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ABSTRACT
This research is aimed at investigating how working remotely/working from home during the COVID-19 pandemic has affected organisation culture. Using academic literature to provide secondary research, the factors influencing organisational culture were investigated and critically analysed pre and post the COVID-19 pandemic in terms of the requirement to work from home. In order to gain insight into the link between remote working/working from home and organisational culture, primary research was conducted via a qualitative approach using semi-structured interviews and the data gathered was examined and analysed alongside the secondary research which provided some interesting and highly relevant correlations and conclusions to be drawn. 









CONTENTS
1.	INTRODUCTION	6
1.1	PURPOSE, ASSUMPTIONS & RESEARCH QUESTIONS	7
1.2	OVERVIEW OF STUDY	8
1.3	RESEARCH AIMS AND OBJECTIVES	8
2.	LITERATURE REVIEW	9
2.1	INTRODUCTION	9
2.2	ORGANISATIONAL CULTURE	10
2.3	PRIVATE & PUBLIC SECTOR ORGANISATIONS	14
2.4	REMOTE WORKING/WORKING FROM HOME	16
2.5	MOTIVATION	18
2.6	CHARACTERISTICS INFLUENCING ORGANISATIONAL CULTURE POST ENFORCED REMOTE WORKING/WORKING FROM HOME DURING THE COVID-19 PANDEMIC	20
2.7	RELATIONSHIP BUILDING AND COLLABORATION	20
2.8	GENDER DIVIDE	21
2.9	MOTIVATION	23
3.	METHODOLOGY	24
3.1	INTRODUCTION	24
3.2	RESEARCH CONTEXT	25
3.3	RESEARCH APPROACH	26
3.4	RESEARCH METHODS AND DESIGN	27
3.5	ETHICAL CONSIDERATIONS	29
3.6	LIMITATIONS OF STUDY	30
4.	FINDINGS	31
4.1	QUALITATIVE DATA	31
4.2	RESULTS	32
5.	DISCUSSION AND ANALYSIS	34
5.1	WORK/HOME BALANCE	34
5.2	MOTIVATION	37
5.3	SOCIAL INTERACTION	39
5.4	RELATIONSHIP BUILDING AND COLLABORATION	41
5.5	WELLBEING & SUPPORT	42
6.	CONCLUSION	43
6.1	RECOMMENDATIONS	45
6.2	FURTHER STUDY	47
7.	REFERENCES	48
8.	APPENDIX	54
8.1	ANALYSIS OF EMERGENT THEMES/CONCEPTS	54











1. [bookmark: _Toc68607005]INTRODUCTION
The COVID-19 global pandemic has caused social and economic change and uncertainty all over the world and the pressures and strains placed upon Public Health Services across the globe have forced governments to impose policies and regulations including social distancing measures and remote working wherever possible. (Walker et al., 2020). 
This unprecedented change has forced organisations to rethink their strategic operations and adapt to the new challenges faced. For the first time, workers, all over the world have been compelled to work from home during government lockdowns, forcing organisations to adapt to challenges, most were unprepared for. 
During this time, organisations have seen their cultures disrupted and it is through this emergent process, that the focus once placed solely on its values and assumptions, has now shifted towards that of safety, in terms of its workers and business operations, as well as resilience in terms of business survival in this unchartered territory. (Spicer, 2020).    
Existing remote working/working from home literature does not yet provide a substantive, detailed explanation of the impact that this has on organisational culture and this study aims to construct a detailed analysis into this phenomenon and provide a framework for further, more intensive, personalised exploration.
1.1 [bookmark: _Toc68607006]PURPOSE, ASSUMPTIONS & RESEARCH QUESTIONS 
The purpose of this research paper aims to construct the foundation of a phenomenological examination and analysis. The research undertaken does not speculate answers based on pre-conceived assumptions, instead, formulates conclusions based on pre-reading and data collection via a qualitative approach, which will thereafter create the basis for new theory and form the direction of the study itself. The focus of the study remains around the question of organisational culture and remote working during the COVID-19 pandemic, but other questions will also be integral to support this research:  
1. What influences organisational culture?
2. Can an organisation’s culture survive with the input of management alone? 
3. Does mental health have any bearing on organisational culture? 
4. Can organisational culture be adapted in response to an unprecedented event while still maintaining the organisation’s core values?  
5. Can the future of an organisation’s culture be maintained while working from home? 
While the research questions will not specifically be addressed within the study, they will enhance the exploratory nature of the research and open routes for further potential exploration and analysis. 
1.2 [bookmark: _Toc68607007]OVERVIEW OF STUDY 
The literature review will form a key element of the research which will underpin the direction, approach and analysis of the findings. Once the collated data is introduced, it will become clear how these elements of research correlate with one another. 
The main focus of the literature review will encompass the definitions and exploration into the theories behind organisational culture and the many elements and factors associated therein as well as the theory based on remote working. 
While undertaking the secondary research, in terms of the literature review, the primary research will be conducted via a qualitative approach by way of interviewing a mixed demographic of individuals and asking open ended questions with the aim of ensuring fluid, flowing conservation to enable the interview to be taken in different directions in order to gather richer, more diverse data. 
This data will then be examined and analysed against the literacy review and conclusions will be drawn from it.  
1.3 [bookmark: _Toc68607008]RESEARCH AIMS AND OBJECTIVES
The aim of this dissertation is to critically evaluate the effects that working remotely/working from home during the COVID-19 pandemic has had on the organisational culture of a business.  There are four objectives:
Objective 1 - To critically analyse previous academic literature on the rationale of organisational culture and what effects working remotely/working from home has on it.  
Objective 2 - To analyse the importance of organisational culture in terms of collaborative working and relationship building. 
Objective 3 - To analyse the data collected in order to understand the phenomenon of remote working/working from home and the effects this has on the already established organisational culture within a business.     
Objective 4 - To make recommendations to support and maintain organisational culture through collaborative working and relationship building.
2. [bookmark: _Toc68607009]LITERATURE REVIEW 
2.1 [bookmark: _Toc68607010]INTRODUCTION 
Edward B. Taylor, one of the first anthropologists, introduced the term ‘culture’ in 1871 and defined it as ‘that complex whole which includes knowledge, beliefs, art, morals, law, custom and any other capabilities and habits acquired by man as a member of society’. (Brown, 1995, p. 3). Research suggests however, that since the nineteenth century, the term culture has evolved greatly and seen significant development in its meaning with an element of focus being placed upon ‘semiotic’ approaches. (Ibid). 
Culture is an ever-changing, diverse phenomenon that is shaped by human interaction over set structures, routines and rules which determine and guide human behaviour. (Schein, 2004, p. 1). In understanding the origins of culture, it is clear to see how this diverse amalgamation of concepts, frameworks and theories have been utilised to build structure and definition to the modern-day construct of organisational culture and how, through these behaviours, organisational culture can be created, manipulated and adapted through an emergent process. 
The purpose of this literature review is to establish an element of familiarity and understanding of the current research already available and will be utilised to critically analyse and review relevant concepts, contexts, and theories in terms of their relevance to the research topic in question. The literature review will provide a framework or backbone to the research which will identify why the thesis is relevant and, used in conjunction with the primary research, will enable conclusions to be drawn.  
2.2 [bookmark: _Toc68607011]ORGANISATIONAL CULTURE
‘The way we do things around here.’ (Jason Martin, 2006). Just one of a plethora of definitions of organisational culture and one which demonstrates simplicity in terms of providing a certain level of comfort, being safe in the knowledge of the deeply rooted habitual way an organisation operates.   
It is not surprising to note, that the concept of organisational culture has been the subject of much academic debate and it should be highlighted that one’s perception of its meaning may vary greatly from another’s. Organisational culture is a broad spectrum and there is no one definitive definition, this is because the term culture has been defined by anthropologists in many various ways for many years. (Brown, 1995, p. 7).
Broadly speaking however, organisational culture can be defined as a unique identity or personality which is individual to every organisation. It is made up of a collection of values, beliefs and assumptions which are formed from behaviours and interactions of individuals within the organisation. (CMI, 2015). It is defined by the organisation’s operations and activities, its history, the organisation’s internal and external environment, how employees are treated and how these employees treat one another. (Ibid). These factors form the overall ethos or culture of the organisation. 
It is described as ‘how people in a company think, feel, value, and act is guided by ideas, meanings, and beliefs of a cultural (socially shared) nature’ and that ‘an organization’s culture comprises an interlocking set of goals, roles, processes, values, communications practices, attitudes, and assumptions.’ (Brown, 2016). 
Organisational culture allows for the best possible way forward in terms of thinking, reacting and decision making and should be viewed as the correct way in which things are done and problems are solved and understood. (Sun, 2008). It is considered that organisational culture encompasses the core values and beliefs that are shared by all involved within an organisation. (Ibid). 
Andrew Brown (1995) stated that organisational culture can be defined as ‘the pattern of beliefs, values and learned ways of coping with experience that have developed during the course of an organisation’s history, and which tend to be manifested in its material arrangements and in the behaviours of its members.’ (Brown, 1995, p. 8). This quote lends itself to the understanding that an organisation’s culture is almost an emergent process and something that is adapted and developed following a particular experience or incident that an organisation may go through, which is interesting to note since the globe is experiencing such an unprecedented phenomenon with the COVID-19 pandemic for instance. 
Peter Drucker (1909 – 2005), believed that a strong, powerful organisational culture would lead to organisational success and was once quoted saying that ‘culture eats strategy for breakfast’, highlighting the importance of organisational culture over business strategy. He believed that organisational culture is formed through human interaction and the relationships that are established between individuals within an organisation, namely, the workforce. He considered that the success of an organisation depends upon the quality of relationships that are built between members of the workforce and believed that organisational culture is therefore determined by the people within the organisation. (Webb, 2020). 
Relationship building between colleagues is critical to developing a successful organisational culture in terms of achieving common goals and objectives. Team building utilises high interaction between colleagues which in turn develop a level of mutual trust, respect and understanding and allows for openness among the team. (Robbins et al., 2003). Thus, creating the foundations for relationship building within the workplace. 
Studies suggest that forming relationships with colleagues in the workplace directly increases employee satisfaction and leads to employee engagement in terms of their commitment to the organisation itself.  (Ryba, 2019).  Therefore, it will be interesting to examine this research highlighting the importance of team working, relationship building and collaboration in relation to organisational culture in comparison to the primary research gathered.  
Although there is no one definitive definition of organisational culture, findings suggest that organisational culture cannot exist without people and their behaviours, attitudes, shared beliefs, and interactions with one another essentially form the heart of the culture itself. So, what would happen therefore if individuals were unable to interact or given the opportunity to build relationships and collaborate with one another due to working remotely from home? 
The beliefs, values and practices that largely under pin organisational culture are much more difficult to sustain when the organisation’s workers are disconnected from the organisation and working remotely from home while attempting to deal with a multitude of distractions including children, pets, the forever growing laundry pile, all while sitting crouched over the living room coffee table, feeling exhausted with the constant ‘ping’ of email messages and online virtual meetings. (Howard-Grenville, 2020).  
Professor Edgar Henry Schein suggested that organisational culture is developed over time, during which, employees learn to adapt in response to changes to the external environment in terms of problem solving. (MSG, 2021). Schein believed that employees learn from experiences and problems encountered in the past which are then used as learning opportunities to form organisational culture. (Ibid). This is interesting when thinking about how organisations may have dealt with the recent worldwide COVID-19 pandemic and how their organisational culture may have evolved and/or adapted in response to it. 
Schein believed that the confusion surrounding the definition of culture lay with the lack of differentiation in the levels in which culture presents itself. (Schein, 2004, p. 25). Schein’s model of organisational culture (Figure 1.0) is illustrated in the form of an iceberg as shown below and aims to analyse culture within different levels.  
Figure 1.0
[image: ]The model is split into three separate levels and are expressed as: (McGuire, 2012)

Artifacts – Characteristics that can be seen, heard, or felt, may include architecture and physical environment etc. 
Beliefs, Values and Attitudes – Characteristics that are less visible such as the organisation’s vision, mission statement, codes of conduct etc.
Basic Assumptions – Characteristics that are not visible including perceptions and behaviours deeply rooted within the organisation. 
Schein’s model is highly beneficial in terms of providing a visual representation of the levels forming organisational culture, which is a good starting point for further investigation and analysis.  
As Schein believed, past experiences can be used as learning opportunities to form the culture of an organisation, this leads to the understanding that organisational culture is rather complex and diverse and can evolve over time. This is interesting, considering the fast paced, ever changing environment that organisations exist within. Organisations need to be able to adapt to their external environment and which, when thinking about the COVID-19 pandemic, would make complete sense. 
Research confirms that the flexible organisational culture relevant to this research paper is that of the internally oriented, Supportive Culture. This culture determines whether employees are supported by their organisation in maintaining a manageable work-home balance. (Sok et al., 2014). An organisation with a supportive culture, has flexibility at the core of its operational procedures in order to satisfy the needs of its workforce in terms of providing support, creating opportunities for career progression while maintaining working from home arrangements to support family friendly values. (Ibid). This culture type is of particular interest when understanding the additional workload placed upon families working from home during the pandemic with increased childcare responsibilities, home schooling and potentially caring for sick, vulnerable individuals. 
2.3 [bookmark: _Toc68607012]PRIVATE & PUBLIC SECTOR ORGANISATIONS
Regardless of region, country or sector, every organisation has its own individual culture which provides a personal identity for which it creates its own values and beliefs, and these vary from organisation to organisation. (Rus & Rusu, 2014). Successful organisational culture can be attributed to gaining a competitive advantage over other competing organisations. (Khan & Khandaker, 2016).
The global pandemic has placed both private and public sector organisations under pressure due to the health risks that the virus poses to the population and this shared change of enforced remote working has altered the course of organisational culture within both sectors. This research paper focuses on the organisational culture within both private and public sector organisations and the distinct, interesting similarities and differences between the two.  
It can be stated that private sector organisations have very significant unique differences in their organisational culture, but this cannot be said about the organisational culture for public sector organisations. This is because, although public sector organisations have many different characteristics in their values and beliefs, much of which is dependent upon their organisational activities, size and area, they also have specific set values that are consistent and common to all organisational cultures. (Rus & Rusu, 2014).
The culture of an organisation can directly influence worldwide cultures to which they contribute to and private sector organisations such as McDonald’s and Coca-Cola for example, have developed such unique and influential organisational cultures that they have successfully managed to alter eating and drinking habits all over the world. (Khan & Khandaker, 2016). This level of redirection and influence of change would be almost impossible for public sector organisations as these organisations operate to strict guidelines and regulations and any alteration to operational standards may lead to legal, economic, and political implications. (Ibid).   
Organisational culture is driven by people therefore what motivates them ultimately determines the success of the organisation based on the culture that is created therein.  
Public sector organisations are often in the spotlight in terms of the requirement for them to promote positive change to reflect society challenges and research suggests that they are already ahead of other sectors in terms of strategic planning and preparation. (Giese, 2021). Studies confirm that public sector organisations were already ahead of private sector organisations in terms of flexible working and last year it was noted that 42% of public sector employees already worked remotely on a flexible basis whereas only 21% of employees in the private sector worked this way. (Ibid). 
Using Schein’s model of organisational culture, workplaces within private sector organisations form a large part of the artifacts level and are an important characteristic in establishing organisational culture not only from an employee point of view but also from the point of view of the customer or client. The workplace itself is what makes the organisation recognisable. Public sector organisations however often provide a service to the community via a governing body therefore, in terms of remote working, it may be that traditional workspaces are swapped for good in favour of home working due to the savings this may achieve. However, this raises long term questions in terms of how vital relationships between colleagues in the workplace may be maintained.  
2.4 [bookmark: _Toc68607013]REMOTE WORKING/WORKING FROM HOME
There is a generalised stigma associated with working from home in that it is perceived as being less productive. (Muller-Heyndyk, 2018).  
The COVID-19 pandemic has dramatically altered the way people live, work and travel with governments enforcing new ‘stay at home’ regulations and restrictions to slow down the spread of the virus. (Welsh Government, 2021). The new restrictions in place, which include staying at home, meeting with only the people you live with and social distancing have led to a radical shift in the norms associated with the working day. 
Working from home can be described as an arrangement where an employee carries out and fulfils their duties essential to their role, as defined by their job description, via the use of information and communications technology while within their place of residence. (ILO, 2020). In order to ensure business continuity, this arrangement requires a level of shared commitment and responsibility by the employer and the employee. (Ibid). This alternative method of working can be defined as a ‘flexible’ approach where the employee has no physical contact with their co-workers but are able to communicate and interact with them via the use of digital technology. (Wang et al., 2020). 
Prior to the COVID-19 pandemic, working from home/remote working was not seen as being an effective practice and was not widely offered as a workplace alternative. (Wang et al., 2020). Therefore, due to the new government restrictions and regulations in place, enforcing workplaces to allow its workers to work from home during the COVID-19 pandemic, most were not prepared for supporting this type of working practice and most employees had little or no experience of this way of remote working. (Ibid). The COVID-19 pandemic has forced millions of people all over the globe into what is essentially a worldwide experiment in remote working. (Kniffin et al., 2020). Remote working has been forced upon individuals who may never had wished to undertake this type of working and this has had a significant impact to areas of their personal life. (Waizenegger et al., 2020).   
Although this type of working practice is described as flexible, this level of flexibility is extremely different from a normal flexible working approach with many employees having to work from their kitchens, bedrooms and living rooms while having to juggle work with childcare and home-schooling. (CIPD, 2021). This type of working is not indicative of a ‘normal flexible working’ approach and can be considered as out of the ordinary and unprecedented. (Ibid).
The new restrictions in place which have forced people to work from home is causing unprecedented change and disruption to people’s lives. Parents are expected to work, home-school their children and still be parents; this is essentially three separate roles. Individuals are having to choose between earning a living and catering to their children’s educational and emotional needs. There are reasons people choose to be either a working parent, a part time working parent or a stay-at-home parent. 
It is also worth raising the question as to at what point do working from home employees find personal time for their own welfare and wellbeing. Studies suggest that many employees working from home find they experience personal implications resulting in a lack of social engagement, loneliness, stress, a lack of personal self-esteem and reduced levels of motivation. (Crosbie & Moor, 2004). Many feel they are unable to balance their personal and work life due to there being no definitive distinction between the two. (Ibid).
2.5 [bookmark: _Toc68607014]MOTIVATION
Theories suggest that employee motivation is determined by several factors including, but not limited to, whether they find their work enjoyable and/or worthwhile, whether they feel valued and secure in their role and whether they can identify with the main goals and objectives of the organisation itself. (Brown, 1995, p. 59). 
Mullins (2013) states that ‘the relationship between the organisation and its members is influenced by what motivates them to work and the rewards and fulfilment they derive from it’ (Mullins, 2013, p. 243). 
Content Theories are beneficial in terms of establishing employee motivation and can be utilised when explaining the specific factors that motivate individuals to work. These theories are used to identify and establish worker’s individual needs, strengths and the steps taken to ensure these needs are met. (Mullins, 2013, p. 252).    
A useful example of content theory is that of Abraham Maslow’s Hierarchy of Needs as illustrated in Figure 2.0.
Figure 2.0
[image: ]Maslow’s motivational theory focuses on five levels of psychological needs, in order of their importance, with the most important at the top of the pyramid. Maslow suggested that only once a lower level of need had been met, would the worker then be motivated enough to have the next need within the pyramid fulfilled. (McLeod, 2020). Research suggests that the needs within the pyramid do not always present themselves in the same way for every individual and other needs may evolve depending upon circumstance. (Jerome, 2013). (McLeod, 2020)

This theory is highly relevant to organisational culture from a dual perspective of both the organisation itself and the employee. 
The organisation’s culture should reflect the fact that employee needs are of paramount importance and that when these needs are met, staff motivation and performance will be improved. Employees benefit from social interactions and relationship building with their colleagues therefore the organisational culture should create values that encompass these factors and meet these needs. (Jerome, 2013). 
It is therefore implied that if organisations do not focus on the needs of the employees and/or consider these needs as being part of the overall culture, then motivation and performance standards will drop. Employee motivation fosters organisational loyalty and develops values and beliefs, which in turn encourage feelings of security and belonging. (Brown, 1995, p. 59). 
2.6 [bookmark: _Toc68607015]CHARACTERISTICS INFLUENCING ORGANISATIONAL CULTURE POST ENFORCED REMOTE WORKING/WORKING FROM HOME DURING THE COVID-19 PANDEMIC
2.7 [bookmark: _Toc68607016]RELATIONSHIP BUILDING AND COLLABORATION 
The sudden jolt of enforced remote working/working from home experienced by many workers has had a significant impact on the culture of organisations. 
Shared values, beliefs, attitudes, and assumptions that have been largely taken for granted but which unconsciously govern and underpin everything employees do within the workplace, including the way they work together, are now only recognised since they have been removed from it - for example, the lack of physical interaction with work colleagues through the sudden loss of the communal workplace. (Howard-Grenville, 2020). These values and beliefs shared between colleagues form the underlying structure of the organisation’s culture.  
Due to the COVID-19 pandemic, millions of workers all over the world now use a combination of technological and digital communicative tools in order to undertake their roles away from the traditional workplace setting. (Hill et al., 2003). Research suggests that even with the abundance of various digital collaborative tools available, there is no substitute for face to face, human interaction that enables effective communication, creativity and problem solving within the workplace. (Howard-Grenville, 2020). This is because social interaction is essential to the health and wellbeing of humans and research suggests that strong relationships and community bonds positively affect both physical and emotional health. (South University, 2018). Humans make sense of the world through these interactions and understanding is processed through body language, emotions and shared experiences which are much more difficult to express in a digital/virtual world. (Howard-Grenville, 2020). 
Organisational culture aligns employees and through peer-to-peer learning, determines their shared attitudes, behaviours and how they build meaningful relationships in terms of team building and collaboration. The inability to build such relationships, communicate effectively and collaborate with colleagues on an ad hoc basis can seriously impact employees and leave them feeling isolated, disconnected and despondent from the organisation. (Weston, 2021).     
Henry Mintzberg believed that organisations should be viewed as a ‘community of human beings’ which, through engagement and relationship building, form the purpose of the business, essentially forming, the organisational culture. (Moore, 2014). Drucker (1909-2005) thought that human relationships between colleagues are built and nurtured over time to achieve collective goals and objectives and without them, the organisation’s culture is at risk. (Medlin, 2012). Therefore, while employees work remotely, away from the workplace and away from their colleagues it is much more difficult to maintain and nurture these meaningful relationships which are essential to creating a successful organisational culture.    

2.8 [bookmark: _Toc68607017]GENDER DIVIDE
Society dictates that women must decide early on whether they wish to become ‘working mothers’ or ‘stay-at-home mothers’ and this decision is portrayed as choosing a career over caregiving. (Dillaway & Paré, 2008). Therefore, it is tempting to believe that the current flexibility offered in terms of enforced working from home during the pandemic will offer up equality by way of allowing women to maintain full time employment and avoid losing career progression while taking care of their children. (Ibarra et al., 2020). Unfortunately, studies suggest however, that this is not the case and in fact, these workplace changes may have a negative impact on women’s productivity and job-satisfaction. (Feng & Savani, 2020). 
Locke (1976) describes job satisfaction as ‘a pleasurable or positive emotional state resulting from the appraisal of one's job’. (Fasbender et al., 2018). 
Studies indicate that working from home is possible in more female dominated sectors therefore women are more likely to be working from home during the COVID-19 pandemic. This indicates that following the closure of schools and nurseries during this time, women are also expected to take on increased childcare responsibilities and home schooling.  (Hupkau & Petrongolo, 2020). Working from home during the pandemic has increased housework and childcare to unprecedented levels and with the addition of home-schooling due to lockdown restrictions, a gender divide in productivity levels and work satisfaction has been seen. (Feng & Savani, 2020). The COVID-19 pandemic has exasperated the pre-existing inequalities seen in childcare contributions between males and females. (Hupkau & Petrongolo, 2020).
The increase in housework and childcare throughout the pandemic would, in a ‘gender-equal world’, fall to the responsibility of both men and women equally, yet in line with the social role theory, societal norms dictate that it is primarily women who take responsibility for the central family caregiving role. (Science Direct, 2021). 
Studies suggest that organisations should provide their female employees with additional support in terms of their welfare and wellbeing during this time when they are most under pressure from not only working from home but also undertaking their caregiving responsibilities in looking after children, home schooling while schools and nurseries are closed during lockdown and taking care of the COVID-19 vulnerable. (Feng & Savani, 2020). 
Job satisfaction is linked to organisational culture success and effectiveness therefore a workforce who gain satisfaction from their work results in increased productivity and ultimately, business survival. Job satisfaction is also considered highly important in terms of employee health and wellbeing, therefore if female employees are experiencing feelings of unsatisfaction in their work, this will have a detrimental, long term impact on the culture of an organisation. (Roos, 2005). 
2.9 [bookmark: _Toc68607018]MOTIVATION 
‘I feel guilty saying this, but I really can’t be bothered to work right now.’ (Moss, 2021).  
Individuals working from home during the pandemic have been made to feel as though they are lucky and should feel grateful for the opportunity of this enforced new style of working which many neither asked for or desired. Yet, in comparison to essential key workers and the thousands of workers facing employment uncertainty when their furlough period comes to an end, individuals working from home are in a much safer position, so why is it then that studies suggest so many struggle to find the motivation to get through the working day? (Ibid). 
It is suggested that varying work situations and circumstances, such as working remotely from home may impact an individual’s motivation to work and the lack of interaction and opportunities for collaboration and teamwork are direct implications of this. (Mullins, 2013, p. 13). 
Studies suggest that a contributing factor in a lack of motivation in employees working from home stems from the lack of social interaction with colleagues within the workplace therefore in terms of Maslow’s Hierarchy of Needs this would suggest that this positive, meaningful interaction between colleagues is essential to human welfare and wellbeing. (Dodd, 2020). It is indicated that the lack of fulfilment and company culture is as strong a motivator as salary in terms of why an employee may choose to leave their job. (Ibid).       
The COVID-19 pandemic has caused extreme and unprecedented uncertainty therefore it is suggested that during times such as these, the upper two levels within the Hierarchy of Needs become less important with employee’s motivational success focusing on the bottom three levels: physiological needs (food, water, rest, health, shelter, clothes etc.), safety needs (security /safety in terms of personal, emotional, health, financial etc.) and belongingness and love needs (relationships, friends, family etc.). (Eyl, 2020). 
Considering the recent pandemic, it is understandable why employees may be experiencing a lack of motivation when working remotely away from their colleagues, the uncertainty and unpredictability of the current situation has made it more difficult to fulfil their human needs as depicted within Maslow’s Hierarchy of Needs. Working remotely at home due to the COVID-19 pandemic has bought about new challenges in terms of meeting needs associated with motivation due to the lack of human interaction, health issues in terms of the fear of being exposed to the virus and concerns regarding income and job loss. (University of Birmingham, 2020). 
The COVID-19 pandemic has created extremely challenging and overwhelmingly difficult circumstances including fear, tragedy, unemployment and financial uncertainty resulting in heightened levels of severe stress in employees and therefore affecting their motivation to work, resulting in reduced productivity levels and performance. (Roos, 2005). Motivation is considered crucial to organisational culture and organisation survival therefore managers should ensure their primary concern is the motivation of their staff during the time they are working from home. (Ibid). 
3. [bookmark: _Toc68607019]METHODOLOGY 
3.1 [bookmark: _Toc68607020]INTRODUCTION
The methodology section of the research paper will provide an oversight into the main processes in which the primary research was conducted and will provide the structure in terms of the direction of the study in question. The method, which was used to capture data, will be explained and will interlink with relevant theories used in the acquisition, examination and analysis of data.   
3.2 [bookmark: _Toc68607021]RESEARCH CONTEXT
The scope and scale of the topic focused upon within this research is much too large and broad a subject to be covered adequately in such a limited timeframe and in such a small paper, therefore the main aim of this research is not to find specific answers but to utilise the primary and secondary research as exploration tools to examine the impact that remote working/working from home during the COVID-19 pandemic has had on organisational culture and what factors may be the potential root causes of these implications. To delve any deeper into the subject would require a longitudinal approach which unfortunately, due to restricted timescales, is not possible as this approach would look to follow the transformation and potential subsequent demise of a specific culture over a period of time. Throughout the research, the objective is to create a basic framework in terms of piecing together a jigsaw of elements in which the hypothesis is developed. The aims of the research fall into the following parameters: 
1. To provide an overview of the definitions of organisational culture and interlink with relevant theory. 
2. To establish, identify and formulate connections into the factors that influence organisational culture while working remotely/working from home. 
3. To provide insight into the issues caused from working remotely/working from home.
4. To investigate ‘real life’ perceptions of how these influential factors garnished from working remotely/working from home affect organisational culture.  
3.3 [bookmark: _Toc68607022]RESEARCH APPROACH
[bookmark: _Hlk63763405]There are many various research approaches that can be adopted in terms of understanding the who, what and why of a research topic and desired objectives. This research study will be conducted via a qualitative approach in terms of understanding the phenomenon being observed by way of gaining insight based on humanistic and interpretivist behaviours. (Aspers & Corte, 2019). It is therefore difficult to justify any other research approach due to the type of data required in terms of understanding individual experiences.  
To provide analysis of the research strategy and approach in further detail, the Saunders Research Onion has been utilised in terms of depicting the various stages of research methodology. (UK Dissertation Writers, 2019).
In terms of the philosophical stance linked to Epistemology, the approach of the research study is based on Interpretivism and focuses on the use of qualitative analysis to obtain data relevant to the research. The data will be collated into themes and via the use of interpretive analysis, meaningful information will be pulled from the results. The research approach follows an inductive path and aims at developing a theory based on specific observations to broad generalisations. The research begins with theory and progresses onto the research question which will be implemented through qualitative data collection by way of Grounded Theory, this theory looks to discover emerging patterns within the data itself to truly understand the phenomenon. (Engward, 2013). 
The data will be analysed to either confirm or reject the research question and create the basis for new theory to emerge. In terms of the timeframe for the research, this will be focused on a Cross-Sectional approach as this presents a view of the data collected during a single point in time and the data collection is confined to a particular duration. (Grossoehme & Lipstein 2016). The duration in question is the time when the COVID-19 pandemic forced individuals to work remotely and/or work from home. 
As noted previously, it is unlikely that definitive answers will be uncovered during the course of the research due to the inability to undertake a longitudinal approach which timescales, unfortunately do not allow. Although it should be stated that due to the scale of the research in question, this would open-up and allow for further study beyond the scope of this specific paper.   
3.4 [bookmark: _Toc68607023]RESEARCH METHODS AND DESIGN
[bookmark: _Hlk63771303]This paper is based on phenomenology research, aiming to gain perspective into humanistic and interpretivist behaviours which are experiences familiar to the participants taking part in the research, therefore interviews are the most appropriate method of data collection in this instance. (Knorr et al., 2011). 
To obtain these perspectives, interviews following a semi-structured approach will be undertaken. Semi-structured interviews allow for a more flexible approach in terms of qualitative information collection. This approach enables open ended questions that can be directed towards certain topics and which can be modified based on the feedback and responses provided by the participant, thus being able to delve a little deeper into the meaning of the participants responses. (Stokes & Wall, 2014). 
Data will be analysed via a thematic approach which will ensure a systematic and thorough examination of the data. This approach will allow the identification of relevant common reoccurring themes, correlations, similarities or differences by way of data interpretation. (Caulfield, 2020). Analysing the data via this method will gain greater understanding of the intended meanings behind the data collected and develop an interpretive framework where the data can be organised and presented in terms of themes with quotes utilised to support finding arguments and conclusions.
For the study, a mixed demographic of participants will be approached who are all employed within both private and public sector organisations and who have all experienced enforced remote working/working from home during the COVID-19 pandemic.
The interview will consist of 13 core questions which will be used as a prompt to guide the conversation in a particular direction yet being conscious not to add bias to the outcome.  The questions are listed below:
1. What industry do you work in? Private or public sector? 
2. What was your normal working environment before you started working from home? E.g. Office? Open plan office?
3. Prior to the pandemic, how many people did you normally sit with in your office? Do you still interact with these individuals as much? How much on average? 
4. While working from home, do you have a specific room/workspace set aside for yourself? 
5. How many people live in your household? Do you have children, a partner who works from home, pets etc.? 
6. While working from home, are your day-to-day activities/output monitored by a manager? 
7. Does working from home interfere with your motivation either positively or negatively? 
8. How do you feel about the support your organisation has provided you with while you worked away from the workplace? 
9. On a daily basis, how often would you say you interact with colleagues or other members of your team/organisation? 
10. Before the pandemic, how often were you expected to collaborate with colleagues on various work assignments, projects or tasks? And now? 
11. Do you feel that your value / influence within your organisation has been impacted by this new way of working, either positively or negatively? 
12. Do you enjoy working remotely/working from home? Why?
13. Do you see working remotely/working from home as being sustainable for your organisation?  
From undertaking the secondary research in terms of the literature review, it quickly became clear that organisational culture consists of several core principles including, but not limited to, relationship building and collaboration within the workplace, motivation and job satisfaction, wellbeing and support and an individual’s personal feelings of value and influence within the organisation. The above open-ended questions above were developed and used as a guide to gain insight into these elements and allowed answers to develop in relation to the main research questions. 
3.5 [bookmark: _Toc68607024]ETHICAL CONSIDERATIONS
Before any participants were contacted or approached, an ethics form was completed and signed off. Participants were provided with a participation consent form and fact sheet providing information on the nature of the study and its aims in order to provide complete transparency in terms of what to expect from the interview experience and how the information and data collected will be utilised.  
As with any qualitative study based on humanistic and interpretivist behaviours which focus on experiences familiar to participants, it was important to ensure that any personal information that may be traced back to the participant were eliminated from the study. All information garnished from the research has been kept confidential and anonymity has been given to each participant. Participant information was recorded and used for the purpose of this study alone and once completed, recordings will be deleted and/or destroyed.  
The power imbalance between researcher and researched has been taken into consideration and care was taken to ensure that the latter were not pressurised into participation. Research participants were made aware of their right to refuse participation, including their rights to withdraw from the research project at any stage, and were not, at any time, given the impression that they were required to participate.
3.6 [bookmark: _Toc68607025]LIMITATIONS OF STUDY 
The COVID-19 pandemic is extremely current and yet, there seems to be no substantive research into the area of study.  Based on the confines of the word count, timescales and the extremely extensive and complex nature of the research topic of organisational culture, limitations of the study have been experienced in the sense that the paper provides only the beginning of much more detailed and specific research opportunities. To explore the topic in any greater detail would require a longitudinal approach in terms of examining a particular organisation’s culture over a length of time and analysing its transformation in relation to enforced remote working/working from home during the pandemic. 
The specific confines highlighted, also influenced the ability to incorporate the entirety of the qualitative data collected from the interviews. The data was organised into relevant themes by way of correlations, similarities and differences but only a small number of these themes could be incorporated into the study.  
The COVID-19 pandemic and the current regulations in place in terms of social distancing and ‘stay at home’ measures have restricted interviews to be held via online digital communicative platforms including Microsoft Teams and/or Skype. This invisible barrier limited the ability to fully engage with the participants in terms of fully comprehending non-verbal communication including eye contact, body language etc. 
Ten participants are subject to this research paper, however, should timescales have allowed, a much larger sample would have been utilised. This would have had a much more significant impact on findings and would have provided concrete evidence to support the research. The larger the sample the more significant the findings in relation to the population as a whole.
4. [bookmark: _Toc68607026]FINDINGS  
4.1 [bookmark: _Toc68607027]QUALITATIVE DATA
The semi-structured interviews provided detailed dialogue which could be analysed based on humanistic and interpretivist behaviours in terms of experiences familiar to the participants in relation to the research topic. During the interviews it became apparent that common themes emerged based on the participants responses. The interviews were transcribed and analysed in detail and utilising the literature review, the themes identified were cross referenced in relation to the secondary research. Where this was not possible, further detailed secondary research was undertaken.      
The themes identified were collated and documented based on the researcher’s interpretation and cross referenced against the secondary research. Findings are recorded and documented in tabular form within the Appendix and are in an interpretative format based on the key data identified within the analysis which ultimately led the researcher toward the themes.
4.2 [bookmark: _Toc68607028]RESULTS
The group interviewed consisted of a mixed demographic of public and private sector workers from industry sectors including education, construction design, property, national public health, accounting, administration, and procurement.  
As the table below illustrates the majority of participants from both public and private sectors agreed that the most influential factors which determine organisational culture comprise people, management, job satisfaction, social interaction/relationship building and teamwork/collaboration. 
Management is perceived as more of a driving force behind the employee operations but it is the employees themselves who are the true determinants of organisational culture. 
It was suggested that although an employee’s health and wellbeing is individual to each employee, it was felt that management should take responsibility and a lead role in supporting employee mental health while they work from home.  
Interestingly all agreed that no matter how challenging the internal or external factors affecting organisational culture are, it is possible to adapt and evolve in response to these changes to maintain the organisation’s core principles and values which is proven via the use of digital and communication technologies. 
Most agreed that working from home is highly unsustainable in the long term particularly in relation to employee job satisfaction and although organisations have been able to adapt through an emergent process in terms of functionality, some believed that a blended approach would be the way forward, with time spent in the central workplace and the rest of the time spent working from home. This would offer employees a certain level of flexibility.  
Qualitative interviews and received answers:
	Question
	Answer Categories
	Respondent Code
	Number / Answer

	1. What influences organisational culture?
	
A – People
B – Management 
C – Motivation 
D – Job Satisfaction 
E – Social Interaction/Relationship Building 
F – Teamwork/Collaboration 
G – Public Sector 
H – Private Sector 


	
A – 1,2,3,4,5,6,7,8,9,10
B – 1,2,3,4,5,6,7,8,9,10
C – 1,2,3,4,5,6,7,8,9,10
D – 1,2,3,4,5,6,7,8,9,10
E – 1,2,3,5,6,7,8,9,10
F – 1,2,5,6,7,8,9,10
G – 3,4,5,8,9,10
H – 1,2,6,7


	
10
10
10
10
9
8
6
4

	1. Can an organisation’s culture survive with the input of management alone?
	 
A – Management is only one part of the equation.
B – Employees at all levels contribute to the culture of an organisation.
C – Management may set the tone of the culture, but employees bring it to life.


	A – 1,2,3,4,5,6,7,8,9,10
B – 1,2,3,4,5,6,7,8,9,10
C – 1,2,3,4,5,6,7,8,9,10
	10
10
10

	1. Does an employee’s mental health have any bearing on organisational culture?

	
A – It is the responsibility of management to ensure the health and wellbeing of their employees. 
B – Employee’s health and wellbeing should not impact work. 
C – Employees should be responsible for their own health and wellbeing.   






	                                       A – 1,2,3,4,5,6,7,8,9,10
B – Nil                                          
C – Nil                                       

	            10
0                    
0

	1. Can organisational culture be adapted in response to an unprecedented event while still maintaining the organisation’s core values?  
	
A – Organisations need to be able to adapt their culture in response to changes in the internal and external environment if they are to survive. 
B – Its challenging but possible to adapt with the necessary strategies in place.  
C – No, organisational culture is embedded as a result of the organisation’s core values and it is not possible to change this. 



	A – 1,2,3,4,5,8,10

                                       B – 1,2,4,6,9,10
C – 7
	7

               6
1

	1. Can the future of an organisation’s culture be maintained while working from home?
	
A – No, it is unsustainable for the people within the organisation.  
B – Yes, organisations learn to adapt. 
C – A blended approach would work better, with a mixture of working from the central workplace and working from home.  

 
	A – 1,2,6,7,8,10
B – 5,9
C – 3,4,7,10
	6
2
4




It is clear from the results above that management is deemed as only one small part of a much bigger picture and although they are initially the drivers behind organisational functions and processes, it is the employees that truly establish and maintain the organisation’s culture. Management must ensure employee motivation and job satisfaction through supportive systems in terms of health and wellbeing and ensure emphasis is placed upon establishing a contented work environment, ensuring all employee’s basic needs are met. Employee relationships built through teamwork and collaboration strengthen the organisation’s values and principles which are essential to creating a strong, powerful culture.   
5. [bookmark: _Toc68607029]DISCUSSION AND ANALYSIS 
[bookmark: _Hlk68005205]The five themes identified by the researcher from the data analysis are discussed below in terms of the researcher’s interpretation and justification in relation to the secondary research in the form of the literature review, undertaken prior to the analysis of data. 
5.1 [bookmark: _Toc68607030]WORK/HOME BALANCE
The COVID-19 pandemic has drastically altered people’s personal lives and their roles within the workplace. Life has been disrupted on an unprecedented scale forcing children and adults to stay home and reconfigure their home life to accommodate work and school. (Hjálmsdóttir & Bjarnadóttir, 2020). 
Working from home is often perceived as being a much more flexible approach in terms of finding an appropriate work-life balance and is quite often seen as being the solution in which to improve this balance for working parents. (Gatrell et al., 2014). This theory is based on the ideals before the Covid-19 pandemic, when employees had the choice to work from home or not.  Therefore, it is interesting to note that findings refute this theory and in fact suggest that this enforced way of working has blurred any clear definitive separation between home and work life and have ultimately merged the two, creating feelings of frustration and stress.  This point is further highlighted with some participants having to work unsociable hours at home to make up for time lost during the day when they have been busy caregiving to their children, suggesting an unhealthy balance between work and home life. 
[bookmark: _Hlk68005835]“Work is home and home is work”. (2)
“I miss going into the office, being able to switch off from work when I left the building and having separate time for myself and my family”. (6)
“It feels like it’s very difficult to achieve anything”. (6)
The ‘stay at home’ regulations and imposed lockdowns have resulted in schools and workplaces having to close temporarily with children and parents having to work and undertake schoolwork from home. The additional pressures placed upon parents attempting to juggle work, childcare and home-schooling is resulting in working late, unsociable hours to make up for any time lost at work during the day. This does not indicate a flexible working approach and only further highlights the pressure workers are under and the lack of a work/home life divide.
[bookmark: _Hlk68005865]“It’s been stressful. I end up working late into the evening to make up for time lost during the day when I’ve had to home school the children”. (1) 
“Sometimes feels there’s not enough hours in the day. I often find the marking spilling over into the evening”. (8)  
Working from home and attempting to handle the demands of childcare, home-schooling and household chores has created unprecedented levels of pressure and stress upon workers with some highlighting feelings of guilt in terms of not being able to manage everything effectively. It is also implicated that these additional burdens are having much more of a detrimental effect on women, who are perceived as being the central caregiver and home maker, therefore supporting the body of theory discussed within the literature review because it is generally considered that more women are working from home and studies suggest that working women have been bearing the brunt of the increased workload in terms of childcare and household chores. (Del Boca et al., 2020). This situation is further fuelling the pre-existing inequalities in childcare responsibilities seen between males and females which corroborates theory discussed within the literature review. (Hupkau & Petrongolo, 2020).
“I feel like I’m putting my work over the children at times, so it makes me feel incredibly guilty. It also feels like I’m the one who does all the cooking and cleaning and childcare as well. My husband gets paid more than I do so feels his work is more important”. (6)
“I just need to earn a living. I’m a single mother and I feel like there is a lot of expectation on parents throughout this lockdown to earn a living and support our children’s education while keeping a clean and tidy house. It’s not possible to do it all”. (8)
“I want to be a good parent and obviously want to be able to do my work as well. Finding the balance is impossible”. (9)
“Its really difficult and pretty impossible to work and home school at the same time. It’s very stressful. My husband doesn’t work from home so is out working so I am left to pick everything up. It’s a struggle”. (9)
Findings also highlight a lack of supportive organisational culture-based values which, as theory suggests, are essential to maintain a manageable work/home balance.  (Sok et al., 2014). The findings suggest that it is almost impossible to obtain a work/home balance while working from home during the COVID-19 pandemic due to the additional demands placed upon employees, which therefore indicates that the organisational culture is not one that supports this principle. Employees have been put under great pressure to deal with a multitude of additional demands while working from home, therefore a supportive culture which offers flexibility in terms of its operations and activities would be more effective in maintaining this balance. 
5.2 [bookmark: _Toc68607031]MOTIVATION
Mullins (2013) suggests that a change to normal working circumstances, such as working from home and the associated implications of this, including the lack of social interaction, teamwork, or opportunities to collaborate, can negatively affect an individual’s motivation to work. (Mullins, 2013, p.13). Pre-COVID-19, this would not necessarily have been such an important factor in its implications to organisational culture, in the sense that working from home was more of an individual decision however, it appears that as a result of the COVID-19 pandemic many individuals have not only been forced to work from home but also forced to drastically alter their job roles in response to the virus. (Palmer, 2020). Findings highlight the implications of these dramatic job role alterations in response to COVID-19, with workers feeling frustrated, fatigued and disinterested with the monotony of their new role, leading to reduced motivation levels which in turn, have serious ramifications in terms of job satisfaction. Therefore, the correlations noted between motivation, job satisfaction and organisational culture support the main body of theory noted within the literature review.   
[bookmark: _Hlk68005895]“My motivation is at an all-time low. Work feels like such a chore at the moment”. (6)
“There are times though, that I feel like I’ve just had enough. I think it’s a combination of everything.”. (8)
“It also depends on what I’m working on. My job has changed drastically since I started working from home, and I work solely on the COVID response now so that might have something to do with it too”. (9)  
[bookmark: _Hlk68005915]“I felt like the work I was doing before COVID gave me a sense of accomplishment and I felt like I actually got an outcome, like I was getting somewhere and then after 10 months working strictly on COVID I found the job just became so monotonous and there was no end in sight”. (10)
Based on Maslow’s Hierarchy of Needs, Dodd (2020) highlights clear correlations between a lack of motivation in employees and the lack of social interaction with work colleagues while working from home (Dodd, 2020) and the interviews provided quality evidence to support this. Participants confirmed feelings of disconnect and detachment from their colleagues and/or teams while working from home, resulting in poor motivation levels, thus justifying the link between motivation and the basic human need for social interaction.    
“My motivation has taken a serious hit as a result of this, I’m used to working within a team and I don’t feel like I’m part of a team anymore now I’m working at home”. (1)
“It gave me motivation to get up in the morning, knowing I was working with a fantastic team who supported each other”. (6)
[bookmark: _Hlk68005935]“I am a people person. I have always found I gain motivation from those around me even if they’re not doing the same role as me”. (7)
5.3 [bookmark: _Toc68607032]SOCIAL INTERACTION
New studies have highlighted that 46% of UK employees have encountered loneliness and social isolation at some stage while working from home during the pandemic and it is confirmed that this is having a negative impact on individuals health and wellbeing, affecting sleep patterns and stress levels. (Geall, 2021). The interview responses provided substantial evidence to support this with participants noting feelings of loneliness and isolation from work colleagues. 
[bookmark: _Hlk68005954]“I feel very alone and isolated”. (1)
“It makes me feel lonely and left out. I feel like I should be making an effort, yet I don’t have the motivation or the time”. (6)
“I’m sat at home looking at the same four walls not talking to anyone, there’s no communication, there’s no team spirit when working at home. Its isolating and lonely”. (7)
Information and communicative technologies have become an invaluable tool and their advanced capabilities have provided workers with a flexible arrangement which has allowed remote working/working from home to become possible. (Wang et al., 2020). Although these technologies are functional and allow organisational activities to continue while working from home, findings suggest that these communicative technologies are no substitute for physical, face to face engagement and interaction and are often in fact seen as a barrier to effective communication, therefore supporting the main body of theory within the literature review. 
[bookmark: _Hlk68005984]“I thrive on seeing people and you just can’t get the same interactions via teams, skype or whatever as you could do being face to face”. (3)
“I am a very social person. I miss being able to speak to people face to face. The screen is a barrier I feel”. (8)
“Everything I have to do for work, pretty much can be done at home and that’s fine but the human connection is what I miss most”. (10)
Interestingly, findings discovered that, much like Henry Mintzberg, participants compared their organisation and the relationships they have with their work colleagues to that of a ‘community’. This indicates a feeling of belonging and togetherness, where individuals share something in common and where they not only care about what they have in common but also care for one another. (Gurteen, 2021). This solidifies the main theory in terms of the importance of recognising that individuals are human beings forming the entire ethos of an organisation and not merely cogs in a machine and these ‘communities’ should be nurtured if organisational culture is to be maintained. (Ibid). 
“I like to work with people, I love the office life, catching up with everyone in the morning over a cup of tea, putting the world to rights. It felt like a mini community”. (6)
“I just miss the whole community of the office”. (10)
While working from home, findings suggest that participants are missing out on the informal conversations that take place between work and professional discussion. These conversations are highly important to developing and maintaining meaningful relationships within the workplace which as theory suggests and which Drucker believed was essential to creating a strong, powerful organisational culture. (Webb, 2020).
“I’m missing my Carmarthen team though who I sat with, I miss our daily chats and banter”. (5)
“I do miss the informal side of things though like the social chats and the laughs we had. It all feels very formal now”. (8)
“You miss the in between conversations though. Those in between conversations were really important to me, like having a chat in the morning about what you watched on the tv or what you had for dinner”. (9)
5.4 [bookmark: _Toc68607033]RELATIONSHIP BUILDING AND COLLABORATION
Research suggests that organisational culture is formed from meaningful relationships through team building and collaboration and it is through collaboration that individuals are provided with opportunities for the transfer of knowledge and learning. These peer-to-peer learning opportunities ultimately determine and define shared attitudes and behaviours which essentially form the very ethos of the organisation’s culture. (Howard-Grenville, 2020). Findings supported this theory and highlighted that due to the COVID-19 pandemic and the change in job roles and job descriptions, almost all participants suffered a loss of collaboration with colleagues with many being required to work individually with little or no support. This suggests that working from home, away from colleagues, limits the opportunities to collaborate on various projects or tasks and therefore restricts building meaningful working relationships. 
“I seem to be given work to do individually now rather than as a team”. (1)
[bookmark: _Hlk68006017]“We were still allocated tasks, but it was on a more individual basis and we were just expected to get on with it on our own. Didn’t feel like we had that much support from other members of the team”. (2)
“My work is definitely more independent now”. (5)
“Most of the work we were working on is on pause or has completely stopped so it’s more individual work in response to COVID”. (9)
5.5 [bookmark: _Toc68607034]WELLBEING & SUPPORT
According to the findings, some organisations have made employees feel as though by offering them a flexible working arrangement from home, they are gratifying their wishes and doing them a favour. Many employees neither wanted or desired this style of working and because of the ‘stay at home’ restrictions and Government guidance, this style of working was enforced upon them and their organisations. In expecting staff to be grateful for something that was imposed upon them could lead to feelings of resentment and animosity.  
“The feeling was that we were being done a favour in being able to work from home so asking for additional resources or support was deemed as asking for too much and that we were looking for reasons not to work”. (1)
[bookmark: _Hlk68006031]“They don’t realise how it’s affecting people. We weren’t given the choice to work like this. It was forced upon us. It’s like they think they are doing us a favour. We’re the lucky ones because we get to work from home rather than be furloughed”. (6)
It is interesting to note from the findings the difference between public sector and private sector organisations in terms of wellbeing support. The study noted that of the participants interviewed, almost all public sector organisations provide wellbeing initiatives, calls and check-ins where wellbeing concerns could be raised and addressed. Based on previous research, this difference suggests that because public sector organisations provide a service to the community via a governing body which requires them to adhere to strict guidelines and regulations and which includes providing wellbeing support to staff through a formal HR Management system, any deviation from this may lead to legal, economic, and political implications. (Khan & Khandaker, 2016). Therefore, it is implied that public sector organisations are compelled to provide an emphasis on employee mental health and wellbeing which in turn creates a more successful culture; this is because employees who feel as though they are being psychologically supported in terms of their health and wellbeing, have greater job satisfaction and higher commitment levels to the organisation. A stark contrast is seen with private sector employees who feel their emotional health is being overlooked. 
[bookmark: _Hlk68006055]“The feeling from senior management is that we know our jobs so we should be able to get on with it. There was no consideration given towards mental health”. (1)
“Generally, they feel that I am just getting on with my job as I used to. Feel like I am out of sight, out of mind”. (7)
“I have a wellbeing call once every two weeks where they call for a check in and a catch up and they ask if there is anything they can do”. (8)
“We also have a social incentive where you buddy up with someone and schedule regular catch up via Microsoft Teams”. (9)
6. [bookmark: _Toc68607035]CONCLUSION 
This research study began as an exploratory search into human behaviour and experience in terms of the phenomenon behind working remotely/working from home during the COVID-19 pandemic and its effects on organisational culture, however, the primary and secondary research revealed that the scope and scale of the topic is much broader and more complex to be adequately researched in such a small paper. Therefore, the secondary and primary research has been utilised as an explorative tool rather than being used to obtain exact, definitive answers. 
Organisational culture is so much more than just ‘the way we do things around here’ (Jason Martin, 2006), it is a diverse and complex phenomenon which is developed over a period of time, it is an emergent process, developing and evolving in response to the organisation’s external and internal environment. Findings highlighted that although management is considered as the driving force behind the organisation’s functions and processes, it is however the employees themselves that determine the success of organisational culture. Employee motivation levels, job satisfaction and social interaction and relationship building through teamwork and collaboration are considered the main factors which influence employees, and which have direct implications on the culture of an organisation.
The COVID-19 pandemic has caused unprecedented disruption to the way people live, work and travel, therefore, organisations have been required to adapt and evolve their organisational culture in response to these dramatic changes and some have been more successful at this than others.  In terms of functionality, organisations have been able to adapt well in respect to working from home via the use of digital information and communicative technologies, which have essentially allowed the organisation’s operations and activities to continue. Findings highlighted however that this virtual workplace is no substitute for physical, face to face engagement and interaction and organisational culture is suffering as a result.  
[bookmark: _Hlk68006623]Organisational culture is embedded within employees who have become accustomed to the way an organisation operates and the way in which things are done, therefore, the disruption caused by the COVID-19 pandemic have made it difficult to maintain the culture of an organisation when the entire workforce is working from home and away from the central workplace and their colleagues. Remote working/working from home has made it almost impossible for colleagues to effectively interact and maintain relationships through teamwork and collaboration therefore interfering with peer-to-peer learning opportunities, through which organisational culture is established.   
This sudden jolt caused by working from home has undoubtably had serious implications on organisational culture with workers feeling isolated, despondent and disconnected from their colleagues through the lack of physical interaction, due primarily to the unexpected loss of the communal workplace. The underlying shared values, beliefs, attitudes and assumptions that essentially form the culture of the organisation and direct the organisation’s functions and employee activities were largely taken for granted prior to the pandemic and are now only recognised since they no longer exist, to a certain extent. 
Working from home has confused the work-home balance and the additional pressures placed upon employees to achieve not only their role within the organisation but also their role as care giver, home schooling teacher and home maker has caused employees to become overwhelmed, stressed, and frustrated leading to a lack of motivation which has direct implications on job satisfaction and fulfilment. Emphasis on employee mental health is critical to creating a successful organisational culture, employees who feel psychologically supported in terms of their mental health and wellbeing have greater job satisfaction and higher commitment levels to the organisation.      
[bookmark: _Hlk68008055]Organisational culture feeds off a productive, motivated, contented, connected, and fulfilled workforce, therefore, employees with feelings of low morale, despondency, disengagement and dejection resulting from additional pressures and changes to their normal working environment will undoubtably have a negative impact to the culture of an organisation. The implications of these findings suggest that if organisational culture is to be maintained while employees work from home, it is therefore imperative that the organisation’s managers, meet the needs of their employees to support motivation and continue to create and maintain job satisfaction and fulfilment through the emphasis on employee health and wellbeing. 
6.1 [bookmark: _Toc68607036]RECOMMENDATIONS
It is uncertain when life will return to ‘normal’ and what normal will look like once the pandemic is over, however it appears that remote working/working from home will remain in situ for some time to come. It is therefore imperative that employers establish and maintain an effective virtual working environment which supports and reinforces the already embedded organisational culture. 
Findings highlighted that of the participants interviewed all stated;
· they missed social interaction with colleagues, 
· they felt teamwork and collaboration opportunities were being missed and,
· there was a distinct lack of separation between work and home life. 
Employers need to ensure that they are providing a working environment where employees feel connected and safe, even if the working environment is their own home. 
To address each of the points above, recommendations are as follows. 
· [bookmark: _Hlk68008369]Employers to organise regular virtual workshops, training and learning opportunities with colleagues to provide continued personal development for employees to grow and progress within their role. This will fuel relationship building, social interaction and offer opportunities for collaboration through the encouragement of staff to participate in such.  
· Employers to hold weekly whole team meetings and provide regular one-to-one check ins with individual staff members. This will give employees an opportunity to raise concerns and address any issues they may be experiencing. This would highlight awareness of mental health values and promote employee health and wellbeing.   
· Employers to recognise and provide regular recognition to their staff in terms of their contributions and dedication to their role, understanding the additional pressures placed upon them while working remotely and to offer a flexible schedule to fit in around them to respect family and personal time taking into consideration the increased pressures placed upon mothers in particular. 
6.2 [bookmark: _Toc68607037]FURTHER STUDY
This research paper provides only the beginning for the potential of a much more in depth and specific study in terms of a longitudinal approach into the exploration and examination of a particular organisation’s culture while employees work from home. This further study would provide a comprehensive and detailed insight into the factors associated with organisational culture and how the components that form the culture are affected while employees work from home. The study would be based on one specific organisation which is examined over a precise time frame, thus providing opportunities for exacting recommendations which are relevant to the organisation in question. This further research would be highly beneficial from an organisation’s perspective in terms of satisfying employee needs through the implementation of relevant recommendations to maintain organisational culture and which could thereafter be incorporated into future strategic planning goals and objectives.  
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8. [bookmark: _Toc68607039]APPENDIX

8.1 [bookmark: _Toc68607040]ANALYSIS OF EMERGENT THEMES/CONCEPTS

	VOICE OF PARTICIPANTS  (INTERVIEWEE)
	MEANING INTERPRETATION (RESEARCHER)
	THEMES/CONCEPTS IDENTIFIED

	We have had to home school both the boys. We have both tried to share the responsibility. (1) 

It’s been stressful. I end up working late into the evening to make up for time lost during the day when I’ve had to home school the children. (1)

Work is home and home is work. (2)

Luckily my husband is out of work at present, so he has taken over the role of home schooling. I don’t know how I would manage otherwise. (4) 
It’s a struggle trying to juggle it all. (5)

[bookmark: _Hlk66702747]Well home schooling is a big enough distraction, but the children are hungry every two seconds, the washing up in the sink which seems never ending, the full washing basket which is never empty – it feels like its very difficult to achieve anything. (6)
[bookmark: _Hlk66703723]I feel like I’m putting my work over the children at times so it makes me feel incredibly guilty. It also feels like I’m the one who does all the cooking and cleaning and childcare as well. My husband gets paid more than I do so feels his work is more important. (6)
[bookmark: _Hlk66697367]I miss going into the office, being able to switch off from work when I left the building and having separate time for myself and my family. (6)
He uses me working as an excuse not to do the work because I can’t support him in his learning. It makes me feel like I’m choosing other children’s education over my own, which is a horrible feeling. (8)
[bookmark: _Hlk66697644]I just need to earn a living. I’m a single mother and I feel like there is a lot of expectation on parents throughout this lockdown to earn a living and support our children’s education while keeping a clean and tidy house. Its not possible to do it all. (8)
[bookmark: _Hlk66697687]Sometimes feels there’s not enough hours in the day. I often find the marking spilling over into the evening. (8)  

[bookmark: _Hlk66697713]Its really difficult and pretty impossible to work and home school at the same time. Its very stressful. My husband doesn’t work from home so is out working so I am left to pick everything up. It’s a struggle. (9)
[bookmark: _Hlk66697743]I want to be a good parent and obviously want to be able to do my work as well. Finding the balance is impossible. (9)

The kids now share a room with bunk beds, working from home and lockdown has forced these sorts of changes. (10)

I think I am lucky with the environment that I work in that almost all other people have children, so nobody ever questions any time spent on supporting the children with home schooling. (10)
	Home schooling has caused parents to have to split their workday to accommodate home schooling.                         
Working unsocial hours resulting in missing out on family time to make up for lost time during the day. 
No clear definitive distinction between work life and home life.
Suggests a need for a dedicated member of the household to support with home schooling. 
Highlights having too many things to deal with at once. 
                                           Suggests that working from home is impacted by other household chores.  
                                                            
Pressures of having to choose work over spending time with the family.   
               
                                            No clear definitive distinction between work life and home life.
Pressures of having to choose work over home schooling.   

Suggests that working from home is impacted by other priorities deemed far more important.  
                                              Working unsocial hours resulting in missing out on family time to make up for lost time during the day.
                                           Too much pressure placed on one person. 
                                               
Difficult to successfully manage working from home in terms of maintaining a healthy home/work balance. 
                                     Suggests that dramatic changes have had to occur to effectively implement working from home. Disrupting normal family life.                           
Suggests that having a flexible, supportive employer makes the work/home balance more achievable. 
	(1) Home/Work Balance






	[bookmark: _Hlk66711287]My motivation has taken a serious hit as a result of this, I’m used to working within a team and I don’t feel like I’m part of a team anymore now I’m working at home. (1)
I didn’t really want to do the job as I wasn’t enjoying it but it was a source of income. (2)
I find it very difficult to work from home so if I’m busy, during a busy period then I know that I have to do it. If it is outside of that period, say between September and December, my washing, household chores etc are far more interesting than work so there are days when I will only do half an hour and its just 
No id say if anything I think I can really concentrate and I think I am more productive. If anything. It really helps having my husband on hand to look after the children. I think it would be a completely different story though if he wasn’t. (4)
So am juggling tonnes of things at once, it’s quite difficult.  Motivation has been a struggle in that sense which is why I like to come into the office occasionally. When I do come into the office, I find my motivation is so much better because I have that head space to do the work more proactively, I’m more motivated to go through it. (5)
[bookmark: _Hlk66711207]My motivation is at an all-time low. Work feels like such a chore at the moment. (6)

It gave me motivation to get up in the morning, knowing I was working with a fantastic team who supported each other. (6)
[bookmark: _Hlk66711179]I am a people person. I have always found I gain motivation from those around me even if they’re not doing the same role as me. (7)


Sometimes I can’t even be bothered to get dressed or eat. (7) 

[bookmark: _Hlk66714799]There are times though, that I feel like I’ve just had enough. I think it’s a combination of everything. (8)

I also miss the routine of going to work everyday. It gives me motivation to get up in the morning. (8)
I feel like I have no energy left. It comes in waves. I’m pretty sure working from home has a part to play in this. (9)
[bookmark: _Hlk66711148]It’s the monotony of the same day in day out, same four walls, not seeing anyone. It gets to me at times. (9)
[bookmark: _Hlk66711353]It also depends on what I’m working on. My job has changed drastically since I started working from home, and I work solely on the COVID response now so that might have something to do with it too. (9)  
[bookmark: _Hlk66711162]I felt like the work I was doing before COVID gave me a sense of accomplishment and I felt like I actually got an outcome, like I was getting somewhere and then after 10 months working strictly on COVID I found the job just became so monotonous and there was no end in sight. (10)
It was so bland, and the job became so boring. It really got me down. It chipped away at my motivation. I wasn’t getting any job satisfaction whatsoever it just felt demoralising. (10)
	Suggests that motivation is directly linked to working closely with colleagues.
                                          Lack of motivation because of low job satisfaction.  
Working from home is impacted by other priorities which are deemed more important, and which directly impact an individual’s motivation to work. 
Higher motivation and productivity levels when supported by family member to take on additional role of full-time care giver. 
Clearly highlighting increased motivation when working from usual place of work compared to working from home. 

Direct correlation between working from home and job satisfaction levels.
                                      Gained motivation from working with those around them.                               
Increased levels of motivation linked to working closely with colleagues. Highlights the importance of maintaining close relationships within the workplace. 
Diminished levels of motivation as a result of working from home now affecting everyday activities.                       
                                           Lack of motivation causing feelings of frustration. 
                                Motivation gained from normal routine of commuting to work.                                      
Working from home blamed for a lack of energy. 
[bookmark: _Hlk66714674]Monotony of working from home causing boredom. 
                                     COVID and working from home has drastically altered job roles causing monotony, boredom and diminished levels of motivation. 
COVID and working from home has drastically altered job roles causing monotony, boredom and diminished levels of motivation.                                                    
                                            The monotony of working from home and the new role created as a result of COVID led to a lack of motivation and job satisfaction.                                     
	(2) Motivation

	I feel very alone and isolated. (1)

I’m used to working within a team and I don’t feel like I’m part of a team anymore now I’m working at home (1)
I find I don’t tend to make those calls as much. If we were in the office we would be chatting and share ideas but its not the sort of thing you’d call someone for, it seems almost pointless and unnecessary. (1)
I like human interaction and being able to be social. I feel like that fuels my passion for my work. Without it, I just feel a bit lost. (1)

I missed talking to some of the other people in my team. It made me feel disconnected. (2)
I thrive on seeing people and you just can’t get the same interactions via teams, skype or whatever as you could do being face to face. (3)

[bookmark: _Hlk66790207]I’m missing my Carmarthen team though who I sat with, I miss our daily chats and banter. (5)

I spent more time with these colleagues than my own family. I miss them a lot. I feel a bit out of the loop if I’m honest.  (5)
It makes me feel lonely and left out. I feel like I should be making an effort yet I don’t have the motivation or the time. (6)

I feel like I’m losing a connection with my colleagues and the company.  (6)

I like to work with people, I love the office life, catching up with everyone in the morning over a cup of tea, putting the world to rights. It felt like a mini community. (6)



I interact with them once a week during the whole team meeting. Its not a really a chance to chat though, its more of a general update. (7)
I’m sat at home looking at the same four walls not talking to anyone, there’s no communication, there’s no team spirit when working at home. Its isolating and lonely. (7)

It would be good for management to schedule time for colleagues to interact. Maybe like a social incentive. (7)


I would normally work very closely with them so it’s odd not being in close contact anymore. (8)


I do miss the informal side of things though like the social chats and the laughs we had. It all feels very formal now. (8)

I am a very social person. I miss being able to speak to people face to face. The screen is a barrier I feel (8)

It makes you feel quite separate from them. I also miss being in the loop of everything going on at work. I feel disconnected almost. (8)
You miss the in between conversations though. Those in between conversations were really important to me, like having a chat in the morning about what you watched on the tv or what you had for dinner. (9)

I miss the social interaction more than I thought I would. (9)





I just miss the whole community of the office – who wants a coffee, who wants a chocolate biscuit, who watched such and such on tv last night, the little stories about things that have happened to us all, that sort of stuff. (10)

Everything I have to do for work, pretty much can be done at home and that’s fine but the human connections is what I miss most. (10)

I think people, for their mental health, need the working environment. (10)
	Working from home causing feelings of isolation and loneliness. 
Feelings of disconnect from the company and the team they worked with. 
Working from home has taken away the social interaction which would naturally occur as part of the office culture. 
Highlights the correlation between motivation to work and social interaction with work colleagues.  
                                          Feelings of detachment from work colleagues.
Digital technology, whilst practical, is no substitution for physical engagement.   
Highlighting the importance of informal communication and relationship building. 
                                        Bond to work colleagues compared to that of family bonds.                                              
Feelings of being secluded leading to lack of motivation to maintain connection to colleagues. 
Disconnect with colleagues and the organisation as a direct result from working from home. 
Work relationships compared to that of a supportive community which can be considered as the culture of the organisation. These relationships hold significant importance to maintaining motivation and job satisfaction.                                
                                     Missing out on general catch up conversations with work colleagues.                              
Feelings of isolation and loneliness as a result of not going into the workplace and communicating with colleagues on a regular basis. 
                                                  Missed opportunities for team building. Should be recognised by management and implemented. 
                                     

Pre COVID colleagues would work closely together so these changes have meant huge adjustments. 

Highlights the importance of the informal conversations in terms of relationships building. 
                               Technology is seen as a barrier in human connection causing communication problems. 
                                        Feeling of disconnect from colleagues and the organisation itself. 
Suggests the importance of informal conversations with colleagues. It is these conversations that build and maintain connections and bonds. 
Didn’t realise just how important social interaction with work colleague was until it was taken away. Potentially because it was so embedded and a part of everything they did – it was a part of the normal daily activity within the workplace and occurred naturally. 
                                        Workplace and work colleagues again compared to a community – highlighting a close knit support network and based on the informal conversations occurring naturally. 
Working from home is practical but unsustainable in terms of human interaction and social engagement.
Direct correlations between human interaction and mental health.  
	(3) Social Interaction

	[bookmark: _Hlk66790982]I seem to be given work to do individually now rather than as a team. (1)

I worked with a really great team and we produced some really good work. I feel less confident without them if I’m honest. (1)
A meeting that would normally take 10 minutes can now take 45 minutes. (1)
[bookmark: _Hlk66791003]We were still allocated tasks, but it was on a more individual basis and we were just expected to get on with it on our own. Didn’t feel like we had that much support from other members of the team. (2)



I think we are getting better at it as we have been working like this for ten months and we have just recently moved from skype over to Microsoft Teams so being able to see people on video has helped a lot. (3)

[bookmark: _Hlk66791023]I do a lot of tasks on an individual basis where before I would have had more input from colleagues. (4)

[bookmark: _Hlk66791034]My work is definitely more independent now. (5)


Its non-existent now. (8)

[bookmark: _Hlk66791051]Most of the work we were working on is on pause or has completely stopped so it’s more individual work in response to COVID. (9)
All the exciting stuff we were doing before was put on pause which was just so disheartening. (10)


I felt I got into the habit of not emailing people or getting in touch to collaborate on projects because I thought they would be so busy working on COVID and didn’t want to disturb them or add to their workload. So, I found ways around it. I feel like opportunities were missed. (10)
	Collaborative work swapped for individual projects and tasks as a direct result of working from home. 
Confidence directly linked to working as part of a supportive team. 
Suggests this way of working is not as time effective. 
Working from home has resulted in work that would normally have been collaborative swapping to individual work. Expectation to just get on with work on an individual basis without support.                                
                                            Suggests that the organisation has adapted and evolved to find new ways of working which embrace effective communication with an emphasis on human relations. 
                                 Collaborative work swapped for individual projects and tasks as a direct result of working from home.
Organisations have adapted in terms of employee roles by creating work which can be carried out on an individual basis. 
Appears some organisations have eliminated collaborative working all together. 
Collaborative work swapped for individual projects in response to COVID-19.
COVID-19 has impacted current projects being caried out in organisations which has resulted in a lack of job satisfaction and feelings of frustration. 
Assumptions made on the basis of COVID-19 and the heavy workloads of other organisations meaning opportunities for collaboration and relationship building were missed. 
	(4) Relationship Building and Collaboration

	[bookmark: _Hlk66867544]The feeling from senior management is that we know our jobs so we should be able to get on with it. There was no consideration given towards mental health. (1)
 The feeling was that we were being done a favour in being able to work from home so asking for additional resources or support was deemed as we were asking for too much and that we were looking for reasons not to work. (1)


I felt as if I wasn’t doing enough of a good job as I felt harassed by the directors. They would only show appreciation when I showed signs of wanting to leave the company. In the whole time I worked there from home, they thanked me maybe once. (2)
While working from home, I’m not actually expected to be doing all of my 37.5 hours a week. My manager’s mantra is ‘self, family then work’. You put yourself first, then your family and then work comes last. (3)
If I turn round tomorrow and say I can’t do that they will say ok that’s fine. (3)



The management could definitely be better in terms of checking in on people or having regular team meetings. I know other services do have more regular meetings than we do. (4)

I am surge support on call so basically if I wanted to step up and help the guys I could and likewise if I needed to step off for something there is always someone who could potentially step in. it works well. There is a good support network. (5)

[bookmark: _Hlk66867583]They don’t realise how it’s affecting people. We weren’t given the choice to work like this. It was forced upon us. It’s like they think they are doing us a favour. We’re the lucky ones because we get to work from home rather than be furloughed. (6)



[bookmark: _Hlk66870404]Generally, they feel that I am just getting on with my job as I used to. Feel like I am out of sight, out of mind. (7)

[bookmark: _Hlk66870466]I have a wellbeing call once every two weeks where they call for a check in and a catch up and they ask if there is anything they can do. (8)

[bookmark: _Hlk66870476]We also have a social incentive where you buddy up with someone and schedule regular catch up via Microsoft Teams. (9) 
Almost all managers said, ‘how can I support my workforce’ (10)

	No emphasis on the mental health of employees. 

Feelings of resentment towards the organisation. Suggests the organisation will not provide any support as working from home is considered a bonus. The organisation views requests of support as an excuse not to work. 
No support or appreciation were given by the organisation unless employee was at breaking point. 
                                         Work not seen as a priority above family or the individual employee themselves. Suggests a supportive culture. 
Pressure taken off employee while working from home based on other pressures in terms of home schooling and looking after one’s mental health. 
                                     Suggests a lack of wellbeing check ins. Shows signs of resentment in relation to other services within the organisation who have these meetings on a regular basis.  
Shows good support from other colleagues – management is not mentioned. This highlights a strong relationship between employees likely derived from a strong organisation culture. 
Suggests strong feelings of resentment at being forced to work from home. Again, highlighting that working from home is seen as though the organisation is doing the employee a favour whereas in reality, this style of working from enforced due to the restrictions and stay at home regulations. 
Suggests that the organisation is not supporting or checking in on staff in terms of their wellbeing as long as the work is still being produced.   
Suggests a supportive organisation in terms of wellbeing check ins with employees. 
Social initiative set up for colleagues to have regular catch ups. Suggests a supportive organisation. 
This suggests that some managers were not fully on board with supporting the workforce working remotely from home.
	(5) Wellbeing & Support
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