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[bookmark: _Toc67392378]Abstract   
There is a vast amount of information available relating to remote working and COVID-19 from different secondary sources. This study aims to create a case study of remote working during the pandemic and its effects on organisational culture and to investigate the level of effect this has had on employees. Culture is the way of life and behaviour of groups of people, which determines an individual’s initiative to work within an organisation.

Literature Review: COVID-19 has put organisations under pressure to adapt quickly to remote working for the majority if not all their employees. COVID-19 is a serious disease, causing a global pandemic which is having an impact on the economy, disrupting everyone’s lives whilst encompassing work and ruining people’s livelihoods. Culture within an organisation mainly comes from personal interaction and communication in the workplace and therefore remote working can have a negative effect on culture. Culture drives engagement and retention amongst employees and when this lacks it influences employee’s performance.
Aims and methodology: Through a qualitative thematic research approach 15 participants were interviewed to gain a deep understanding of the influence and effects remote working during the pandemic has caused them and their organisational culture. The participants were all individuals who had been forced due to the pandemic to work remotely although they varied from different organisations to ensure there was no bias. This research is aimed to understand how individuals have been affected by remote working and how the lack of organisational culture has influenced them directly.
Results and Findings: Several themes were identified within the primary research of this information that the participants were all affected in different ways, but the majority felt that remote working was having a big impact on their mental health. It was identified that many interviewees didn’t feel as engaged within their organisation when working remotely as they felt they lacked organisational culture. Without digital technology it wouldn’t be possible for organisations to create a remote work force and have any organisational culture, however the benefit of technology has allowed a slight remote culture to be built within organisations.
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[bookmark: _Toc67392380]Introduction 
The Coronavirus disease (COVID-19) is a newly discovered infectious disease. Research has stated that many individuals are being affected by COVID-19 and many people infected will experience respiratory illness on a mild to moderate level and can recover without requiring any special treatment (World Health Organisation 2020). Cultural changes occur as over time civilization evolves, a significant number of things can change and with evolution, change occurs. Cultural change can occur from the way individuals think, the way a certain phenomenon is seen, culture changes due to people changing and when this happens their life and beliefs change. 
The aim of this study is to provide the experiences and opinions of those effected by the coronavirus pandemic due to it effecting their culture amongst different organisations within the local surrounding area. Those directly effected amongst different organisations will be interviewed on an interview basis to discuss how they feel COVID-19 has affected their organisational culture and how this has had an influence on them as an individual.
The COVID-19 pandemic has had an impact on all individuals from their daily lives to the global economy. The pandemic will also leave a substantial impact on individuals in the future, the way they consume, learn, work, socialise and communicate (Perlow 2020). Due to the crisis being a global pandemic it will be difficult to determine the long-term effects of how this crisis has triggered changes in the future of individuals lifestyles and the economy (Perlow 2020).
In the UK, during the pandemic, 60% of employees are working from home, the majority of these believe this is reducing their expenditure. 62% of remote workers say they want employers to provide them with better technology that helps them stay connected with their colleagues (Lilly 2020). “75% of executives agreed that they regard digital transformation as becoming more urgent in light of the COVID-19 crisis, and 65% said that they anticipate increasing their investments in digital transformation” (Gray 2020).


[bookmark: _Toc67392381][bookmark: _Toc67392382]Aims and Objectives 
Output – To investigate the level of effect that COVID-19 is having on different organisation cultures and how this is affecting employees in isolation.
The following objectives will be used during the research project to ensure that the final aim is reached at the end. As expressed by (Saunders, Lewis and Thornhill 2016) “They must be precisely written and lead to observable outcomes”.

[bookmark: _Toc67392383]Objectives – 
1. Establish the feelings and impact COVID-19 has had on employees that have had to adapt to remote working.
2. To understand how working remotely can influence individual’s mental health due to the lack of engagement in the culture of the organisation.
3. Highlighting how different employees and organisations have been affected differently by remote working.










[bookmark: _Toc67392384]Literature Review 
The purpose of the literature review is to gain further knowledge on the topic regarding the impact of COVID 19 on isolated remote working and its influence on organisational culture, to allow me to conduct a valuable questionnaire and gain further knowledge on the topic. With the current situation of COVID 19 causing individuals to experience unprecedented level of disruption within their jobs and their communities (Emmett 2020).  

[bookmark: _Toc67392385]What is culture?
Culture is the shared set of attitudes, values, practices, and goals that set the characteristics of an organisation (Merriam Webster 2020). Culture has also been defined in previous literature, ‘Culture is the characteristics and knowledge of a particular group of people, encompassing language, religion, cuisine, social habits, music and arts.’ (Zimmermann 2017). Culture has been defined in literature as the patterns and characteristics of human behaviour, entailing religion, beliefs, social norms, arts, customs, and habits, culture is shared (Ibrahim 2020). Culture is a system of learned behaviour patterns in an integrated system that are characteristics of individuals within a society. Culture is the way of life of groups of people (Emmie 2014). 

[bookmark: _Hlk67045609][bookmark: _Hlk69296098]Edgar Schein 1985 – Three levels of organisational culture 
One of the leading theorists of culture is Edgar Schein 1985, Schein proposed a model of an organisational culture where the basic assumptions was that shape values and the values shape practices and behaviour, which is the visible part of the culture (Schein 1985). This suggests that for a successful culture the physical practices of employees and their behaviours is key. Schein believes there are different levels to organisational culture as follows.
1. Artifacts - these are the aspects that mark the surface of every organisational culture.
2. Values – values are a higher than basic assumptions as a higher level of consciousness and they reflect shared opinions of members.
3. Basic Assumptions – A pattern can evolve of basic assumptions among individuals which creates the core of an organisations culture (Kukreja 2020).

Johnson and Scholes 1992 – The Cultural Web
Johnson and Scholes theory 1992 is based on the element that strategy and development within an organisation are influenced by the culture and environment. This theory states that cultural web is useful as a tool to allow analysis and for assumptions to be altered relating to the organisations culture. This theory can be used when highlighting specific practices and beliefs, along with aligning the company’s culture and strategy (Johnson and Scholes 1992). 

Charles Handy 1999 – Hand’s Model of Organisational Culture 
According to Charles Handy’s theory 1999, there are four types of culture which the organisations follow:



[bookmark: _Toc67392386]Organisational Culture 

Culture within an organisation is the way the organisations do things relating their beliefs (Watkins 2013). In the light of reported literature, a business isn’t successful without a strong culture as organisational culture is a system of shared assumptions and beliefs that govern how individuals behave within the organisations and provides them with an effective work ethic (Claudia 2020). Literature has reported that there are many pillars to organisation culture, the first being transparency. This is dependent on the degree of communication and information shared and expressed within an organisation through sharing positivity along with the level of posed positivity with the attitude towards solving problems within the organisation. Another pillar is how they assess the way they have performed to gain a culture of success and knowledge providing motivation within the organisation (Dyer 2018). 
Current research shows that organisations must take their organisational culture seriously on a remote scale, as their goals have been shifted due to the restrictions that surround the pandemic (Weston 2020).  The idea that culture is seen and ultimately related to the actions that employees take and make visible to others within the organisation, and the investment individuals take in each other’s actions. As reported in literature with many employees having to work remotely with tasks means that practices are hard for employers to observe, which suggests that it’s important for the aspects of culture which can be remotely displayed are acknowledged and brought to attention (Howard-Grenville 2020). Through bringing attention and building up the core aspects of culture within an organisation it can help employees navigate themselves through tough times by reminding them of the strengths within the organisation. This is to ensure that the organisations can limit the number of employees that feel isolated and excluded from the organisation as due to social distancing being an element coupled with remote working many individuals have felt a sense of feeling emotionally disconnected and physically isolated due to the lack of organisational culture (Fowler 2020). Current research shows that organisations now could demonstrate their company culture tangibly (Weston 2020). 
Remote working is a long-standing revolution in the workplace, which is being enabled by technology, but due to COVID-19 it has now become an urgent challenge for many organisations. The shift to remote working is highly visible but the lack of attention meaningfully paid to culture makes the impact greater (Lewis 2020). Culture within an organisation mainly comes from personal interaction and communication in the workplace and therefore remote working can have a negative effect on culture (Ryan 2020). 
Culture underpins the workplace, as it is the character and personality of an organisation, it’s what makes an organisation unique and sums up their values, beliefs, interactions, behaviour, and attitudes. Positive culture is a significant element of an organisation and within an organisation culture is as important as their strategy as it either strengthens or undermines their objective. Culture drives engagement and retention, as culture is seen to impact how employees interact with their organisation and working manner (Kenney 2019).
Culture changes and develops over time and is the change that occurs overtime, this occurs when experiences emerge within society, organisational or globally. Technology change can have a large impact on culture, and the economic systems and conditions, with laws and regulations constantly changing this influences organisations culture and has a constant impact on the development of culture (Spacey 2018).
There are a few key elements to a successful culture within an organisation, a vision or mission statement this allows a company to guide their values and provide the business with a purpose. Another essential element to an organisations culture is their values, these are the core of its culture (Coleman 2013). Without people an organisation cannot build a coherent culture, as peoples core values, willingness and ability gives them the means to embrace those values, allowing a strong culture to be built. The place and location of an organisation influences the values and individuals’ behaviours within their workplace which impacts their culture. 
There are several elements in the workplace that gives the wrong kind of culture, one being the lack of company core values, as this provides no sense of direction in the progression of culture. Another negative element is gossip, which leads to a divide in the workforce with employees turning against each other creating a negative culture of distrust.  The lack of acknowledgment and recognition can lead to a negative culture leading to animosity between employees.
[bookmark: _Hlk66538045]Culture within an organisation is formed and shaped as the organisation faces external and internal challenges and adapts to deal with them. When an organisation can adapt successfully to environmental challenges and ensures success in the way they do business the values are then retained, this is a huge challenge during the coronavirus pandemic.
Culture allows an organisation to be successful as the key to a successful organisation is to have a culture which is strongly based and shared on a wide range of beliefs that are supported by strategy and structure. Most organisations strive to be team-oriented and to demonstrate concern for others this can be affected by COVID-19 as there is a lack of team engagement when working remotely (Zimmermann 2017).
An organisations culture is usually cultivated and deliberately expressed from decisions, or it may be the result from the accumulation of decisions made over time. If an organisation has a strong company culture, their employees can understand the expected outcomes and behaviours and can then act accordingly. Research has previously stated that “Company culture is important to employees because workers are more likely to enjoy work when their needs and values are consistent with their employers” (Doyle 2020).
There are several aspects that effect culture, the first and main factor is the individuals working within the organisation, as the employees have a large contribution to the organisation. Another element is the sex of the employees as male individuals usually dominate female employees. The nature of the organisation can also influence their culture (Juneja 2020). Another aspect that could affect an organisations’ culture is their management and their style and ability of how they handle their employees, as employees feel more engaged and maintain a strong culture in organisations where management allows the employees to make their own decisions and let them participate in strategy making (Juneja 2020).
[bookmark: _Hlk66477389]If an organisation has a negative culture this not only affects the organisation but also the employees as an organisational culture that doesn’t value their employees and their quality of work provides their employees with no reason to strive for quality and doesn’t give employees motivation. If there is a negative culture within an organisation such as the organisation tolerating bad behaviour this, then gives other employees the initiative to behave in the same manner (Sherman 2019). If negative culture was to occur within an organisation this could lead to an unhealthy atmosphere and leave employees feeling miserable and not have the motivation to commit to their job. 
After further research since the pandemic organisational culture has been central for many organisations due to the large shift in industrial history. It is seen that COVID19 has forced organisations to think, plan and act differently due to the vast number of employees having to work remotely. Current research in a recent survey regarding COVID19 impact on culture stated that the area that was most adversely affected was employee wellbeing due to social isolation being 64% and many stating that morale had also taken a hit (Diemar 2020).
COVID19 has caused organisations to change their culture with them embracing their structures on a larger scale and to prepare for moving forward with more innovation. The idea that COVID19 has provided employees with a new experience of organisational values with a plunge to remote working, with many employees indicating a desire to continue finding better ways of working together and being responsive to the environment (Wiedemann 2020). This suggests that these environmental changes have led to organisations and employees having to have a shift in values, both individually and collectively. A key element that the situation of COVID19 has proved amongst many organisations is that it has demonstrated that they can unexpectedly adapt quickly within the workforce the physical and mental needs (Forbes 2020).
A company's culture is guided by the organisations purpose and values and these can be brought into sharp focus and put to the test during a crisis. The value of organisation sets out their culture and the underlying values and assumptions of many organisations have seen to have shifted from exploration and creativity to safety and resilience (Benson 2020). 
The UK's Office for National Statistics found that 49.2% of adults in employment were working from home due to government guidelines, this is almost half of the UK's employed population (Benson 2020). Technology is an effective and beneficial element to organisations during this pandemic as it allows them to continue to function and communicate effectively, along with the ability of conducting conference calls to maintain a positive morale amongst the organisations culture. Research has previously stated that “the shared experience of physical isolation and feeling of adapting to the same difficult circumstances can make virtual relationships more important than ever” (Benson 2020).
Previous literature has presented that “80% of participants expressed that they enjoy working from home, with 41% saying they feel they are more productive than they had been before and 28% stating they feel they are just as productive as they are within the office”. This suggests they could create a culture that is stronger and reduce costs (McKinsey and Company 2020). 
[bookmark: _Hlk66470855]Culture and innovation are the heart of any organisation as the employees and vision is what makes their culture, allowing them to capitalise on the changing environment. The organisations that had the ability to best adapt to the pandemic will have the ability to overcome the pandemic and give them the courage to make the relevant changes (Barnes 2020).
A survey by the CIPD stated that 62% of employees didn’t feel adequately consulted and were anxious about returning to work, compared to 42% who have felt they have been adequately consulted by their employers (CIPD 2020). With culture always been known as the most powerful source of competitive advantage, organisations must continue to ensure this and avoid letting the pandemic erode their value (Brower 2020). Employers and leaders can maintain an effective organisational culture as it allows employers and employees to gain an opportunity of having greater ability and understanding to build stronger relationships with their co-workers creating a stronger culture, and having the ability of working in new and more collaborative ways (Crumpton 2020).


[bookmark: _Toc67392387]COVID-19
Coronavirus disease (COVID-19) is an infectious disease caused by a newly discovered coronavirus. Some individuals are at an increased risk if they are elderly or have certain underlying medial or health conditions (World Health Organisation 2020). The impact of COVID-19 is being felt by all businesses around the world as it is influencing all individuals. Research has suggested that many adaptions have had to take place to ensure that organisations have the correct support (Thomas 2020).
In the early days of 2020 after the outbreak of COVID-19 in December 2019 in China, the World Health Organization identified SARS-CoV-2 as a new type of coronavirus. The outbreak of COVID-19 quickly spread around the world (Pathak 2020). During these unprecedented times it is difficult for anyone to tell how long the pandemic will last for, it will depend on a number of things such as the work by researchers to learn more regarding the virus, the dependence on a successful treatment, the success of the vaccine and the efforts of all individuals to try and minimise the spread of the virus. 
Research is indicating that it is unclear where the virus has been attained from. It was understood to have originally originated in a food market in Wuhan, and subsequently spread from animal to human. Some research has stated that the transmission from cross-species may be between snake and human, this claim has been consented. 
[bookmark: _Hlk66446942]Due to the insight of remote working been acknowledged with the stigma that remote workers are less committed and ambitious about their career as they aren’t fully connected to their organisational culture (Workspace 2020). Organisations rely on their organisational culture to build common purpose within the organisation and a sense of identity (Ewing 2020).

[bookmark: _Toc67392388][bookmark: _Hlk66542204]COVID-19 and Culture 

In the light of reported literature, it was stated that the discussion amongst employees relating to the quality of communication within the organisation was discussed more in positive terms during the pandemic than in the earlier year (Sull 2020). A key element of maintaining a strong organisational culture remotely amongst employees is effective communication. As reported in literature for an organisation to maintain a pulse and culture within the organisation is essential, they provide effective engagement and communications to build a healthy work environment and culture (Sarnowski 2020).
[bookmark: _Hlk66479215]Prior research has suggested that many employees had to `adjust from doing their work in an office to have to work in their home where they spend most of their relaxing time, which meant they would have had a lot of adjustment and recalibration within their home to allow them to work effectively. Due to many schools being closed during the COVID19 isolations periods has presented many remote working employees with additional challenges with additional family members being within their working environment needs care (Robson 2020). 
The BBC conducted a Future Forum Research, and they found that the majority of participants don’t wish to go back to the old way of working, with only 12% stating that they want to return to full-time office work and 72% wish to have a hybrid remote-office in the future (BBC 2020). 
Organisations are also facing challenges of remote working such as combatting isolation with their workforce being spread remotely people are without the social interaction commonly enjoyed in the workplace, not just employees but employers as well. Another challenge organisations are facing is that of maintain productivity amongst the organisation, training people to get the most out of available technology and providing easy access to tools and resources they need is crucial to maintaining productivity (Skilton 2020). Keeping a strong morale within an organisation when working remotely as its essential to ensure employees feel engaged along with employers and leaders having an essential role of fuelling a positive culture. It can be easy for employees and leaders to feel left out when working remotely, while others may feel overwhelmed by the dramatic change to how they work. It is essential that organisations are ensuring proper access to tools becomes critical when employees are dependent upon technology to perform their role (Skilton 2020).
[bookmark: _Hlk66693304][bookmark: _Hlk66539129][bookmark: _Hlk66539138]Previous literature has proven that employers and leaders have become more aware and more understanding of employees’ responsibilities outside the workplace (Chung et al 2020). This suggests that remote working provides employees with more flexibility and agility for their working arrangements, as employees aren’t tied to an office, which suggests that they have more initiative to be willing to work flexible hours. It provided employees with the opportunity to understand the benefits of working from home including the ability to undertake other task such as taking care of their children, housework and allowing them to spend more time with their partners (Chung et al 2020).
There are a few issues and challenges that are related to remote working, the biggest challenge is the ability to manage projects when all employees in a team are spread across multiple locations and in person meetings can’t be held to discuss the project due to the effects of the pandemic, therefore employees must ensure they maintain thorough communication and video conferences to remain engaged with their co-workers (Brooks 2020). COVID-19 has caused disruptions in remote working as when employees live in the same environment as they work, it can be difficult for them to manage and separate the two aspects of life. This leads to employees not having a dedicated space to do their work (Lusinski 2019).
Working remotely could be stressful for many employees, as with the current situation of the pandemic (Gaskell 2020). Working in the same space as where an employee lives can lead to them getting disorganised. Studies have shown that an issue for some individuals of working from home is productivity, although it has been proven that remote workers are often more productive, many individuals struggle with self-discipline to work well remotely especially with additional distractions (Digneo 2019). 
Remote working can be difficult for some individuals, as they need to be self-motivated and have effective time management as they don’t have constant engagement and leaders constantly ensuring that tasks are being completed and managing their time (Pinola 2020).  Remote worker’s biggest fear is the issue of the internet cutting out (Pinola 2020). An employees’ biggest fear when working remotely would be to lose internet connection as they have no other avenue to complete their goals.
[bookmark: _Hlk66442059][bookmark: _Hlk66449460]COVID-19 has had an impact on all individuals and dealing with this can be overwhelming for many employees who have been forced to work remotely as it can lead to them feeling a lack of engagement. Therefore, it is essential that leaders provide accurate communication and clear information continuously for their employees, to ensure they feel engaged within the organisation (Harris 2020). Research has stated that when employees were asked what helped them transition to remote working, 45% of respondents mentioned company-provided or -subsidized technology, including hardware and collaboration platforms like Zoom and Microsoft Teams (Thompson 2020).
[bookmark: _Hlk66462392]A survey was conducted in previous research which stated that technology was an essential aspect to those working remotely and with 92% of the participants stating that they had effective access to the resources that they needed to allow them to effectively complete their job (Ganado 2020). A survey stated that a total of 86% of participants of who were parents now want to work flexibly, compared to 46% before the pandemic. 80% of participants that were remote workers said they felt healthier, less tired, and had a greater ability to connect with their family since being working remotely (Gray 2020).

[bookmark: _Toc67392389]Isolation, Mental Health, and other effects

[bookmark: _Hlk66698341][bookmark: _Hlk66354566][bookmark: _Hlk66359895]COVID 19 has caused a high effect of loneliness for many individuals in every workforce sector. It has come to attention that during the pandemic working from home has proven to be vastly different than usual, with additional obstacles to overcome (Collie 2020). This leads to remote working during this period unique as it was a fast and unexpected transition within many workplaces, making it more difficult for parents with children to adapt their working environment, leading to lack of drive and engagement (Usborne 2020). It’s difficult for employees that don’t have a suitable environment where they can distinguish between personal and work life (Maurer 2020). Research has stated that since working remotely employees are seen to be working longer hours, with additional meetings to enable them to keep up with the communication channels offered to ensure they keep engaged with the organisation culture (Maurer 2020). 
[bookmark: _Hlk66355131]Research has shown that with remote working isolation and loneliness is the biggest struggle that employees face, being alone isn’t the only cause but it can be a significant contributor (Moss 2018). With loneliness having a direct impact on an employees’ productivity. It is seen that employees can gain the feeling of isolation when remote working due to the inability to communicate with team members. Previous literature has stated "It is easier to unplug when you work onsite at an office," she said. "Leaving your office at the end of the workday creates a natural boundary and traveling home provides the time you need to unwind and decompress” (Maurer 2020). The ability to balance these two worlds has become the key to feeling happier and more productive while at work (Howell 2019).
[bookmark: _Hlk66545365][bookmark: _Hlk66445817][bookmark: _Hlk66442173]Remote working has its benefits in some ways such as the ability of flexible hours and tangible benefits for employees. Studies have proven that many individuals feel more satisfied within their job and their stress levels have decreased regarding the element of parents having children to arrange (Moss 2018). One of the biggest problems with this happening so suddenly and at such a large scale is that many individuals are facing the feeling of isolation which is then affecting their productivity within the business workforce. Previous research has stated that employees from CBDiablo UK felt ‘one thing they’ve really missed since we’ve all switched to working remotely is the office vibe, the feeling of togetherness and productivity that you get when working in an office’ (Webster 2020). 

[bookmark: _Hlk66355090][bookmark: _Hlk66540955]Due to the current situation of COVID-19, technology the source that was once seen as the cause of loneliness has now been tasked as the cure, with it been the main aspect of individuals remote working lives (Moss 2020). A key element that employers must ensure during these unprecedented times is that the wellbeing of their employees is stable, it is still their responsibility although they aren’t present in the office (Usborne 2020). It has come to light that organisations have the ability to communicate effectively and maintain a morale amongst employees that is positive through the use of technology enabling them to conduct conference calls, virtual coffee catchups and teams social screen to screen, ensuring that an organisational culture remains amongst employees (Workspace 2020).
[bookmark: _Hlk66356177][bookmark: _Hlk66356945]Being isolated and feeling lonely can lead to individuals having mental issues and depression. Research stated that employees must ensure they stay aware of their co-worker’s personality and work ethic, during these unprecedented times as it could lead to an individual struggling (Jellen 2020). Studies showed that in a survey conducted by individuals that work remotely 70% of participants found they experienced loneliness and it’s had an impact on their wellbeing with 6% feeling their isolation had a positive effect. 46% of UK workers have experienced feelings of loneliness during the lockdown period (Shaw 2020).

[bookmark: _Hlk66695680]The feeling of isolation is not only affecting individual’s mental health but also their wellbeing, which is leading to their abilities to perform at their best possible level being diminished. 52% of workers stated that their social interactions were mainly within their workplace and 67% of individuals expressed that lockdown has reduced the variety of their daily social interactions, which is leading to many individuals feeling excluded and isolated (Wales Online 2020).

Isolation may have hit some individuals unexpectedly; the way individuals experience loneliness is unique. Due to the pandemic individuals who are regularly engaging with others may feel completely alone while remote working. The feelings of isolation and loneliness have increase significantly since the beginning of the pandemic. An article was published in previous research that stated that since the start of the pandemic there has been an increase in mental-health related illness, with the majority of individuals that suffer from mental health problems stating that their symptoms have worsened during the pandemic and many people who were mentally healthy beforehand are now finding themselves struggling (Melling 2020). Mental health problems are the most common amongst long-term sickness absence in the UK workplaces. In the last year studies have stated that 37% of participant of the CIPD simply Health and Well-being Survey expressed that stress related absence has increased (CIPD 2021). 
[bookmark: _Hlk66544366]During the pandemic it is essential for organisations to ensure they are engaging with their employees regularly to maintain a good well-being. With the increase in stress due to the new working environment employees are experiencing working remotely, with the access to IT and the need to juggle home schooling and work, it is influencing many individual’s mental health (Rowlin 2020). 
Research from the Office for National Statistics suggests that in the UK, almost one in five adults this year have been experiencing depression of some form, this figure has almost doubled since 2019, suggesting that COVID-19 has influenced this increase (Hughes 2020). With remote working being ongoing this appears to be a contributing factor, due to employees working long hours and not having the ability to connect meaningfully with their organisation. Social isolation potentially provides detrimental effects of loneliness. 

[bookmark: _Hlk66357783]Research from a survey conducted by Wales Online, 24% of respondents stated that loneliness has had an impact on their productivity, creativity, and problem-solving abilities during lockdown (Wales Online 2020). One of the biggest problems with this new remote workforce is the isolation that many people are facing and its effect on their productivity which is influencing how much support is needed by organisations (Webster 2020).
[bookmark: _Hlk66357021]When an employee is working without structure it can influence their mental health as well as physical health, due to them constantly working and not having any boundaries, this could lead to stress, isolation and depression when not having family time (Collie 2020). 28% of individuals that were attending their workplace as usual stated that work was having a positive impact on their physical health, compared to 23% working remotely (CIPD 2020).
















[bookmark: _Toc67392390][bookmark: _Hlk66268316]Methodology 
[bookmark: _Toc67392391]Introduction
This chapter outlines the methodology for the dissertation that will answer the proposed research question from the contributed literature. In this section of the study we will explain the process of conducting primary research and the structure of the overall direction. Methodology is seen as procedures specifically used to identify, process, and analyse information about a topic. It provides the reader of the research project to critically evaluate the reliability and validity of the study (Cambridge Dictionary 2020). The primary research conducted was that of qualitative research which was chosen to be the most appropriate method for the study to gather the relevant information. Previous literature stated that “It is important to use primary and secondary data to test researcher bias and to gather enough information to fully explore a topic” (Writer 2020). It was essential for secondary research to be conducted prior to the primary research as the knowledge gained from the secondary research allowed an effective set on interview questions to be conducted prior to the interviews. 

[bookmark: _Toc67392395]Research context 
The main aim of the research product is to gain a greater understanding and knowledge of the issues and benefits that COVID-19 has caused an organisations culture due to remote working. The primary as well as secondary research’s intention is to allow an exploration of information that already exists but, also gain information directly from individuals who have been directly affected by COVID-19 and remote working, and how they feel this has influenced their organisations culture and whether it’s affected employees. Methodology is the process used to collect information and data for the purpose of making decisions and recommendations (Web Finance Inc 2019). 

[bookmark: _Toc67392393]Why qualitative research?
Qualitative research is defined as a market research method that focuses on obtaining data through open-ended and conversational communication. Qualitative research allows a unique depth of understanding than can be gained through quantitative closed surveys. Qualitative research is key to gaining additional information as it provides the opportunity for respondents to elaborate on their answers allowing more in-depth research (Tiley 2017). Qualitative research allows better research direction as it provides greater understanding of the context and environment. 

[bookmark: _Toc67392394]Difference between qualitative and quantitative research 
The difference between qualitative and quantitative research it that in comparison to quantitative research, qualitative research focuses on words rather than numbers, depth rather than breadth. The methods are explanatory and allow further information to be gained through thoughts and feelings of the respondents along with information. Research has stated that qualitative research is most used to help inform new concepts, theories, and products (Tiley 2017).
Quantitative research investigates a large number of people by submitting questionnaires based on multiple, numeric answers and open end questions, whereas qualitative research investigates a small amount of people, thus collecting a great number of behavioural details on a small sample of users (Armato 2017).
Qualitative research goes into depth and detail of the insights of individuals motivations and perceptions behind the information, which is relevant in this project. COVID-19 is current therefore it is relevant to understand individuals’ perceptions on a greater level. Although qualitative research brings more in depth information and feedback, it also makes the results harder to analyse (Survey Monkey 2021). 

[bookmark: _Toc67392396]Research approach 
To complete the required research for the study, an adequate research method must be considered. The method of primary research used will be interviews, qualitative research, as the thoughts of the participants questioned is particularly relevant. Qualitative research is exploratory research, it allows researchers to gain an understanding of underlying reasons, opinions, and motivations (DeFranzo 2020). Qualitative Research provides a much more flexible approach. Primary information will be collected via face to face interviews with those who have been affected by the pandemic and have had to work remotely without any warning. Interviews are an effective method for gathering research that’s very detailed. There were 15 participants within the interviews which was the aimed number of individuals that was decided when choosing the research method, and these individuals varied from an age range of 25-60.
The research collected must be of great validity, as this allows the feedback and secondary research to have greater input in the final outcomes and ensures that the information obtained is valuable. There must be a coloration between the literature review and the interviews, the responses of the questions must link to the research study. Once the interview questions were appointed, it was then piloted by my student peers to ensure that the questions were applicable to the research study, several amendments were made for the clarity of the questions. “The wording of questions is not as easy as it seems, and careful piloting is necessary to ensure all questions mean the same to all respondents” (Bell, Waters p.14). 

[bookmark: _Toc67392397]Strengths and weaknesses of interviews
An advantage of the interview method of primary research is that it provides the ability to understand how people experience the world and how problems within the world have had an impact on their lives (Meier 2018). There are many advantages to the interview method it gives meaningful insights that provides detailed description of people’s experience. Open-ended questions allows a generation of ideas. Interviews that are conducted through video call are face-to-face and these are realistic in the moment, which is free from technological distractions (DeFranzo 2020).
The interview participants are encouraged to be themselves with the data having more accuracy, and with the questions being open-ended this means that the participant can elaborate on their opinions and feelings as there is no right or wrong answer which makes data collection easier (Gaille 2018). It has flexibility as there isn’t a ridged structure to the qualitative research process. Interviews as a research method turns individuals experiences into usable data, it allows the understanding of individuals choices but also the impact they’ve experienced (Miller 2019). 
A weakness of interviews as primary research can be time consuming due to the length of time required to organise and hold them using the relevant participants and resource intensive. Sample size is limited and much narrower than questionnaires but gives the ability to gain more detailed information (DeFranzo 2020). Data processing can be a disadvantage as it is such a lengthy process, but analysis is easy when the researcher is aware of what specific information they need from the analysis (Steber 2016). 

[bookmark: _Toc67392398]Interview Process
Once the interviews have been arranged, interview preparation commenced arranging specific times for each of the interviewees to ensure they all have time slots that suit them and that they have access to zoom. The location of the interview is also a key point, due to COVID-19 these interviews took place online through zoom. The interviews were targeted at individuals that have been directly affected by the outbreak, as they will have the been directly impacted by having to work remotely so will have an understanding of how this has effected the culture of their organisation. Individuals were chosen through the use of Facebook, they were contacted and asked if they had been affected by COVID-19 and had to work remotely and if applicable would they participate in an interview in order to help me gain primary research for my research study, this was agreed through email. The biggest challenge of the interviews was deciding what questions, to ensure that the questions are thoroughly tailored to the research title. There were no cost requirements with this research method. The next challenge was to decide how the interviews would be conducted; due to COVID-19 the best option was to conduct video interviews through Zoom which enabled effective engagement with the participants. They were recorded for the purpose of analysis.
Participant consent agreement must have been discussed and confirmed with them before the interviews were conducted, it must be clarified to the participant that their data and recordings will be stored on a password protected computer.

[bookmark: _Toc67392399]Data collection and analysis
Analysis can be an ongoing process that is conducted concurrently with gathering the data. Each interview was different although the same questions were being asked, the ability to apply a few additional questions provided each interview with a different atmosphere. There was a lot of preparation regarding getting participants to agree to participating in the interviews. It was a rewarding feeling when the interviews were being completed. The interviews were transcripted to draw out the themes.

[bookmark: _Toc67392392]Thematic approach 
The qualitative research method chosen is the thematic analysis, it is a method of analysing qualitative data. It is usually applied to a set of texts, such as interview transcripts (Caulfield 2019). With thematic research approach the data and information is closely examined to identify themes that are common within the information, such as topics, ideas, and patterns of meaning that come up repeatedly. Thematic analysis is a flexible method that can be adapted to many kinds of research. 
Qualitative research is strongly valued and recognised on a large level, which suggests it must be conducted in a rigorous manner to gain methodical, meaningful, and useful results. Thematic research approach is one of several methods that provides the ability to focus and identify patterns across a dataset of information. Previous literature stated that “Thematic analysis is simple to use which lends itself to use for novice researchers who are unfamiliar with more complex types of qualitative analysis” (Caulfield 2019). The thematic approach allows researchers to gain flexibility within the theoretical framework. Some other methods of analysis are closely tied to specific theories, but thematic analysis can be used with any theory the researcher chooses. Through this flexibility, thematic analysis allows for rich, detailed, and complex description of your data.

[bookmark: _Toc67392400]Ethical considerations
With secondary data being included within the dissertation, informed consent wasn’t necessary. There was no risk of harm applicable, meaning that no specific measures were undertaken. All notes from articles, reports or journals were saved to an encrypted laptop to ensure they were secure and to handle data security effectively. The interviewees names were kept anonymous and only shared if they wished their names to be shared but it was more appropriate for them to stay anonymous. The recordings of the interviews were kept on a laptop that was only accessible by me to ensure individuals data security. No personal questions were asked within the interviews therefore no protection was required regarding personal information. Permission was obtained by the individuals for the ability to record the interviews to transcript them to be able to analyse the information.
Data security was put in place to secure the information that was held on the laptop had full security measures, to ensure they were secure and solely accessible by myself, due to the individuals providing their consent for me to obtain the information.  Conducting the research as a University of Wales Trinity Saint David student, my work had security due to the network being certified. Consent had to be received by all participants within the interviews to allow the use of information within my dissertation research.
Holding interviews gave me an advantage over other methods as it presented the ability for the research questions to be fully answered relevantly by each participant and gain different affected aspects of remote working.













[bookmark: _Toc67392401]Findings
This chapter contains quotations directly from the 15 individuals interviewed, and the quotations have been grouped into themes and been presented in the table below.
(see appendix C for themes table)

























[bookmark: _Toc67392402]Discussion and Analysis 
This chapter of the study will focus on analysing and discussion of the themes generated in the previous chapter of findings. The data collected can be analysed further in connection with the secondary research within the literature review of the understanding developed from this study.

[bookmark: _Toc67392403]Lack of interaction and isolation
From the interviews and the literature review conducted it’s clear that remote working due to the pandemic has impacted organisational culture, due to 12 out of 15 interviewees expressing this but also many individuals’ mental health. With drastic force into remote working for individuals within an everyday workforce sector COVID-19 has caused an increase in loneliness as they don’t have the engagement within the organisational culture. As well as having no culture there is also the additional challenges and obstacles that come within working from home (Collie 2020). Due to the inability to engage and communicate with colleagues this leads to loneliness which has a direct impact on employees’ productivity (Moss 2018). This is supported by Schein’s theory as individuals’ values are higher than basic assumptions therefore this reflects the lack of culture when individual’s mental health are impacted.
Most of the literature available centres around the mental health impact that remote working provides, individuals struggling with loneliness leading to them feeling isolated and excluded. A few of the participants reported a lack of support in the way of offers for social interaction for employees from the organisation. A key element that employers must ensure during these unprecedented times that the wellbeing of their employees are stable, it is still their responsibility although they aren’t present in the office (Usborne 2020). Many of the interviews expressed that remote working due to the lack of culture has impacted the way they feel leading to isolation and feeling disconnected from the organisation. As stated in the literature 70% of individuals who were working remotely found they experienced loneliness, lack of confidence and it’s had an impact on their wellbeing, with many of the interviews also fitting within this group (Shaw 2020). Disengagement within an organisation can influence the culture as with many individuals disengaged this effects the performance of the organisation.
Talking about the requirement for physical strategy from Johnson and Scholes, the culture of the organisation is influenced by the lack of communication and interaction, and this is difficult to put in place without physical interaction, this influences the performance of the organisation as well as the performance of the employees. With organisations’ culture being powerfully shaped by incentives, this is decreased due to the lack of physical engagement remote working has forced upon them. As literature stated organisational culture is the most important element of an organisation and is the reason behind the employees wanting to work within that organisation (Weston 2019). This can be linked to the theorist Johnsons and Scholes that strategy and development within an organisation influence the culture and environment, which suggests that culture lacks when there isn’t physical strategy and development within the organisation. Support amongst the organisation and employees is essential during the pandemic to engage and adapt the organisational culture. A few interviewees stated that since remote working, they have been led to feel less connected due to no support being offered to encourage interaction. 
As discussed all of those interviewed displayed a ‘need for achievement’ and although there are the challenges of remote working and effects within the organisational culture, there is still the need to perform at the best possible standards to ensure the organisation can still operate effectively. With the need for achievement and performance with the circumstances of remote working and the challenges the employees need to overcome, many interviewees stated that they expected that their organisation to offer more flexibility with relation to working from home. With lack of support and high levels of employees working remotely it could lead to employees losing connection with the core value within an organisation (Usborne 2020). These findings prove that remote working has had a large effect on many employees with the lack of engagement and culture it’s affecting their mental health but are still expected to achieve their task and goals to ensure the success of the organisation. This contrasts with the theorists as they don’t link culture to engagement, but literature has stated that remote working has reduce engagement. 


[bookmark: _Toc67392404]Difficult / No support

Lack of support from organisations can lead to employees having difficulty when adapting to the new remote working culture. With remote culture many interviewees stated that they had difficulty in maintaining motivation in an environment where there is less structure. Motivation and engagement was seen to be the main factors of individuals feeling part of an organisations culture. As literature has stated, culture has always been known as the most powerful source of competitive advantage, organisations must continue to ensure this and avoid letting the pandemic erode their value (Brower 2020). This suggests that the interviewees feel that their organisational culture has remained but not as strong as within the workforce, but they felt they haven’t received the support they expected, this is supported by the theorist Edgar Schein that the visible part of culture would be lacking.
Several interviewees stated that they had a number of distractions they have had to adapt to when working remotely and that it’s been harder to get motivated to work, as there are a lot more obstacles to overcome and without the workplace culture it is harder to adapt to these challenges. It’s difficult for an organisation to manage distractions within the employees’ home, therefore its essential they provide their employees with flexibility knowing the challenges they face. For an organisation to maintain strong interaction and culture within the remote organisation its essential that they provide their employees with effective engagement and communication (Sarnowski 2020). Remaining professional can be challenging when working within a different environment, which is a visual part of culture as seen in Edgar Schein’s theory.
A few of the interviewees hinted that their organisations haven’t provided them with much flexibility while working remotely during the pandemic and feel that the lack of flexibility this has impacted on their performance. This then suggests that the organisational culture will strengthen. Organisations rely on their organisational culture to build common purpose within the organisation and a sense of identity (Heathfield 2021). As the theorist Schein stated that the basic assumptions, shape values and the values shape practices and behaviour, which is the visible culture, therefore with the lack of engagement and value this influences the visibility of the culture. The mindset of the individual associated with any organisation influences the culture of the workplace and their mindset is connected to the opportunities they receive from the organisation such as flexibility.
An interviewee stated that they had recently joined the workforce before being forced to immediately work remotely, and they stated that it was difficult to form relationships within the team whilst working remotely and to engage with other colleagues when support is needed. Employees are seen to be driven by motivation and experience which allows them to build a relationship within the team but, without this engagement it was difficult for many individuals to engage in the team culture and build relationships. Working from home has not been the ideal work environment for most employees as with the lack of engagement their motivation is low and feel disengaged from the culture (Laker 2020).

[bookmark: _Toc67392405]Overworking
It was stated by an interviewee that they felt to ensure their performance could be measured easily that they needed to over work. This suggests that they extend their work hours having a negative effort on work ethic and personal life. As expressed previously in the literature review, when employees live within the same environment as they work, it’s difficult for them to separate the two aspects. As employees don’t have a dedicated space to do their work (Lusinski 2019). This suggests that many feel there is a lack of culture differentiation between work and personal life when working remotely. This implies that despite the challenges and obstacles faced along with the lack of culture, many employees still have the initiative to perform to the best standards. This supports the theory of Charles Handy 1999, person culture which states individuals are seen to be more concerned regarding themselves and their personal performance rather than the whole organisation.
Several interviewees state that balancing home and work life was very difficult due to the lack of workforce engagement which led to them struggling to disengage from work due to the lack of organisational culture. This suggests that lack of culture due to COVID-19 and remote working is influencing employee’s performance as they are finding it difficult to disconnect from work which isn’t giving them enough personal time to relax. Sometimes the lack of an office atmosphere and co-workers may influence an individual’s work ethic and productivity (Webster 2020). This suggests that without the organisational culture and atmosphere employees are anxious of when to wind down from their work as they don’t want to feel that their performance will reduce. Handy’s theory of the task culture where organisations allow employees to follow tasks to achieve their targets, they form teams giving them the ability to solve critical problems and follow the task culture, this implies with the lack of physical interactions and problem solving task culture is lacking.
Interviewees claimed that they have found working remotely difficult to balance work and personal life, as they are unable to fully switch off as their office is their bedroom, so they have worked on weekends. Balance between work and personal life is essential to ensure the best performance with work. COVID-19 has had an impact on many employees due to the lack of engagement and culture leading to them overworking and feeling isolated as they are lacking in personal engagement. Literature has expressed that it’s easier to unplug when working onsite at the office, as leaving the office creates a natural boundary to decompress (Maurer 2020). The lack of office space when working remotely creates individuals with a greater engagement in their work but leads to overworking and affecting their performance due to the inability of having relevant breaks. Due to the pandemic happening suddenly, and remote working being forced upon employees hastily it has led to employees overworking which has left individuals feeling isolated due to lack of engagement. This could contrast with the theory of Johnson and Scholes 1992 as they lack strategy when working remotely therefore don’t have a strong culture, as Johnson and Scholes express that strategy is the direction and scope to an organisations culture.

[bookmark: _Toc67392406]Accommodating and supportive
Due to employees not having the ability to engage and interact with colleagues on the same quality as working within the office, it’s essential that organisations provide employees with some support for engagement to ensure individuals still feel connected to the organisations culture. Organisations rely on their organisational culture to build common purpose within the organisation and a sense of identity (Ewing 2020). Support is essential for employees to complete and perform their work, as without this they wouldn’t have the knowledge to complete the challenges. Thorough communication is mandatory for employee engagement and to ensure they feel connected to the culture and strategy of the organisation. This is seen in the theory of Johnsons and Scholes 1992 as culture is based on the element of organisational strategy.
An interviewee stated that within their organisation they have invested in mindfulness training for the employees to allow them to cope with the pressure and stress of remote working. It is essential to keep a strong engagement with employees whilst remote working due to many employees being familiar with daily engagement and connectivity while working in an environment, and suddenly working at a distance with little connectivity really creates a huge mental health and isolation problem for employees (Vasel 2020). This suggests that communication and training is essential to keep the engagement with employees remotely and to keep the relationships amongst the organisation for there to become a strategy to engagement amongst, Johnson and Scholes 1992. 
One interviewee stated that they felt the organisation has kept the employees effectively connected through embracing online working and regular meetings virtually and have been offered additional training that wouldn’t have been offered if not remote working. Remote working can be detrimental for employee’s mental health, as humans are social creatures working remotely with lack of engagement makes employees feel cut off (Suarez 2019). This tells us that organisations that are engaging with their employees are on the best possible level to ensure the feeling of isolation is reduced. When employees receive the relevant support and engagement from their organisation, they feel more confident and engaged working remotely, also happier being part of the organisation and its culture.
[bookmark: _Hlk67049254]
[bookmark: _Toc67392407]Virtual practices and support online
The pandemic has forced organisations to become more technological and virtually orientated. The benefit of the intelligence of technology has allowed organisations to adapt to working remotely, this has prompted organisations to become engaged with the more virtual world with interactions taking place on online virtual platforms. An interviewee clamied that the pandemic has prompted their organisation to interact with employees in a more virtual world, offering online well-being classes and discussions via Teams. With the advancement of technology this has given organisations the ability during the pandemic to continue operating whilst engaging employees allowing their productivity to remain high in the most challenging circumstances (Oehler 2020).
Without technology during the pandemic it wouldn’t have been possible for most organisations to overcome the challenges that have been posed on them and keep interest amongst the organisation. An interviewee reported that technology has been the saviour to their working environment as it has allowed remote working to take place, it has also granted organisations to keep employees together and interacting despite physical interactions being difficult. As noted in the literature review that “the shared experience of physical isolation and feeling of adapting to the same difficult circumstances can make virtual relationships more important than ever” (Benson 2020), suggests that not having a true organisational culture would affect employee’s mental health, leading to them feeling isolated but due to the benefit of technology has reduced these feelings. Connection is important for individual’s mental health and wellbeing. As well as a work-based chat it’s beneficial to have a talk with a good atmosphere. As an interviewee said mindfulness and communication virtually gets people together and sometimes just to have a break from a heavy workload can feel uplifting. Johnson and Scholes theory states that cultural web is useful as a tool to allow analysis and for assumptions to be altered relating to the organisations culture.

[bookmark: _Toc67392408]Restrictions
From the research COVID-19 has provided organisations and employees with many restrictions. An interviewee expressed that it’s difficult to find working space that’s quiet within a family home and therefore employees’ self-discipline has had to increase. Self-discipline is essential to disengage from personal distractions and have a working mindset. As documented in the previous literature, due to the lack of quiet space when remote working within a family home it can be stressful for the employees, especially with the challenges of the current situation of the pandemic (Gaskell 2020). This can be engaged with the theory of Johnson and Scholes 1992 as strategy is key to an organisations culture and when not having the appropriate working conditions strategy lacks. Culture often becomes the focus of attention during period of organisational change, as culture changed for many individuals that changed to working remotely the culture changed.
Restrictions on employee’s work can cause a large amount of stress on the individuals’ mental health. A few of the interviewees expressed that they amongst other employees were anxious relating to the safety of the workplace when they attend their office socially distanced sessions. Organisational culture is lacking when employees feel anxious as this influences their productivity. An issue for employees working remotely is productivity as many individuals struggle with self-discipline to work well remotely especially with additional distractions (Digneo 2019).
The literature review highlighted that remote working can be difficult for employees as they don’t have constant engagement and therefore must be self-motivated and have an effective time management (Pinola 2020). Interviewees conveyed that many of them felt isolated from their colleagues as they didn’t have the engagement and support as often as working within the office. When working remotely routine is different and varies for all individuals with different distractions and challenges and the lack of engagement leading to them disengaging from their work, which can influence the value of culture within the organisation. Edgar Schein 1985 states that for a successful culture the physical practices of employees and their behaviours is key. Remote working practices don’t align with Schein as he believed that organisations take time to develop a culture as the employees go through various changes and adapt to the external environment and solve organisational problems.
An interviewee disclosed that they’d found it difficult to arrange virtual meetings due to the lack of liaising within the team and to connection issues. Not all individuals have access to technology and devices remotely and therefore this leads to lack of communication. Employees’ biggest fear is their internet letting them down when their completing work during remote working as they wouldn’t have the ability to complete their goals which will influence their performance. A remote worker’s biggest fear is the issue of the internet cutting out (Pinola 2020).

[bookmark: _Toc67392409]Quickly adapted strong engagement 
An interviewee identified that there has been an organisational shift within their culture, with employees having to self-regulate themselves more. There has been a forced culture change within all organisations to ensure they can remain a successful organisation. As literature stated when an organisation can adapt successfully to environmental challenges as this ensures their success in their organisational operations as their values are retained (University of Minnesota Libraries 2020). It’s essential that the organisations were able to adapt quickly to ensure they retained strong engagement amongst employees. Schein proposed a model of an organisational culture where the basic assumptions and value shape practices and behaviour, which is the visible part of the culture, this implies the importance of engagement. (Schein 1985).

[bookmark: _Toc67392410]Negative effort and struggling
Motivation is the key to a successful performance within an organisation and with remote working many individuals are struggling with self-motivation which leads to an impact on their performance but can also influence the performance of an organisation. An interviewee said that since remote working, they feel they have become lazy and have lost motivation. If negative culture was to occur within an organisation this could lead to an unhealthy atmosphere and leave employees feeling miserable and not have the motivation to commit to their job (Sherman 2019). This suggests that employees must be working within a strong culture to ensure they are engaged with their work which ensures they remain motivated.
An interviewee stated that they felt a lack of support by the organisation as they hadn’t been offered any flexibility, which had made many employees finding it difficult to reach their goals leading to having to work overtime to ensure they achieved their goals, this suggests that it caused a lack of separation between personal and work life. As stated in literature when working within the office there is no need for flexibility as there is motivation from other employees and no personal distractions. This is supported by literature as the flexibility and control over flexible working hours can be invaluable when individuals have obstacles and distractions to overcome within the family home (Courtney 2021).
When employees feel the lack of support from their organisation this leads to them feeling disengaged and creating a negative culture. This leads to employees not being able to undertake their daily tasks which can influence their performance as lack of support and flexibility leads to decreased motivation. An interviewee concluded that they do have distractions, but everyone does, therefore everybody experiences the same challenges, so culture has had to adapt to become more tolerant of the interruptions. When working within the office other employees are around, there is a social pressure to work and distractions are reduced. As individuals feel pressure of being watched which is seen as a motivating factor (Courtney 2021). This suggests that culture has been adapted in many organisations to allow a little more flexibility regarding the tolerance of distractions and obstacles. As stated by Edgar Schein 1985 the artifacts are the aspects that mark the surface of every organisational culture and must be adapted accordingly.
Interviewees expressed that balancing home and work is the biggest obstacle of remote working especially for individuals that have family to look after who are within their working space within the family home. As stated previously in the literature review with additional challenge of the pandemic with remote workers gaining additional challenges of the majority of the family being home within their working environment due to schools being closed which has led to periods of isolation occurring (Robson 2020). There are several distractions within the home which makes the remote working environment challenging especially when this isn’t considered by organisations, which makes employees feel they aren’t being supported. This suggests that flexibility is essential when remote working to engage with the employees and to show support and understanding to them when under pressure and experiencing challenges. 


[bookmark: _Toc67392411]Opinion on impact 
No matter how an employee feels at the end of the day they have a job to do, to the best of their ability and despite their feelings their work ability is most important revealed an interviewee. Despite there being a change in the way individuals are having to work and operate they have a position to fill and most importantly tasks to complete for organisational success. This is made possible when they receive the relevant support and engagement from their organisation. Suggesting how important organisational culture is to the motivation and engagement of employees. Regular feedback and recognition can keep employees motivated and on track to achieve their goals without this engagement employees are less likely to perform to standard (Hearn 2017). All individuals have different perspectives on ways of working and are impacted in different ways. This would be reflected in Charles Handy’s theory 1999 of person culture and their performance is what they concentrate on, he also expresses that for a business to be successful, the management must trust the employees and provide them with the relevant support.
An interviewee reported that they have found remote working challenging as their home environment isn’t suitable for discussing confidential information due to data protection. Working within an environment which doesn’t have the correct practices could put the employee in danger of breaching information unknowingly. This suggests that individual’s performance may be impacted due to the inability to communicate the most effective information relating to their clients due to the family home not being a suitable environment to engage this information within. Therefore, it is essential that employees are provided with the relevant support and that organisations take into consideration the limitations that some individuals encounter when they must share information that is protected.
[bookmark: _Hlk66547138]Several interviewees stated that remote working hasn’t made it more difficult for them to complete their goals, or to perform to their best standards and has also allowed them additional time for personal matters. This suggests that remote working has allowed a greater focus on a balance of work life balance giving individuals more personal time for some employees. As research has shown maintaining a healthy work-life balance is the most important aspect and benefit for employees. The ability to balance these two worlds has become the key to feeling happier and more productive while at work (Howell 2019). This suggests that although remote working can be challenging for employees as well as organisations due to the lack of culture and engagement it can also be beneficial due to the additional flexibility. 
An interview disclosed that wellbeing and mindfulness has become a very important part of the organisation. They stated that mental wellbeing has taken a beating over lockdown and we need to ensure that our children will build back from this and be strong adults in the future. Individuals wellbeing is important as without them having a strong and positive wellbeing and good health they wouldn’t have the motivation to perform to the best of their ability and to undertake challenges. Remote working can cause stress and isolation which leads to anxiety and depression. As expressed in literature during the pandemic, it is essential for organisations to ensure they are engaging their employees regularly to ensure their employees maintain a good well-being (Rowlin 2020). This suggests that organisations have a big responsibility to engage with employees to ensure their wellbeing and mindfulness is being supported to show a positive culture. Support and mindfulness is the key to a satisfied and motivated employee as they receive the relevant support. This is supported by Edgar Schein 1985 theory, values shape practices and behaviour, which is the visible part of the culture.

[bookmark: _Toc67392412]Adaptive culture 
Many interviewees stated that they felt they can work more flexibly and at a time that suits them. This suggests that flexibility of remote working can be beneficial for employees. With another interviewee saying that remote working has helped their productivity and concentration with a reduction in interruptions, not having people barging into the office. The organisations and leaders must ensure they continue to cultivate their culture remotely to help people stay focused and engaged with important initiatives as they must contend with unprecedented challenges and obstacles presented by the pandemic (Chatman 2020). This suggests that flexibility and organisational culture is important for engagement of employees. Establishing a balance between work and life is essential and without commuting times this can lead to being the balance for many individuals. Johnson and Scholes theory 1992 is based on the element of strategy, strategy can enable strong engagement within an organisation, this suggests that if an organisation would’ve strategized for the level of flexibility needed perhaps it would be more efficient within their strategic area.
An interviewee stated that the biggest factor in ensuring flexible working is that everyone could voice their opinions in the flexibility of remote working. All individuals should be offered the same access to support and communication to ensure they have the same opportunities. As supported in research it states that while remote working there has had to be a transformational shift around flexibility and that during the pandemic many individuals remote working must take an inclusive approach that allows flexibility as a central part of their organisational value proposition for all employees (Starner 2020). This suggests the importance of flexibility amongst the organisations value proposition, as it engages the value that the organisation has for the employees and shows that they’re happy to adapt, to ensure the happiness of their employees to keep them engaged within the organisations culture. This is supported with Edgar Schein 1985 that for a successful culture values are key, and the physical practices of employees and their behaviours are influenced by these values.
The interviewee expressed that they have received regular supervision in relation to their wellbeing allowing them to make good decisions. Regular engagement with the senior management of an organisation can promote motivation amongst the employees to maintain a high performance. This has also been engaged in literature that remote working provides employees with more flexibility and agility for their working engagements, which suggests that they have more initiative to be willing to work flexible hours (Chung et al 2020). Due to flexibility providing benefits for employees which is essential when remote working it is also important to be self-discipline, as supported by literature when remote working it can be difficult under the circumstances to motivate themselves but is also beneficial as individuals can adapt their working hours to allow it to work.
An interviewee stated that flexible working has helped promote employees with a better work life balance, giving them the ability to deal with issues in the home and adapting their time effectively to complete tasks. Flexible working is essential when remote working for many individuals especially during the pandemic as they aren’t the only individuals present within the home, therefore they have additional responsibilities than they would have if they were within the office, so the only way to overcome the challenges is to have flexibility. With workforces working remotely since the pandemic, organisations have become more aware and understanding of employee’s responsibilities outside the workplace (Chung et al 2020). This suggests that some employees have possibly had an experience they wouldn’t have had if the pandemic hadn’t forced them to work remotely, but with the flexibility they have received it has made the process a little easier. As flexibility is seen as a value this is supported in literature by the theory of Edgar Schein 1985 that the value received by organisations shape the practices and behaviours of employees.

[bookmark: _Toc67392413]Pressured 
An interviewee expressed that they feel there is a lot more pressure when working remotely as there is no immediate support which has led to tasks taking longer to complete. The feeling of isolation is not only affecting individual’s mental health but also their confidence, which has led to their abilities to perform at their best ability being diminished (Wales Online 2020). This suggests that organisations must ensure they provide employees with strong communication to reduce the feeling of pressure on employees and to keep them feeling engaged within the organisational culture through a different interpretation. Literature supports this as pressure can also lead to mental health issues relating to the employee’s wellbeing therefore the standard of support received by the organisation is essential.
As pressure and challenges for employees vary when working remotely it is difficult for organisations to completely reduce this for all employees. An interviewee expressed that there’s more pressure on employees when working remotely to adjust to the obstacles and distractions in an effective manner to allow them to reach their goals and deadlines. Focus on the pressure that is placed on employees within different working environments due to the different challenges that they come across within the varied environment. This suggests that organisations must be more flexible but also provide their employees with more communication to ensure they have the relevant support needed. Research has stated that many individuals are reporting that their feelings of loneliness and isolation are increasing due to remote working and the lack of support and the pressure (Shaw 2020). Johnson and Scholes 1992 theory contrasts this as they believe that strategy are influenced by the culture and environment, but flexibility is perceived as a value and values are an element that influences culture. 
[bookmark: _Hlk67069367]One interviewee stated that to justify their time they felt the pressure to overwork at the beginning of the pandemic, as they felt they were inexperienced and lacked office space remotely. With another interviewee stating that different pressures are placed on different employees. Lack of culture can also put pressure on employees as they feel they must perform on a greater level to ensure the success of the organisation, when employees feel pressured their resilience decreases which influences their performance, therefore its essential the organisation engage and measure their employee’s performance to ensure they can understand when an employee is experiencing too much pressure. Johnson and Scholes theory 1992 is based on the element that strategy and development within an organisation are influenced by the culture and environment, implying that when employees feel pressured and in an environment without support this affects their development within the organisation.
As pressure and challenges for employees vary when working remotely it is difficult for organisations to completely reduce this for all employees. An interviewee expressed that there’s more pressure on employees when working remotely to adjust to the obstacles and distractions in an effective manner to allow them to reach their goals and deadlines, focus on pressure that is placed on employees within different working environments due to the different challenges that they come across within the varied environment. This suggests that organisations must be more flexible but also provide their employees with more communication to ensure they have the relevant support needed. Research has stated that many individuals are reporting that their feelings of loneliness and isolation are increasing due to remote working and the lack of support and the pressure (Shaw 2020), too much pressure and lack of organisational support can lead to feelings of isolation. An interviewee also stated that pressure comes from the lack of engagement with other colleagues and the lack of observation of how the other employees are doing within the workplace.













[bookmark: _Toc67392414]Conclusion  
The purpose of this dissertation was to establish how remote working during the coronavirus pandemic and its effects on organisational culture with how this is influencing individuals’ feelings of isolation. With remote working being forced on a large number of employees from a variety of different organisations, some individuals had different feelings and engagement with remote working but with many individuals also having a sense of mental health issues arise due to the lack of communication and engagement. With digital technology evolving it has eased the pressure of remote working due to the pandemic for organisations and employees. 
The three objectives set out at the start of the study were to establish the feelings and impact COVID-19 has had on employees that have had to adapt to remote working, this was achieved as it was seen that individuals feelings varied but it was mainly seen that the majority of the interviewees felt isolated from their organisation due to the lack of communication and physical practices. To understand how working remotely can influence individual’s mental health due to the lack of engagement in the culture of the organisation, it was understood from primary and secondary research that individuals mental health were influenced in different ways and many individuals felt that problems with their mental health increased while remote working.  Culture influences how people cope with everyday problems and more severe afflictions. Highlighting how different employees and organisations have been affected differently by remote working, it was established that different organisations were providing varied support for employees with some organisations providing more flexibility than others, and some engaging greater in digital practices to support their employees in these unforeseen times.
Throughout primary and secondary research, the impact of remote working on organisational culture was established with several different influences. Although it was seen to have a negative effect for some, others felt the organisational culture remained. It was clear that although it was having a negative impact on employees there was also the benefit for many of the ability to gain a greater work life balance, with the ability to choose their working hours.
Although secondary research suggested that remote working provided employees with greater flexibility this was seen in primary research as not been offered to many and although flexibility was available there are many more distractions and obstacles to overcome when working from home. With culture being a system of behaviours and values that are integrated from individuals’ characteristics, without the engagement of employees within the organisation this has led to the culture of the organisations lacking, leading to employee’s productivity decreasing. The visible part of culture is the values of individuals which shape their practices and behaviours, which isn’t possible when employees aren’t able to communicate physically.
Throughout the study, several themes were highlighted both through the review of the literature and the interview’s completed, these themes somewhat overlapped. One element that is evident is that the organisations are trying their best along with employees to adapt to remote working but due to the lack of organisational culture this is influencing employee’s performance as they feel the lack of engagement from the organisation. Organisations can build a strong virtual culture but with much adaption to their operations. Remote working has influenced organisational culture in positive and negative way many being negative which has then led to employees being affected along with their performance, which has increased the mental health of many individuals as they feel isolated. Several individuals stated they felt remote working has led to them lacking in communication and engagement within the organisation which has produced a negative impact on the culture of the organisation.
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Cultural changes occur as over time civilization evolves, a significant number of things can change and with evolution, change occurs. Cultural change can occur from the way individuals think, the way a certain phenomenon is seen, culture changes due to people changing and when this happens their life and beliefs change. The COVID-19 pandemic has forced organisations to rethink how they design and use their office space; it is essential that employers create their organisations purpose towards bringing the community together and placing an emphasis on virtual events to keep everyone engaged.

Another pillar acknowledged in literature is the acknowledgement the protocol and ability organisations must bring recognition to the standards of work completed by their workers. Uniqueness be a pillar as many individuals have singular qualities that go towards and effective and strong organisational culture. With many individuals working remotely feeling anxious about returning to work, if the organisations were to regularly consult their employees this could reduce their anxiety regarding returning to work.
[bookmark: _Hlk66538056]During the early years of a company its culture, is inevitably tied to the company’s personality, background, and values as well as their vision for the future of their organisation (University of Minnesota Libraries 2020). The culture of an organisation can also be affected by the effectiveness of their goals and objectives, as their strategies designed to allow them to achieve their targets and goals contribute to their culture.
The turnover of employees could increase within an organisation if the culture was to be negative and unpleasant as no employees would want to stay within the organisation for a long period of time, if this was to become known outside of the organisation this could lead to the organisation struggling to attract new employees. COVID-19 has influenced and transformed organisational culture from the large scale social and economic shock from the pandemic.
Many workers 69% stated that their satisfied with their organisation’s response during the pandemic, with 67% stating that their employers have been supportive during the unprecedented time (CIPD 2020). Previous research stated that from a survey conducted by the BBC they revealed that 63% of professionals would choose to remain remote working even if they had the opportunity to return to their offices (BBC 2020).
Research has stated that many organisations during the pandemic have established “that remote working can work, and that productivity can remain high in even the most inauspicious circumstances” (Oehler 2020). Research published by the Office for National Statistics stated that 86% of individuals working remotely are doing so because of the COVID-19 pandemic and them having be forced to do so (Grieb 2020).
By adopting a different leadership style this has allowed organisations to improve their engagement with employees. Some organisations have employees that continued to work within their workplace during the pandemic. This for some employees could lead to their communication being compounded if some of their team are working remotely. 
[bookmark: _Hlk66358803]Organisational culture is an important element of the reason behind employees wanting to work for a company and what keeps them there for the long-term too. The culture of an organisation is the aspect that allows employees to feel that they belong in the workplace, which influences their happiness, motivation and their productivity relating to their work ethic.
The key values such as commitment to customers, collaboration, integrity, innovation and people-centric have become extremely important and will benefit the organisations which are adapting their values to these key beneficial values. With many organisational feel that now they can run their organisation remotely that they feel they could access new pools of talent without any locational constraints, they feel they could boost productivity which would allow them to adopt innovation. Research also stated that 28% of employees that were attending their normal workplace felt that work was having a positive impact on their physical health, compared to the 23% that were working remotely. 
As the pandemic is the new normal for the majority of organisation’s and they have adapted their culture to remote working which is beneficial as research has stated that many individuals will be working remotely for a long period of time (Glifford 2020). According to the CIPD’S COVID-19 Working Lives survey, employees are more likely to ask to work from home more regularly post-pandemic (CIPD 2020).
This leads to the fact that while remote working is currently working well and has been suggested as a possible path for the future for many organisations, which suggests they will have to work on the ability to adapt their culture remotely amongst employees. The quality of communication that is conducted between the employers and employees during the time of the COVID19 crisis is essential to how employees evaluate corporate culture.
BBC stated that more than half of the global workforce have been forced to work remotely due to the pandemic due to the continuous threat to health, with hybrid working being the normal for a prolonged period (BBC 2020). The COVID-19 pandemic has given employers and employees the experience of working from home which they may not have experience and considered if the pandemic hadn’t forced it upon organisations. Some individuals find it difficult to step away and disconnect from work when they work remotely when they have pending tasks.
[bookmark: _Hlk66355537]Research has stated that organisations that have engaged their employees are 21% more profitable as their employees are 17% more productive (Edmond 2020). Many existing studies state that many individuals enjoy remote working however when remote working many individuals experience the struggle of loneliness leading to them feeling isolated and excluded. Sometimes the lack of an office atmosphere and co-workers may influence an individual’s work ethic and productivity.
[bookmark: _Hlk66697360]Remote working can impact individual’s mental health it can lead to people feeling isolated, which suggests that they must ensure they engage with their team frequently but not just to discuss work but to check up on each other. Research has stated that many individuals are reporting that their feelings of loneliness and isolation are increasing due to remote working, although they still feel they would like to continue to work remotely in the future.
[bookmark: _Hlk66447764]Research stated that this is a large cause during the pandemic as "If you've been working with people for a while and had that connectivity and face-to-face meetings and were used to that work environment, and now suddenly working at a distance with little connectivity, it really creates a huge problem" (Vasel 2020). Due to the pandemic, since remote working many employees have taken a mental health day away from their office at home. The most common issues that are affecting individual’s well-being are facing during the pandemic is 63% worrying about the future, 56% feeling stressed and anxious and 49% due to the feeling of boredom (Marshall 2020).
With remote working it is essential for employers and employees to set a clear understanding of work hours, to ensure that employees have a balance of work and life. Research has stated that the challenge of remote working and keeping their organisational culture is that “As workforces continue to work from home, at least part-time, on a mass scale, many of the variables that make up corporate culture are not within the control of companies in the same way and to the same degree as they used to be” (Weston 2019).

[bookmark: _Toc67392418]Appendix B
Questions – Remote Working  
1. Do you feel that remote working has affected your work ethic and performance due to lack of organisational culture?

2. Do you feel that the organisational culture within the organisation has improved since the COVID 19 pandemic? Or do you feel that the COVID-19 changes have had an impact on your lives as employees? 

3. Flexible working may contribute to a lack of colleague interaction and team connections, has this been the case for you? Has it led to you feeling isolated? Do you feel that your organisational culture has taken a hit because employees can’t meet in person, making it harder to solidify their shared beliefs?

4. Do you feel that remote working puts more pressure on you than working within the organisation? Do you perceive that you’ve been less able to use the organisational culture as a roadmap for making good decisions in an effective time?


5. Have your organisation provided remote working employees with new workplace virtual practices allowing them to be attentive in an environment that holds many distractions? Do you feel that your organisation have kept their remote employees happy and engaged to keep a strong company culture?

6. Has the COVID 19 pandemic impacted your working experiences within the organisation and lead to you feeling isolated within your remote working environment?

7. Have organisations become more accommodating for the you as a remote employee and provided you with more flexibility? Do you feel that with remote working that it is difficult to balance work and personal responsibilities?

8. Do you feel that your organisation has adapted effectively to the COVID 19 pandemic and obtained a strong organisational culture? Have you been offered a reasonable amount of possibilities for social interaction between employees?
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	Theme
	Quotes
	Interpretation

	Lack of interaction and isolation 
	“Colleagues are my main group of daily communication and without seeing work friends I have become isolated, withdrawn and miserable.”

“There has been no offers of flexible working, or any other gesture of good will.”


“There has been very little in the way of offers for social interaction from the organisation, but staff members have taken it upon themselves to ‘keep in touch’.”


“I have found working during the COVID-19 pandemic more inefficient. There have been episodes of feeling isolated due to less staff contact.”



“Working from home is difficult to stay focused and motivated, it’s also had a huge impact on our mental health as we aren’t seeing our clients or colleagues. Our clients project their feelings onto us which has been hard as we have no support in place to help us deal with the mental health needs of our clients.”


“I missed daily interaction with people, we gain so much from body language and expression this is all somewhat lost over a phone or video call.”




“No one knows or can see how you are feeling when you are working remotely. You may be having a bad day, but no one can offer a kind word over the computer screen or offer help. It takes a lot more strength to ask for help or call someone when you are working from home when you feel like you are stopping them from doing their own tasks.”



“We have been offered no possibilities of social interactions other than the Teams system we use for virtual communication.”



“However not being able to engage in face-to-face teaching did affect the learning outcomes for the children as I felt that I was not introducing new concepts, more revision of previous work. Therefore, it could be argued that performance was affected.”


“There has definitely been a lack of colleague interaction and team connections. Without interaction it was difficult to gauge how others were coping and feeling and whether the work I had set for the children was appropriate and understood.  I did feel isolated.” 
	That not seeking work within the office has led to then losing all contact and interaction which is affecting their mental health.

With the circumstances they would expect that their organisation would offer flexibility with relation to working from home.

The organisation hasn’t provided them employees with support to keep the employees engaged with their colleagues.                   
               


Working alone with lack of connection has led to mental health feelings.



There are several challenges that come with remote working and within the organisation there’s the ability to communicate feeling with employees, but this isn’t possible from different locations.



Communication through technology doesn’t have the same benefits as usual workplace interaction.




Feelings can’t be presented when individuals aren’t working within the organisation.






No support being offered to encourage interaction.



Lack of interaction and communication has influenced the teaching performance and the children’s work performance.





Lack of interaction led to teachers not gaining the understanding of how the students were coping with the work and the workload.




	Difficult / No support
	“I have found it difficult to maintain motivation in an environment where there is less structure. My work ethic has remained the same along with my performance.”


“It is difficult not being able to see colleagues and the structure does not allow for spontaneity.”





“It’s been a lot harder to get into the swing of working from home. It’s been harder to get motivated to work as there are a lot more distractions around me and not being able to see other workers.”



“I feel in my job there has been no flexibility, but this is just the nature of the job, we have deadlines to meet and we have to do this.”




“I moved into a new team at the start of COVID and was instantly working from home. It has made forming relationships with team members more difficult.”


“The pandemic has been disorientating and at times, I have found it hard to juggle the team resources while trying to follow new and updating procedures as they change and develop.”


“At times this whole situation has made me feel less motivated, clearly, I cannot allow that to affect my performance, but at times it can be difficult.”


“It remains very difficult at times to not be distracted from everyday chores and activities around the home, none of which I think any organisation would be able to have control over.”


“My organisation has provided nothing with regards to remote working.  They do occasionally make contact via technology of some sort to ensure their staff are ‘ok’, but they have no plan of action for staff who are struggling mentally or otherwise.”


“Team-work is important when you are all working towards the same goal.  Although I am capable of loan working, the lack of contact and support from my organisation from day-1 left me feeling isolated and thrown in-at-the-deep-end.”



“I feel like my organisation haven’t offered any virtual practices to support us as employees in the current environmental circumstances were experiencing.”


	Without structure it is difficult to continue working in the same manner.



No support from colleagues makes working more challenging.



Without the workplace space within a home there are distractions gained from the activities that occur around the house.


The difficulty of not having flexibility has impacted their performance.


Driven by motivation and experience through engagement to build a relationship within a team.



Highlighting that although organisations follow procedures relevant with the coronavirus it is still challenging when these constantly change.

Pandemic has affected individual’s mental health as well as their organisational culture and environment.


Office distractions have different impact in individuals in comparison to personal distractions which have greater negative distractions.


Lack of support can have a negative impact on individual’s performance especially within a new culture as there is the challenge of adapting as well as overcoming mental feelings.


Teamwork is restricted when working remotely but without engaging with the team is isn’t possible to work as part of a team and without teamwork an organisation isn’t successful.


With regular interaction through tools such as video conferencing the organisational culture can be maintained but when virtual practices aren’t offered this isn’t possible.



	Over working 
	“In the beginning I over-worked to ensure my performance could easily be measured.  This has a negative effort on my work ethic, as I became obsessed with work and would find myself extending my working hours daily be three or more additional hours per day.”



“The biggest impact on our lives during the lockdown was that we didn’t have clear cut hours of work. We could have sat in front of our laptops all day answering queries form pupils and parents. We are used to working outside of school hours but during the lockdown it was even more constant. Balancing home and work life was very difficult.”


“Sometimes it can be difficult to separate work from personal life if you do not have a suitable area to work in.”



“I have felt that my workload has been very high, but this is partly due to being expected to attend more online meetings as so many organisations are having them now.”


“I have found it difficult balancing life and work as I get up and work from my bedroom and then when I go to bed all my work stuff is around me so I’m never fully switched off this has led me to working at weekends etc as I can’t switch off.”


“I felt I had to work constantly to keep everything going and to make sure employees were working effectively and correctly, it meant more policing of our systems which took extra time.”



“It is more difficult to switch off from work in the evening. My “office” is in my bedroom. I have to really force myself to log off and put my laptop away out of site so I can try and separate the two uses within the one space.”


	Provide insight to employers that they have a strong initiative to perform to the best standards despite the challenges presented.





No workforce engagement therefore difficult to disengage from work.





Individuals have had to adapt as well as they can under the circumstances.



Additional virtual meetings are increasing individual’s workload which is leading to them overworking their usual hours.


Balance between work and personal life is essential to ensure the best performance with work.



Individuals felt that to prove they could work effectively remotely that they needed to work additional hours to prove to their employers that they can complete expected workload. 


The lack of office space creates individuals with a greater engagement in their work but makes it difficult to disengage.

	Accommodating and supportive 
	“The Covid-19 pandemic has forced the organisation to reach out to all staff and share support and advice on a more regular and electronic basis.”


“We invested in mindfulness training for the teaching staff and this has stood us in good stead to cope with what life throws at us. We coach each other through difficult times.”

“We have been very connected as we have embraced online working and have regular meetings on zoom.  We have also accessed trainings and meetings that we would not have accessed before as we would not travel out of county.”



“They provided us with all equipment needed to work from home despite the lack of space some people have for it.”


“The organisation kept remote employees happy and engaged and kept a strong company culture be regularly meeting every week via ‘Teams’ so that any concerns and difficulties could be discussed. Bad internet connections made this difficult for some employees.” 



“More recently, the workload has increased, and this has found some individuals struggling to manage their role. I have sought to ensure they are as supported as possible. This has included providing some staff with opportunities to work in the office in small numbers.” 


“My organisation is extremely supportive of personal wellbeing and balancing home/work life.”

	Support is essential for employees to complete and perform their work, as without this they wouldn’t have the knowledge to complete the challenges.


Training is essential to keep remote workers engaged and to keep the relationships amongst the organisation.

Additional training provided which wouldn’t have been accessed if remote working wasn’t made mandatory due to the circumstances. When employees get the relevant engagement from their organisations, they feel happier within the organisation.

Ensuring they have the technology and devices needed to allow them to perform their workload.

To provide employees with the ability to undertake tasks and continue to feel engaged within the organisations, the employers ensured they conducted virtual meetings when relevant to keep connected with the employees in a professional manner.



Focus on individual’s ability and wellbeing and the insight of what support they need to allow them to work effectively.



Wellbeing is an essential element of a successful organisation as it shows their employee engagement.


	Virtual practices and support online 
	“The pandemic has prompted the organisation itself to interact with employees in a more virtual world. Offering online well-being classes and discussions via Teams.”

“Virtual practices have helped to upskill my colleagues and helped them with troubleshooting, which they will take with them for future workings and ensured I remain productive, happy and engaged in my work environment.”





“Organisations have been more willing and accepting of making better use of video conferencing.”



“Technology has been the saviour of the working environment as it has truly allowed remote working to take place. Although physical interactions have been difficult the technology has allowed good interaction and in a personal way. This helps keep working teams together and interacting.”



“COVID-19 has shown us that we do not have to be in an office environment to function and still run a successful company, it has made communication vital on lots of different platforms and meetings moved online to Teams zoom etc. It initially took some getting used to and working from home can be lonely and isolating.”


“Due to COVID-19 they have also partnered with a wellbeing provider who has wellbeing sessions you can join They are virtual meetings you can opt into and are designed to reassure employees and support with mental health, mindfulness and a good format to get people together and sometimes just have a break from a heavy work load.”

“The organisation has had to adapt to home working, zoom, Skype and telephone meetings with partnership agencies. Online training is now regularly offered, and admin and IT are easily approachable.”
	Become more of a virtual world with interactions taking place on online virtual platforms. Allowing interaction to continue effectively.

More of a focus on virtual practices to ensure employees are still engaged within the organisation’s practices in accordance to the guidelines.




Organisations have had to adapt to a more virtual world.


Without technology during the pandemic it wouldn’t have been possible for most organisations to overcome the challenges that has been posed on them and keep engagement amongst the organisation but virtually to keep the culture alive.



Work doesn’t have to be carried out within an office if the right technology and virtual practices are set out.




Organisations have found it difficult to adapt to the changes of remote working but also as employers as well as employees everyone’s mental health matters and through creating wellbeing session it engages all individuals within an organisation.

Forced organisations to develop in the 21st century and adapt to using technologies as he main source of their organisational operations.


	Restrictions 
	“In a family home, it is difficult to find a quiet space.  More self-discipline is needed.”

“Some members of staff are anxious regarding the safety of the workplace.”

“It has also been difficult to arrange virtual meetings online because of connection issues.”

“I feel very isolated from my colleagues, not only for working with them and having them there for advice and support, but meeting for our lunch club in the canteen when we could.”

	Self-discipline is essential to disengage from personal distractions and have a working mindset.

Restrictions can cause a large amount of stress on mental health.

Not all individuals have access to technology and devices remotely.

When working remotely routine is different there is lack of engagement and individuals don’t always take relevant breaks and disengage from their work when relevant.

	Quickly adapted strong engagement 
	“There has been an organisational cultural shift.  Staff need to self-regulate more.”


“The culture remains the same within the organisation and staff interact every day with clients and with each other just as if they were office based.”


“It has forced my organisation to move into the 21st century. To update technologies and utilise remote systems (Microsoft Teams).”



“I don’t think it has affected my work ethic that much as I can concentrate when around background noise. I have enjoyed office culture, but it is also distracting so I have just replaced office chat distractions with family distractions.”


	Forced cultural change amongst all organisations to ensure success.

To continue to operate effectively and to motivate employees that remote working is possible and does have its benefits. 


The utilisation of technology and virtual practices has been forced upon many organisations but in a positive way as this is the way froward in the future.


Personal distractions aren’t an issue for all individuals as some are used to working within those environments, but some individuals have disciplined them self to become used to the different working atmosphere.


	Negative effort and struggling 
	“Remote working has made me feel lazy.  I have lost a lot of motivation and I must push myself to work from home.  My performance has slipped as I am not achieving desired targets.”


“No flexibility has been offered at any time. This has made it extremely difficult to reach goals in work, it has made it hard to devote enough hours to the job and it has also caused problems in my personal life when I am working outside of my normal working hours to ensure I get my work done.”


“Balancing home and work was the biggest obstacle to working from home, it was more difficult for teachers who had young children which they had to home-educate as well as ensuring they were teaching the children in their class.” 



“It has not affected the organisational culture within the workplace. COVID-19 has had an impact on many of our employees. Some members of staff are anxious regarding the security of jobs and the safety of the workplace.”


	Motivation is the key to successful performance and when an individual’s struggling with self-motivation this will impact their performance but also the organisations performance.

When the organisation doesn’t support the employees with relevant support this leads to employees feeling disengaged and not being able to undertake the relevant tasks and objectives which can have an overall effect on performance.


There are several distractions within the home which makes the remote working environment challenging especially when this isn’t considered by organisations, which makes employees feel they aren’t being supported.


Lack of support and encouragement leads to mental health issues amongst employees leading to them feeling anxious or isolated within their position.



	Opinion of impact
	“My own personal performance and work ethic have remained unchanged as I work to a desired personal level regardless of where I am based.”



“No matter how we feel, we have a job to do to the best of our ability and despite how we feel that is what is most important so we must get support when we need it.”


“I don't feel isolated by remote working as a high level of person to person interaction on the phone and online is required.”



“Wellbeing and mindfulness has become a very important part of school life and we have built this into our curriculum. Mental wellbeing has taken a beating over lockdown and we need to ensure that our children will build back from this and be strong adults in the future.”


“I am happy with the remote working model as it provides a much better “work life balance” if managed correctly. Remote working though does require personal discipline but if correctly managed the benefits of being able to achieve a better “work life balance” by far outweigh the negatives.”


“I feel that our organisation is more accommodating – for example as we have gone into another lockdown we have been reminded that we can only do the best we can in the circumstances and that we need to look after ourselves.”


“Remote working hasn’t made it more difficult, on the contrary it has made it easier because I now have more time for personal matters.”

“I have been challenged as my work involves discussing personal information about vulnerable families and my home environment is not necessarily suitable due to confidentiality/data protection.”

	Personal performance is the most important element of an individual’s belonging within an organisations and therefore must engage performance regardless of the challenges.

Despite there being a change in the way individuals are having to work and operate they have a position to fill and most importantly tasks to complete for organisational success.

All individuals have a different perspectives on ways of working and are impacted in different ways.


Individuals wellbeing is important as without them having a strong and positive wellbeing and health they would have the motivation to perform to the best of their ability and to undertake challenges.



Beneficial to individuals who must commute a long distance to the office as without the commuting time it allows them to have more of work life balance which will allow them to have additional personal time.


Support and mindfulness is the key to a satisfied and motivated employee and when they receive the relevant support, as it shows that they’re looking after their employees.

Allowed a greater focus on a balance of work life balance giving individuals more personal time.
Challenging working within an environment which doesn’t have the correct practices as it could put the employee in danger of breaching information unknowingly.


	Adaptive culture
	“Remote working has helped my productivity and concentration. I have found the solitude has had a very positive effect on me.  I have noticed a reduction in interruptions, not having people barging into the office.”

“Without the commute times, my working day has become more flexible and if I have needed to stop working for a set period of time it’s possible.”


“Flexible working I feel actually helps promote the employee to have a better “work life balance” as they are able to work and deal with issues in the home at the same time by “borrowing” working time to complete tasks for self and repaying time when it suits better later in the day.”

“I am fortunate that I work for an organisation whereby I am able to remain having regular supervision in relation to my wellbeing and my caseload and therefore I feel that I continue to make good decisions.”

	Although self-discipline is essential when remote working and this can be difficult under the circumstances but is also beneficial as individuals can adapt their working hours to allow it to work.

Establishing a balance between work and life is essential and without commute times this can lead to being the balance for many individuals.


Flexible working is essential when remote working for many individuals especially during the pandemic as they aren’t the only individuals present within the home and therefore they have additional responsibilities than they would have if they were within the office, so the only way to overcome the challenges is to have flexibility.

Regular engagement with the senior management of an organisation can promote motivation amongst the employees to remain a high performance.

	Pressured
	“There is a lot more pressure working from home as there is no immediate support.  There is no one to consult when you need an opinion or advice, no one to direct you if you make a mistake, and no one to discuss ideas with and therefore things take longer.”

“Initially, I pressured myself to overwork, to ensure I could justify my time – this was due to inexperience of not having a structured office environment and influences from disgruntled colleagues who were unable to work from home.  Once I overcame the mental pressures and restrictions, I was putting on myself I haven’t noticed any different in decision making and efficiency.”


“There’s more pressure on us as we have to find ways to get around these obstacles and we have to find these ways quickly as a lot of work has time deadlines which we have to meet.”



“The pressure comes from not seeing how busy everyone else is and the ability to get support if you need it because you can’t observe what is going on around you with other employees like you could in the office.”



	Pressure is an element that impacts mental health and when employees are feeling pressure this could lead to their motivation decreasing which influences their ability to complete their role.




Satisfaction is another element that can influence pressure as employees feel pressured to prove to their organisation, they they’re able to adapt to changes and complete the relevant workload within a different cultural environment. Lack of culture can also put pressure on employees as they feel they must perform on a greater level to ensure the success of the organisation.



Focus on the pressure that is placed on employees within different working environments due to the different challenges that they come across within the varied environment.



Changes in organisational culture can create challenges which then creates additional pressure on employees which can lead to their mental health influencing their performance as they don’t have co-workers to engage their feeling to.





Lack of communication
There are several challenges that come with remote working and within the organisation there’s the ability to communicate feeling with employees, but this isn’t possible from different locations. For example, an interviewee stated that daily interaction within the workplace allows employees to gain interaction from body language and expression and this hasn’t been possible whilst remote working. Without the daily interactions and engagement as stated in literature due to the lack of culture and engagement with remote working is that individuals are facing isolation which is leading to an impact on their productivity. Feelings can’t be presented when individuals aren’t working within the organisation. This can be dependent on the amount of support provided by the organisation (Webster 2020).

Overworking
[bookmark: _Hlk66444380]Individuals have had to adapt as well as they can under the circumstances where many employees don’t have the ability to have a set office when working remotely within the family home. One interviewee stated that “The biggest problem was stopping and switching off as home and work were in the same place” this was felt by many of the interviewees. As stated previously in the literature review "Many people feel pressure to keep up with rising workloads and are putting in long hours to support the business and customer needs." This suggests that they feel pressured to over work to ensure they’re performance isn’t decreasing due to remote working (Maurer 2020). It’s difficult for employees that don’t have a suitable environment where they can distinguish between personal and work life.
An interviewee stated that their workload has been very high, but this is partly due to being expected to attend more online meetings along with additional virtual meetings which would exist when working within the office. This suggests that the increase in their workload is leading to them overworking their usual hours. It was stated in research that since working remotely employees are seen to be working longer hours within additional meeting to enable them to keep up with the communication channels offered to ensure they keep engaged with the organisations culture (Maurer 2020). This suggests that this could lead to several consequences that are affecting individual’s mental health and leading to them feeling isolated. Individuals are feeling pressurised to work additional hours to ensure they did have a negative effect on the organisation and to ensure their success.

No support 
An interviewee expressed that they found it difficult to juggle and adapt to the team resources while trying to follow new and updating procedures as they change and develop frequently. The support received by employees defines their ability to engage effectively within the practices and resources provided by the organisations to help their performance. As stated in the literature the quality of communication and support provided to the employees is essential to how the employees engage in the resources and engage with the culture (Sull 2020). This highlights that although all organisations are following procedures relevant within the coronavirus guidelines it is still challenging when these constantly change, especially for employees who have to adapt to the workload and the changing procedures in order to engage within the organisational culture.

Accommodating and supportive 
An interviewee stated that their organisation have provided them with all the equipment needed to allow them to work remotely effectively and to engage their performance despite the lack of space some employees have. This suggests that the organisation are ensuring their provide and accommodate their employees with the relevant technology and devices needed to allow them to perform their workload. Previous literature has stated that 45% of respondents mentioned that the main aspect that helped them transition to remote work was that their company-provided or -subsidized technology, including hardware, collaboration platforms like Zoom and Microsoft Teams (Sull et al 2020). This suggests that providing the hardware, internet support, and communication tools to enable remote work to be conducted effectively. An interviewee expressed that to allow the inability for employees to continue feeling engaged within the organisation that they were offered virtual meeting to keep connected with colleagues in a professional manner.
An interviewee stated that when remote working the workload increases which has led to some individuals struggling to manage their workload and feeling disengaged with the organisational culture as it is lacking without employee engagement. They expressed that they have been supported in the best possible way from their employees but with the lack of organisational culture within the office they still feel isolated. Focus on individual’s ability and wellbeing and the insight of what support they need to allow them to work effectively. Therefore, as stated within the literature, it is essential that leaders provide accurate communication and clear information continuously for their employees, to ensure they feel engaged within the organisation (Harris 2020).
Wellbeing and support is an essential element of a successful organisation as it shows their employee engagement especially during the unprecedented times of employees working remotely where they lack engagement. An interviewee stated that their organisation is extremely supportive of their employee’s personal wellbeing and ensure they employees balance home and work life to ensure they feel engaged within the organisations culture. This supports previous literature that stated that employers and leaders since the pandemic forcing remote working amongst employees have become more aware and understanding of employee’s responsibilities outside of the workplace (Chung et al 2020). An interviewee stated that they feel they organisation has reached out and provided them with the relevant support and that COVID-19 has forced them to do so on a more regular electronic basis.

Virtual practices and support online
As COVID-19 forced organisations to develop in the 21st century and adapt to using technologies as the main source of their organisational operations. An interviewee stated as the organisation have had to adapt quickly to allow them to build a remote culture, so their culture wasn’t fully diminished, they offer a strong communication practices and have established online training that’s regularly offered. The admin and IT are easily approachable which is essential when everything it technologically orientated. As expressed, the organisations that can adapt the best to COVID-19 and remote working will perform the best and overcome the pandemic (Barnes 2020). This suggests that to ensure that organisations can keep their organisation running they must ensure they engage a strong communication and virtual practices, without strong communication platforms employee’s loose engagement in the organisation.
Quick adaption was forced upon organisations and employees to ensure they could still operate. Organisations had to take full advantage of virtual practices to operate effectively. An interviewee stated that virtual practices have helped their workforce to engage and it has allowed them to upskill their technology skills. Technology has played a major role in driving organizational change and without the benefit of technology there would be a negative workforce. Technology and virtual practices allow employers and employees to stay connected to colleagues and customers while being productive, even while working remotely (Thompson 2020). This suggests that without the ability of technology it wouldn’t be possible for organisations to operate as successful during the COVID-19 pandemic. This suggests that organisations had to adapt quickly to the government’s guidelines using technology to ensure they could still operate effectively and to continue to build a remote culture.
Whilst organisations have had to adapt to a more virtual world whilst working remotely, they have had to adapt their culture. They have been seen to be more willing and accepting to make better use of digital technology and practices to ensure they can maintain a remote culture. With literature expressing that technology is essential for those working remotely and technology provides employees with effective access to resources to allow them to effective complete their objectives and to perform to the best of their ability (Ganado 2020). This implies that without the use of technology the organisation wouldn’t have any kind of culture, technology gives organisations the ability to build a remote culture. Work doesn’t have to be carried out within an office if the right technology and virtual practices are set out although it does lead to employees feeling isolated.


Quickly adapt and strong engagement 
[bookmark: _Hlk66540253]One interviewee stated that due to the ethic of their work, having to work remotely hasn’t affected their work ethic or performance as they work most of the time independently. Individuals that work independently have been able to adapt quickly as their used to the atmosphere of working with no office noise. Whereas another interviewee expressed that they feel that the importance of an organisation to adapt quickly was essential to help with individual’s mental health and to solidify the remote dynamic of the team. Individuals that work independently have been able to adapt quickly as their used to the atmosphere of working with no office noise.
Organisations have had to adapt quickly to the virtual practices of remote working to ensure they can still operate effectively. As an interviewee stated without engagement, they wouldn’t be the ability for the employees to work a smooth workflow as there wouldn’t be any knowledge of the tasks and operations needed to operate the organisation. This suggests that the utilisation of technology has allowed organisations to engage their employees in virtual practices to engage a remote workforce. Employees have been forced to reframe the way they communicate and connect with their co-workers, through a remote manner which technology has allowed although individuals still feel isolated (BBC 2020). Although these technologies have been forced upon many organisations on a large scale, in a positive way as this is the way froward in the future.
An interviewee expressed that they felt their organisation had adapted quickly putting government policies and procedures on place with remote working and provided their employees with the relevant technologies and practices that they needed to allow them to operate effectively from their home, but felt that there was a slight lack of ability to retain social interaction between colleagues. Additional virtual procedures are an essential elements to allow individuals to adapt quickly to remote working. Organisations that adapt and provide the correct procedures and practices could communicate effectively with employees to maintain a morale amongst the remote workforce. This is enabled through effective use of technology enabling them to conduct conference calls, virtual coffee catchups and teams social screen to screen, ensuring that an organisational culture remains amongst employees (Workspace 2020).
An interviewee expressed that they felt although they were remote working, they felt the culture within their organisation remains the same with employees having the support and ability to interact virtually with colleagues. They felt that there are a few benefits to remote working, but it can become overwhelming after a long period of time. This suggests that it is possible to continue to operate effectively when the organisation is remote if the organisation could continue motivating and engaging employees as this then shows the benefits that remote working can allow employees to access. This is supported by literature as it has been stated previously in literature that remote working can be beneficial for employees as it can provide them with more flexibility and agility for their arrangements relating to work, which may lead to employees having more initiative to be willing to work flexible hours (Chung et al 2020). This suggests that for a successful culture organisations is from the physical practices of employees and their behaviours within the organisation. 

Opinion on impact 
The interviewee felt that their organisation have adapted fantastically to the pandemic and that they have received a substantial amount of social interaction when working remotely. With another employee expressed that they are happy with the remote working model as it provides them with a much better work and personal life balance. Studies have proven that many individuals feel more satisfied within their job and their stress levels have decreased regarding the element of parents having children to arrange (Moss 2018). This suggests that although remote working though does require personal discipline but if correctly managed the benefits of being able to achieve a better “work life balance” by far outweigh the negatives. Remote working can be beneficial to individuals who must commute a long distance to the office as without the commuting time it allows them to have more of work life balance which will allow them to have additional personal time.
There were a range of different opinions collected from the different interviewees which expressed different feelings of the effect of remote working on individual’s mental health and organisational culture. An interviewee expressed their own personal performance and work ethic have remained unchanged as they work to their own desired personal level regardless of their location. With personal performance being the most important element of an individual’s belonging within an organisations and therefore must engage performance regardless of the challenges, this is a key element to an organisations culture. As also stated in the literature review that organisations have had to imply their trust into employees within the workforce to adapt remotely to deliver their best performance (Francis 2020). This suggests that employees must concentrate on their own performance and challenges but also continue engagement with colleagues to ensure they could support and engage each other to avoid feelings of isolation.

Adaptive culture
The interviewee felt that their organisation have adapted fantastically to the pandemic and that they have received a substantial amount of social interaction when working remotely. With another employee expressed that they are happy with the remote working model as it provides them with a much better work and personal life balance. Studies have proven that many individuals feel more satisfied within their job and their stress levels have decreased regarding the element of parents having children to arrange (Moss 2018). This suggests that although remote working though does require personal discipline but if correctly managed the benefits of being able to achieve a better “work life balance” by far outweigh the negatives. Remote working can be beneficial to individuals who must commute a long distance to the office as without the commuting time it allows them to have more of work life balance which will allow them to have additional personal time.




Pressured 
An interviewee expressed that working remotely has provided them with more responsibility and there is more pressure to making decisions. This suggests that is organisations offer additional support and practices could reduce the pressure felt by employees and help them overcome the pressure of the changes and workload. Changes in organisational culture can create challenges which then creates additional pressure on employees which can lead to their mental health influencing their performance as they don’t have co-workers to engage their feeling to. As literature has expressed that during a pandemic working from home be vastly different than usual with additional obstacles to overcome (Collie 2020). This suggests that organisations must ensure to engage with employees to keep a culture within the organisation but also understand that these obstacle and challenges cause pressure on individuals which can lead to mental health issues which them leads to a lack in performance, this suggests that employees require a large amount of support and engagement to help them overcome these challenges. Satisfaction is another element that can influence pressure as employees feel pressured to prove to their organisation, they they’re able to adapt to changes and complete the relevant workload within a different cultural environment. Pressure on individuals relating to workload can lead to impacts on their mental health and when they feel pressure this could lead to their motivation decreasing which then influences their ability to complete their role and tasks.



Power


Teams are formed for them to achieve their targets or solve critical problems follow the task culture.


Task
 Culture


Teams giving them the ability to solve critical problems follow the task culture (Juneja 2015).


Person 
Culture


Within this kind of culture, individuals are seen to be more concerned regarding themselves rather than the organisation.


Role 
Culture


Every employee has a specifically delegated role and responsibilities according to their specialisation, educational qualification, and their interests (Juneja 2015).
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