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Abstract
This study aimed to explore the effects of work environment on employee wellbeing, looking specifically at the effects of remote and hybrid work.  Since the beginning of the Covid-19 pandemic in 2020, these approaches to work have been becoming more commonplace, with less workers being onsite during work hours. A survey was carried out by 33 participants, all of whom are currently employed in the UK and working either fully remotely, in a hybrid way, or fully onsite.  A one-way ANOVA was carried out, and the results suggested that those who work fully onsite have higher levels of general wellbeing than those who work hybrid or full remotely.  Further research needs to be carried out, using a larger sample and geographical reach, to explore the effects of fully remote and hybrid working on wellbeing, which should be used to influence organisational decision making.










Literature Review
The world underwent a major transformation in March 2020. The Covid-19 pandemic had an impact on every element of life as it swept over the world, including socialisation, education, and public health (UK Research and Innovation). The pandemic ultimately disrupted our everyday routines – prior to the pandemic, the majority of people's days revolved around their time at work. According to the Wales Institute of Social and Economic Research and Data (WISERD), the majority of people who were in paid employment in February 2020 worked outside the home. By April 2020, a sharp rise in this percentage occurred when 43.1% of people reported working from home as a result of enforced lockdowns.  This resulted in a dramatic and sudden change to the world as we knew it.
For the past three years, the changes in usual work environments have been a subject of much contention and debate.  There have been many arguments both in favour and against introducing a new remote work model as well as hybrid models, which is a mix between remote and onsite work.  One of the main benefits of these newer ways of working has been cited as being a better sense of work-life balance, as people have more time at home than they used to pre-pandemic (ONS, 2021).  However on the other hand, employees have raised concerns over a perceived decrease in career development and difficulties with internal and external collaboration as a result of remote and hybrid work. It is commonly known that work is one of the main causes of stress, and it is detailed in a 2013 study by Mind, the UK’s leading mental health charity, which found that 1 in 3 people report that work is the cause of their stress, even more so than financial and health problems combined (Mind, 2013). Lack of work-life balance brought on by excessive hours is one factor contributing to this.
Over the past two years, some research has been conducted on the impact of the workplace on employees' mental health. A 2021 study looked especially at levels of depression, anxiety, and isolation as well as difficulty sleeping to examine how working from home affected European workers (Perelman et al, 2021). The study discovered that all of these symptoms were elevated when working from home. Unfortunately, a number of issues severely restrict the usefulness of this study. The participants were all over 50 years old, but the average age of the worldwide workforce is  39, with just about a third of workers in the age group used in the study (Statista). Due to the  exclusion of the vast majority of workers, it can certainly be argued that the study is not entirely useful in determining how working from home affects the mental health of the general public. It is also worth noting that those over 50 would be more impacted by a rapid change in work environment than those who have only recently entered the job because they typically have more experience working onsite than from home. Finally, the study acknowledges that additional stressors were present at the time the participants' mental health was evaluated, and working from home was merely one of the causes for this decline, not the sole reason.  The study suggests that there is a need for further research when the workforce is operating under more ‘normal’ post pandemic circumstances (Perelman et al, 2021).  Ultimately, this study is generally rather inconclusive due to the limited age range of participants and possible interference of other factors,  and demonstrates that wider studies are necessary.

A 2022 German study also suggests that working from home has had a negative impact on employee mental health (Niebuhr et al, 2022).  This study is far more recent than the previous study, and therefore has scope to explore the subject under more post-pandemic circumstances.  The average age of participants for this study was 45, with participants’ ages ranging from 20-69 which is far more inclusive and far reaching than the study of Perelman et al, 2021.  It was found that working remotely increased stress related symptoms and reduced reported job satisfaction, due to less social connection as well as specific remote work issues such as malfunctioning technology which does not occur as often onsite, where similar issues can be fixed immediately.  However, surprisingly given the other findings, it was found that most employees wanted to continue to work remotely rather than return to onsite working.  Despite a more inclusive age range and with it being more recent, there are still limitations to this study that affect its usefulness. Firstly, it only studied German participants.  This could be seen as problematic as different countries have different working practices and cultures, which could affect the opinions of employees in other countries on their working environments and how they feel the environment affects their wellbeing.  Also, similarly to the Perelman et al study, the study took place at a time when the pandemic was still prevalent, therefore many participants were experiencing wider virus-related stressors which could have impacted their responses.

According to the National Bureau of Economic Research, a hybrid approach—that is, a combination of remote and on-site working—can help reduce employee stress and burnout (NBER, 2022). One of their most recent pieces of research examined the hybrid working approach with a group of 1612 workers from a sizable technology company. These employees were given permission by the employer to work from home two days a week and in the office the other three. Participants self-reported higher levels of work satisfaction and a better feeling of work-life balance following the study, both of which contributed to a higher staff retention rate (NBER, 2022). There is no particular mention of mental health in the paper, which restricts its usefulness in establishing the impact on emotional wellbeing, although this does suggest that this method of working can help with feelings of burnout and work-related stress. Given that this study had a significantly higher number of participants than most others that look into hybrid working, it is useful to use this study to consider how effective hybrid working might be. However, the employees that took part were restricted to those in engineering, finance, and marketing, thus it would be beneficial to examine how a hybrid approach might affect a wider range of professions and sectors.
Rationale
Although though there has been some research carried out on the effects of working from home on employees' mental health, it is still comparatively limited. The majority of the research on the topic has been conducted in other European nations and the United States; there is currently very little empirical literature on the topic from the United Kingdom. Also, there is hardly any empirical research on the effects of hybrid working on employee mental health. It is crucial to conduct research on this subject because many organisations around the world are already implementing or considering implementing it and it will change how people work in the future (Forbes). It is vital that thorough research be done on its implications on wellbeing and work-life balance.
Moreover, research on this topic has a propensity to concentrate on older workers, which is detrimental to examining the perspectives of the majority of workers. Younger workers must be included in the discussion since they will ultimately experience the long-term effects of these new methods of working, thus it does not seem useful to merely examine the perspectives of those who are close to retirement age. This study was conducted when the numbers of Covid-19 cases were low and the UK had nearly reverted to "normal" conditions from before the pandemic.  This is a crucial and beneficial time to carry out research of this subject, as Covid-19 is no longer at the forefront of the minds of the British public and therefore virus-related stressors did not affect the findings of the research in a way that is detrimental to its usefulness.
This present study aimed to be more inclusive than similar studies, and aimed to involve a more diverse range of employees.  Many studies that currently exist focus only on technology companies, and specific roles in these departments.  By making the study accessible to a range of industries and job roles, it produced a more accurate exploration that better reflects the general employed population.  
Aim of Study
The aim of this study was to explore the effect of home working on mental health and wellbeing, compared to hybrid working, and solely site based working in the UK
Hypothesis
People who work onsite or work in a hybrid way will report less stress and better work life balance than those who work solely at home.

Methodology 
Design
The design of this study was unrelated, as it compared the results of different groups of workers.  The dependent variable was the wellbeing scores of participants and the independent variable was the different groups of workers.  The study underwent  a one way ANOVA.
Participants 
The study recruited 33 participants.  This number was fairly close to the target number, 40, which was selected in mind with recommendations from Budiu and Moran (Budiu and Moran, 2021), who state that 40 participants is generally enough participants for most quantitative research studies.  33 participants was sufficient to carry out an in-depth analysis of the data collected, without making the study too complex.
Participants were adults over the age of 18 who are currently employed in the UK.  Participants spanned a range of industries, job roles, and were inclusive of full time, part time, and freelance workers.  The study was advertised through a number of pathways, such as various forms of social media including LinkedIn, the world’s largest professional network site, as well as others such as Twitter and Instagram to attract a younger demographic of workers.  The study also recruited participants using the lead researcher’s own network, which includes workers from a range of industries such as charity, government, and retail.

Materials
Participants were asked to complete a short online questionnaire that used a scale measure scoring system, which was based on the workplace wellbeing scale designed by Zheng et al (Zheng et al, 2015).  The questions were largely the same as the questions in this measure, however some were slightly reworded to make it more easily readable to English speaking participants as the original study was not written in the English language.
Proposed Procedure
The study followed a standardised procedure.
The entire questionnaire took place online using Qualtrics.  Participants were directed to an information page prior to beginning the questionnaire.  This page outlined the purpose, aim and hypothesis of the study, and what their commitment will involve, before taking part.  Participants who were happy to continue then progressed to the questionnaire.   The questionnaire was outlined in two parts:

Part 1:

Part 1 of the questionnaire asked participants to state certain personal data such as their gender, age, working environment, and industry they work in.  These metrics were  necessary in comparing results from each group and comparing differences between genders, ages, and industries.
Part 2:
The second part of the questionnaire followed a set of questions relating to their wellbeing at work, and what impact their work environment has on their general wellbeing.
The results that were extracted from the questionnaire were scored by the research lead once all forms had been submitted.
This questionnaire used the same format and questions as the scale of workplace wellbeing set out by Zheng et al (Zheng et al, 2015).  There was a set of 18 questions, structured into three sub subscales (life wellbeing, workplace wellbeing, psychological wellbeing).  This measure was chosen as it includes a range of questions that explore wellbeing inside and outside of work.  This was useful in examining differences across groups and how work life can affect personal life.
Results/Data analysis 
The study gathered quantitative data.  The questionnaire questions used a scoring system of 1-7 (1 = strongly agree, 7 = strongly disagree).  Results were then gathered using SPSS to compare mean wellbeing scores and measure comparisons between groups.

Ethical Considerations

Robust ethical guidelines were upheld during the study, in line with the British Psychological Society’s Code of Human Research Ethics guidelines (BPS Code of Human Research Ethics, 2021).
The study was advertised, inviting employed people to take part, according to the code’s guidelines around valid and informed consent (pg. 12 There were not any attempts to persuade or coerce the participants to participate in this study, as it was aimed at people who voluntarily wanted to contribute to this field of study. Before the questionnaire, there was a thorough information page about the study so that participants were briefed fully of the purpose, aim and hypothesis of the study, and what their commitment will involve, before taking part. The lead researcher provided their contact details should participants have had any further queries or concerns before completing the study or during the study, should they have felt that the information page was not sufficient or if they preferred receiving information through oral confirmation.
Participants were also informed of their participant rights, including the ability to end the study at any time and change their consent at any time, in accordance with the code (pg. 12). They were not allowed to participate in the study unless they had read the prior information and provided their individual consent to be a participant. There were no instances of deception during the course of the study, as this was not necessary to the outcome of the study.  All relevant information about the study was shared with individuals involved. There was no need to provide a comprehensive debriefing after the study as there was no deception involved. (pg. 26).  Instead, there was a short debrief page after the study, which advised ways that participants could debrief after the study should they have felt they needed it.  As per the code, if they had become upset or traumatised as a result of any part of the questionnaire, there was information on what to do if this happened and how to move back into a happy mood state.  Should this have not be sufficient, participants were advised to contact the lead researcher for further information.
Confidentiality was upheld at all times. Participants were not required to enter their complete names anywhere on the questionnaires; instead, details about their gender and age were requested. Their wellbeing scores were only available to researchers and were shared with any other participants or anybody outside of the study. Before they finished the study, they needed to confirm that they understood this.  Their data was handled in accordance with the most recent GDPR regulations, and as per the code, they may have requested their data be deleted at any time (pg.13).
The study aimed to include a diverse range of participants and this could have included people with support needs, for example, those with learning or physical disabilities.  The study did not discriminate against any participant, and support was put in place for those who need it.  The language used in the questionnaire was simple and clear.  The study aimed to include people from a range of different backgrounds and ethnicities.  
Results
The effects of working environment on the mean value of reported wellbeing scores are displayed in this section.
Table 1
Mean and standard deviation scores for wellbeing scores across the three conditions.
[image: ]
Table 1 shows that the group that reported the highest wellbeing scores were the fully onsite worker group, with the fully remote group reporting lower wellbeing scores.
In order to assess the homogeneity of variances a Levene's test for equality of variances was carried out. The test showed that there was homogeneity of variances, p = .429 meaning that the assumption of homogeneity of variances was not violated and the One-Way ANOVA could run. A one way ANOVA was performed to compare the effect of working environment on employee wellbeing.  The one way ANOVA revealed that there was a statistically significant difference in mean wellbeing scores between each of the three groups (F(2,27) = 5.449, p = .01, np2 = .288, indicating that work environment has a significant effect on employee wellbeing.
Tukey’s HSD test for multiple comparisons found that the mean value of wellbeing score was significantly different between fully onsite employees and hybrid employees (p=.028, 95% C.I. = -.1004, 1.97), indicating that fully remote workers generally reported higher wellbeing scores than hybrid workers.  There was no statistically significant difference in wellbeing scores between hybrid workers and fully remote workers (p=.563) or between fully remote and fully onsite workers (p=0.056).
Discussion
The aim of this study was the explore the effect of working environment on employee wellbeing in the UK among employed people over the age of 18, looking specifically at the different levels of wellbeing in employees working remotely, working onsite, and working in a hybrid way.  The hypothesis suggested that eople who work onsite or work in a hybrid way will report less stress and better work life balance than those who work solely at home.
The study carried out found that the most significant difference in wellbeing scores between groups was observed between the hybrid and fully onsite worker groups. The one way ANOVA performed revealed that there was a statistically significant difference in mean wellbeing scores between each of the three groups.  From the findings, it can be suggested that those working fully onsite in industries such as retail, maintenance, and hospitality generally have higher levels of wellbeing compared to those who work in a hybrid way or those who work fully remote, which is the group that reported the lowest levels of general wellbeing.  Workers in the hybrid and fully remote groups tended to work in the public and third sectors, such as the Civil Service and charities.
The findings garnered in this study are consistent with other studies that have investigated the impact of work environment on employee wellbeing, which were explored in chapter one.
For instance, the study by Bloom, Han, and Liang (2022) on hybrid working from home found that remote work can have positive effects on employee productivity and job satisfaction, but it can also lead to increased isolation and reduced opportunities for collaboration. This may partially explain the lower wellbeing scores reported by the hybrid worker group compared to the fully onsite worker group in the study.  When exploring responses to specific questions in the questionnaire, namely the questions around social connection, the responses from the fully onsite workers suggest that they feel more socially connected than their counterparts.  For example, they report that they find it easy to share their time with others and they enjoy having deep conversations with others, which are questions that saw their counterparts report far lower scores.  It could be argued that this is unsurprising.  Due to the nature of industries that tend to be encouraging worker to be fully onsite (hospitality, retail), worker in these sectors make numerous social connections every day, whether that be with colleagues who also work onsite, or with customers.  Each time they are at work, they are given opportunities to strengthen their socialising and communication skills and thus have no issues conversing or spending time with others.  On the other hand, hybrid and full remote workers do not get the same opportunities for connection so are less used to having to communicate with others.  In fully remote work, most communication is shared via electronic platforms such as emails or video calls, which it could be argued, makes employees far more disconnected to others than those who do most communication in person.  Social connection is one of the main cornerstones of good wellbeing, so feeling disconnected to others is likely to have a negative effect on hybrid and remote workers which could explain the lower reported wellbeing scores across these groups.
In terms of responses to questions relating to job-specific issues, fully onsite workers tended to report higher scores for these also, compared to the other groups.  Overall, they feel more confident in creating timescales, achieving set goals, and are more able to find ways of enriching their work their other groups, thus reporting more general job satisfaction than their counterparts also.  These findings support the article by Rozentals (2022) on the impact of in-office, remote, and hybrid work on employee efficiency as it suggests that the type of work environment can have a significant effect on employee productivity and efficiency. The article notes that remote work can lead to decreased productivity due to distractions and lack of structure, which may contribute to reduced wellbeing among employees.  It can certainly be argued that the discrepancies among group responses to work-related questions suggest that fully onsite workers feel more confident and successful in work than hybrid or fully remote colleagues, which could have an effect on their general wellbeing.  It could be argued that if hybrid and fully remote workers do not feel as though they can enrich their work, this suggests that there is a lack of feelings of motivation and purpose within their lives which is likely to have a very negative affect on their wellbeing.  Reiterating the article from Mind from Chapter One, feeling that the work you are doing is meaningful and has purpose is vital in job satisfaction and life satisfaction, and if those feelings are not there then it can lead to stress and burnout.  It could also be argued that this lack of motivation and purpose could be a direct result of a lack of social connection disused previously, that comes as a result of remote or hybrid work.  Perhaps people who work onsite feel more connected to their organisation’s goals and mission as they have more regular face to face contact with their managers and other employees, and are able to enjoy more of a sense of team spirit and camaraderie which can be motivating.  Hybrid and remote workers are likely to have far less of this, and could result in feelings of disconnection to goals and purpose of their work.
The findings gathered from this study could be very useful to organisations in the UK who are currently considering changes to their working environments.  As discussed in Chapter One, this is something that is already happening as we come out of the Covid-19 pandemic, with companies considering whether to go fully remote, as it was during the height of the pandemic, opt for a hybrid approach where employees can enjoy the best of both worlds, or ask all employees to return to fully onsite working, as it was prior to the pandemic.
The findings presented here have identified some areas for consideration for organisations as they navigate the post pandemic world.  It certainly seems, from the findings, that a hybrid or fully onsite environment is most beneficial to employee wellbeing.  As discussed, the main reason for this seems to be that it is in these work environments that employees feel most connected to colleagues and customers, and their work goals and purpose.  It is vital that if companies are considering moving to a remote or hybrid way of working, they must implement ways that colleagues can feel more connected even if they are not onsite.  This could look like regular team building activities that can take pace both online and in person, so that employees can feel more connected to their peers and their managers, and strengthen their communication and socialising skills.  To feel more connected to their work’s purpose, it is essential that managers regularly check in with their teams to set and review goals regularly and discuss employee development opportunities.  It is also important that senior leaders within the organisation are visible, even over online platforms, and are able to regularly open spaces to discuss organisational updates, current and long term organisational goals, and its vision for the future.  These suggestions could be useful in improving employee motivation and productivity, which will in turn improve their wellbeing inside and outside of work.
It is clear from the findings that work environment has a significant effect on employee wellbeing, and as such, organisations should not take decisions to alter work environments likely, nor should only a select group of employees make this decision. Instead, organisations need to consider ways of making it a whole-organisation decision by exploring ways of involving everyone in decision making.  This may look like them conducting surveys or focus groups with their employees to understand their preferences and needs and tailor their hybrid work policies accordingly. Finally, the study emphasises the need for organisations to prioritise employee wellbeing when implementing hybrid work policies. This could involve providing employees with resources and support for managing work-life balance, such as flexible schedules or access to mental health resources. It could also involve regularly assessing and monitoring employee wellbeing and making adjustments to policies and practices as needed.

Overall, the study's finding on the difference between the hybrid and fully onsite worker groups in terms of employee wellbeing is consistent with previous research on the impact of remote work on employee wellbeing. However, the impact of remote work on employee wellbeing is complex and may depend on a variety of individual and environmental factors. Future research should continue to explore the effects of remote work on employee wellbeing to help organizations create effective policies and work environments that promote employee wellbeing and productivity.
While the study provides valuable insights into the impact of working environment on employee wellbeing, there are several limitations that need to be acknowledged.  These limitations can be used to influence future research on the subject.
Firstly, the sample size of the study is relatively small, with only 33 participants. This limits the generalisability of the findings and may not accurately represent the experiences of all employees. Future studies with larger sample sizes could provide more robust results.  Moreover, the geographical reach of the survey was also fairly small, with most participants living in South Wales.  It would certainly be useful to expand the reach of similar future studies to include the whole of the UK and even beyond the UK.  It could then be useful to compare results across countries to explore attitudes to work environments and their effects on employee wellbeing between countries.
Moreover, it could be beneficial to include different questions in future study questionnaires.  While the questions from Zheng at al were useful in exploring general work and life wellbeing, a specific question around work-life balance would have been useful to explore as it is clear from the Mind article in Chapter One that often it is a feeling of a lack of work-life balance that results in poor employee wellbeing.  It would have been useful to compare responses across groups to decipher whether any working environments supported healthy work-life balances over others.  
Furthermore, the study relies on self-reported data, which may be subject to bias and may not accurately reflect actual behaviours or experiences. Future studies could include objective measures of employee wellbeing, such as physiological measures of stress, to provide a more comprehensive understanding of the impact of working environment on employee wellbeing.  Also, the study only examines the impact of three specific working environments: fully remote, fully onsite, and hybrid. Other types of working arrangements, such as flexible schedules or part-time work, were not included in the study. As such, the study may not provide a comprehensive understanding of how different types of work arrangements can impact employee wellbeing.

Finally, the study does not take into consideration other factors that could influence participants’ wellbeing and their attitudes to work.  There could be a range of other issues currently occurring for participants, both in their personal and work lives that hinder their responses.  The study was conducted at a time where the world is still dealing with the fallout from the COVID-19 pandemic, which has significantly impacted the way people work and their overall wellbeing.   The fact  the world is still experiencing the issues caused by the pandemic, and the way that populations are trying to find a way of navigating this new world could have influenced the results of the study, and it remains to be seen if the findings will hold true in a post-pandemic world.

Despite these limitations, the study provides valuable insights into the impact of working environment on employee wellbeing. By acknowledging these limitations and conducting future research, organisations can make informed decisions about how to create work environments that support employee wellbeing and productivity.
Conclusion
In conclusion, this study found that working environment has a significant effect on employee wellbeing. The fully onsite group reported the highest levels of wellbeing, followed by the hybrid group, and the fully remote group reported the lowest wellbeing scores.  This suggests that fully onsite work and hybrid work is more conducive with employee wellbeing.  The findings mostly prove the hypothesis correct, given that it stated that fully onsite and hybrid workers were more likely to have higher wellbeing scores.  However, there was a rather significant difference in scores between both groups, suggesting that fully onsite work is much more beneficial to employee wellbeing than hybrid work.
The findings of this study have important implications for organisations and their employees. With the increasing popularity of hybrid and remote work, it is important for organisations to understand the impact of working environment on employee wellbeing. The study provides evidence that fully onsite work may have a positive effect on employee wellbeing compared to hybrid work and fully remote work, which could inform the decision making process for organisations considering adopting a hybrid work or fully remote model.
However, there are limitations to this study that must be acknowledged. Firstly, the sample size was relatively small, as was the geographical reach of the study.   This limits the validity and usefulness of the findings to a larger population such as the whole of the UK. It is also possible that other factors, such as work-life balance or social support, could be influencing the relationship between working environment and wellbeing. Future research should aim to address these limitations by using larger sample sizes and possibly more physiologically based measures rather than a self-report questionnaire.
Despite these limitations, this study contributes to the growing body of research on the impact of working environment on employee wellbeing. The findings suggest that organisations should consider the potential benefits of fully onsite work for employee wellbeing, and that hybrid work may not be the optimal solution for all employees. It is important for organisations to take a flexible approach and allow employees to choose the working environment that best suits their needs and preferences, while also considering the needs of the organisation.
Overall, this study highlights the importance of creating a positive work environment that supports employee wellbeing. Organisations that prioritise employee wellbeing are likely to see benefits in terms of increased productivity, job satisfaction, and employee retention. As the workforce continues to evolve, it is important for organisations to adapt and find new ways to support their employees in achieving a healthy work-life balance.
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	Name
	Student Number
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Summary of proposed study 

Topic Area

In March 2020, the world changed forever.  As the Covid-19 pandemic spread across the globe, it brought with it consequences on all aspects of life – socialisation, education, health (UK Research and Innovation).  Ultimately, the pandemic uprooted our daily routines.  For most people, days are centred around their day at work – setting an early alarm, getting ready, the commute to work, completing the work day, then commuting back home at the end of it.  The majority of people in paid employment in February 2020 worked outside of their home, with only 5.7% of workers working from home (Wales Institute of Social and Economic Research and Data (WISERD)).  This number increased drastically by April 2020, when 43.1% reported that they were home working due to imposed lockdowns (WISERD).  Post lockdowns, 85% of workers would prefer a hybrid approach, with part home working and part office working each week (ONS, 2021).

The change to work environment has been a contentious issue over the past 2 years.  A number of advantages and disadvantages to home/hybrid working have been identified.  In terms of disadvantages, workers have reported a decrease in job opportunities, and challenges around internal and external collaboration.  The largest advantage reported has been an improved sense of work-life balance (ONS, 2021).  It is well documented that one of the leading causes of stress is work, as demonstrated in a 2013 research piece by Mind, which found that 1 in 3 people report that work is the cause of their stress, even more so than financial issues and health (Mind, 2013).  A reason for this is a lack of work-life balance, as a result of working long hours or bringing work stress home after the day has finished.

Some research has been done over the last 2 years on the effect of work environment on employees’ mental health.  A 2021 study explored the effects of working from home on European workers, looking specifically at feelings of depression, anxiety, and isolation, as well as sleeping trouble (Perelman et al, 2021).  The study found that working from home was associated with an increase all of these symptoms.  However, this study is extremely limited by a number of factors.  Firstly, the participants of the study were all aged over 50 – the average age of the global workforce is around 39, with only around a third of workers aged 50+ (Statista).  This means that the research excludes the majority of workers, which arguably suggests that overall it is not useful in assessing the effect of working from home on the mental health of the general public.  It is also limited in that people over 50 would generally have more experience of working on-site than working from home, so will be more affected by a sudden change of work environment than someone who has only been in the workforce for a short period.  Finally, the study admits that other stress factors were at play when the participants were assessed, and working from home was just one of the reasons that mental health deteriorated at this time.  The study calls for more research when the workforce is operating under more ‘normal’ post pandemic circumstances (Perelman et al, 2021).  Ultimately, the inconclusive nature of this research as well as the limited age range of participants demonstrates that wider studies are necessary.

A more recent German study also suggests that working from home has had a negative impact on employee mental health (Niebuhr et al, 2022).  This study is more recent, so it explores the topic area under more post-pandemic circumstances, and the average age of participants was 45 with ages of participants ranging from 20-69 which is a clear improvement in age inclusivity compared to Perelman et al, 2021.  The study found that working from home had a negative influence on stress related symptoms and job satisfaction, due to less social interaction and work from home stressors such as technology functionality which does not occur on-site.  The study does state that the majority of participants wanted to continue working from home post-pandemic, which is surprising given the other findings.  Despite a larger age range and its recency, there are still limitations to this study that affect its usefulness. Firstly, it only studied German participants.  This is problematic as different countries are likely to have different working practices and cultures, which could affect how workers in different countries view their working environments and how they affect their mental health.  Moreover, similarly to the Perelman et al study, the study admits that it took place at a time where the virus was still prevalent, therefore many participants were experiencing wider virus-related stressors which could have impacted their responses.

The National Bureau of Economic Research suggests that the answer to employee stress and burnout is a hybrid approach, in other words, a mix of home and site based working (NBER, 2022).  One of their recent studies used a group of 1612 employees of a large technology firm to explore the hybrid working model.  The company allowed these staff members to work from home two days of the week and in the office the other three days.  Upon completion of the study, participants self-reported higher work satisfaction scores and a better sense of work-life balance, with both of these contributing to a higher staff retention rate (NBER, 2022).  This certainly suggests that this approach can help with feelings of burnout and work-related stress, however there is no specific mention of mental health in the paper which limits its usefulness in determining the effect on emotional wellbeing.  This study could certainly be deemed useful however, in terms of the number of participants it had, which was largely more than any other study exploring hybrid working.  These employees were however, limited to engineers, finance, and marketing personnel, so it would be useful to explore the effects of a hybrid model on a bigger scope of job roles and industries.


Rationale

Although some research has been carried out on the impact of working from home on employee mental health, the research is still relatively scant.  There is currently very little empirical literature on the subject from the United Kingdom, with the majority of research being from other European countries and the United States.  Moreover, almost no empirical research exists on the impact of hybrid working (part remote work, part onsite work) on employee mental health.  Research on this topic is vital, as it is an approach that many organisations across the world are adopting and many believe it to be the future of working (Forbes).  Therefore, it is essential that proper research is carried out on its effects on wellbeing and work-life balance.  

There is also a tendency for research on this subject to focus on older workers, which is unhelpful in exploring the views of the majority of workers.  It does not seem useful to only explore the views of people who are close to retirement age – there is a need to include younger workers as it is them who will ultimately reap the long term consequences of these new ways of working.  Finally, this research will be carried out at a time where the cases of Covid-19 are low and the UK has almost returned back to ‘normal’ circumstances as seen pre-pandemic.  This is an optimal time to conduct research of this nature, as the virus itself is no longer at the forefront of the minds of the British public and therefore no virus-related stressors will affect the findings of the research.

The proposed study will aim to be more inclusive than similar research pieces, aiming to involve a more diverse range of employees.  Many studies that currently exist focus only on technology companies, and specific roles in these departments.  By making the study accessible to a range of industries and job roles, it can produce a more accurate exploration that better reflects the general employed population.  


Aim of Study

The aim of this study is to explore the effect of home working on mental health and wellbeing, compared to hybrid working, and solely site based working in the UK.

Hypothesis

People who work onsite or work in a hybrid way will report less stress and better work life balance than those who work solely at home.


Proposed Methodology 

Design

The design of this study will be unrelated, as it will compare the results of different groups of workers.  The dependent variable will be the wellbeing scores of participants and the independent variable will be the different groups of workers.  The study will be a one way ANOVA.



Participants 

The study aims to recruit around 40 participants.  This number has been selected in mind with recommendations from Budiu and Moran (Budiu and Moran, 2021), who state that 40 participants is generally enough participants for most quantitative research studies.  This number allows an in-depth analysis of the data collected, without making the study too complex.

Participants will be people over the age of 18 who are currently employed in the UK.  Participants will span a range of industries, job roles, and will be inclusive of full time, part time, and freelance workers.  The study will be advertised through a number of pathways, such as various forms of social media including LinkedIn, the world’s largest professional network site, as well as others such as Twitter and Instagram to attract a younger demographic of workers.  The study will also recruit participants using the lead researchers own network, which includes workers from a range of industries such as charity, government, and retail.


Materials

Participants will be asked to complete a short online questionnaire that will use a scale measure scoring system, which will be based on the workplace wellbeing scale designed by Zheng et al (Zheng et al, 2015).  The questions will be largely the same as the questions in this measure, however some will be slightly reworded to make it more easily readable to English speaking participants as the original study was not written in the English language.


Proposed Procedure

The study will follow a standardised procedure.

All of the questionnaire will be online.  Participants will be directed to an information page prior to beginning the questionnaire.  This page will outline  the purpose, aim and hypothesis of the study, and what their commitment will involve, before taking part.  Participants, should they be happy to continue, will then progress to the questionnaire.   The questionnaire will be outlined in two parts:

Part 1:

Part 1 of the questionnaire will ask participants to state certain personal data such as their gender, age, working environment, and industry they work in.  These metrics are necessary in comparing results from each group and comparing differences between genders, ages, and industries.

Part 2:

The second part of the questionnaire will follow a set of questions relating to their wellbeing at work, and what impact their work environment has on their general wellbeing.

The results that are extracted from the questionnaire will be scored by the research lead once all forms have been submitted.

This questionnaire will use the same format and questions as the scale of workplace wellbeing set out by Zheng et al (Zheng et al, 2015).  There will be a set of 18 questions, structured into three sub subscales (life wellbeing, workplace wellbeing, psychological wellbeing).  This measure has been chosen as 

Proposed Results/Data analysis 

The study will gather quantitative data.  The questionnaire questions will use a scoring system of 1-7 (1 = strongly agree, 7 = strongly disagree).  Results will then be gathered after scores have been calculated.

Ethical Considerations

Robust ethical guidelines will be upheld during the study, in line with the British Psychological Society’s Code of Human Research Ethics guidelines (BPS Code of Human Research Ethics, 2021).

According to the code’s guidelines around valid and informed consent (pg. 12) the study will be advertised, inviting employed people to take part.  There will be no persuasion or cajoling during this process, as the participants who will take part will do so under their own will to contribute to research within this area.  There will be a comprehensive information page about the study at the start of the process, before the questionnaire begins, so participants will have been briefed fully of the purpose, aim and hypothesis of the study, and what their commitment will involve, before taking part. The lead researcher will provide their contact details should participants want to know more before completing the study or during the study, should they feel that the information page is not sufficient or if they prefer receiving information through oral confirmation.

Per the code (pg. 12), they will also be informed of their rights as participants, including their right to withdraw at any time from the study, as well as modify their consent throughout the process.  Only after being briefed and giving their individual consent to be a participant will they be able to take part in the study.  Given the nature of the study, it is not necessary to deceive any participants during any part of the process and as such, there will be no instances of deception during the course of the study, and all aspects of the study will be shared with those involved.  As there will not be any deception involved, thorough debriefing is not needed, as advised by the code (pg. 26).  Instead, there will be a short debrief page once the study is completed, which advises ways that participants can debrief after the study should they feel they need it.  As per the code, if they have become upset or traumatised as a result of any part of the questionnaire, there will be information on what to do if this happens and how to move back into a happy mood state.  Should this not be sufficient, participants will be advised to contact the lead researcher for further information.

 
Confidentiality will be upheld throughout the course of the study.  When completing their questionnaires, participants will not be required to use their full name anywhere on the document, instead being asked individual characteristics such as gender and age.  Their wellbeing scores will not be shared with any other participant or person outside of the study and will only be accessible to researchers.  This will be clearly explained in the information page which will be agreed before they complete the study.  Their information will be processed in line with up to date GDPR guidelines.  Should any participants want their data to be destroyed during any part of the process, this will be facilitated in line with the code (pg.13).

 
The study aims to include a diverse range of participants. This may include people with support needs e.g. people with learning or physical disabilities.  The study will not discriminate against any participant, and support will be put in place for those who need it.  The language used in the questionnaire will be simple and clear.  The study aims to include people from a range of different backgrounds and ethnicities.  


Appendix 2 - Application for Ethical Approval

In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.

The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.

The individual undertaking the research activity is known as the “principal researcher”.

Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.

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

This form must be completed and approved prior to undertaking any research activity. Please see Checklist for details of process for different categories of application.  

SECTION A: About You (Principal Researcher)
	1
	Full Name:
	Natalie Louise Coombs

	2
	Tick all boxes that apply:
	Member of staff:
	☐
	Honorary research fellow:
	☐

	
	Undergraduate Student
	☒	Taught Postgraduate Student
	☐	Postgraduate Research Student
	☐


	3
	Institute/Academic Discipline/Centre:
	Psychology and Counselling


	4
	Campus:
	SA1 Waterfront Campus, Swansea


	5
	E-mail address:
	
2010193@student.uwtsd.ac.uk 

	6
	Contact Telephone Number:
	07342157623


	
	For students:

	7
	Student Number:
	2010193

	8
	Programme of Study:
	BSc Mental Health

	9
	Director of Studies/Supervisor:
	Dr Stuart Jones






SECTION B: Approval for Research Activity
	1
	Has the research activity received approval in principle?
(please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)
	YES
	☐	NO
	☒
	
	
	Date

	2
	If Yes, please indicate source of approval (and date where known): Approval in principle must be obtained from the relevant source prior to seeking ethical approval
	Research Degrees Committee
	☐	

	
	
	Institute Research Committee
	☐	

	
	
	Other (write in)

	☒	Supervisor – 26 / 09 / 2022. 



SECTION C:  Internal and External Ethical Guidance Materials
	
	Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.

	1
	UWTSD Research Ethics & Integrity Code of Practice
	☒
	2
	UWTSD Research Data Management Policy
	☒

	3
	BPS Ethical Research Guidelines
	☒



SECTION D: External Collaborative Research Activity
If there are external collaborators then you should gain consent from the contact persons to share their personal data with the university. If there are no external collaborators then leave this section blank and continue to section E.
	1
	Institution
	


	2
	Contact person name
	


	3
	Contact person e-mail address

	

	4
	Is your research externally funded?
	YES
	☐
	NO
	☒

	5
	Are you in receipt of a KESS scholarship?
	YES
	☐
	NO
	☒

	6
	Are you specifically employed to undertake this research in either a paid or voluntary capacity?
	Voluntary
	YES
	☐
	NO
	☒

	7
	
	Employed
	YES
	☐
	NO
	☒

	8
	Is the research being undertaken within an existing UWTSD Athrofa Professional Learning Partnership (APLP)?
	If YES then the permission question below does not need to be answered.
	YES
	☐
	NO
	☒

	9
	Has permission to undertake the research has been provided by the partner organisation?
	(If YES attach copy)
If NO the application cannot continue
	YES
	☐
	NO
	☒




Where research activity is carried out in collaboration with an external organisation
	10
	Does this organisation have its own ethics approval system?
	YES
	☐
	NO
	☐

	
	
If Yes, please attach a copy of any final approval (or interim approval) from the organisation (this may be a copy of an email if appropriate).




SECTION E: Details of Research Activity
	1
	Indicative title:
	Wellbeing at Work:  The Effects of Work Environment on Employee Mental Health

	2
	Proposed start date:
	1/11/2022
	Proposed end date:
	1/4/2023

	
	Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the points below:
· Purpose of Research Activity
· Proposed Research Question
· Aims of Research Activity
· Objectives of Research Activity
Demonstrate, briefly, how Existing Research has informed the proposed activity and explain
· What the research activity will add to the body of knowledge 
· How it addresses an area of importance. 

	3
	Purpose of Research Activity

The purpose of this research activity is to explore the effect of work environment on overall emotional wellbeing.  This research comes at a time where many people’s work environment has recently changed, as a result of lockdowns relating to the Covid-19 pandemic.  Until now, research on the effects of working from home compared to working onsite was relatively scant, and research tended to centre around productivity rates rather than the effect on wellbeing.  Now that approximately 43% of people in the UK work at home (WISERD), more robust exploration is needed on how this has affected their mental health.
Since the start of the pandemic, there has been more research carried out into the effects of work environment on employee wellbeing.  In a 2021 study, Perelman et al found that working from home is likely to increase feelings of anxiety, depression, isolation, and difficulty sleeping (Perelman et al, 2021).  A similar study in 2022 resulted in similar findings – it found that working from home had a negative influence on stress symptoms and job satisfaction, due to less social interaction and stressors such as technology functionality which does not occur on-site (Niebuhr et al, 2022).
However, the research that currently exists in the field is limited.  The studies that have been carried out have tended to use older participants, many of whom are close to retirement.  This is not useful in gaining the insights of the general working population and, as working from home is likely to be the future of work, younger generation participation is needed.  There is also a lack of research into a hybrid approach to working, where employees work partly on site and partly at home.  This research would explore this more and its effects on mental wellbeing compared to solely home or onsite work.

(this box should expand as you type)

	4
	Research Question

How does work environment impact the mental wellbeing of the general working population in the UK?

(this box should expand as you type)

	5
	Aims of Research Activity

This study proposes to explore the potential links between the environment in which a person works and their mental wellbeing through a questionnaire which looks to examine the self-reported differences in wellbeing, stress levels, feelings of burnout, involving participants from a range of industries and roles.

(this box should expand as you type)

	6
	Objectives of Research Activity
· To identify links between work environment and emotional wellbeing.

· To identify if where a person works has a specific effect on mental health eg. Stress levels, feelings of anxiety and depression.

· To explore whether the industry in which one works has an effect on how one adapts to work environment, and the impact this has on mental health.

· To consider which work environment is optimum for overall mental wellbeing. 


(this box should expand as you type)

	
	Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here, but should instead describe how you intend to collect the data necessary for you to complete your project.

	7
	This research will be carried out using an online questionnaire that will be scored based on a 1-5 Likert scale ie. 1=Never 5=All the time (Likert, 1932).  Prior to accessing the questionnaire, Participants will be directed to an information page which will outline  the purpose, aim and hypothesis of the study, and what their commitment will involve, before taking part.  Participants, should they be happy to continue, will then progress to the questionnaire.   The questionnaire will be outlined in two parts:

Part 1:

Part 1 of the questionnaire will ask participants to state certain personal data such as their gender, age, working environment, and industry they work in.  These metrics are necessary in comparing results from each group and comparing differences between genders, ages, and industries.

This part is essential, as it will provide demographic data on all participants.  This data will allow an exploration on how views and experiences differ according to a participant’s age, gender, and what type of work they do.

Part 2:

The second part of the questionnaire will follow a set of questions relating to their wellbeing at work, and what impact their work environment has on their general wellbeing.  This section will particularly explore participant’s self reported stress levels, how much they ruminate about work after they have finished their work day, and if they feel they have experienced burnout.

The fully completed questionnaires will then be studied overall, and the outcomes will be measured by adding up the score from each question.  The higher a participant’s score, they will be deemed to experience less of a sense of wellbeing than those who score lower.  These scores will support the finding of results, but the demographics of participants will also be used to identify any themes eg. Those who work in the retail industry and work onsite have worse mental health than those who work in the marketing industry and work on site, or that young people generally feel more emotionally well than older workers.  

Data will be collected using Qualtrics and will be using a One-Way Anova which will be carried out on SPSS.
(this box should expand as you type)

	

	Location of research activity
Identify all locations where research activity will take place.

	8
	This research activity will take place solely online.  I will be using the online survey platform Qualtrics, and distributing the survey via email and social media platforms.

(this box should expand as you type)

	
	Research activity outside of the UK
If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the research then please state this.

	9
	N/A


(this box should expand as you type)



	10
	Use of documentation not in the public domain: Are any documents NOT publicly available? 

	NO
	☒

	
	
	YES
	☐

	11
	If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.



(this box should expand as you type)



	
	Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015?
	
YES
	
NO

	12
	A prosperous Wales
	☐
	☐

	13
	A resilient Wales
	☐
	☐

	14
	A healthier Wales
	☒
	☐

	15
	A more equal Wales
	☐
	☐

	16
	A Wales of cohesive communities
	☐
	☐

	17
	A Wales of vibrant culture and thriving Welsh language
	☐
	☐

	18
	A globally responsible Wales
	☐
	☐

	19
	If YES to any of the above, please give details:

	
	
The research supports the aim of a healthier Wales as it will explore the effects of work environment on employee wellbeing.  The intended purpose of this research is to be used to influence employer attitudes to where their employees work, according to where they feel less stressed, more content, and ultimately feel happier and more satisfied at work.

(this box should expand as you type)



SECTION F: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

	1
	Use of a questionnaire or similar research instrument?
	☒
	☐

	2
	Use of interviews?
	☐
	☒

	3
	Use of focus groups?
	☐
	☒

	4
	Use of participant diaries? 
	☐
	☒

	5
	Use of video or audio recording?
	☐
	☒

	6
	Use of computer-generated log files?
	☐
	☒

	7
	Participant observation with their knowledge?
	☐
	☒

	8
	Participant observation without their knowledge?
	☐
	☒

	9
	Access to personal or confidential information without the participants’ specific consent?
	☐
	☒

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	☒

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	☒

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

	14
	Administration of any substance, agent or placebo?
	☐
	☒

	15
	Working with live vertebrate animals?
	☐
	☒

	16
	Procedures that may have a negative impact on the environment?
	☐
	☒

	17
	Other primary data collection methods. Please indicate the type of data collection method(s) below.
	☐
	☒

	
	Details of any other primary data collection method:



(this box should expand as you type)
	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION G: Intended Participants
If there are no participants then do not complete this section, but go directly to section H.

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	☒

	2
	Adults (over the age of 18 and competent to give consent)?
	☒
	☐

	3
	Vulnerable adults?
	☐
	☒

	4
	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)
	☐
	☒

	5
	Prisoners?
	☐
	☒

	6
	Young offenders?
	☐
	☒

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☒

	8
	People engaged in illegal activities?
	☐
	☒

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.

	☐
	☒

	
	Details of any other participant groups:



(this box should expand as you type)
	
	



	
	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	10
	How many participants are expected?

	The study aims to recruit around 40 participants.  This number has been selected in mind with recommendations from Budiu and Moran 2021, who state that 40 participants is generally enough participants for most quantitative research studies.  This number allows an in-depth analysis of the data collected, without making the study too complex.

(this box should expand as you type)

	11
	Who will the participants be?

	Participants will be people over the age of 18 who are currently employed in the UK.  Participants will span a range of industries, job roles, and will be inclusive of full time, part time, and freelance workers.  The study will be advertised through a number of pathways, such as various forms of social media including LinkedIn, the world’s largest professional network site, as well as others such as Twitter and Instagram to attract a younger demographic of workers.  The study will also recruit participants using the lead researchers own network, which includes workers from a range of industries such as charity, government, and retail.  Participants will be divided into groups depending on their working environment (one group for home workers, one for hybrid workers, and one for site based workers).


(this box should expand as you type)

	12
	How will you identify the participants?
	Participants will be anonymised in order to make sure they cannot be identified,through the use of identification numbers.


(this box should expand as you type)




	
	Information for participants:
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☒
	☐
	☐

	14
	Will you tell participants that their participation is voluntary?
	☒
	☐
	☐

	15
	Will you obtain written consent for participation?
	☐
	☒
	☐

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☐
	☐
	☒

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☐
	☐
	☒

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☒
	☐
	☐

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☒
	☐
	☐

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☒
	☐
	☐

	21
	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☒
	☐
	☐

	22
	If NO to any of above questions, please give an explanation 

	
	Informed consent will be achieved via the online questionnaire – participants will read information about the study before giving consent.


(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☒
	☐

	25
	Is specialist electrical or other equipment to be used with participants?
	☐
	☒
	☐

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☒
	☐

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☒
	☐

	28
	If YES to any question, please provide full details 

	
	


(this box should expand as you type)



SECTION H: Anticipated Risks

	
	
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  

	1
	Full risk assessment completed and appended? 
	Yes 
	☐

	
	
	No
	☒

	2
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
	Risk to participants:

The risk to participants is generally very low for this study, however, due to the nature of the topic being emotional health and wellbeing some unpleasant emotions may arise during the filling out of the questionnaire. 




(this box should expand as you type)
	How you will mitigate the risk to participants:

The identified risk of emotional distress to participants will  be limited as the participants will be completing an online questionnaire during their own time. Should any issues arise whilst completing this, contact details of the researcher and research supervisor will be available on an informative debrief on completion of the questionnaire.  Participants will have the right to withdraw at any time for any reason, no questions asked.

Questions will be written in a way that is trauma and adverse childhood experience informed, and will refrain from using any language that could clearly be triggering or upsetting for participants.

All collected data will be kept confidential and in line with UWTSD Data Protection and Storage Protocol, as well as any information which could identify the participant, or their child will be changed to uphold anonymity.



(this box should expand as you type)

	3
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	N/A


(this box should expand as you type)

	4
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator:


The risk to the investigator is very low. As the study will be taking place solely online, there will be likely no direct contact between investigator and participants.

There is a very low risk that the investigation could be accused of harm, as mitigations have been put in place to reduce the level of emotional distress the study causes (see ‘Risk to Participants’).
(this box should expand as you type)
	How you will mitigate the risk to the investigator:

To reduce any possible risks participants will be presented with an information sheet outlining the exact measures that will be used during the research and what the research is seeking to explore, to minimise the risk of accusation of impropriety. 

Prior to the commencement of data collection, the dissertation supervisor will sign off on all materials (consent, debrief, measures) if they are satisfied that adequate information has been provided for participants. In addition, university contact details are provided on the consent and debrief for the supervisor and, either the participant or the researcher can contact the supervisor for clarification or to raise concerns.

A full debrief will also be available to participants upon completion of the questionnaire, should it be necessary, to safeguard participants’ wellbeing.  This will be clearly advertised after the questionnaire.

(this box should expand as you type)

	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University:

This is an undergraduate individual dissertation research project so contains no plans for wider dissemination beyond the university.  There  is very little likelihood of adverse publicity arising from the study, unless there is a data breach and information is accidentally or mistakenly shared beyond the research group.
(this box should expand as you type)
	How you will mitigate the risk to the University:

All students are expected to adhere to the UWTSD Student Code of Conduct, which states the importance of behaving in a professional and respectful way, and ensuring that you are a good representative of the university at all times. All researchers and participants are provided with contact details for the supervisor, who is an experienced researcher and who has set out clear guidance for this study regarding ethical and code of conduct expectations.

The lead researcher fully understands UWTSD’s GDPR policy and will ensure to uphold this throughout the course of the research.  The policy states that consent must be obtained in order to store data, data must be necessary and accurate, and participants have the right to access data regarding themselves, as well as the right to have data destroyed.  All of these principles will be upheld stringently during the research project.

(this box should expand as you type)

	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:

There is no risk to the environment in this research as the whole study is based online.


(this box should expand as you type)
	How you will mitigate the risk to environment:



(this box should expand as you type)



	
	Disclosure and Barring Service

	
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	7
	Does your research require you to hold a current DBS Certificate?
	☐
	☒
	☐

	8
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	



SECTION I: Feedback, Consent and Confidentiality

	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	
Participants will receive an online debrief form after the questionnaire, outlining the specifics of the study, how the data will be used and stored, and it will also contain contact information of the researcher should they require more information following the study or support due to emotional distress arising from the research questionnaire.


(this box should expand as you type)

	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	
Per the BPS Code of Ethics (BPS, 2021), participants will complete a consent form before beginning the questionnaire, at the end of which will be a tick box confirming their age and applicability to complete the study.  There will be no persuasion or cajoling during this process, and participants will take part on a voluntary basis.  As part of the consent form, participants will read an information page about the study including the purpose, aim and hypothesis of the study, and what their commitment will involve, before taking part. The lead researcher will provide their contact details should participants want to know more before completing the study or during the study, should they feel that the information page is not sufficient.


(this box should expand as you type)

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	
Participants’ names will not be required, with only their age, gender, job role, and industry needing to be divulged during the study.

Information will be kept confidential at all times, only the researcher and required UWTSD staff members will have access to it.
Data will be kept in an encrypted file on a private laptop as per UWTSD Research Data
Management Policy and UWTSD Data Protection and Storage Protocol guidelines.

(this box should expand as you type)



SECTION J: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	☐X
	☐

	
	If YES, provide a description of the data and explain why this data needs to be collected:

	2
	
Participants will divulge certain personal information (see previous section), however only the researcher and the dissertation supervisor will have this information. As stated above, participants’ information will be anonymised.  The use and storage of their data will always be in line with university and BPS guidelines.

(this box should expand as you type)

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	☐X
	☐

	
	If YES, provide a description of the special category data and explain why this data needs to be collected:

	4
	
Data will be collected on participants emotional and mental wellbeing as this is essential in exploring the topic area.  However, the questionnaire does not aim to diagnose participants with any mental health conditions, and is just a very generic baseline exploration into workplace wellbeing.  The use and storage of their data will always be in line with university and BPS guidelines.

(this box should expand as you type)



	
	
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	☐
	☒

	6
	University computers?
	☐
	☒

	7
	Private company computers?
	☐
	☒

	8
	Home or other personal computers?
	☒
	☐

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☒
	☐

	10
	“Cloud” storage or websites?
	☒
	☐

	11
	Other – specify:

	☐
	☐

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation.  Qualtrics is a cloud based system, so extra safeguarding will be put in place for participants’ data in line with university policy.

	
	
Completed questionnaires will be stored on a password encrypted private laptop computer.  Analysed data will be held in a password-encrypted file on the same laptop, and will be stored on the University OneDrive system for additional protection. All data (paper and electronic) will be handed in to the dissertation
supervisor on completion of study in accordance with UWTSD data management protocols.  All participant information will be anonymised and not identifiable.  

(this box should expand as you type)



	
	Data Protection

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	☒
	☐

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	☒

	15
	Sharing of data with other organisations?
	☐
	☒

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	☒

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	☒

	18
	Publication of data that might allow identification of individuals?
	☐
	☒

	19
	Use of data management system?
	☐
	☒

	20
	Data archiving?
	☐
	☒

	21
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):

	
	
The lead researcher will be transferring the data from Qualtrics to SPSS.  The transfer process will ensure no data breaches by following correct university and BPS procedure.

(this box should expand as you type)

	22
	List all who will have access to the data generated by the research activity:

	
	
Natalie Coombs (Researcher)
Dissertation Supervisor

(this box should expand as you type)

	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	Natalie Coombs (Researcher)

(this box should expand as you type)

	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	
	
Data will be stored on a private password encrypted laptop computer, in a password encrypted file.  Data will be stored in line with the university’s data management policy
which can be found at http://uwtsd.ac.uk/library/research-data-management/.  

(this box should expand as you type)

	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so please explain. (Most relevant to academic staff) 

	
	
No.

(this box should expand as you type)

	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	☒

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	☒





SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	1
	Signature of applicant:
	N.  Coombs
	Date:
28/10/22




For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	S.A.JONES
	Date: 26 / 10 / 2022. 

	3
	Signature:
	[image: ]

	



For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date:

	5
	Signature:
	

	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☐
	I have read the guidance notes supplied before completing the form.

	☐
	I have completed ALL RELEVANT sections of the form in full.

	☐
	I confirm that the research activity has received approval in principle

	☐
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☐
	I have attached a full risk assessment (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

	☐
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☐
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.



	RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
You will be informed of the outcome of your claim by email; therefore it is important that you check your University and personal email accounts regularly.

	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.



This form is available electronically from the Academic Office web pages: https://www.uwtsd.ac.uk/academic-office/appendices-and-forms/



Appendix 3 – Study Consent Form



[image: ]

Study Consent Form
I understand that this online research study is being carried out by a 3rd year Mental Health Student for their dissertation, and that taking part in this study will involve exploring the effect of work environment on overall emotional wellbeing.
This study will take approximately 20 minutes to complete. 
I understand that participation in this study is voluntary and I am free to withdraw participation during or at the end of the study without giving a reason. I understand that once I complete the questionnaire, I will not be able to withdraw my data, as it will be anonymised. I am aware that if I have concerns about the study, I can discuss these concerns with the researcher at any time during or after the study. I understand that I will be provided with the contact details of the research supervisor at the end of the study, should I have any concerns.
I understand that the information provided by me will be held confidentially, with a code assigned in place of my name. These data will be stored indefinitely in accordance with the Data Protection Act.
I also understand that at the end of the study I will be provided with a debrief form and the opportunity to discuss any issues with the researcher.

I, ___________________________________(NAME) consent to participate in the study conducted by Natalie Coombs, Centre for Psychology and Counselling, University of Wales Trinity Saint David, under the supervision of Dr Stuart Jones.

Participant Signature:________________________________________________
Date:___________________
Name and signature of researcher taking consent 
___________________________________________________________________

Appendix 4 – Study Debrief Sheet
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Study Debrief Sheet 

Wellbeing at Work:  The Effect of Work Environment on Employee Mental Health 

Thank you for taking part in the study.  

The aim of this study was to explore the effect of working environment on employee wellbeing.  We specifically wanted to find out whether hybrid workers had generally better mental health than those who worked solely online or site based.


If you wish to withdraw your data from the study, you must tell the researcher now.  After this point, all of your data will be anonymised and we will not be able to trace it back to you.


If taking part in this study has raised any questions, please speak to the researcher Natalie Coombs on 2010193@student.UWTSD.ac.uk or contact the academic supervisor Stuart Jones on s.a.jones@uwtsd.ac.uk.



Thank you once again for taking time to participate in this study.


Natalie Coombs 

Bsc Mental Health

University of Wales Trinity Saint David 




Appendix 5 – Study Information Sheet
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Study Information Sheet
This document provides key information regarding the study and provides details about what will be expected of you as a participant. Therefore, please read this information carefully before providing consent to take part.
During this study you will be required to do the following:
· Complete a demographics form detailing your age, gender, job role, and industry.
· Complete a 18-item online questionnaire measuring wellbeing
· Further instructions on how to complete this will be provided at the top of the questionnaire

At the end of the study you will be provided with the online study debrief sheet.
If you feel you would be uncomfortable answering personal questions about your wellbeing, you are advised not to take part in this study.
If you have any questions, please ask the researcher now.
If you are happy to take part in this study, please read and sign the consent form.

Appendix 6 – Questionnaire

Demographic Information

Age
Gender
Industry you work in
Job role
Working Environment (Fully onsite, hybrid, fully remote)

Wellbeing Questions


Key: 1 = strongly agree, 7 = strongly disagree


Q1. I feel satisfied with my life.

1	2	3	4	5	6	7

Q2. I am reaching my goals in most aspects of my life.

1	2	3	4	5	6	7


Q3. Most of the time, I feel genuine happiness.

1	2	3	4	5	6	7

Q4. I am happy in my life.

1	2	3	4	5	6	7

Q5. My life is very fun.

1	2	3	4	5	6	7


Q6. I would hardly change my current way of life, even in an ideal world.

1	2	3	4	5	6	7


Q7. I am satisfied with my work responsibilities.

1	2	3	4	5	6	7


Q8. In general, I feel fairly satisfied with my current job.

1	2	3	4	5	6	7


Q9. I find real enjoyment in my work.

1	2	3	4	5	6	7

Q10. I can always find ways to enrich my work.

1	2	3	4	5	6	7

Q11. Work is a meaningful experience for me.

1	2	3	4	5	6	7

Q12. I feel satisfied with my work achievements in my current job.   

1	2	3	4	5	6	7

Q13. I feel I have the ability to grow as a person through work.

1	2	3	4	5	6	7

Q14. I handle daily life well.

1	2	3	4	5	6	7

Q15. I generally feel good about myself, and I’m confident.

1	2	3	4	5	6	7

Q16. I am willing to share my time with others.

1	2	3	4	5	6	7

Q17. I am good at making flexible timescales for my work.

1	2	3	4	5	6	7

Q18. I am able to have deep conversations with family and friends.

1	2	3	4	5	6	7


Appendix 7 – SPSS Outputs


	Descriptives 

	VAR00001   

	 
	N 
	Mean 
	Std. Deviation 
	Std. Error 
	95% Confidence Interval for Mean 
	Minimum 
	Maximum 

	
	
	
	
	
	Lower Bound 
	Upper Bound 
	
	

	Fully remote 
	2 
	1.5263 
	.74432 
	.52632 
	-5.1612 
	8.2138 
	1.00 
	2.05 

	Hybrid 
	13 
	2.3077 
	.79497 
	.22048 
	1.8273 
	2.7881 
	1.11 
	3.89 

	Fully onsite 
	15 
	3.3439 
	1.15411 
	.29799 
	2.7047 
	3.9830 
	1.53 
	5.74 

	Total 
	30 
	2.7737 
	1.13861 
	.20788 
	2.3485 
	3.1988 
	1.00 
	5.74 


 
 
	Tests of Homogeneity of Variances 

	 
	Levene Statistic 
	df1 
	df2 
	Sig. 

	VAR00001 
	Based on Mean 
	.874 
	2 
	27 
	.429 

	
	Based on Median 
	.691 
	2 
	27 
	.510 

	
	Based on Median and with adjusted df 
	.691 
	2 
	23.003 
	.511 

	
	Based on trimmed mean 
	.885 
	2 
	27 
	.424 


 
 
	ANOVA 

	VAR00001   

	 
	Sum of Squares 
	df 
	Mean Square 
	F 
	Sig. 

	Between Groups 
	10.811 
	2 
	5.406 
	5.449 
	.010 

	Within Groups 
	26.785 
	27 
	.992 
	 
	 

	Total 
	37.596 
	29 
	 
	 
	 

	 
	 
	 
	 
	 
	 


 
 
 
	Multiple Comparisons 

	Dependent Variable:   VAR00001   

	Tukey HSD   

	(I) Working Environment 
	(J) Working Environment 
	Mean Difference (I-J) 
	Std. Error 
	Sig. 
	95% Confidence Interval 

	
	
	
	
	
	Lower Bound 
	Upper Bound 

	Fully remote 
	Hybrid 
	-.78138 
	.75653 
	.563 
	-2.6571 
	1.0944 

	
	Fully onsite 
	-1.81754 
	.74977 
	.056 
	-3.6765 
	.0415 

	Hybrid 
	Fully remote 
	.78138 
	.75653 
	.563 
	-1.0944 
	2.6571 

	
	Fully onsite 
	-1.03617* 
	.37742 
	.028 
	-1.9720 
	-.1004 

	Fully onsite 
	Fully remote 
	1.81754 
	.74977 
	.056 
	-.0415 
	3.6765 

	
	Hybrid 
	1.03617* 
	.37742 
	.028 
	.1004 
	1.9720 

	*. The mean difference is significant at the 0.05 level. 


 


	Descriptives 

	I am achieving my goals in most aspects of my life.   

	 
	N 
	Mean 
	Std. Deviation 
	Std. Error 
	95% Confidence Interval for Mean 
	Minimum 
	Maximum 

	
	
	
	
	
	Lower Bound 
	Upper Bound 
	
	

	Fully remote 
	1 
	2.00 
	. 
	. 
	. 
	. 
	2 
	2 

	Hybrid 
	10 
	2.50 
	1.179 
	.373 
	1.66 
	3.34 
	1 
	4 

	Fully onsite 
	12 
	3.58 
	1.564 
	.452 
	2.59 
	4.58 
	1 
	7 

	Total 
	23 
	3.04 
	1.461 
	.305 
	2.41 
	3.68 
	1 
	7 


 
 
 
 
 
	Descriptives 

	Most of the time, I feel genuine happiness.   

	 
	N 
	Mean 
	Std. Deviation 
	Std. Error 
	95% Confidence Interval for Mean 
	Minimum 
	Maximum 

	
	
	
	
	
	Lower Bound 
	Upper Bound 
	
	

	Fully remote 
	1 
	2.00 
	. 
	. 
	. 
	. 
	2 
	2 

	Hybrid 
	10 
	2.60 
	1.350 
	.427 
	1.63 
	3.57 
	1 
	5 

	Fully onsite 
	12 
	3.17 
	1.697 
	.490 
	2.09 
	4.24 
	1 
	7 

	Total 
	23 
	2.87 
	1.517 
	.316 
	2.21 
	3.53 
	1 
	7 


 
 
	Descriptives 

	I am happy in life.   

	 
	N 
	Mean 
	Std. Deviation 
	Std. Error 
	95% Confidence Interval for Mean 
	Minimum 
	Maximum 

	
	
	
	
	
	Lower Bound 
	Upper Bound 
	
	

	Fully remote 
	1 
	2.00 
	. 
	. 
	. 
	. 
	2 
	2 

	Hybrid 
	10 
	2.30 
	1.059 
	.335 
	1.54 
	3.06 
	1 
	4 

	Fully onsite 
	12 
	3.08 
	1.379 
	.398 
	2.21 
	3.96 
	1 
	6 

	Total 
	23 
	2.70 
	1.259 
	.263 
	2.15 
	3.24 
	1 
	6 


 
 
 
 
 
	Descriptives 

	My life is very fun.   

	 
	N 
	Mean 
	Std. Deviation 
	Std. Error 
	95% Confidence Interval for Mean 
	Minimum 
	Maximum 

	
	
	
	
	
	Lower Bound 
	Upper Bound 
	
	

	Fully remote 
	1 
	3.00 
	. 
	. 
	. 
	. 
	3 
	3 

	Hybrid 
	10 
	2.50 
	.972 
	.307 
	1.80 
	3.20 
	1 
	4 

	Fully onsite 
	12 
	2.92 
	1.084 
	.313 
	2.23 
	3.61 
	1 
	5 

	Total 
	23 
	2.74 
	1.010 
	.211 
	2.30 
	3.18 
	1 
	5 


 
 
 
 
 
	Descriptives 

	I would hardly make any changes in my life currently.   

	 
	N 
	Mean 
	Std. Deviation 
	Std. Error 
	95% Confidence Interval for Mean 
	Minimum 
	Maximum 

	
	
	
	
	
	Lower Bound 
	Upper Bound 
	
	

	Fully remote 
	1 
	2.00 
	. 
	. 
	. 
	. 
	2 
	2 

	Hybrid 
	10 
	3.30 
	1.889 
	.597 
	1.95 
	4.65 
	1 
	7 

	Fully onsite 
	12 
	4.08 
	1.832 
	.529 
	2.92 
	5.25 
	2 
	7 

	Total 
	23 
	3.65 
	1.849 
	.386 
	2.85 
	4.45 
	1 
	7 


 
 
 
 
 
	Descriptives 

	I am satisfied with my work responsibilities.   

	 
	N 
	Mean 
	Std. Deviation 
	Std. Error 
	95% Confidence Interval for Mean 
	Minimum 
	Maximum 

	
	
	
	
	
	Lower Bound 
	Upper Bound 
	
	

	Fully remote 
	1 
	2.00 
	. 
	. 
	. 
	. 
	2 
	2 

	Hybrid 
	10 
	2.80 
	1.687 
	.533 
	1.59 
	4.01 
	1 
	6 

	Fully onsite 
	12 
	3.92 
	2.021 
	.583 
	2.63 
	5.20 
	2 
	7 

	Total 
	23 
	3.35 
	1.898 
	.396 
	2.53 
	4.17 
	1 
	7 


 
 
 
 
 
	Descriptives 

	I feel fairly satisfied in my current job.   

	 
	N 
	Mean 
	Std. Deviation 
	Std. Error 
	95% Confidence Interval for Mean 
	Minimum 
	Maximum 

	
	
	
	
	
	Lower Bound 
	Upper Bound 
	
	

	Fully remote 
	1 
	2.00 
	. 
	. 
	. 
	. 
	2 
	2 

	Hybrid 
	10 
	2.70 
	1.418 
	.448 
	1.69 
	3.71 
	1 
	6 

	Fully onsite 
	12 
	4.08 
	2.021 
	.583 
	2.80 
	5.37 
	2 
	7 

	Total 
	23 
	3.39 
	1.852 
	.386 
	2.59 
	4.19 
	1 
	7 


 
 
 
 
 
	Descriptives 

	I find real enjoyment in my work.   

	 
	N 
	Mean 
	Std. Deviation 
	Std. Error 
	95% Confidence Interval for Mean 
	Minimum 
	Maximum 

	
	
	
	
	
	Lower Bound 
	Upper Bound 
	
	

	Fully remote 
	1 
	2.00 
	. 
	. 
	. 
	. 
	2 
	2 

	Hybrid 
	10 
	2.30 
	1.059 
	.335 
	1.54 
	3.06 
	1 
	4 

	Fully onsite 
	12 
	4.08 
	1.929 
	.557 
	2.86 
	5.31 
	1 
	7 

	Total 
	23 
	3.22 
	1.783 
	.372 
	2.45 
	3.99 
	1 
	7 


 
 
 
 
 
	Descriptives 

	I can always find ways to enrich my work.   

	 
	N 
	Mean 
	Std. Deviation 
	Std. Error 
	95% Confidence Interval for Mean 
	Minimum 
	Maximum 

	
	
	
	
	
	Lower Bound 
	Upper Bound 
	
	

	Fully remote 
	1 
	2.00 
	. 
	. 
	. 
	. 
	2 
	2 

	Hybrid 
	10 
	2.40 
	1.174 
	.371 
	1.56 
	3.24 
	1 
	5 

	Fully onsite 
	12 
	4.17 
	1.899 
	.548 
	2.96 
	5.37 
	2 
	7 

	Total 
	23 
	3.30 
	1.795 
	.374 
	2.53 
	4.08 
	1 
	7 


 
 
 
 
 
	Descriptives 

	Work is a meaningful experience for me.   

	 
	N 
	Mean 
	Std. Deviation 
	Std. Error 
	95% Confidence Interval for Mean 
	Minimum 
	Maximum 

	
	
	
	
	
	Lower Bound 
	Upper Bound 
	
	

	Fully remote 
	1 
	2.00 
	. 
	. 
	. 
	. 
	2 
	2 

	Hybrid 
	10 
	2.00 
	.943 
	.298 
	1.33 
	2.67 
	1 
	4 

	Fully onsite 
	12 
	4.08 
	2.314 
	.668 
	2.61 
	5.55 
	1 
	7 

	Total 
	23 
	3.09 
	2.043 
	.426 
	2.20 
	3.97 
	1 
	7 


 
 
 
 
 
	Descriptives 

	I feel satisfied with my work achievements in my current job.   

	 
	N 
	Mean 
	Std. Deviation 
	Std. Error 
	95% Confidence Interval for Mean 
	Minimum 
	Maximum 

	
	
	
	
	
	Lower Bound 
	Upper Bound 
	
	

	Fully remote 
	1 
	2.00 
	. 
	. 
	. 
	. 
	2 
	2 

	Hybrid 
	10 
	2.20 
	.919 
	.291 
	1.54 
	2.86 
	1 
	4 

	Fully onsite 
	12 
	4.00 
	2.132 
	.615 
	2.65 
	5.35 
	1 
	7 

	Total 
	23 
	3.13 
	1.866 
	.389 
	2.32 
	3.94 
	1 
	7 


 
 
 
 
 
	Descriptives 

	I feel I have the ability to grow as a person through my work.   

	 
	N 
	Mean 
	Std. Deviation 
	Std. Error 
	95% Confidence Interval for Mean 
	Minimum 
	Maximum 

	
	
	
	
	
	Lower Bound 
	Upper Bound 
	
	

	Fully remote 
	1 
	2.00 
	. 
	. 
	. 
	. 
	2 
	2 

	Hybrid 
	10 
	2.50 
	1.716 
	.543 
	1.27 
	3.73 
	1 
	6 

	Fully onsite 
	12 
	4.08 
	2.234 
	.645 
	2.66 
	5.50 
	1 
	7 

	Total 
	23 
	3.30 
	2.098 
	.438 
	2.40 
	4.21 
	1 
	7 


 
 
 
 
 
	Descriptives 

	I handle daily life well.   

	 
	N 
	Mean 
	Std. Deviation 
	Std. Error 
	95% Confidence Interval for Mean 
	Minimum 
	Maximum 

	
	
	
	
	
	Lower Bound 
	Upper Bound 
	
	

	Fully remote 
	1 
	3.00 
	. 
	. 
	. 
	. 
	3 
	3 

	Hybrid 
	10 
	2.30 
	1.059 
	.335 
	1.54 
	3.06 
	1 
	4 

	Fully onsite 
	12 
	3.00 
	1.348 
	.389 
	2.14 
	3.86 
	1 
	6 

	Total 
	23 
	2.70 
	1.222 
	.255 
	2.17 
	3.22 
	1 
	6 


 
 
 
 
 
	Descriptives 

	I generally feel good about myself and I am confident.   

	 
	N 
	Mean 
	Std. Deviation 
	Std. Error 
	95% Confidence Interval for Mean 
	Minimum 
	Maximum 

	
	
	
	
	
	Lower Bound 
	Upper Bound 
	
	

	Fully remote 
	1 
	2.00 
	. 
	. 
	. 
	. 
	2 
	2 

	Hybrid 
	10 
	2.50 
	1.581 
	.500 
	1.37 
	3.63 
	1 
	5 

	Fully onsite 
	12 
	3.08 
	1.311 
	.379 
	2.25 
	3.92 
	1 
	6 

	Total 
	23 
	2.78 
	1.413 
	.295 
	2.17 
	3.39 
	1 
	6 


 
 
 
 
 
	Descriptives 

	I am willing to share my time with others.   

	 
	N 
	Mean 
	Std. Deviation 
	Std. Error 
	95% Confidence Interval for Mean 
	Minimum 
	Maximum 

	
	
	
	
	
	Lower Bound 
	Upper Bound 
	
	

	Fully remote 
	1 
	2.00 
	. 
	. 
	. 
	. 
	2 
	2 

	Hybrid 
	10 
	1.80 
	.632 
	.200 
	1.35 
	2.25 
	1 
	3 

	Fully onsite 
	12 
	2.00 
	.739 
	.213 
	1.53 
	2.47 
	1 
	3 

	Total 
	23 
	1.91 
	.668 
	.139 
	1.62 
	2.20 
	1 
	3 


 
 
 
 
	Descriptives 

	I am good at making timescales for my work.   

	 
	N 
	Mean 
	Std. Deviation 
	Std. Error 
	95% Confidence Interval for Mean 
	Minimum 
	Maximum 

	
	
	
	
	
	Lower Bound 
	Upper Bound 
	
	

	Fully remote 
	1 
	2.00 
	. 
	. 
	. 
	. 
	2 
	2 

	Hybrid 
	10 
	2.90 
	1.287 
	.407 
	1.98 
	3.82 
	1 
	5 

	Fully onsite 
	12 
	3.42 
	2.065 
	.596 
	2.10 
	4.73 
	1 
	7 

	Total 
	23 
	3.13 
	1.714 
	.357 
	2.39 
	3.87 
	1 
	7 


 
 
 
 
 
 
	Descriptives 

	I am able to have deep conversations with others.   

	 
	N 
	Mean 
	Std. Deviation 
	Std. Error 
	95% Confidence Interval for Mean 
	Minimum 
	Maximum 

	
	
	
	
	
	Lower Bound 
	Upper Bound 
	
	

	Fully remote 
	1 
	2.00 
	. 
	. 
	. 
	. 
	2 
	2 

	Hybrid 
	10 
	1.80 
	.422 
	.133 
	1.50 
	2.10 
	1 
	2 

	Fully onsite 
	12 
	2.42 
	1.379 
	.398 
	1.54 
	3.29 
	1 
	5 

	Total 
	23 
	2.13 
	1.058 
	.221 
	1.67 
	2.59 
	1 
	5 


 
 
 
 
 
	Descriptives 

	I am satisfied with my life.   

	 
	N 
	Mean 
	Std. Deviation 
	Std. Error 
	95% Confidence Interval for Mean 
	Minimum 
	Maximum 

	
	
	
	
	
	Lower Bound 
	Upper Bound 
	
	

	Fully remote 
	1 
	2.00 
	. 
	. 
	. 
	. 
	2 
	2 

	Hybrid 
	10 
	2.20 
	1.135 
	.359 
	1.39 
	3.01 
	1 
	4 

	Fully onsite 
	12 
	3.00 
	1.706 
	.492 
	1.92 
	4.08 
	1 
	6 

	Total 
	23 
	2.61 
	1.469 
	.306 
	1.97 
	3.24 
	1 
	6 
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