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Analysing how working from home affects the wellbeing of the Workforce Team in Swansea Council
Executive Summary
This report will show research to understand how working from home effects the wellbeing of the Workforce Team in Swansea Council. The findings can be used by senior management and HR to develop new ways to increase the wellbeing of staff.
A range of reliable resources were used as secondary data to help identify themes to base primary research on. A structured questionnaire was sent to the Workforce Team as primary research which mirrored the secondary data. The questionnaire and the results can be found both in the main body of the report and the appendices. 
The results of the questionnaire show that the Workforce Team at Swansea Council enjoy working from home and that they feel that they are more productive at home which implies that their wellbeing is good. Respondents commented on how not having to commute to work anymore has given them more flexibility which has created a better work-life balance. 
However, themes of overworking and feeling that they are lacking in socialisation were discovered. This could lead to the team burning out which can make productivity levels drop. Recommendations were made encourage the team to socialise more about non-work related issues and wellbeing. 
Recommendations included in this report include:
-Encouraging the team to socialise more and to discuss wellbeing more openly.
- Managers to set boundaries and routines for the team which are to be monitored to create a better work-life balance.
- Formal training to be issued to managers to help them manage the teams wellbeing when working from home.
Limitations of the research are also discussed at the end of the report which includes sample size lacking representation, short timescale, and access to sample.
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[bookmark: _Toc78835277][bookmark: _Toc78839310]Introduction
The COVID-19 pandemic has forced a lot of organisations to let their employees work from home. This has led to a shift in focus to mental health and wellbeing for employees which will continue after the pandemic according to research conducted by Reward & Employee Benefits Association (REBA) and Mercer Marsh Benefits (MMB). However, many organisations have not done enough for the wellbeing of their staff (McClelland, 2021).
The Workforce Team in Swansea Council was one of the many teams who started working from home at the start of the pandemic and they continue to do so. Learning about the wellbeing of the team can help to make recommendations of how to improve their wellbeing which is beneficial for not only the workers but also the organisation. Good mental health helps towards productivity which can help the team achieve organisational goals (Wepfer et al, 2018).
Aim
To critically analyse how working from home affects the wellbeing of the Workforce Team in Swansea Council.
Objectives
To identify and critically analyse if the Workforce Team feel better, worse or the same about their wellbeing since working from home.
To make recommendations on how to improve the wellbeing of the Workforce Team as they work from home.
[bookmark: _Toc78835278][bookmark: _Toc78839311]Literature Review
A range of literature was analysed to establish current themes of home working. Literature was found from reliable resources. This secondary research showed both advantages and disadvantages for remote working.
[bookmark: _Toc78835279][bookmark: _Toc78839312]Work-Life Balance
Wepfer et al (2018) conducted a study to look at the relationship between wellbeing and working from home. They found in their study that by blurring work with home life, employees feel more exhausted and have less of a work-life balance. This is an indirect relationship through spending less time of recovering activities.
Heraty, Grady and McCarthy (2018) researched midcareer working mothers experiencing work-life integration. They found that women are generally the primary carers for their children despite having a full-time career of their own. They also found that the division of domestic duties also lent more towards women. Because of this working from home could affect women’s wellbeing more than men’s as their work and home duties are more blurred. Mustajab, D et al. (2020) also found this result in their study on productivity levels working from home.
Sardeshmukh et al (2012) found in their study on the effects of organisational support that although working from home led to less social support, less feedback and more blurred roles, overall employees felt less exhausted because they felt less time pressure, less conflict in roles and experiences a greater autonomy. Therefore, they felt a positive impact on their wellbeing.
[bookmark: _Toc78835280]

[bookmark: _Toc78839313]Productivity
Natural HR (2021) conducted a survey to found out how working from home has impacted a generation of employees as a result of the COVID-19 pandemic. Results found that 80% of respondents were the same or more productive and motivated since working from home due to the flexibility it brings. However, Mostafa (2021) found in their study on the effect of remote working on employees’ wellbeing and work-life integration during pandemic in Egypt that employees felt emotionally drained due to the intensity of their work increasing. Wepfer et al (2018) explains that this can happen when employees feel like their must always be available, working late and checking work communications during periods where they are not scheduled to be working. This can lead to workers feeling burnt out which negatively affects their wellbeing.
[bookmark: _Toc78835281][bookmark: _Toc78839314]Social
Grant (2013) found in their study that although technology is helpful for working from home, it sometimes cannot replace face-to-face communication. Body language can sometimes be essential for picking up how employees are feeling so it is useful for managers to meet with employees face-to-face to check on their wellbeing (CIPD, 2020).
In Prasad et al’s (2020) study on the opportunities, challenges and psychological wellbeing of remote working employees during COVID-19 pandemic, they found that employees can end up feeling lonely and isolated because they are missing the conversations they would have in the office with their colleagues. They found that older people particularly struggle with this due to lack of technology knowledge. Gilbert (2015) found that people working from home can feel undervalues, forgotten about and unsupported. 

[bookmark: _Toc78835282][bookmark: _Toc78839315]Methodology
A quantitative questionnaire was used to collect primary research for this report. The basic philosophical approach is interpretivist (Anderson, 2011). Because the time given to conduct this research was short, an electronic survey created using Google Forms was sent to the 15 members of the Workforce Team in Swansea Council (Appendix A). The survey consisted of mostly multiple-choice questions with a couple of open questions. This cross-sectional strategy for gathering data was beneficial for this research as it allows a broad range of data to be collected and is both easy to administer and is cost effective. Google Forms also makes it easy the data easy to analyse by forms pie charts of the data.
Throughout the research, ethical implications were considered (Appendix B). All data collected was handled confidentially and respondents have remained anonymous. There was also no pressure for the people who were sent this survey to respond. Anonymity can encourage responses to the survey as no one has to fear any personal implications towards their answers.
The Workforce Team in Swansea Council is made up of various roles including people working in recruitment, changes and data analysis. The survey was also sent to the Team Leader and the Manager of the Workforce Team, therefore the survey was sent to a fair representation of staff. 12 out of the 15 people responded.
This method of data collection meets Bryman and Bell’s (2015) criteria as it is reliable as the results are repeatable and the data analysis was consistent. It is also replicable as it can be repeated at a different time and/or setting. Some validity was lost due to the small sample. When analysing the data it was compared to secondary research as a way to identify the themes.
Using this method of data collection meant that the depth of the data was sacrificed for breadth. If there was a longer timeframe to conduct this research it would be useful to use a more qualitative research method alongside the quantitative questionnaire such as interviews to gain a more in depth understanding of employee’s feelings towards working from home and their wellbeing (Anderson, 2013).

[bookmark: _Toc78835283][bookmark: _Toc78839316]Findings
Analysis was conducted for all the survey responses but there were patterns established between the primary and secondary data that I will focus on.
[bookmark: _Toc78835284][bookmark: _Toc78839317]Social
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Responses to the question of if they feel more or less social since working from home showed that most people feeling less social. Currently in the team, a meeting is held once a week for one hour for the team to have a casual conversation with each other. When we first started working from home, we had two weekly meetings with one meeting usually included a quiz. The second meeting was stopped due to the workload becoming heavier. This links into Prasad et al’s (2020) study where it was concluded that workers felt less social since working from home and missed social interactions with each other.
[bookmark: _Toc78835285][bookmark: _Toc78839318]Work-life Balance
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Half of the respondents answered that their work-life balance has improved since working from home with quarter saying it is worse and quarter saying it is the same. Respondents were asked to elaborate on this answer. The most common comment expressed by respondents was that they liked not having to commute to and from work. This allows them more time to spend with their family and do other things.
[image: ]
Although the half the respondents stated that they have a better work-life balance since working from home, most respondents also said that they feel that they work more hours than what they did in the office. Comments about this included working on into the evenings and taking shorter breaks. There is also a tendency to work on weekends as the laptop is so accessible. However, it is important to note that the workload for the Workforce Team might have increased since the pandemic which adds more pressure to work for longer.
[image: ]
Although most respondents feel like they work more hours since working from home, the majority of respondents also claim that they find it easy to ‘switch off’ at the end of their shift. This links in to Wepfer et al’s (2018) research where people feel as if they must constantly be available and checking in on work out of their working hours.
[bookmark: _Toc78835286][bookmark: _Toc78839319]Productivity
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Since working from home, the majority of the Workforce Team feel more productive than when they did in the office. This aligns with the secondary research found from Natural HR (2021). Greenblatt (2020) explains how people are more productive working from home based on their role, personality type, their needs and responsibilities. Working from home can limit interruptions to allow people to concentrate more so than if they were to be in the office. These results show that the respondents have aligned with this theory.
[bookmark: _Toc78835287][bookmark: _Toc78839320]Mental Health
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Most respondents felt that their mental health has not suffered since working from home (41.7%) but there was not much difference in terms of responses to those who feel their mental health has suffered since working from home (33.3%) and those who were unsure (25%). The comments provided in the survey reflect these responses as there was a mix between enjoying the flexibility working from home provides and feeling over worked from working longer hours and missing socialising with colleagues. However, it is important to note that mental health may have suffered since working from home because of the pandemic. One comment mentioned that they were feeling anxious more so because of the pandemic rather than home working. 
[bookmark: _Toc78835288][bookmark: _Toc78839321]Conclusion
Based off this research it can be concluded that overall, the Workforce Team at Swansea Council enjoys working from home as most respondents would like to continue working from home in the future. This suggests that their wellbeing has not suffered enough for them to stop working from home all together. The benefits of working from home that have a positive effect on the wellbeing of the team include no more commuting which allows a better work-life balance. The survey also found that the team feel more productive since working from home. Natural HR (2021) explained in their research that people feel more productive at home because of the flexibility it brings.
The survey results also found some disadvantages to working from home that can negatively affect the wellbeing of the Workforce Team. One of the main disadvantages for the team is that they feel less social since working from home. There were many comments in the survey addressing this saying that not having face to face contact can make them feel isolated (Prasad et al’, 2020). The survey also showed that the team tend to work more hours than they used to in the office. This can negatively affect their wellbeing. Wepfer et al (2018) explains how working longer hours and out of allocated office hours can lead to burnout which can negatively affect your wellbeing.




[bookmark: _Toc78835289][bookmark: _Toc78839322]Recommendations
The findings from the literature review and primary research lead to the following recommendations: 
· [bookmark: _Hlk78837175]A focus on the team socialising should be prioritised as a way to stop the team feeling so isolated. It is hard for managers to pick up on how employees are feeling when not seeing them in person so HR should help managers create spaces to discuss non-work related issues and create a culture where wellbeing can be spoken about openly and confidentially (CIPD, 2021)
· Managers should encourage the team to have a better work-life balance to help them avoid working longer hours than they should, not taking breaks and working on weekends. HR can help managers to create boundaries and routines which need to be monitored in the team, encourage breaks and to notice when employees are being overworked (CIPD, 2021)
· HR should provide managers with training on how to manage a team's wellbeing when working from home. Although training can cost the Authority financially, the benefits will outweigh the costs if it leads to workers feeling less stressed and therefore more able to focus on being productive at work to achieve organisational goals (CIPD, 2020)
[bookmark: _Toc78835290][bookmark: _Toc78839323]Limitations
The sample size in this research was small and as it only focused on the Workforce Team in Swansea Council. A better representation of how workers feel their wellbeing is working from home could be gained by using a larger sample size. The timescale to conduct this research was also short. It would be useful to send out the questionnaire multiple times at different periods to see if the results change at all. Another limitation to this research is the access to the sample used. Since the pandemic, three new workers have been recruited to the Workforce Team. Some of the questions in the survey would have been difficult for them to answer due to them not spending any time working with the team in the office. 
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In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.

The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.
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Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.

This form must be completed and approved prior to undertaking any research activity. Please see Checklist for details of process for different categories of application.  
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Do you find it easy to switch off from work once your shift ends?

12 responses

® Yes
@ No
@ Maybe





image6.png
Do you feel more productive working from home?

12 responses

® Yes
@ No
@ Maybe
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Do you feel your mental health has suffered since working from home?

12 responses

® Yes
@ No
@ Maybe
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Remote Working & Wellbeing

Hieveryone,

As part of my CIPD Diploma in HR | have been asked to conduct research in a topic of HR of my choice. | have
chosen to look at the wellbeing of the Workforce Team since working from home due to the COVID-19 pandemic.
1will use the data from this survey to write up an analysis and make recommendations. There is no obligation to
complete this survey but if you donit mind taking a few minutes to complete it | would greatly appreciate it. All
answers will be anonymous and the data will be treated confidentially. Thanks for your help and support n this.
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12 responses

Summary Question

Which Team are you in?

12 responses

Accepting responses

@ Workforce - Recruitment

@ Workforce - Changes.

® Workforce - Analytics

@ Workforce - Manager or Supervisor
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Do you feel more/less social since working from home?

12 responses

@ More
@ Less.
® same

Has your work-life balance been better or worse since working from home?

12 responses

@ Better
@ Worse
® same




image12.png
Please can you say what has been good/bad about your work-life balance since working from
home?

12 responses

1 definitely have more time for my family and not having to commute is a big advantage as well. On the
other hand, having no face to face interactions has taken its toll. | feel isolated

No more commuting

1 have a young child and therefore | can spend more time with him. Also, | do not have to spend time
travelling to and from work, meaning | can spend more time with my family and doing other things.
Working from home has not has any negative affects on my work-life balance.

enjoy not having to travel and flexibility, miss the interaction between colleagues

Working from home s very convenient and it makes life little easier. However, as a result, home and work
life have blended and | don't feel like | go anywhere anymore as | am bound to the room where my
computer is located.

More time in the morning and evening because | don't have the hour commute. However, the tendency is
to work on the lap-top longer e.q. I only take a very short lunch break and work on in the evenings. Also,
because the lap-top is so accessible - | tend to go on to check my e-mails at the weekends too.




image13.png
Please can you say what has been good/bad about your work-life balance since working from
home?

12 responses

Working from home you are more likely to work weekends s work is busy
No travel to work. Able to start earlier/finish later without worry of transport/traffic.

Good points - less time spent travelling and spending less money.
Bad points - Difficulty switching off and more pressure felt

Feel less stressed and can concentrate more.

It's better in the fact that working hours are now more flexible so can attend an appointment if needed or
be home for deliveries without having to take time off on annual leave. Its bad in that sometimes you
would work much longer hours than if you were working in the office. also have to remember to take
breaks away from laptop.  try to keep work and life balance separate from each other now that I'm
working from home.

1 have more time at home at the start and end of the working day due to not having to travel to work. This
means for me not leaving the house at 7.30 and not getting home until 6pm due to the timing of my
buses
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Do you feel your mental health has suffered since working from home?

12 responses

®ves
oo
® Vaybe
Would you like to continue working from home in the future?
12 responses
®ves
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® Spiit Between Office/Home.
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Since working from home do you feel that you work more hours than when you were in the
office?

12 responses
@ Yes

@ No
® Maybe

Do you find it easy to switch off from work once your shift ends?

12 responses

@ Yes
@ No
® Maybe
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Do you feel more productive working from home?

12 responses

@ Yes
@ No
® Maybe

Do you feel supported by Swansea Council since working from home regarding your mental
healthiwellbeing?

12 responses

@ Yes
@ No
® Maybe
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Please add any other comments in respect to home working and your wellbeing.

12 responses

'm happy we have the opportunity to work from home as it has many benefits but being away from other
people for a prolonged period of time is not healthy.

My mental health has greatly improved since working from home

As | was recruited during the pandemic, | have not experienced working in the office yet and therefore not
able to answer these questions fully. | have answered 'Maybe' where | feel | m unable to answer. However,
I feel working from home suits my needs well due to having a young child and pets, and as | live far from
the office, so this reduces my time away from home greatly. I do miss daily interaction with colleagues,
but regular team calls helps with this, and my supervisor checks in regularly with me to see how 1 am
personally.

Support from Line managers/supervisors

While working from home is convenient, it also removes the barrier between relaxation and work. Both
now take place in the same location, even the same chair in some cases, reminding you of one while

doing the other and making work less productive, relaxation more stressful and both less social. Working
from home is well-suited to some people, but the option to work in an office when needed to restore that

T
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Please add any other comments in respect to home working and your wellbeing.

12 responses

1 miss the social aspect of work which was a big part of going to work for me - sharing coffee breaks and
lunch breaks. Also, my physical health has suffered since working from home. | don't get up from my
chair as often as | would have in the office. | don't have the walk from the car park into the office and the
walk around the office - tend to stay in the same position for long periods. My joints have stiffened up
and | feel less fit

I feel at this moment because it is extremely busy | am working a lot of hours as if i was based in the
office it wouldnt be o easy to open up your laptop. !

Great for flexible working hours.

1 miss the daily social interaction with the team and people can maintain a front over teams, as you donit
pick up on the body language that you would see in an Office environment.| am concerned for those staff
that live alone and feel isolated. We still maintain an ‘open door policy’ and there is a weekly social team
meeting. Team Leader speaks with team members regularly and 1-2-1's are undertaken once a month.

1 enjoy working from home.
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Please add any other comments in respect to home working and your wellbeing.

12 responses

Great for flexible working hours.

1 miss the daily social interaction with the team and people can maintain a front over teams, as you donit
pick up on the body language that you would see in an Office environment.| am concerned for those staff
that live alone and feel isolated. We still maintain an ‘open door policy’ and there is a weekly social team
meeting. Team Leader speaks with team members regularly and 1-2-1's are undertaken once a month.

1 enjoy working from home.

1 did struggle initially with home working and sometimes feel isolated working from home as you are on
your own without instant support from colleagues but | am getting more used to it now, although still
miss working in an office environment with colleagues. Home working has also helped with travelling
back and fore to work by not having to get up so early any longer to travel into work

1 think that the circumstances of Home working due to the Pandemic are where | have seem anxiety and
has sometimes caused stress in my own life. On the whole work/life balance is better due to home
working but on times it can be lonely. | am more productive but it can sometimes be difficult to switch off
especially if when it is payroll deadline and we are short staffed
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Do you feel more/less social since working from home?

12 responses

@ More
@ Less
® same
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Has your work-life balance been better or worse since working from home?

12 responses

@ Better
@ Worse
® same
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Since working from home do you feel that you work more hours than when you were in the
office?

12 responses

® Yes
@ No
@ Maybe





