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In the wake of the pandemic, telework became relevant to more employees than before. Researchers suggest both positive and negative impact of telework on employees.
The study examines office workers’ self-reports on the impact of teleworking on their
subjective well-being, health, and productivity. Data (N = 475) were collected from
teleworkers in Lithuania during the COVID-19 pandemic. Findings indicate that teleworking during the pandemic had a negative impact on the well-being (in work-life
balance aspect) and health (mostly in terms of mental exhaustion) of office workers,
while work performance suffered relatively less. Also, this study revealed three original
observations. First, well-being evaluations of teleworkers were found to be most correlated with close relationships and age. Second, teleworkers who live with their parents
have the most positive evaluations of teleworking in all three areas: well-being, health,
and productivity. And third, the overlap between family and work when working from
home increases the likelihood that women and young workers will be less concerned
about healthy living habits. This study contributes to a better understanding of the
factors teleworkers face when working at home and can help companies improve their
hybrid working strategies.
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INTRODUCTION
Studies of telework signal that teleworkers face rationing and overtime
problems, and that their personal lives are constantly intertwined
with work (Jackson & Fransman, 2018; Sarbu, 2018). While workers’
rights are protected by law in economically developed countries, legal instruments alone do not help workers to achieve a healthy worklife balance. The problem is even more acute because, in the wake of
the pandemic, teleworking was a completely new experience for most
workers, often resulting in negative experiences ranging from anxiety
to hopelessness (Dubey & Tripathi, 2020), as the separation of work
and leisure time became more difficult.

This is an Open Access article,
distributed under the terms of the
Creative Commons Attribution 4.0
International license, which permits
unrestricted re-use, distribution, and
reproduction in any medium, provided
the original work is properly cited.
Conflict of interest statement:
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Researchers studying employee well-being suggest that work-life imbalances lead to poorer health and well-being, and can also cause
depression (Lunau et al., 2014; Kotera et al., 2020; Lizana & VegaFernadez, 2021). However, employee surveys carried out during the
natural experiment of relocating to work at home in the context of the
COVID-19 pandemic present mixed results. Some studies report that
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employees have a positive view of teleworking (Bakaç et al., 2021; Tudy, 2021) and telework productivity
(Khodaparasti & Garbollagh, 2022), while having a negative view on the compulsory return to the office
(Hoskins, 2022). However, there is not yet enough research to formulate robust evidence-based insights
(Gragnano et al., 2020), and research findings show conflicting trends (Morikawa, 2022). Therefore, it
remains relevant to accumulate evidence-based knowledge on how employees feel and evaluate their
performance when they self-organize their work routines.

1. LITERATURE REVIEW
Teleworking has its own challenges. It has an impact on the physical and mental state of a worker.
According to various studies, teleworking can lead
to stress due to changes in work organization, task
distribution, the diffusion of working hours and responsibilities, and lack of socialization (BelzuneguiEraso & Erro-Garcés, 2020; Tavares et al., 2020). In
addition, teleworkers must perform radically different roles at the same time, create new procedures
for doing their work, and devote separate attention
to managing the boundaries between their life and
work (Syrek et al., 2021). Research reveals that more
than two-fifths of workers do not manage to take
breaks during the working day when teleworking,
and almost half of workers work more hours than
when working in an office. Thus, teleworking ultimately leads to blurred boundaries between interpersonal and work life (Benavides et al., 2021)
and conflicts with loved ones (Ghislieri et al., 2021;
Camacho & Barrios, 2022).

and family time (Putri & Amran, 2021). The exacerbation of work-family balance problems when
working remotely from home has been proven in
several studies (e.g., Hu & Subramony, 2022; Keller
at al., 2022; Lizana et al., 2021; Blahopoulou et
al., 2022). Studies also show that combining telework with childcare particularly affects women
(Kurowska, 2020; Yildirim & Ziya, 2020; Lizana
et al., 2021).

On the other hand, for workers without young
children, work-life conflict has even decreased after relocating to work at home (Schieman et al.,
2021). Teleworking allows people to autonomously organize their daily work routine (Alcantara &
Flaminiano, 2022; Yildirim, 2022). In addition, teleworking makes it easier for employees to avoid excessive workload from colleagues (Shao et al., 2021) and
leave them more satisfied with lower levels of background noise while working (Umishio et al., 2022).
In some business activities there is justified evidence
of higher productivity of remote work (Aslan et al.,
2022; Shava, 2021), lower risks for health, particularly,
Health impact studies show that teleworkers are for frontline workers during COVID-19 (Ginevičius
more likely to suffer from sleep disturbances, oth- et al., 2022; Remeikienė & Bagdonas, 2021). Besides,
er psycho-emotional disorders, and ergonomic the increased opportunities for teamwork using ICT
harm to the body, in addition to the direct conse- during the pandemic are also important advantages
quences of extended working hours (Belzunegui- of telework (Jurek et al., 2021).
Eraso & Erro-Garcés, 2020; Tavares et al., 2020;
Lunde et al., 2022; Beckel & Fisher, 2022).
It should also be noted that work-life imbalances
experienced by teleworkers cannot be predicted
Overtime seems to be the most burdensome with negative well-being assessments. A study by
for workers who combine work and childcare at Blahopoulou et al. (2022) showed that even telehome. Research conducted during the COVID-19 workers with children at home, who were generpandemic suggests that the age of the children ally less satisfied with working from home, rated
being raised determines how well the work-life their well-being better when working at home
balance works (Schieman et al., 2021). Overtime than when working in an office. Thus, the effects
significantly increases when children of demand- of teleworking are not necessarily negative (Putri
ing age are at home with working parents. Their & Amran, 2021).
care is distracting and requires more breaks from
work, stretching not only the working hours but Both over-involvement and over-distancing from
also the working day itself (Krisjane et al., 2020). work lead to health problems and inefficiency
Eventually, it becomes difficult to separate work among teleworkers (Bussin & Swart-Opperman,
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2021; Rietveld et al., 2021). Employees have different behaviors and consequences when teleworking. Some individuals conserve psycho-emotional
energy, limit their activity and ultimately alienate
themselves from the organization, while others
seek to maintain contact with colleagues and supervisors even more than they would when working in the office (Andel et al., 2021). The latter are
more at risk of exhaustion and burnout. Research
shows that, in general, teleworking increases
stress and fatigue in employees (Hadi et al., 2021),
but working intensively with people while teleworking puts them at a higher risk of neuropsychological fatigue and burnout (Sârbu et al., 2021).
In other words, some workers are at increased risk
of emotional exhaustion when working remotely
due to the nature of their work or their extroverted character.

Earlier surveys on teleworking, carried out at different times and in different samples in Lithuania
during the pandemic, have shown specific results
on teleworkers compared to other Western countries. For instance, teleworking is less valued by
men and younger people, as well as by some professional communities (Raišienė et al., 2020; Raišienė
et al., 2021). On the other hand, Tvaronavičienė et
al. (2021) prove that youth highly appreciate possibilities for education and positive family relationships maintaining in their system of well-being
factors, which, in their turn, are more available in
the case of teleworking. The high importance of
these factors contributes to the fact that employers
offer appropriate opportunities in their employer
value propositions (Samoliuk et al., 2022). Further
research may lead to research on teleworking in
culturally and geographically diverse countries
and provide a broader picture of the differences in
When it comes to the effectiveness of telework- perceptions of teleworkers.
ing and the productivity of employees, the scientific results are mixed. For instance, a study To sum up, researchers do not give a definitive
in Japan found that white-collar office workers answer on the role of teleworking in productivioutperformed service sector workers whose jobs ty. It seems to depend to a large extent on work
are characterized by face-to-face contact with culture, occupation, and other variables. On the
customers, although, overall, all workers expe- other hand, evidence of productivity gains or lossrience a decrease in productivity when working es can only be demonstrated through experimenat home (Morikawa, 2022). Meanwhile, anoth- tal measurements. However, large-scale research
er study in Japan shows a productivity increase of this kind is not always possible. Experiment as
of more than 4% when working from home a method is limited in terms of the reliability of
(Kawakubo & Arata, 2022). In addition, some the results when productivity is strongly related
studies have shown that productivity is associat- to human factors such as creativity or is strongly
ed with work income: the higher the productiv- dependent on cooperation and is only partly atity, the higher the person’s work income (Xiao, tributable to the worker. In such cases, it should
2022). Interestingly, the results of the latter study be relied on employee self-reporting to learn more
show an “inverse” relationship between produc- about employee effectiveness and productivity in
tivity and income. Similarly, studies carried out teleworking.
in France before the pandemic suggested that
productivity is about 9% higher when telework- This paper aims to disclose the perspective of busiing than when working in an office, and that ness teleworkers on their subjective well-being
this figure has risen further during the pandem- and work productivity when working at home inic (Bergeaud et al., 2022). In general, many re- stead of an office.
searchers who have investigated the issue during
a pandemic report an increase in productivity (Iddagoda & Opatha, 2020). Although there 2. METHODS
are opinions that the increase should not be attributed to the nature of work, i.e., teleworking, Employee survey was conducted in Lithuania.
but to the crisis. In times of cataclysms, people’s Probability sampling was used to select the survey
behaviour is different compared to normal cir- sample. Since the population of the study, i.e., the
cumstances and this may be the answer to the number of office workers, cannot be determined,
increase in work productivity (Hou et al., 2022). the sample was calculated from the total number
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of workers in Lithuania. According to the latest
statistics, the number of employees in Lithuania
in 2019 was 1,287,920. Thus, based on Paniotto’s
formula (1984), to apply the findings of the survey to the general population with a margin of
error of 5% and reliability of 95%, 400 employed
people need to be surveyed. The survey collected 475 fully completed questionnaires. Thus, the
sample allowed to ensure the representativeness
of the survey. The survey was carried out on the
e-survey platform https://apklausa.lt. The invitation to office workers to participate in the survey
was distributed by online survey system in social
networks LinkedIn and Facebook (LinkedIn is an
online social networking service that is business
and career development-oriented, while Facebook
is an online social media and networking service
intended for general public). Facebook was chosen
because the average age of its users shows that the
majority are of working age. This network was also
chosen in the hope of extending the reach of potential respondents.

Cronbach’s alphas for questionnaire scales were
0,962, 0,944 and 0,885, respectively (Table 1).
The analysis of the survey results focused on the
correlation of respondents’ answers with demographic data: gender, age, living arrangement
and having/not having children. These factors, as
can be seen from the review of academic publications presented above, often play a role in differences regarding the attitudes and experiences of
teleworkers.
When analyzing research data, p-value and significance level α were used with the following parameters: (a) p < 0.05 – the difference between frequencies is significant; (b) p < 0.01 – the difference
between frequencies is highly significant; (c) p >
0.05 – differences between frequencies are statistically insignificant.

Ethics of the study. Respondents gave their informed consent to participate in the survey. The
questionnaire header informed respondents of
The questionnaire consisted of demographic ques- the purpose of the study, informing them that no
tions and three blocks of statements related to the personally identifiable data will be disclosed to
evaluation of telework. The first block of statements third parties and that participation in the study is
was designed to find out how teleworkers assess the voluntary and that respondents have the right to
impact of teleworking on subjective well-being, the withdraw from the study at any time.
second block of statements was designed to find
out how teleworking affects the health of office A total of 475 respondents completed the survey,
workers specifically, and the third block of ques- of which 359 (75.6%) were women and 116 (24.4%)
tions was designed to find out how the respondents were men. Respondents were aged 18 and over.
describe their work performance and productivity The majority of respondents were employed. The
when teleworking. The respondents’ answers were sample also included 4% of those who lost their
analyzed using SPSS statistical software.
jobs during the pandemic. They were asked to rate
their experience of teleworking before losing their
When filling out the closed-type questionnaire, job. The demographic characteristics of the reparticipants were asked to express their opinion on spondents are presented in Table 2.
a five-point Likert scale ranging from 1 (not important at all) to 5 (absolutely essential). The inter- Survey data were analyzed through correlation
nal consistency of the questionnaire was assessed analysis using non-parametric variables analyby Cronbach’s alpha (test score reliability coeffi- sis. The Mann-Whitney U criterion was used for
cient). The reliability of a survey instrument is con- groups with two variables and the Kruskal-Wallis
sidered adequate if p > 0.8 (Nunnally & Bernstein, criterion for groups with more than two variables.
1994). The analysis of the survey results shows that
Table 1. Internal consistency of the survey questionnaire
Scale
Teleworking impact on subjective well-being
Teleworking impact on health
Teleworking impact on work efficiency and performance
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Items

Cronbach alpha, p

18
14
8

0.962
0.944
0.885
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Table 2. Characteristics of survey respondents
Variable
Gender

Age

Employment

Telework scope (hours per week)

Children

Living arrangement

Characteristics
Female
Male
18-25
26-34
35-49
50-64
65
Employed
Unemployed
Students (remote)
20 h/week and less
21 to 30 h/week
31 to 40 h/week
41 to 50 h/week
51 to 60 h/week
more than 60 h/week
Raising children
Without children
Married
Single
In a committed relationship
Living with parents
Unwilling to disclose

N

Percentage

359
116
99
236
119
18
3
442
19
14
34
31
150
171
67
22
209
266
241
77
125
16
16

75.6%
24.4%
20.8%
49.7%
25.1%
3.8%
0.6%
93.1%
4%
2.9%
7.2%
6.5%
31.6%
36%
14.1%
4.6%
44%
56%
52%
16%
26%
3%
3%

Overall respondents: 475

In the results section below, statistically signifi- ished tasks on their own time. Meanwhile, women
are statistically significantly more likely than men
cant results of the survey are presented.
to have insufficient time for hobbies.

3. RESULTS

Correlation analysis was used to analyze the relationships between the impact of work-life balance
First, the subjective well-being challenges experi- on subjective quality of life with age and having
children. Almost all the statements in the scale
enced by teleworkers surveyed was examined.
measuring the impact of work-life balance on
Statistical analysis by gender using the Mann- subjective quality of life were statistically signifiWhitney U criterion revealed several statistically cantly correlated with having children (Table 4).
significant aspects (Table 3). Men are statistically Hence, the results of this study indicate that the
more likely than women to experience conflicts in fact of having children contributes to work-life
the family because of work. It also shows that men imbalance which affects the quality of life in turn.
are more likely than women to complete unfin- When analyzing the relationship with the age of
Table 3. Telework influence on respondents’ subjective well-being. The evaluation of teleworking
between men and women

Source: Authors’ compilation.

Statement
My work causes conflicts within my family.
I don’t have the opportunity to devote enough time to my
hobbies.
I must complete my unfinished tasks on my own personal time.

Gender

N

Mean Rank

Male
Female
Male
Female
Male
Female

116
359
116
359
116
359

262.52
230.08
202.49
249.47
261.06
230.55

MannWhitney U

p

17977.500

0.022*

16703.00

0.001**

18147.500

0.035*

Note: * p < 0.05, ** p < 0.01.
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respondents, it appeared that it is a less significant
factor. Still, there were several significant relationships with the quality of life, such as that the
older workers experience more difficulties to separate working time from personal time (r = 0.114,
p < 0.05), they have also to work more during the
holidays (r = 0.096, p < 0,05) and they must bring
at home unfinished work more often (r = 0.116,
p < 0.05). Moreover, the older workers are more
likely to answer work calls/e-mails in their free
time (r = 0.097, p < 0.05) and they experience more
difficulties to meet family responsibilities due to
long working hours (r = 0.102, p < 0.05).
Table 4. Correlation between work-life balance
impact on subjective quality of life with
respondents’ age and having children
Source: Authors’ compilation.

Statement

Attribute
Age
Children
R
r

It is difficult for me to separate working
time from personal time.

0.114*

0.189**

I focus more on work than on personal
activities.

0.057

0.127**

Have to work during the holidays.

0.096*

0.195**

I stay to work overtime.

0.057

0.148**

I answer work calls/letters even after
work hours.

0.074

0.158**

I have to work on the weekends.

–0.024

0.099*

It is hard to combine work with other
hobbies.

0.000

0.123**

Due to the long working hours, I am late
for personal meetings.

0.083

time. The results also show similar trends towards
those having children as in previous studies (see
for example, Çoban, 2021; Mendonça et al., 2022).
As can be seen in Table 5, the consequences of
teleworking on personal life are statistically significantly correlated with those having children
group, as well as in the married group of respondents in general.
Looking at the mean values, work-life imbalances,
as well as conflicts within the family due to extended working hours, are more common among
married people. Single people report spending
more time teleworking than in the office and report working on weekends. On the other hand,
married individuals also report working after
work hours. The intrusion of work into personal
time, when working at home, is therefore a widespread problem.
Next, respondents’ answers on the impact of
teleworking on their subjective health was
analyzed. It was found that as many as 46.1%
of respondents often feel exhausted after work,
while another 26.3% agree with this statement
to some extent. Summing up, as many as 72.4%
of respondents feel exhausted after a day of teleworking. In addition, the stressful pace of teleworking is tiring and makes 40.7% of respondents feel irritable.

Applying the Mann-Whitney U test to assess
the impact of teleworking on health showed staIn my free time I have to answer work
0.097*
0.217**
calls/e-mails.
tistically significant results by gender (Table 6).
My working hours lead to the conflicts
Women
are more likely to feel exhausted after
0.057
0.230**
in the family.
work (p < 0.01), but men are more likely to feel
Due to my working hours, my personal
0.049
0.131**
the psychological pressure of the surrounding enneeds come second.
vironment
due to long working hours (p = 0.014).
Due to the busy work schedule, it is
difficult to find time to care for relatives/
0.075
0.140**
Women seem to feel more committed to their
visit parents.
work. According to the data, women are more
Long working hours make it difficult to
0.102*
0.231**
likely to feel psychological pressure if they leave
meet family responsibilities.
unfinished
tasks after the working day (p = 0.013).
Due to the long working hours, it is
Women are also more likely than men to be bothdifficult to find time for friends and
0.029
0.129**
hobbies.
ered by intrusive thoughts about work problems
Have to bring unfinished work home.
0.116*
0.222**
after working hours (p = 0.007), and women are
more
likely than men to feel irritable due to the
Note: * p < 0.05, ** p < 0.01.
intensity of their work (p = 0.011). A somewhat
The results of this study disclose quite similar re- unexpected trend was also found. Women were
sults to other studies on the aspect of telework- significantly more likely than men to report the
ing impact to work-life balance. It turned out that development or worsening of bad habits as a result
the working hours of employees take up personal of the stress of teleworking (p = 0.009).
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Table 5. The role of living arrangement in work-life balance
Source: Authors’ compilation.

Statement

Living
arrangement

Married
Single
I find it difficult to separate work time from
In
a committed
personal time.
relationship
Living with parents
Married
Single
I focus more on work than personal
In a committed
activities.
relationship
Living with parents
Married
Single
I stay on to work overtime.
In a committed
relationship
Living with parents
Married
Single
I answer work calls/emails after working
In
a committed
hours.
relationship
Living with parents
Married
Single
I have to work weekends.
In a committed
relationship
Living with parents
Married
Single
It is difficult to balance work with time for
In a committed
personal hobbies.
relationship
Living with parents
Married
Single
My work causes conflicts within my family. In a committed
relationship
Living with parents
Married
Single
Working hours put my personal needs in
In
a committed
second place.
relationship
Living with parents
Married
Single
Long working hours make it difficult to
In a committed
meet family commitments.
relationship
Living with parents

Correlation analysis shows that respondents’
self-reporting of health is more often related to
having children than age. Only one statement was
associated to the age of respondents, showing that
the younger workers are more likely to develop/
exacerbate harmful habits due to the stress experienced at work and at home (r = -0.096, p < 0.05).

http://dx.doi.org/10.21511/ppm.20(2).2022.41

N

Mean Rank

241
77

242,71
235,99

125

210,66

16
241
77

160,88
234,60
255,42

125

212,84

16
241
77

172,41
241,52
237,81

125

213,87

16
241
77

144,91
246,55
226,28

125

205,42

16
241
77

190,66
233,64
249,27

125

222,02

16
241
77

144,81
234,80
248,40

125

220,68

16
241
77

141,97
247,39
210,23

125

215,39

16
241
77

177,28
238,10
243,98

125

214,53

16
241
77

161,50
243,13
216,48

125

221,97

16

159,97

Kruskal-Wallis
χ2

p (two-way)

9.764

0.021

8.492

0.037

10.889

0.012

9.760

0.021

9.089

0.028

9.749

0.021

10.589

0.014

7.935

0.047

9.347

0.025

Meanwhile, the fact of having children significantly influences the health of teleworkers. As the
findings show, the respondents having children,
in comparison to those not having, more often
sacrifice their sleep time for unfinished works (r
= 0.096, p < 0.05) and more often must deal with
the dilemma of properly allocating time for work
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Table 6. Impact of teleworking on subjective health. The evaluation of teleworking among genders
Source: Authors’ compilation.

Statement
I often feel exhausted
after work.
I feel psychological
pressure from my family
because of the long
working hours.
I feel psychological strain
if I leave unfinished tasks
after working hours.
Due to teleworking,
the stress at work and
at home has led me to
develop/worsen bad
habits.
Thoughts about work
related problems are
bothering me after
working hours.
The intensity of the work
makes me feel irritable.

Gender

N

Mean Rank

Male
Female
Male

116
359
116

193.38
254.42
264.65

Female

359

229.39

Male

116

210.95

Female

359

246.74

Male

116

209.91

Female

359

247.08

Male

116

208.87

Female

359

247.41

Male
Female

116
359

210.13
247.01

Mann – Whitney U

p

15646.00

0.000

17731.00

0.014

17684.00

0.013

17563.500

0.009

17442.500

0.007

17588.500

0.011

and personal needs (r = 0.121, p < 0.01) (Table 7).
They are also more likely to feel tense (r = 0.112,
p < 0.05) and psychological pressure of the close
environment due to the long working hours (r =
0.121, p < 0.01). Finally, the respondents who have
children are more likely to feel guilty for spending
little time with family (r = 0.190, p < 0.01).

Lastly, respondents’ answers to questions about
the impact of teleworking on their work performance and productivity were analyzed. The results showed that more than half of the respondents (56.2%) thoughts wander around thinking
about leisure during work. 36.1% of respondents
admitted that they find it difficult to concentrate
when working from home due to family commitAnalysis of the survey data using the Kruskal- ments. On the other hand, almost half of the reWallis criterion revealed that the ratings of the im- spondents reported that their family does not afpact of teleworking on health cannot be said to be fect their ability to work, so it cannot be said that
significantly influenced by the respondents’ living the family is one of the significant factors in their
arrangement. A significant difference between the ability to work. Nevertheless, the aspect needs
groups according to living arrangement emerged deeper sight as results of well-being and produconly in one aspect: respondents who are married tivity are contradictory.
are statistically significantly more likely to feel sad
about the little time they spend with their relatives The results of correlation analysis show that hav(p = 0.021, p < 0.05) (Table 8).
ing children (r = 0.336, p < 0.01) and older age (r
Table 7. Impact of teleworking on health (age of respondents and having children)
Source: Authors’ compilation.

Age
r

Children
R

Sometimes I sacrifice my sleep time for unfinished works.

–0.013

0.096*

Due to the long working hours I feel tense.
Due to the long working hours, I feel the psychological pressure of the close environment.
I often feel guilty for spending little time with family.
I am constantly dealing with the dilemma of how to properly allocate time for work and personal
needs.
Due to the stress experienced at work and at home, harmful habits have developed/exacerbated.

0.039

0.112*

0.089

0.192**

0.051

0.190**

–0.015

0.121**

–0.96*

–0.049

Statement

Note: * p < 0.05, ** p < 0.01.
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Table 8. Work-life balance impact on health depending on respondents’ living arrangement
Source: Authors’ compilation.

Statement

Living arrangement

I feel sad that I do not spend
enough time with my family.

N

Mean Rank

Married
Single

241
77

242.45
221.84

In a committed relationship

125

221.92

Living with parents

16

144.81

KruskalWallis χ2

p (two-way)

9.713

0.021

Table 9. Teleworking impact on work performance (by age and having children)
Source: Authors’ compilation.

Age
r

Children
r

0.134**
0.091*
0.088
0.043

0.336**
0.211**
0.131**
0.180**

Statement
Family responsibilities makes it difficult to concentrate on work.
It is difficult to distance oneself from personal worries at work.
During work, I have sometimes to deal with personal matters.
Due to the heavy workload, I am in conflict with my family/second half.

Note: * p < 0.05, ** p < 0.01.

= 0.134, p < 0.01) of respondents are associated
with greater difficulty to concentrate at work due
to family responsibilities. The study results also
reveal that older respondents (r = 0.091, p < 0.05)
and those having children (r = 0.211, p < 0.01) feel
more difficulties to distance themselves from personal worries at work. Moreover, the respondents
with children have more often to deal with person-

al matters during work (r = 0.131, p < 0.01) and are
more often in conflict with their families due to
the heavy workloads (r = 0.180, p < 0.01) (Table 9).
Applying the Mann-Whitney U criterion and analyzing the impact of teleworking on work performance, it is shown that men have more difficulty
than women in concentrating on work due to fami-

Table 10. Impact of teleworking on working capacity (by gender)
Statement

Gender

N

Mean Rank

Working at home makes it difficult to concentrate on work
because of family commitments.

Male

116

260.61

Female

359

230.69

I’m late for meetings because of extended work activities.

Male
Female

116
359

262.09
230.22

Mann-Whitney
U

p

18199,00

0,038

18027,500

0,027

Table 11. Impact of teleworking on work performance (by living arrangement)
Statement

Living arrangement

Married
Family commitments make it hard to Single
concentrate on work.
In a committed relationship
Living with parents
Married
Single
It is hard to detach yourself from
personal worries while working.
In a committed relationship
Living with parents
Married
Single
At work, personal matters
sometimes need to be dealt with.
In a committed relationship
Living with parents

http://dx.doi.org/10.21511/ppm.20(2).2022.41

N

Mean
Rank

241
77
125
16
241
77
125
16
241
77
125
16

252.84
198.68
216.35
143.41
243.32
226.53
219.11
131.09
238.33
216.78
232.71
146.97

KruskalWallis
χ2

p (two-way)

20.260

0.000

12.590

0.006

8.572

0.036
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ly commitments when working at home (p = 0.038),
and they are less able to manage their personal
workload and collaboration, they are late for meetings due to extended work (p = 0.027) (Table 10).
The Kruskal-Wallis criterion was applied to the
data analysis to identify statistically significant differences in work performance in different groups
based on living arrangements (Table 11).

The results of this study only partially resonate with
the evidence in the literature that teleworking has a
negative impact on work-life balance (Benavides et
al., 2021) and physical health (Tavares et al., 2020;
Beckel & Fisher, 2022), relationships with loved ones
(Ghislieri et al., 2021; Camacho & Barrios, 2022), etc.,
and that teleworking has a positive impact on productivity (Kawakubo & Arata, 2022; Bergeaud et
al., 2022) or on workload (Shao et al., 2021). To draw
clear, evidence-based conclusions about the impact
of teleworking on workers’ lives, which are lacking
in the literature (Gragnano et al., 2020), it is necessary to examine the effects of teleworking not only
as a whole or in general statements, but also to study
the sample by profiling it according to certain characteristics such as age, gender, and whether they have
spouses or children.

It was found that for married teleworkers it was
statistically significantly more difficult to concentrate on work (p < 0.01). It is also more difficult for
married people to detach themselves from personal worries (p = 0.006; p = 0.036). Meanwhile, it is
easier for single people to concentrate when working at home. Interestingly, both concentrating on
work and getting away from personal worries were
By examining the population through the lens of
easiest for respondents living with their parents.
these elements, it can be seen that the impact of
teleworking on workers’ lives is much more multi4. DISCUSSION
faceted than is currently reported in the literature.
The same aspects of teleworking are perceived difThis study analyzes job attitudes of teleworkers ferently by differently characterized workers. For
when they work from home rather than in the of- example, although the working day tends to be
fice. The findings of this study support the claims longer than usual, employees with children were
in the literature that teleworking has a definite im- much more positive about their well-being when
pact on employees’ productivity, health, and work- teleworking compared to working from an office.
life balance (whether positive or negative) when Meanwhile, from a gender perspective, men were
compared to on-site work. However, as the litera- more negative about their well-being when working
ture is full of conflicting claims regarding the role remotely than women. These two insights alone call
of telework on these aspects (Morikawa, 2022), this for a deeper correlational analysis to understand
study approaches this problem by providing statis- the complex relationships between worker chartical insights into the changes in well-being, health, acteristics/traits and teleworking-driven changes
and productivity of office workers in Lithuania due in work organization. Compared to the literature
to telework, profiling the respondents according to on similar topics, this study provides much deeper,
several characteristics, to better understand why evidence-based insights into the impact of certain
some aspects of telework have a positive impact and employee characteristics/life details on the evaluaothers a negative impact on different people.
tion of telework as a form of work organization.

CONCLUSION
The study revealed that teleworking during the pandemic has affected the well-being of office
workers, especially in work-life balance. Work interfered with employees’ personal time, the working day became longer, and time had to be allocated to also work on weekends. Meanwhile, personal needs became out of focus, opportunities to socialize with friends after work and to spend time
on hobbies changed.
This study showed that men, rather than women, have a more negative perception of teleworking
in the aspects of subjective well-being and self-reported work performance in Lithuania. When
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working from home, men face challenges in family relationships, have more difficulty managing
work-life balance, and find it harder to organize their work and collaborate with colleagues. On
the other hand, women feel the negative impact of teleworking on their health much more than
men. Moreover, children, age, and gender significantly affect self-reported health of teleworkers.
Interestingly, the study revealed that women were more likely than men to succumb to harmful
habits when worked at home during the pandemic. Also, younger age is an important factor in this
regard.
Teleworking requires special attention from managers to the organization of employees’ activities
and workload control. When individuals work without managing working hours (it was revealed
that exceeding the formal working hours was common to most of respondents), telework has a negative impact on the employees’ health. Nevertheless, it cannot unambiguously be stated that the
remote/home nature of work by itself has a negative effect as respondents were not asked if they feel
healthier working extended workhours at the workplace compared to teleworking at home.
This study shows that the behavior of employees themselves, their psycho-emotional state, the age,
and whether they have children to care in time of workday make critical challenges to the work
performance when teleworking at home.
Finally, a new aspect of teleworking was identified: teleworkers living with their parents had the
best self-reports in all three domains: well-being, health, and work performance. Thus, it is worthwhile to further investigate the preconditions and barriers to well-being and work productivity for
teleworkers.
It should be noted that the results of this study are subject to the subjective assessment of the respondents. This is a major limitation of the study. It is possible that some information that was
considered too sensitive by the respondents was left out. The objective health effects of teleworking
could be measured by physical and mental health tests, and productivity could be measured by performance measurements, but they were not used in this study. Self-reporting is an important way to
learn how the challenges of working at home are defined by employees themselves. Thus, this study
can help companies improve their teleworking and hybrid working strategies.
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