptop. As soon as I relented and got myself a proper set up, everything dramatically improved. I do have a small issue switching off sometimes, and will find myself going to sit in front of my computer at the weekend, but I don't actually mind that much :)
· I've worked two jobs from home since the start of the pandemic. The first one I had much better wellbeing at home than in the office, but they had very strict rules about out-of-hours work. The second one my wellbeing has dropped back to about what it was when I was working in the office, but the hours are slightly longer so I don't feel like I have 'reclaimed' my commute time anymore.
· Luckily, I live in a place with good areas to exercise outside my front door. If I was commuting that will have been an issue. I have worked from home for the last 3 years. Going to an office occasionally is a good to get certain things done but, in the area, I work in (Software Development), there is absolutely 0 need for everyone to be in the same office.
· I think people's confidence has been impacted by working from home and there has definitely been a social impact. I miss the casual chats you would have in the office and the knowledge sharing that you don't always get online.
· There is more reading by working at home, people like me with visual dyslexia struggle with this as we need more Human Interaction but all in all everyone is approachable, so I feel comfortable asking questions when I am stuck so this is a pleasure to me as I enjoy working from Remotely.
· I do not feel my wellbeing has been negatively affected - it has improved
· I've got nothing to expand on, it simply improved 
· I have been home based for 3 years; the main impact of the pandemic has been that we have moved to doing all training online.  This has been more successful than I could have hoped for, although I personally miss the face-to-face contact with delegates.  I definitely feel more isolated.
· I think overall my wellbeing has improved since working at home. I work more efficiently from home, but I do think things can be more difficult from home - you end up finding your own way to things, rather than the natural best-practice sharing which happens in an office environment.
· There have been constant changes in work processes and staff changes and not clear direction on how we should be working.  Causes stress and also feeling demotivated as no sooner do you gets to grips with a process it all changes again.
· I can manage time with family during lunch break and I can concentrate at the same time at work once I am back on my laptop. I think work from home is very helpful for working mum's like me. 
· I really struggled at first but over time I have come to see the benefits of working from home and it is now much preferred. There is both a time and cost saving involved. Me and my wife now go on walks during our lunch breaks as well, which is new, we didn't do this before, not on a daily basis. 
· "It's been impacted for better. there is no drag of getting public transport wasting 3 hours a day transporting to/from work.
· I can see my children more. even pick them up from school and stay behind 30mins at home in work"
· "Making teams feel connected is tougher
· Need to spend money to build culture i.e., online socials/be seen to be making fun happen"
· I'm getting through more cigarettes, but there's no one to blame for that but me.
· Working day has got longer and generally we are less efficient - you can get 5 people in a room and work through a challenge but remotely this takes longer and spread over multiple meetings. Stress levels have increased for work and home due to the working hours. 
· I have been a homeworker for over 16 years so was used to some home-based work. The Pandemic has had a bit of an impact where I feel like I should be available at any time during the day not just 9-5 etc. I do get more work done as part of my job was/is visiting clients so would spend a good amount of my day in the car so had that switch off time (listening to radio etc) but working from home means it’s a solid working day and beyond. That being said, it has meant I have seen more of family than I would normally do even though they see me working all the time. (Double edged sword in this respect)
· Working too longer hours impacted rest periods and inability to take time off due to workload
· Initially lost motivation & became depressed, then became accustomed to the new routine of working from home but found myself working longer and longer hours, now feel anxious about an impending change again as we move to a hybrid working style. 
· "The amount of work I have been able to do through remote training is hugely improved as has been my global reach. For every one session of training, I was able to run previously I can now run three and still be home by early evening and not have to leave for a 200-mile drive at 5 am. This has hugely benefitted my wellbeing and my health. I have lost weight, sleep better, and had time to exercise.
· The idea of going back into the office - commuting - living away from home out of a suitcase - hotel and motorway food fills me with loathing.  I miss seeing my colleagues in person and interacting with customers face to face but that is a price worth paying."
· I think wellbeing has improved as I’ve been able to balance work and home life better.
· Whilst working from home my wellbeing and mental health dipped massively, I had to get counselling but now things are back to normal life has really started looking up for me and I am thriving at work.
· In retrospect, I feel like the past months of working from home had a negative impact on my wellbeing. I only realised the past few months and since then I've started making the best out of the change. For what it's worth, I think WFH is overall a great change and in the right direction but maintaining a good life-work balance takes some getting used to. 
· I feel that I have worked around the clock to deliver to the standard I expect of myself.    I have had to self-help a huge amount to be able to perform my function at all and spent hours on tutorials.  Without training support, it has been a very stressful time.  I need more training on basic things such as use of break out rooms as can't do on my own and nothing seems forthcoming.   When Microsoft yet again changed Teams format for training it was impossible to deliver easily with only one monitor and I had to fight to get a second to deliver effectively.   The tech issues have exacerbated the length of time necessary to complete work.    With only my immediate colleagues to liaise with, and that is 2, frequent changes of line manager with no notification it has been very lonely.  I was not even contacted to tell me I was furloughed and then by chance found out I was no longer furloughed, not notified, and had to do rush training to meet the commitment that I was back to work in 3 days.     This was completely unsatisfactory, totally avoidable and made me feel completely undervalued and very stressed.   It has been hard to retain my enthusiasm for the job which had always been a highlight in life where I feel in a bubble of one, expected to do the same job, which pre pandemic was very interactive, with no support, poor equipment, and very little training.  It has been an appalling period.
· Usually a bubbly outgoing person, the pandemic has knocked my confidence hugely and massively impacted my relationships with my colleagues, some of whom i haven't seen for well over a year. 
· There are a large number of positives to the work from home paradigm, including work/life balance. However, I do think that over time team cohesion and communication will break down without in-person interaction.
· I have organised a rota so i can maintain a healthy work and home life.
· With video conferencing, I have felt fully supported working from home. I do not feel there has been any negative impact on my wellbeing if anything it has been positive. 
· Quite isolated but luckily, I like my own company. I do give myself time for a break and do other things, but it can be difficult to switch off. It's far too easy just to get up and start working and I feel I definitely work more hours than I should.
· I feel there is no escape from work, and this can be stressful. 
· A mixture, work life balance better, but sometimes hard to separate work from home
· "Generally, feel very positive about working from home and hope it continues post pandemic. The cut in commuting benefits the environment and its proof that teams can collaborate virtually and still get the job done. It will be disappointing to see companies force workers back to the office, ignoring 18 months of progress in the remote working field. Appreciate it is a very personal choice, and that workers should be given the option, as it is understandably not so easy to work from home if you're a single person household and rely on an office culture for daily contact, the same for workers trying to balance dependents at home with sitting at a desk all day etc.
· I've felt much happier, calmer and productive over the last 18 months, which considering there's been a pandemic going on outside is no mean feat!!"
· The stress related to travelling for work has been removed due to the pandemic, but I do miss the team spirit that we had between us which has definitely diminished through us not seeing each other in person.
· I have been lucky enough to be able to work throughout the pandemic so have had something to concentrate on.   Being disconnected from colleagues is a drawback but overall, the home working environment is better, so I have been able to get more work done.  Therefore, from a work point of view my wellbeing has improved during the pandemic. 
· Since being WFH, I have saved 2 hours per day and not needed to rack up 1000 miles per month commuting. I have also not had to put my child in early school club. Eating healthy is more convenient and I'm not having to eat so early/late in the day - I'm also able to exercise and have even joined martial arts classes which I would not be home in time for after commuting. 
· The main problem has been motivation and energy. As the pandemic has dragged on, I find it less and less easy to switch off as I have no dedicated office space in the house, which has in turn affected my sleep. which affects my motivation
· My wellbeing has improved working from home as the gains I have made in time saved commuting has helped me to make improvements in other parts of my life such as exercising regularly, seeing more of my partner and pets, and doing everyday tasks when I would normally be driving.
· Wellbeing is slightly reduced by feeling disconnected from colleagues. 
· It was an adjustment during the first few months, but I now feel I have got into 'the groove' and find that the advantages of home working far outweigh any disadvantages.
· "Generally, permanently at home has been useful managing family commitments but when full lockdown was in force it was a nightmare trying to do a full day of work with a full house. Became very stressful as neither work nor family were getting the best of me. 
· I have found working remotely is great for productivity but can cause issues when collaborating and trying to resolve smaller issues. We have adapted so well to the pandemic but at times we have all had a habit of putting our work first before ourselves. I also remote working makes it easier for issues to not been seen such as understaffed departments or stressed employees. 
· Working from home has not affected my wellbeing if anything it was a positive influence on my wellbeing. What the main issues was the social interaction's being reduced due to lockdown's but that was external to work.
· I have been fortunate to be able to carry on working during the pandemic.  I also had family at home that meant isolation was not a big problem.  Technology was fine.  I do sometimes find it hard to switch off and find myself working through lunch and finishing later. 
· Hard to switch off
· work equipment dominating my dining room
· Managers inferring that we are not working hard enough because we are working from home"

[bookmark: _Toc93437061]Appendix 3
EMPLOYEE WELLBEING CHECKLIST FOR REMOTE WORKING
· Switch off your laptop at the end of your day – preferably putting it away altogether - so you are consciously ‘OOO’.
· Lead by example– if your teams or colleagues see you working, they may feel compelled to respond too. We all need a break to be refreshed and ready to take on a new week.
· Take some exercise on a regular (preferably daily) basis. You can look for ideas of exercises you can do at home on the NHS website or maybe challenge yourself to try something new.
· Spend some time each day doing things you enjoy away from work 
· Try to eat healthy, well-balanced meals, stay hydrated and try to avoid smoking, alcohol, and drugs.
· Enjoy some daily fresh air and natural sunlight if you can 
· Laugh - Laughter reduces the level of stress hormones like cortisol, epinephrine (adrenaline) and dopamine. It also increases the level of health-enhancing hormones, like endorphins.
· Seek help if you are struggling

[bookmark: _Toc93437062]Appendix 4	

	What
	Who
	When
	Why 
	How
	Cost Implications

	Roll out a guidance document to be a one stop wellbeing shop for staff and leaders
	HR department and management
	Completion prior to Spring 2022
	Prevention of staff burnout and mental health illnesses
	Email to all staff with basic tips and contacts to assist in feelings of burnout and becoming overwhelmed
	Although the email will be free to send out to the staff, the potential savings on the company could be extremely beneficial.

Bloomberg (2021) reports that mental health illnesses were the leading cause of sickness absences, costing approximately £43 billion.

	Good work ethic, values, and principles
	Line managers backed up by HR
	Ongoing
	A positive working environment ensures open and honest communication across all levels of a company
	Frequent questionnaires to gauge the feelings and opinions of staff about how they feel about how they are being managed, listened to, communicated with etc
Analyse
Action
	Questionnaires will be free to send out via Microsoft Forms to the staff, the potential savings on the company could be extremely beneficial.

A poor working environment not only contributes to work related stress but also slows down workplace productivity.   Breathe HR software (2020) reports that having a bad company culture can cost a company £15.7 billion a year.

	Social relations – workplace wellbeing
	HR
	Ongoing
	Ensuring a good level of social wellbeing to enhance employee wellbeing
	Wellbeing webinars 
	Webinars will be free to implement and only really need to consider when these webinars will take place to work out cost implications.  Unless interactive, the webinars can be pre-recorded to be listened to at the employee’s leisure thus having no bearing on company costs.  

	Personal Growth
	Line managers, individual, HR
	6 monthly – phase 1 July 2022
	Encouraging personal development enhances company productivity and embracing personal development find more success and a deeper sense of purpose (Forbes, 2021)
	One to ones, appraisals, and encouragement to grow within company and move to different areas
	Internal recruitment potentially could save costs as you cut the time of finding and interviewing recruits, you save on onboarding time, and it promotes the willingness to invest in employees.  This can be disadvantageous however, in terms of gaps in the departments and an inflexible culture. (Workable 2021). 

	Good Lifestyle Choices
	HR and individual
	Ongoing
	With work being predominantly remote, we may move less and take less breaks – this can lead to burnout
	Look into company schemes such as cycle to work for hybrid workers, and gym memberships for remote workers 
	Looking at the earlier mentioned cost of £43 billion a year of costings for sick leave, having a health plan in place to boost endorphins may assist in preventing burnout and promoting a healthy and active lifestyle.

	Financial wellness
	HR
	Ongoing
	Money worries affect or physical and mental health which in turn affects work performance
	Implement a financial wellbeing policy as part of the wellbeing strategy (CIPD, 2021)
Offer financial seminars with open workshops
	This also ties into sick leave costs. Should employees get sick through stress., having money worries on top of burnout stress could make them seriously unwell.  








M	16-25	26-35	36-45	46-55	56+	3	19	15	7	4	F	16-25	26-35	36-45	46-55	56+	4	26	22	19	5	



I prefer working from home- GEN Z and Millenials v Baby Boomers

Agree	16-25	26-35	36-45	46-55	56+	3	19	16	15	5	Neutral	16-25	26-35	36-45	46-55	56+	2	13	6	10	2	Disagree	16-25	26-35	36-45	46-55	56+	2	3	3	1	2	



I prefer working from home - Male v Female

Female	Agree	Disagree	Neutral	49	Female	Agree	Disagree	Neutral	6	Female	Agree	Disagree	Neutral	21	Male	Agree	Disagree	Neutral	29	Male	Agree	Disagree	Neutral	5	Male	Agree	Disagree	Neutral	12	



I feel less connected to my organisation 
by age

16-25	Agree	Disagree	Neutral	Other	4	2	1	26-35	Agree	Disagree	Neutral	Other	13	20	8	4	36-45	Agree	Disagree	Neutral	Other	11	12	12	1	46-55	Agree	Disagree	Neutral	Other	9	8	8	56+	Agree	Disagree	Neutral	Other	5	3	1	



I feel less connected to my organisation 
by gender


Female	Agree	Disagree	Neutral	other	21	24	19	6	Male	Agree	Disagree	Neutral	other	15	21	10	1	



Biggest Challenge of remote working
Gender

Male	Collaboration and Communication	Connectivity issues	Isolation	Home distractions	Not being able to "switch off"	Motivation	Other	16	5	2	17	2	4	Femaie	Collaboration and Communication	Connectivity issues	Isolation	Home distractions	Not being able to "switch off"	Motivation	Other	25	15	1	5	24	2	3	



Biggest challenge of remote working by age bracket




Total	
Collaboration and Communication	Not being able to "switch off"	Connectivity issues	Home distractions	(blank)	Staying motivated	None of the above... I cannot see any challenges 	IT equiptment. I was given a laptop but its not suitable for my role as it doesn	Not being able to "switch off"	Collaboration and Communication	Connectivity issues	Staying motivated	silo' working becomes embeded.  Reaching out beyond core team / stakeholders	The team I am part of has adapted to home working well and I would not say there are any big challenges beyond the normal issues if we were office based.	feeling isolated	Home distractions	Collaboration and Communication	Not being able to "switch off"	Connectivity issues	Missing out on conversations that happen when staff are in the office when I'm working from home.	I am Visual Dyslexic so it is difficult to read. In the Office we interact more verbally	Collaboration and Communication	Not being able to "switch off"	Connectivity issues	The biggest issue is inappropriate equipment	Staying motivated	Not being able to "switch off"	Connectivity issues	Collaboration and Communication	26-35	36-45	46-55	56+	16-25	14	12	8	6	2	1	1	1	13	12	6	2	1	1	1	1	12	9	3	1	1	3	3	1	1	1	4	2	1	


Quality of Spare time male vs femaile

Male	Worsened	Improved	Same	8	25	14	Female	Worsened	Improved	Same	45	20	11	



What do you want to see more of?

Sociable Meetings	Better staff comms	Flexible Hours 	44	16	11	
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