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Abstract

The current work environment provides many ways of working, which, especially with the help
of information and technological means, can be performed from places other than the
workplace, office, or headquarters of the organization. Many companies already use remote
work extensively, but the COVID-19 pandemic brought a new situation to our society for a
larger number of workers by necessitating a switch to remote work in a relatively short time.
In this paper, we present the perceived benefits and disadvantages of remote work as reported
by working adults and analyse the differences between various groups. The participants in the
study consist of 2,019 working adults from Slovakia (43,5 % of whom are men) with an average
age of 36.6 years. Data were collected in the period from October 2023 to January 2024 via a
web-based survey using the snowball method. We used the Remote Work Benefits and
Disadvantages Questionnaire (RW-B&D) by the authors Ingusci et al. (2023) and selected
socio-demographic variables. Economic and time savings during commuting were considered
the strongest benefit. The strongest disadvantage was the loss of a sense of belonging within
their work, as well as isolation and lack of contact with colleagues. Sex, cohabitation, and type
of work had little or no effect on perceived benefits and disadvantages, while the rate of remote
work had a moderate effect. Based on the findings, we believe that employers should formulate
internal remote work policies with regards to the conditions of the specific workplace and
employees. Based on our research and that of other authors, we believe that, where possible,
the most advantageous form of work is a hybrid one, which combines benefits from both on-
site and remote work.

Keywords: remote work, remote work benefits, remote work disadvantages, satisfaction with
remote work
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Introduction

The current work environment provides many ways of working, which, especially with the help
of information and technological means, can be performed from places other than employers’
office, or headquarters of the organization. Such form of work is called “remote work”. While
not a new concept, the COVID-19 pandemic significantly expanded the opportunity for people
to work remotely in many countries, moreover, by necessitating a switch to remote work in a
relatively short time. Remote work offers both advantages and disadvantages. Understanding
these is essential for enhancing work efficiency, sustaining high performance, and supporting
employee well-being.

Most common benefits

According to several studies conducted by various authors (e.g. Ingusci et al., 2023; Savic,
2020; Prasad et. al, 2020; Ipsen et al., 2021; Angelici & Profeta, 2020; Vayre et al., 2022)
remote work offers significant benefits, starting with increased professional autonomy, as
teleworkers have greater control over how they perform their tasks. The flexibility of working
from home allows individuals to better manage their schedules, adapting work around
personal needs and responsibilities. Without the distractions of a traditional office, many
teleworkers find it easier to concentrate, which leads to higher efficiency and improved
performance. These conditions often result in increased productivity, as workers can tailor
their environments to optimize focus and output. Overall, remote work supports a healthier
work-life balance, allowing individuals to better integrate their professional duties with their
personal lives.

The most common benefits of remote work include these (e.g. Ingusci et al., 2023; Savic, 2020;
Prasad et. al, 2020; Ipsen et al., 2021; Angelici & Profeta, 2020; Vayre et al., 2022):

e cost savings connected to lower commuting,

e increased job satisfaction,

e higher productivity and flexibility,

e better work-life balance experienced by employees,

¢ higher employee retention rates,

e environmental benefits,

e improved time management,

e women, in particular, report higher productivity, greater satisfaction with their
salaries, and an improved sense of well-being, as remote work allows them to better
manage household and family responsibilities.
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Most common disadvantages

While remote work offers many advantages, it also presents several challenges. Disadvantages
of remote work are also the focus of various research studies (e.g. Ingusci et al., 2023;
Eurofound, 2021; Savic, 2020; Angelici & Profeta, 2020; Vayre et al., 2022; Brunelle & Fortin,
2021). One major issue is the temporal workload, as the boundaries between work and
personal life can blur, leading to an overwhelming sense of responsibility. Setting clear
boundaries between work and home life can be difficult, making it harder to disconnect from
job-related tasks. Additionally, teleworkers may struggle with maintaining strong work-based
relationships, as the lack of in-person interaction can affect their connections with colleagues
and superiors. This can also contribute to a sense of social isolation, reducing one’s feeling of
integration within the broader workplace community.

Based on the aforementioned studies, we identified these most common disadvantages of
remote work (e.g. Ingusci et al., 2023; Eurofound, 2021; Savic, 2020; Angelici & Profeta, 2020;
Vayre et al., 2022; Brunelle & Fortin, 2021):

e social isolation,

e temporal workload due to blurred boundaries between work and personal life,

e “autonomy paradox” — higher autonomy and flexibility lead to an irregular pace of
work,

e change in working hours — as a result of which there is a conflict between work and
personal life, the inability to separate work from private life,

e lack of work engagement and identification with the company’s goals.

Research questions

The aim of this study is to explore the perceptions of remote work among working adults in
Slovakia, with a particular focus on the benefits and negative aspects associated with this mode
of work. Additionally, the study seeks to investigate whether these perceptions are connected
by sociodemographic variables, providing insights into how different groups experience
remote work. Considering the theoretical-practical objectives of our study, we were most
interested in the following two areas:

e How are the benefits and negative aspects of remote work perceived by working adults
in Slovakia?

e Are perceived benefits and disadvantages differentiated by selected sociodemographic
variables?
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Method

Participants

The sample consisted of 2,019 working adults from Slovakia, including 879 men (43.5%), 1,118
women (55.3%), and 22 participants (1.1%) who opted not to disclose their sex. The average
age of participants was 36.6 years, with ages ranging from 18 to 73. In Slovakia, mid-year 2024
population was 5,422,284 inhabitants, of which 2,652,083 (48,9%) were men and 2,769,986
(51,1%) were women. National median age is 41.8; the average of 36.6 fits within the 25—54
age cohort, which comprises about 44.6% of the population (Statistical Office of the Slovak
Republic, n.d.).

Among them, 1,620 individuals (80%) were employees, 369 (18.2%) were entrepreneurs (self-
employed individuals, company owners, joint-stock company owners, or individuals with
various contract types), and 30 (1.5%) fell into the “other” category (a mix of both employment
types, non-profit sector, etc.). By comparison, the overall unemployment rate in 2023 in
Slovakia was ~5.8%, employment levels continuing at similar ranges (Statistical Office of the
Slovak Republic, n.d.).

Regarding living arrangements, 186 participants (16.8%) reported living alone, while 923
(83.2%) lived in households with one or more other individuals, for a total of 1,109 respondents
in this category. Nationally, ~67% of the population aged 15-64 live in multi-person
households; private households with one person represent ~16% (Eurostat, n.d.).

Concerning remote work, participants were asked: “What percentage of your working time do
you work remotely?” Participants worked remotely to varying degrees as visualized in Figure 1.
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Figure 1. Remote work distribution
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Measures

The study utilized the “Remote Work Benefits and Disadvantages” questionnaire (RW-B&D)
by Ingusci et al. (2023) to systematically assess the perceived positive and negative aspects of
remote work. This instrument comprises 14 items, with an equal distribution of 7 items
dedicated to assessing benefits and 7 to assessing disadvantages (for items wording see Figure
2 and Table 2). For the purposes of this research, the original English version was translated
into Slovak language. Responses were collected on a Likert-scale: 1 (not at all), 2 (little), 3
(quite a lot), and 4 (totally). Reliability analysis demonstrated high internal consistency, with
Cronbach’s alpha values of 0.83 for benefits and 0.84 for disadvantages in our research, which
were consistent with the values of the original study (Ingusci et al., 2023).

The study also incorporated sociodemographic variables, including sex, age, number of
children in the household, cohabitation status (living alone or with others), place and
percentage of working time spent remotely and type of employment relationship.

Data collection was conducted from October 2023 to January 2024 through a web-based
survey using a snowball sampling technique. Statistical analyses were carried out using JASP
software, version 0.18.3.

Results

The study explored the extent to which various types of remote work (e.g. working from home
or teleworking) contribute to different outcomes.

Strongest perceived remote work benefits

Figure 2 shows the mean values of responses to the question: “In your experience, to what
extent can different types of remote work (e.g. work from home, telework, etc.) lead to the
following?”. Among the benefits assessed, the “economical and/or time-saving aspect of
reduced commuting” emerged as the most positively perceived advantage, with a mean score
of M = 3.35 (SD = 0.77). This result highlights that remote work significantly alleviates the
burden of travel, providing both financial and time-saving benefits. On the other hand, the
“improvement in relationships with colleagues and/or superiors” received the lowest mean
score of M =1.93 (SD = 0.94). This finding suggests that while remote work is beneficial in
many areas, it may negatively affect workplace relationships, potentially due to limited in-
person interaction.

Other notable benefits included “better coordination of work-family balance” (M =2.98,
SD = 0.89) and the “possibility of independently working or improving concentration and
organization” (M = 3.00, SD = 0.91), indicating that remote work positively impacts personal
autonomy and the ability to manage work-life demands. However, benefits like “increased job
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satisfaction” (M =2.80, SD =0.90) and “better use of available technology” (M = 2.53,
SD = 1.00) were rated moderately, showing room for improvement.

Better possibility to coordinate work-family balance )
and/or to meet family needs in an appropriate way ' 2.98

Economical and/or time saving in travelling 33

Stress reduction and more time available for oneself [ 7o |

Possibility of independently working and/or better )
concentration, organisation/planning of one’s work 3.00

Better relationship with colleagues and/or superiors o3 i

Increased job satisfaction F i

Better use of available technology b 753 i

Note. Mean values of responses to the question: “In your experience, to what extent can different types of remote work (e.g.,
work from home, telework, etc.) lead to the following?”; Answer categories: 1 (not at all), 2 (a little), 3 (quite a lot), and 4
(totally); Error bars indicate standard deviations.

Figure 2. Benefits of remote work

Perceived benefits according to sociodemographic variables

The analysis revealed a significant positive relationship between the percentage of time spent
working remotely and benefits, r = .29, p <.001. This indicates that a higher percentage of
working from home is associated with greater perceived benefits (see also Table 1).

Regarding perceived benefits of remote work, men scored somewhat lower than women (Men:
M = 2.75, Mdn = 2.86, SD = 0.64; Women: M = 2.83, Mdn = 2.86, SD = 0.64). Respondents
who preferred not to disclose their sex reported a mean score of M = 2.71, Mdn = 2.71, with a
standard deviation of SD = 0.46. An ANOVA showed very small, practically non existing,
statistically significant difference in perceived remote work benefits between gender groups
(men, women, other), F(2, 2016) = 3.59, p = .028, effect size N2 = .004.

Participants in the study were categorized based on their living arrangements (cohabitation)
to assess differences in their perceptions. Individuals living alone reported a mean score of
M = 2.85 (SD = 0.58), while those living with others (e.g. roommates, family, or partners)
reported a slightly lower mean score of M =2.81 (SD = 0.65). This suggests a minimal
difference in the evaluated aspect between the two groups, with individuals living alone
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perceiving the measured variable slightly more positively on average. An independent samples
t-test did not reveal significant differences in perceived remote work benefits ratings based on
cohabitation status (living alone and living with others), t(1107) = 0.84, p = .40. The effect size
was very small, d = 0.07, indicating that perceived benefits were practically equivalent across
the two groups. Although Levene’s test indicated unequal variances, the variance-corrected
results remained non-significant.

The analysis examined the perceptions of individuals based on their type of employment,
categorizing participants as employees, entrepreneurs, or those in other forms of work (mostly
working in both forms, and other alternative forms of employment). Employees reported a
mean score of M = 2.79 (SD = 0.64), while entrepreneurs had a slightly higher mean score of
M =281 (SD = 0.68). Participants categorized under “other” reported a mean score of
M =2.78 (SD = 0.57). A one-way ANOVA showed no significant effect of employment type on
perceived remote work benefits, F(2,2016) = 0.09, p =.92, 12 <.001. This indicates that
perceived benefits were practically identical across employees, entrepreneurs, and participants
in other work arrangements. This suggests that the type of employment has a minimal
connection to perceived benefits.

Table 1. Perceived benefits and percentage working from home

Percentage of working remotely from total working time M SD
0-5% 2.42 0.65
5-10% 2.44 0.68
10-20% 2.54 0.64
20-30% 2.77 0.65
30-40% 2.80 0.60
40-50% 2.85 0.63
50-60% 2.86 0.58
60-70% 2.04 0.58
70-80% 2.01 0.58
80-90% 2.89 0.55
90-100% 3.01 0.60
100% 3.07 0.57

Strongest perceived disadvantages

The analysis examines the challenges associated with remote work, focusing on various
negative impacts. Participants evaluated these challenges on a scale from 1 (not at all) to 4
(totally), with corresponding means and standard deviations (cf. Figure 3).

The most frequently reported challenge was the “loss of a sense of belonging to one’s office,
along with isolation and reduced socialization with colleagues”, which received the highest
mean score of M =2.56 (SD = 0.98). This result underscores that the lack of face-to-face
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interactions in remote work settings significantly impacts employees’ connection to their
workplace and peers.

On the other hand, the least impactful challenge was the “perception of being subjected to
stricter controls and/or negative perceptions by colleagues or superiors”, which received the
lowest mean score of M =1.82 (SD=0.88). This suggests that concerns regarding
micromanagement or judgment from colleagues and superiors are relatively less prominent
among the challenges of remote work.

Other notable challenges included “difficulty in accessing office tools/documents and
obtaining information from colleagues in the office” (M =2.37, SD = 0.96) and “reduced
visibility toward superiors and/or recognition of one’s work” (M = 2.33, SD = 0.94), indicating
that logistical and recognition-related barriers are moderate but persistent issues.
Additionally, “difficulty in concentrating due to domestic distractions or technology”
(M =2.24, SD=1.02) and “less access to professional training or career progression
opportunities” (M = 2.01, SD = 0.92) were also noted, though they had lower mean scores.

Interestingly, “difficulty in planning work or excessive rigidity in working time” (M = 1.84,
SD = 0.89) emerged as a relatively minor concern, comparable in magnitude to stricter
controls.

1 2 3 4
Loss of sense of belonging to one’s office, isolation ) ,
and lack of socialisation with colleagues ' 2.56 '
Reduced visibility towards superiors and/or ) )
recognition of own work ' 2.33 '
Difficulty in accessing tools/documents in the |
office/office and obtaining information from colleagues F YT i
who work in the office .
Difficulty in planning work and/or excessive rigidity in ,
working time 1.84 '
Less access to professional training and/or career |
progression, perception of less protection and/or less | 7o i
access to information on work decisions 8
Perception of being subjected to stricter controls )
and/or negative perception by colleagues or superior 1.82 '
Difficulty in concentrating due to domestic distractions ) )
and/or technology used ' 2.24 '

Note. Mean values of responses to the question: “In your experience, to what extent can different types of remote work (e.g.,
work from home, telework, etc.) lead to the following?”; Answer categories: 1 (not at all), 2 (a little), 3 (quite a lot), and 4
(totally); Error bars indicate standard deviations.

Figure 3. Disadvantages of remote work
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Perceived disadvantages according to sociodemographic variables

The relationship with the disadvantages of remote work shows a negative correlation,
r =-0.23, p < .001, which is statistically significant. This indicates that as the percentage of
time spent working remotely increases, the perceived disadvantages of remote work tend to
become less pronounced (cf. Table 3).

Table 3. Perceived disadvantages and percentage working from home

Percentage of working remotely from total working time M SD
0-5% 2.58 0.68
5-10% 2.38 0.68
10-20% 2.37 0.65
20-30% 2.28 0.63
30-40% 2.24 0.57
40-50% 2,12 0.66
50-60% 2.17 0.72
60-70% 1.93 0.61
70-80% 2.12 0.67
80-90% 1.96 0.61
90-100% 1.93 0.62
100% 2.02 0.67

The analysis explored the perceived disadvantages of remote work based on participants’
gender. Men reported a mean score of M = 2.14 (SD = 0.65), while women had a similar mean
score of M = 2.12 (SD = 0.69). Participants who preferred not to disclose their gender reported
a slightly higher mean score of M = 2.33 (SD = 0.50). A one-way ANOVA indicated that there
was no significant difference in perceived remote work disadvantages between groups (men,
women, other), F(2, 1107) = 1.92, p = .15, N2 = .002.

The analysis examined perceived disadvantages of remote work based on participants’ living
arrangements. Individuals living alone reported a mean score of M = 2.18 (SD = 0.65), while
those living with others (e.g. family, roommates, or partners) had a slightly lower mean score
of M = 2.15 (SD = 0.70). This suggests minimal differences in perceptions of disadvantages
between the two groups. An independent-samples t-test showed no significant difference in
perceived remote work disadvantages between participants living alone and participants
cohabitating with other persons, t(1107) = 0.26, p = .53, Cohen’s d = 0.05.

According to type of working contract, employees reported a mean score of M = 2.15
(SD = 0.67), while entrepreneurs had a slightly higher mean score of M = 2.21 (SD = 0.67).
Participants categorized as “other” reported the highest mean score of M = 2.46 (SD = 0.69).
A one-way ANOVA revealed a statistically significant effect of employment type (employees,
entrepreneurs, and participants in other work arrangements) on perceived remote work
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disadvantages, F(2, 2016) = 3.80, p = .023, N2 = .004. Although significant, the effect size was
very small, indicating only minimal practical differences between the employment groups. This
indicates that perceptions of disadvantages are slightly associated with the type of
employment.

Discussion

Based on our analyses, different sociodemographic parameters differentiate the perception of
benefits and disadvantages to a different extent. Sex, age and cohabitation little or not at all
and the rate of remote work moderate.

As in the study by Savic (2020), also in our research, the most strongly perceived benefit was
the economic and time savings associated with remote work compared to commuting to the
workplace. The most strongly perceived disadvantage was the “decrease in social contacts” and
“the loss of a sense of belonging within their work”, similar to the studies by authors Savic
(2020) and Angelici and Profeta (2020). In conclusion, while remote work offers substantial
advantages in saving time and supporting personal autonomy, fostering interpersonal
relationships in a virtual environment may require further attention.

According to disadvantages, while the loss of social connection and sense of belonging poses
the most significant challenge in remote work, perceptions of stricter control are reported as
the least concerning. These findings highlight the critical need to address workplace
socialization and connection in remote work environments.

Based on our analyses in the context of sociodemographic variables, it can be concluded that
the perceived benefits and disadvantages of remote work are universal, little related to sex, age
and other variables, such as cohabitation or the number of children in the household.

Practical and theoretical implications

We believe that there is a strong need to investigate remote work benefits and disadvantages
because of their practical value in managing work performance and promoting employee
wellbeing. This research enriches the understanding of remote work dynamics. It highlights
the importance of tailoring remote work practices to the specific employees and their unique
needs within each organization. We believe that employers should formulate internal remote
work policies with regards to the conditions of the specific workplace and employees. Based on
the findings from our study, as well as studies by other authors mentioned in the introduction,
we believe that a hybrid work model could be identified as the ideal approach, as it enables
organizations to maximize the advantages of remote work while minimizing its drawbacks.


https://doi.org/10.21825/ewopinpractice.93128

Limitations

Of course, we are aware of several limitations of our study. The research sample of the study,
consisting of workers from various sectors and organizations, may not fully reflect the specifics
of individual organizations, job types, or specific working conditions. As a result, their
specificities may not be taken into account. Additionally, the selected questionnaire method of
measurement may not capture all the real benefits and disadvantages perceived by the
respondents regarding remote work.

Future research intentions
As for future research plans, we intent on analysing the relationships between variables such

as resistance to change, work engagement, work wellbeing and work satisfaction during remote
work in the same sample.
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