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Abstract

Before and after the pandemic COVID-19 and with the expansion of high-speed internet

during  the  recent  decades,  a  growing  number  of  people  are  working  from  home,

teleworking. Yet there is no consensus on how working from home affects workers’

satisfaction in the literature. Using data from 2020 and 2021 this paper examines the

satisfaction of those people who are more or less hostile to teleworking. Apart from the

general positive perception of telework and the contribution it has made to work-life

balance, time management and the reduction of commuting, there are also many who

feel lonelier than before and there is a perception that it is more difficult to disconnect

from  work  while  working  from  home.  Although  the  positive  not  be  ignored,

teleworking seems does not favour the better educated or the self-employed, who have

lower levels of satisfaction in relation to the other variables. In fact, the self-employed

are less satisfied overall. Therefore, companies and the public sector must make every

effort to enhance these synergies, support training programmes and ensure work-life

balance for teleworkers. Further lines of research should be taken into account in order

to obtain a more clear and multydisciplinary analysis of telework.

 

Keywords: Working at home, Telework, Consumers, Survey data, Econometric models.
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1. Introduction

The Covid-19 pandemic has stimulated the digitisation of society and the connectivity

of citizens in general (OECD, 2020). Businesses have also made great efforts to bring as

much activity as possible to the online environment. This transition has also influenced

workers who have seen how, due to Covid-19, they have had to work at home. But, in

Spain,  it  has also meant  a modernisation of the working environment  and a way of

preserving jobs by creating new legislation around it in terms of labour rights. 

Telework is not only a logical response to job losses; it is also a form of innovation in

the workplace, responding to a need and reducing costs. Telework is much more that a

logical response to job losses, it is innovation and plays a fundamental role in the lives

of citizens and businesses (Acs et al., 1990). If people are happy with innovation, they

are more likely to adopt it and have higher job satisfaction. As Fonseca et al. (2019)

explain,  well-trained human capital  is  vital  in  the innovation  process,  depending on

other  factors  such  as  remuneration  and  creativity.  For  the  firm,  innovation  fosters

efficiency. 

Our study aims to analyse teleworkers' perceptions of this innovation, whether positive

or negative. We consider the factors that lead them to each opinion, such as flexibility,

comfort or concentration among the positive ones, and lack of personal contact, lack of

means or saturation among the negative ones. We will then analyse the study between

the socio-demographic situations of each individual and their jobs. 

We will also focus on the perception of individuals as to whether or not they consider it

to be positive for companies and family reconciliation. We will observe their positive or

negative inclination towards all areas considering only this form of innovation. 

This study will analyse the resistance or acceptance of this innovation in the way of

working and analyse whether it would be positive according to workers if it were to be

maintained  in  the  future.  To  make  this  assumption  a  reality,  an  evaluation  of  the

professionals 2 years after the implementation of this measure will be reflected in order

to  analyse  its  effectiveness  and  the  well-being  it  has  brought  about.  Knowing  the

assessment of those affected, the possible aid or policies that could be suggested from

different  areas of society,  whether  public  administrations,  companies,  universities  or

consumer associations, will be discussed.
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The following chapter of the paper presents the main theoretical background on which

we formulated research hypotheses. Then we outline the research design and describe

the data and data analysis methods used in our study. Next, we present the study results

and relate them to the stated hypothesis. The last section discusses the results, putting

them in the context of related work, and concludes the paper by outlining limitations,

future research directions, and practical implications of our research.

2. Literature review.

At the beginning of 2020 nobody could imagine what was going to happen just a few 

months later, the worldwide public health crisis called COVID-19. In the absence of 

knowledge of adequate treatment or a vaccine, most countries quickly enforced self-

isolation measures to stop the spread of the disease and release over-burdened health 

systems. 

The Spanish Government declared a state of alert and a 14-day nationwide lockdown on

March 16th, which was extended four times and ended on the 20th of June 2020 (RDL 

463/2020, March 14th). 

The concept of “teleworking” or “telecommuting” has been around to establish more 

flexibility in organizations (Haddon & Lewis,1994). There is no universal agreement for

the definition of Telework, but it is generally described to work “away from the office” 

by means of electronic connections, (Alizadeh, 2013). Malik et al. (2016) argue that this

implies that employees can work not only from home but also from any other places 

that are not the normal office of the company (for example, a satellite office or an 

external location). This is the reason why some authors defined telework as smart 

working, regarded as an evolution of teleworking, emphasizing the potentially positive 

effects that this new modality is expected to bring about, for both companies and people

(Kim et al.,2017). 

During the pandemic time telework was adopted in organizations as a temporary 

working measure to ensure the continuity of private businesses and public 

administration services (Amankwah-Amoah et al., 2020; Anker, 2021; Bhumika, 2020; 

Palumbo, 2020; Tavares et al., 2020). Important conclusions for the case of Spain show 
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that satisfactory telework predicted higher levels of subjective well-being and self-

reported performance over time (Blahopoulou et al., 2022).

According to estimates by the International Labor Organization (ILO, 2020), half of the 

workforce in high-income regions of the world, like North America and Western 

Europe, has been able to work from home throughout the pandemic. In Europe, 37% of 

the total workers began to telework in response to the spread of COVID-19 (Eurofound,

2020).

Telework as innovation.

Telework is not only a logical response to lockdown restrictions, traditionally it has 

been considered a form of innovation in the workplace, responding to a need, and 

reducing costs. Telework is innovation and a commitment to the adaptability of 

companies to a new situation (Mayo, 2009; Belzunegui et al., 2014). Innovation plays a 

fundamental role in the lives of citizens and businesses and is essential for their 

performance and survival (Cefis and Marili, 2006). Gijon et al., (2021) found for the 

Spanish’s case that people have a better perception of innovation if they are training in 

innovation or have good Information and Communication Technology skills. Among 

the main results, there is evidence of a gender gap in the perception of innovation, as 

well as differences according to digital skills.

Innovation is also essential for users, and how we perceive it depends on its success and

adaptation (Grimm et al., 2020). King et al. (2019) points out that innovation is a big 

part of our social network's perception and facilitates its proper development.

Jensen et al. (2017) find a relationship between innovativeness and job-related 

satisfaction. If people are happy with innovation, they are more likely to adopt it and 

have higher job satisfaction. As Fonseca et al. (2019) explain, well-trained human 

capital is vital in the innovation process, depending on other factors such as 

remuneration and creativity. For the firm, innovation fosters efficiency.

Telework and perceptions.

Earlier studies on teleworking during COVID-19 show that there is a gender gap in the 

adoption of teleworking adoption (Lyttelton et al., 2020). The authors explored the 

4



gender disparity in the context of working from home using data of 784 parents in the 

USA. They found that mothers implementing Telework declared more anxiety and 

loneliness with depressed feelings in comparison to fathers implementing Telework. 

This would stem from the fact that telecommuting mothers take on heavier family 

responsibilities with more time spent on housework and childcare than telecommuting 

fathers. Such results would support a difference in the ways male and female 

teleworkers perceive it during the pandemic. In turn, the different perceptions may 

cause the gender-based difference in preferring to adopt telework post-COVID-19. 

(Lyttelton et al., 2020).

Thousands of employees and managers started to work from home (telework) during the

pandemic, an uncertain situation (Kirchner et al., 2021). These Employees were facing 

two big challenges. The first challenge was handling emotional suffering because of 

infection fear, job insecurity, dismissal menace, financial problems, and the multiple 

effects of the crisis that threatened their well-being. The second challenge was to rapidly

adjust to a new work environment and work demands in a matter of days (in Spain, it 

was mostly three days, from a Friday at work to Monday with telework) without any 

preparation, planning, or training time, sourcing from the IT equipment available at 

home, struggling between work and family demands, and trying to maintain high work 

performance. (Blahopoulou et al.,2022).

The effects of telework on employees´ well-being are not conclusive or contradictory 

before and after COVID-19 (O´Neil et al., 2009; Joice et al., 2010; Anderson et al. 

2015), some researchers emphasize the benefits of telework (Gajendran and Harrison 

2007 and Giménez-Nadal el al., 2019) but in the first case, did not find in their meta-

analysis of 38 investigations a positive effect on worker performance, and in the second,

also with a contradictory relation between telework and performance, the homeworking 

benefits are limited and higher on male teleworkers than commuters in general. Song 

and Gao, 2020 with a similar study by Giménez-Nadal et al., 2019 and with the same 

database found that in general working at home has a negative effect on Subjective 

well-being (measured by happiness, pain, sadness, stress, tiredness, and 

meaningfulness). During the COVID-19 lockdown and in the case of Spain 

(Blahopoulou et al.,2022) found a positive direct effect in telework satisfaction on both 

subjective well-being and self-reported performance.
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Telework and Inequality.

Teleworking from home combines the logic and structure of the traditional office with

that  of  the private  familial  space  of  the individual.  As such,  it  has  the potential  to

reproduce gender and socioeconomic inequalities from the private sphere of the worker

to her professional space and career (Chung and Van der Horst, 2018). Several studies

have shown that the COVID-19 lockdown produces an important negative impact on

female workers’ employment and on their working hours (Adams-Prassl et al. 2022;

Collins et al. 2021; Kristal and Yaish 2020), suggesting a wider gender gap in earnings.

Apart from the gender inequality in employment and earnings, Cui et al. (2022) find

that the COVID-19 disaster also leads to gender inequality  in research productivity,

telework  can  enhance  workers’  performance  but  depends  on  digital  infrastructure

(Dettling 2017).
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3. Data and Methodology.

In  order  to  carry  out  studies  to  analyse  the  position  of  individuals  with  regard  to

telework, as well as to estimate their satisfaction, it is important to define the available

data and the appropriate methodology for estimation.

Data

The data  intended  to  be  used  for  the  research  come from the  National  Institute  of

Statistics,  specifically  from the  Survey  on  Equipment  and  Use  of  Information  and

Communication Technologies in Households, for the years 2021 and 2022. The sample

available for 2021 consists of 14839 observations (INE, 2021) and for 2022, of 15027

(INE,  2022).  This  survey  is  conducted  annually  and  collects  information  on  ICT

equipment  in  Spanish  households,  as  well  as  information  on Spaniards'  use of  new

technologies and the Internet. The survey is addressed to anyone over 10 years of age,

focusing on individuals aged 16 to 74. The samples are representative of the Spanish

population in terms of age, place of residence and sex.  

Explain the variables to be used in this  study and how they are coded, for a better

understanding of the subsequent study. The following table summarises and explains

the explanatory and dependent variables used.

Variable Values

MALE Male Male = 1, otherwise = 0

AGE Age Age of all individuals

AGE2 Age² Age of all individuals squared

INCO Income Between 0 and 900 = 450, between 900 and 1600 = 1050,
between 1600 and 2500 = 2500, between 2500 and 3000 = 2650

and above 3000 = 4000. 

FORM Formation No studies = 1, Primary studies = 2, Secondary studies = 3,
Post-Secondary= 4, Professional Formation = 5, Degree = 6,

Masters = 7, PhD = 1,

TW Tic-Worker Tic worker = 1, otherwise = 0

ETR e-Trust Low trust = 1, Medium trust = 2, 
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High trust = 3

SEMP Selfemployed Selfemployed = 1, otherwise = 0

STW Satisfaction with
Telework

Satisfaction with Telework = 1 - 10

Tabla 1. Variables of Interest

Before  commenting  on  the  variables  explained  in  table  1,  we  will  also  explain  their  main

statistics,  represented  in  table  2.  By  main  statistics  we  mean,  mean,  standard  deviation,

minimum and maximum values of the variable.

Variable Obs Mean    Std. Dev.      Min Max

STW 1,030 8.115534 1.779172 0 10

MALE 15,027 0.4523857 0.4977443 0 1

AGE 15,027 54.9264 18.3764 16 101

AGE2 15,027 3354.579 2023.362 256 10201

FORM 13,867 3.577486 2.113256 1 8

ETR 12,279 0.5925564 0.4913786 0 1

TW 6,526 0.0372357 0.1893533 0 1

SEMP 15,027 0.0294137 0.1689688 0 1

Table 2. Descriptive stats

Looking at tables 1 and 2,  we understand that most  of the variables used are dichotomous,

taking the unit value if the attribute in question is present in the individual and zero otherwise.

These attributes would be the gender variable with a unit value if the respondent is male, the

"self-employed variable", "e-confidence" and "ICT worker". 

The remaining explanatory variables are either continuous, such as age, or of a wider response

range, such as educational level. The dependent variable, satisfaction with telework, is a likert

scale ranging from 0 to 10 and its mean is 8, indicating that the average satisfaction is quite

high. 
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Once the variables  are  known,  it  will  be  interesting to  know the relationships  between the

variables, for this purpose the correlation matrix, table 3, will be used. The correlation matrix

for the year 2021 will be attached, this and the table for the following year are very similar, it is

only important to consider that the relationship between the gender variable and the dependent

variable changes sign from one year to another, indicating a change in the relationship.

STW MALE AGE AGE2 FORM ETR TW SEMP

STW 1.0000

MALE -0.0703 1.0000

AGE -0.0978 0.0524 1.0000

AGE2 -0.1064 0.0587 0.9889 1.0000

FORM -0.0677 0.0073 -0.0656 -0.0757 1.0000

ETR 0.0636 0.0744 0.0050 -0.0025 0.0494 1.0000

TW 0.1270 0.2430 -0.1184 -0.1200 -0.0744 0.0295 1.0000

SEMP -0.0814 0.0917 0.0575 0.0520 -0.1045 -0.0078 -0.0444 1.0000

Table 3. Correlation stats.

The  correlation  matrix,  Table  3,  shows  that  the  only  variables  of  the  proposed  variables

positively related  to  the  dependent  variable  would be  the variables  related  to  ICT use,  "e-

confidence" and "ICT worker", the rest are all negatively related, both the socio-demographic

variable  and  the  employment  variable  "Self-employed".  The  negative  relationship  between

being male and the telework satisfaction variable indicates that  the people who most  enjoy

teleworking are women. In addition to the orientation of the relationships of the dependent

variable  and the explanations,  it  is  important  to note  that  the relationship of the  dependent

variable does not  exceed 0.7, so there is  no multicollinearity,  avoiding problems during the

estimation.

Methodology

In order to carry out a complete study of satisfaction in the work environment, a descriptive

analysis of the dependent variable "satisfaction with telework" was carried out, comparing the
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frequencies  of  satisfaction  levels  year  by  year  and distributing  them according  to  different

socio-demographic explanatory variables. In this way, profiles of individuals who are more or

less satisfied with telework can be drawn up. 

After  describing  the  individuals  who  are  more  or  less  satisfied  with  telework,  as  well  as

describing the variable as a whole. We will focus on describing the variables of advantages and

disadvantages,  studying  their  frequencies  and their  relationship  with  a  possible  gender  gap

proposed in the literature review. 

With this descriptive work done and a clear idea of the functioning of the dependent variable,

we will proceed to an estimation of the dependent variable "satisfaction with telework" on the

rest of the explanatory variables. 

This estimation will be carried out using the OLS (Ordinary Least Squares) model to model

consumer satisfaction because, although there is controversy about the suitability of this model

when the dependent variable is ordinal, it seems necessary to use ordered probability models

(such as logit or probit), it was considered appropriate since the satisfaction index used in the

study takes integer values between 0 and 10. Ordered probability models are usually consistent

in sign and level of significance with those obtained using OLS for response amplitudes such as

the one presented here (Peel et al., 1998). Considering what is proposed in this paper.

Summing up, OLS regression is a statistical technique used to estimate the relationship

between a dependent variable and one or more independent variables, allowing for a

simple interpretation of the results (Wooldridge, 2015). In addition, OLS regressions

use heteroskedasticity-consistent covariance matrix estimates (Eicker-White) to correct

for possible heteroskedasticity in the data (Eicker, 1967). 
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4. Results.

In the results section, the results obtained after applying the methodologies explained in

the previous section will be studied and discussed. It will be divided into three sub-

sections: descriptive analysis  of satisfaction with telework,  estimation of satisfaction

with  telework  and  study  on  the  perception  of  the  advantages  and  disadvantages  of

telework.

Descriptive analysis of satisfaction with teleworking

The satisfaction measured in the survey from unity value, very negative experience, to

ten  value,  pleasantly  positive  experience,  has  been  grouped  into  5  groups  to  be

represented in a more attractive way. Group 1. Very dissatisfied, Group 2. Dissatisfied,

Group 3. Very dissatisfied, Group 3. Dissatisfied, Group 3. Neutral, Group 4. Satisfied,

Group 5. Very satisfied. With this grouping, the opinion of Spanish individuals towards

teleworking in 2021 and 2022 can be seen more quickly in Figure 1.

Figure 1. Satisfaction with telework.

Spanish society, or in particular people who have had access to a telework option in

their jobs, are generally satisfied with this way of working. They are generally more

satisfied in 2022 than in 2021. In 2022, people who say they are "very satisfied" with

teleworking  exceed  50% of  the  population,  and  the  blocks  of  individuals  who  are

dissatisfied or neutral towards teleworking are reduced. 

Therefore, there is most people who support this form of employment. What we do not

know are the characteristics of the individuals who are very satisfied or dissatisfied.

Figure 2 below looks at  the distribution of individuals'  satisfaction with telework in

2021.
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Figure 2. Satisfaction with telework by 
sociodemographic variables in 2021. 

The distribution of satisfaction levels of Spanish citizens according to their degree of

satisfaction with telework reflects the characteristics of individuals who are more or less

satisfied. 

Firstly,  it  can be interpreted that the distribution by educational  level  is similar  and

upwards. The same proportion of each educational level is found in each satisfaction

stratum, so education would not characterise the profile of the satisfied or dissatisfied

person. Income levels, on the other hand, provide more interesting data: people with

lower-middle incomes are the most dissatisfied in absolute terms. However, this group

will also be the most satisfied with their jobs in 2021. Upper middle income people

dominate the 'satisfied' category, but it is the only one with more 'satisfied' than 'very

satisfied'.

Finally, the two dimensions with the most striking results are age and gender. Firstly,

people aged 35-55 are the most satisfied with telework, with the steepest jump from

'neutral' to 'satisfied', while young people are the least satisfied, with 'very satisfied'. In
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terms of gender, women are the group most satisfied with telework, the Spanish data

refuting the thesis that they are the main victims of the increase in double working hours

and stress expressed in the literature.

Figure 3.  Satisfaction with telework by 
sociodemographic variables in 2022.

However,  in  2022,  as  Figure  3  shows,  there  is  little  to  say  about  the  relationship

between education and job satisfaction, it's the same than the prior year and it will be

better analysed in the model. 

Firstly, of those people still teleworking in 2022, it highlights the predominance of the

more affluent as not only the most satisfied but also the predominant group, so that

teleworking may gradually become only an option for people in well-paid jobs to the

detriment of those in lower-paid jobs, many of whom have already returned to face-to-

face work. It also highlights that in 2022 the most satisfied people will be older people

aged 55-75, who have increased their overall satisfaction to the detriment of younger

people, many of whom are no longer teleworking. 
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Finally, the gender perspective on the satisfaction measure in 2022 shows that men are

now the most satisfied overall,  in contrast to women who were the most satisfied in

2021, with women now leading both the dissatisfied and the very dissatisfied. 

The conclusions that can be drawn from the comparison of the two years would be that

of a change in trend due to a shift in the subjects of teleworking, from a more cross-

population activity in 2021, with women and adults aged 35-55 leading the satisfaction

lists, to a practice of older, high-income, male individuals in 2022, who in turn become

the archetype of the most satisfied. 

Estimating the satisfaction with teleworking

After  analysing  the  subgroup  of  teleworkers  as  indicated  in  the  methodology  and

rejecting the ordered decision, logit and probit models because the satisfaction score

ranges between 0 and 10, an OLS analysis of the dependent variable is carried out for

the years 2021 and 2022. The results are presented in Table 4.

Satisfaction with
Telework - 2021

Satisfaction with
Telework - 2022

Male -0.327***

(0.033)

-

Age 0.059*

(0.033)

-

Age² -0.008**

(0.00003)

-

Formation -0.086***

(0.032)

-0.063**

(0.036)

e-Trust 0.271**

(0.132)

0.315*

(0.171)

Tic Worker 0.616***

(0.129)

0.612***

(0.126)

Selfemployed -0.577**

(0.291)

-0.470*

(0.251)
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Const 7.570***

(0.743)

8.351***

(0.247)

n 1030 861

Prob > F 0.00 0.00

R-squared 0.05 0.034

Tabla 4. Linear Regression of Satisfaction with Teleworking

The results provide interesting insights into the population of teleworkers in both years.

Firstly, as already observed in the descriptive analysis of the dependent variable, the

population of teleworkers decreases from one year to the other due to the return to face-

to-face work, from 1030 to 861 persons. 

The joint significance of the model, the F statistic, indicates that the set of explanatory

variables together explain the dependent variable well, but the R2 is very low, which

means that they do not explain much of the variability of the dependent variable, which

is also observed in its constant, which is very significant and close to the mean. 

As far as the analysis of the explanatory variables from one period to the next shows,

the variables age and sex are no longer significant. In fact, according to the correlation

matrix  for  the  year  2022,  gender  would  be  positively  related  to  satisfaction  with

telework, changing the prior tendency, from women being more satisfied with telework

than men in 2021, to male being more prone to telework in 2022. 

In 2021, age can be interpreted as a positive and significant influence on satisfaction

with  telework,  with  older  people  being  more  satisfied  with  telework  than  younger

people. On the other hand, the other significant socio-demographic variables,  gender

and education level, would have a negative relationship. This means that women and

people with a lower level of education are more satisfied with telework. 

The relationship of the education variable is maintained and remains significant in the

year 2022, it  remains  negative,  the higher the education the greater  the rejection of

telework, this is surprising because, as observed in the year 2022, the profile of high-

income  levels  predominates,  this  means  that  even  with  the  predominance  of  this

subgroup, the higher the level of education the lower the interest in telework. 
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As can be seen from the data, variables related to ICT use and employment have been

included.  These  are  significant  in  both  periods  and  maintain  the  direction  of  their

influence  in  the  estimation.  The  variable  "  e-trust  "  has  a  positive  and  significant

relationship with job satisfaction. The same is true for the variable 'ICT worker', which

is simply a person who uses ICT at work and who is more likely to be satisfied with

working from home. Thus, being proficient in the use of telecommunications is positive

for being satisfied with teleworking. 

This relationship cannot be extrapolated to the self-employed, who are very dissatisfied

with teleworking, due to the high significance and coefficient of their variable. 

The model therefore shows an age and gender gap, the latter in favour of women in

2021, a negative relationship between the individual's education and satisfaction, which

is repeated when the individual is not an employee but self-employed, and a positive

relationship  between  having  digital  skills  and  perceiving  certain  advantages  in

teleworking. This confirms much of what was seen in the descriptive analysis but opens

up another perspective when we talk about finding positive and negative points. What

are the perceived advantages  and disadvantages  of  teleworking?  Do people  observe

them?

Study on the perceived advantages and disadvantages of telework.

In the 2021 survey the INE asks about the advantages and disadvantages of teleworking,

in this block it will be interpreted whether individuals also perceive them as advantages

and disadvantages,  which ones are clearer  and how they relate  to the gender of the

individual, this is done given the gender gap found in this year's estimation. Next, Table

5 will reflect the advantages coded by the INE (INE, 2021) and, if individuals perceive

them in the same way, Table 6 will do the same with the disadvantages.

Time 
management

Conciliation Time 
savings

Travel 
savings

Comfort Better use 
of time

Not an 
advantage

11.75 12.00 32.46 5.68 22.02 12.84

Advantage 88.25 88.00 67.54 94.32 77.98 87.16

Table 5. Percentage of people who observe these advantages.

16



Figure 4. Perception of advantages by 
gender

The first two opinions are not gender-specific, as the answers are gender-neutral and

equally distributed: both think that they now make better use of their time and are better

able  to reconcile  work and family life.  However,  women consider themselves  to  be

more productive in this situation than men.
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Focusing on the negative answers, women also think that they save less time. Men, on

the other hand, stress that teleworking is more convenient for them and that it  helps

them save on commuting. 

In general, the opinions are very similar, but here attention is drawn to the values that

make the  indications  focus  on one  side  or  the  other.  Now, it’s  time  to  turn to  the

analysis of the disadvantages to see if the consensus on the advantages holds.

Bad 
organization

Work 
overload

No 
desconecti
on

Lack of 
human 
contact

Lack of 
resources

Discomfort

Not an 
disadvantage

69.89 52.87 37.18 16.36 67.46 75.00

Disadvantage 31.11 47.13 62.82 83.64 32.54 25.00

Table 6. Percentage of people who observe these disadvantages.

Contrary to the results in Table 5, Table 6 shows that there is no consensus on the

disadvantages proposed by INE. 

The only disadvantages proposed as such by INE that resonate with Spanish citizens are

"lack  of  human  contact"  and  "no  separation",  which  means  that  they  feel  that

teleworking does not prevent them from working and that it  is more lonely.  This is

complemented by a balanced view of "work overload", with half of the respondents

feeling that they work more than before when teleworking. 

The other key finding, before moving on to the gender study, is that individuals feel that

they are better organised, more comfortable (75% of respondents) and have the same

resources as before. Therefore, individuals deny that these are disadvantages, which is

logical as they correspond to the advantages mentioned above.
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Figure 5. Perception of disadvantages by 
gender.

Figure 5 maintains what was seen in Figure 4, there is a general consensus on what is an

advantage  and  what  is  a  disadvantage  regardless  of  the  gender  of  the  individual,

although there are some details to comment on. 

If one looks closely at all the tables in Figure 5, the perceived disadvantages are in the

same proportion according to gender, with men and women similarly considering that
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they suffer from a lack of humane treatment and that they cannot switch off from their

work. In addition, they almost equally affirm and deny that they now work longer hours

than before. This equal distribution coincides with the feeling of comfort and of having

the same resources at their disposal; they all feel in the same way that they are more

comfortable than before and that they have the necessary resources to be able to work.

The only clear difference between the sexes is in time management, with women clearly

stating that they now have more control over their working time and therefore work-life

balance, in line with Figure 4.
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5. Conclusions 

From the results obtained it is possible to make an analysis of those people who are

more or less hostile to teleworking. Although it is clear that there is a generally positive

perception  of  telework  and  the  contribution  it  has  made  to  work-life  balance,  time

management and the reduction of commuting, there are also many who feel lonelier

than before and there is a perception that it is more difficult to disconnect from work

while working from home. 

Although the positive views are overwhelmingly positive in both years and the negative

views are negligible, they should not be ignored. This paper has never sought to deny

the positive aspects of telework but has tried to explain who are the groups who benefit

most  from telework  and  how  those  who  do  not  like  telework  or  who,  given  their

negative  views,  may  at  some  point  become  averse  to  it.  Therefore,  policies  are

proposed, mainly from the private and public sectors, to support the existing positive

opinion on telework, to ensure work-life balance and accessibility for those who use this

form of employment. 

From the descriptive analysis of satisfaction and the linear regression model, it can be

confirm that, at least in 2021, there is a clear gender difference when it comes to the

positive evaluation of work, with women being more comfortable with this modality

than men, according to the advantages that they say they are better able to reconcile and

are more productive. However, this positive influence disappears by 2022. Gender does

not seem to influence this satisfaction and in fact seems to be more related to the male

gender, although it is not more significant, a change in trend can be understood. 

It  also  appears  that  teleworking  does  not  favour  the  better  educated  or  the  self-

employed, who have lower levels of satisfaction in relation to the other variables. In

fact, the self-employed are less satisfied overall. This is not consistent with the variables

relating  to  ICT use,  e-trust,  and the ICT-using employee,  with those who are more

digitally literate benefiting more from teleworking. 

Therefore, companies and the public sector must make every effort to enhance these

synergies, support training programmes and ensure work-life balance for teleworkers.

This  will  encourage  this  way  of  working,  which  is  widely  accepted  and  seen  as

productive by the majority. Companies will have to ensure that users have sufficient
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resources to develop their activities properly, and that they have a mix of options so that

they do not feel cut off from human contact. 

However,  it  is  clear  that  this  work  has  not  covered  all  possible  options  and

demonstrations, and future lines of research in this area should be considered. Firstly,

the clear comparison between the probit and ordered logit models and OLS to make

clear that the use of OLS is appropriate. The use of a survey of teleworkers to maintain

the  issues  of  advantages  and  disadvantages  over  time.  And,  to  ensure  the

implementation  of  the  measures,  a  business  perspective  analysis  to  analyse  the

advantages  and  disadvantages  of  teleworking,  combine  them  with  those  of  the

employees and reach the best possible agreement for all.
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