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Introduction 
 
Thanks to the ever-improving information technology, some work activities can be 
performed outside the office, such as teleworking (Green et al., 2017). Telework can 
be defined in different ways; more can be seen in Grant et al. (2013). In the literature, 
we encounter terms such as teleworking, homeworking, homeoffice, work from 
home, mobile work and others. Each of these terms has its own definition and 
meaning, but the general public (employers) confuses them, and research has been 
conducted in this area. It means working somewhere other than an organisation’s 
office. A teleworker is a person who performs teleworking (Perry et al., 2018).  

This article is based on the premise that during the Covid-19 pandemic, 
telework became an important part of employees’ work (Acemoglu et al., 2020), as 
it was often the only way they could continue working while minimizing the risk of 
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infection and the subsequent spread of the virus. Before the pandemic, telework was 
less used than it is now (Nakroshiene et al., 2019). Thanks to COVID-19, many 
workplaces were closed, and managers of these organisations count increased 
employee satisfaction and often productivity among the positives. For this reason, 
many have opted for permanent telework. This puts more responsibility on them to 
create and adhere to a working framework, hence a higher level of personal 
commitment is required (Fried & Hansson, 2014). 

Teleworking itself originated in similar conditions to those of today; in the 
1970s it was created in response to the oil crisis and concerns about the potential 
inability of employees to travel to and from the office. Recent advances in 
information and communication technology have made this form of employment a 
viable alternative to traditional offices (Torten et al., 2016). 

 
1. Literature review 
 

Given the situation we now find ourselves in, it is clear that the SARS-CoV-
2 pandemic will have a long-term impact on the labour market specifically. It is very 
likely that some approaches will prove successful and be maintained beyond the end 
of this pandemic, and TW is one of them. For example, Baert et al. (2020) mention 
in their research that up to 85% of teleworkers believe that TW will be maintained 
after the end of this crisis. 

The use of TW varies across the European Union. The main influence is due 
to the different structure of economies, but also to cultural differences, the number 
of tradesmen in the economy, the average size of companies and, of course, the IT 
skills of employees. Prior to the pandemic, around 15% of all employed people in 
EU countries worked from home regularly or occasionally. During the pandemic, the 
European Commission’s Joint Research Centre conducted research on the extent to 
which home working was used by employees whose presence at the workplace was 
not required. The research showed that 48% of EU employees worked from home at 
least some of the time during the pandemic. More than a third (34%) then reported 
that they worked exclusively from home (Cattaneo, 2020). Working from home is 
most widely used in Belgium, where more than 50% of employees work exclusively 
from home during a pandemic, and a significant proportion (around another 15%) 
work alternately on-site and from home. The other top countries are Ireland, Italy, 
Spain and France. In all of these countries, more than 40% of respondents reported 
working exclusively from home and, equally in all these countries, around a further 
10% work alternately from home and in the workplace. Portugal, Denmark and 
Lithuania are also above the EU average. Even in these countries, the rate of working 
from home is close to 40%. Greece, Finland and Austria are just below the average, 
followed by Germany and the Czech Republic. In the Czech Republic, 25% of 
employees work exclusively during the pandemic and around 20% work alternately 
at the workplace (Cattaneo, 2020).  
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In recent years, a number of European countries have adopted explicit 
legislative frameworks for teleworking, reflecting the growing importance of this 
form of work. Countries where teleworking is regulated through normative 
legislation include for example Italy, Romania and also the Czech Republic. 
Countries such as Austria and Germany, among others, have regulated teleworking 
through collective agreements, while in other countries it has been implemented 
through methodological guides (as in the UK) (Popescu, 2019; Ștefănescu, 2009; 
Trexima, 2025). 

Private-sector workers are teleworking more than their federal counterparts, 
according to a new report released by the Congressional Budget Office (CBO). The 
CBO analysis shows that 22% of federal workers usually teleworked in 2022, 
compared to 25% of those in the private sector. Telework was also more common in 
urban areas and among more educated workers in both sectors. The rate of telework 
in the Washington, D.C. metropolitan area, for example, was 40% for private-sector 
workers and 38% for federal workers (CBO, 2024). Telework in the public sector is 
often influenced by individual characteristics such as family responsibilities, as well 
as organisational factors such as leadership support. These differences can lead to 
varying impacts of the pandemic on working conditions and employee motivation in 
both sectors (Mele et al., 2023). Representatives from the private sector often 
claimed that remote work leads to higher productivity due to fewer interruptions and 
better time management. In the public sector, opinions were divided; some reported 
positive impacts, while others were concerned about the negative effects on team 
collaboration and organisational culture (GAO, 2025). 

However, the Czech legislation does not work with the term teleworking at all 
and does not define it. The current legal regulation of the performance of work 
outside the employer’s workplace can be found in the provisions of Section 317 of 
the Labour Code, which refers to the employment relationship of an employee who 
does not work at the employer’s workplace, but performs agreed work for the 
employer in accordance with the agreed terms and conditions during working hours 
that he or she schedules (Labour Code). 

In terms of professions, TW was previously more focused on internet 
marketing, e-commerce, managing various internet projects. During the pandemic, 
the structure changed completely to teaching, which in the EU countries was more 
than 80% distance learning, followed by financial services and public administration. 
Conversely, the least used TW was in construction, agriculture, transport, commerce, 
hospitality and health (about 15%) (European Foundation for the Improvement of 
Living and Working Conditions, 2020).  

According to several international studies, teleworking has been proven to be 
beneficial for both organisations and employees. The positive aspect is that 
employees reduce costs for organisations by not being in the office (Olsen et al., 
2018). It also increases the profit of the organisation because there is less rent for 
office space in buildings and less office supplies are consumed (Bloom et al., 2014). 

https://www.cbo.gov/publication/60235#_idTextAnchor044
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Baert et al. (2020) found that employees have a largely more positive attitude during 
teleworking, they are also more productive and less exhausted. 

This includes, for example, the possibility to be available to the company around 
the clock and even in the evenings or on weekends (a significant benefit if the company 
trades across continents) (Lal & Dwivedi, 2010). Research by Chung and Lippe (2020) 
highlighted higher productivity, employee retention, better attendance and lower 
operating costs as motivational aspects of teleworking. Managers of organisations can 
attract and retain talented employees through teleworking, thereby increasing overall 
company performance (Beauregard et al., 2019). 

Reducing office rental costs and the associated energy costs, etc. is also a 
frequently cited reason. Another important aspect is the possible increase in work 
productivity, e.g. due to less frequent interruptions from colleagues or better 
distribution of work throughout the day which is also evidenced by research 
conducted at Harvard University, where they concluded that the positive impacts on 
work ethic are many, after research on lockdown work activities for professions such 
as managers or information technology developers. Overall, there is a 50% increase 
in the time employees have to think about what they are going to do. All this time 
can therefore be put to very good use during working hours, resulting in higher 
productivity. The most important reason for the introduction of TW is probably the 
reduced absenteeism and sickness of employees nowadays (Baruch, 2001; Kelliher 
& Anderson, 2010). 

Employees cite reduced travel costs to work as well as time savings as positive 
aspects (Sarbu, 2018). According to Schuster et al. (2020), employees tend to be less 
satisfied during teleworking throughout the week. For teleworking to be successful 
and produce quality results, trust and support for employees must be fostered to the 
maximum extent possible (Turetken et al., 2011). 

The literature is polarised, some describe their optimistic view of flexible forms 
of work (workers are more satisfied, work efficiency increases, company costs 
decrease, etc.) (Redman et al., 2009) while others emphasise the negative impact. It 
should be emphasised that there are a number of disadvantages of TW, such as social 
isolation, technostress, blurring of work-life boundaries, or unequal access to 
teleworking opportunities, these are currently receiving increasing attention in the 
literature (Eurofiund, 2023; Marissa et al., 2010; Molino et al., 2020). However, in 
research, these factors do not represent the reasons for the implementation of TW, but 
rather its potential consequences, i.e. effects that may (or may not) become apparent 
after the implementation of this work mode. For our purposes, however, we have 
sought to describe specific barriers that may directly influence the decision to 
implement teleworking and are therefore relevant in the context of the reasons and 
aspects of implementation under investigation. These barriers - such as IT risks, lack 
of feedback, low team cohesion, difficulty in monitoring performance, availability of 
staff, self-discipline issues or the need for technical support - have been mentioned in 
this paper precisely because they affect the willingness of organisations and employees 
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to adopt or further develop teleworking. The negative impacts of teleworking could be 
the focus of further research, especially as some organisations have longer experience 
of using teleworking. 

 Baert at al. (2020) confirms the finding that employees are more likely to 
experience more negative aspects as a result of the COVID-19 pandemic. 

Based on the above, the article’s authors perceive teleworking as a method of 
work performance in which an employee performs his or her work tasks outside the 
employer’s standard workplace, typically from home or another suitable location, 
using modern information and communication technologies. Teleworking is a 
flexible working arrangement that allows work activities to be maintained even in 
crises while at the same time contributing to increased employee satisfaction and 
optimising the employer’s costs. 

The aspects that influence the adoption of teleworking in companies have not 
received much attention (Harker Martin & MacDonnell, 2012). Saving time and thus 
being able to work longer hours (using commuting time for work) or saving time to 
use it for oneself is one of the important aspects and as the research by Peters et al. 
(2008) confirms, teleworking can be used as an HRM tool to attract and/or retain 
staff as it allows employees to save commuting time and consequently contributes 
to a better work-home balance. Time saving among others is also mentioned by other 
authors and confirmed as a significant benefit by current research by Buomprisco et 
al. (2021). Research by Lari (2012) mentions the number of kilometres travelled 
during peak hours as the main benefit of introducing teleworking, thus saving time 
leading to the possibility of increasing working hours. On the other hand, Hjorthol 
and Nossum (2008) had the same assumption but their research did not confirm it. 
Time saving is also mentioned in research conducted among academics (Arvola, 
2015) among others. Maruyama et al. (2009) research also highlights time saving as 
a key aspect that employees demand, as does the research of Bolisani et al. (2020), 
where up to 93% of employees rate time saving associated with travel as a key aspect 
of teleworking. Due to teleworking becoming an already common part of working 
life (Ojala et al., 2014), Thulin et al. (2019) describe increasing pressure to control 
the time spent at work. This is especially enhanced by smartphones, as this brings 
the worker much closer to the work.  

Lower costs – Torten et al. (2016) describes among the main benefits of 
teleworking the cost advantages for employees and also, of course, for employers. 
Mahler (2012) describes that teleworking has a range of benefits from increased 
productivity to reduced environmental costs for the company, which resonates as an 
important aspect for many people nowadays. Other authors describe the effect of 
teleworking on costs; of course there are lower costs for the business (heating, 
cooling office space etc.) but the main cost reduction is for the employee themselves. 
While they increase their housing-related expenses, they reduce their travel-related 
expenses and the overall balance is a reduction in costs if they telework (Kitou & 
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Horvath, 2007). Other research has shown that employees positively evaluate 
reduced food and drink costs (they can eat at home) (Bolisani et al., 2020). 

Flexibility as one of the reasons for introducing teleworking is mentioned in 
research conducted among academic staff; the purpose was to prove that older 
academic staff can work longer hours (specifically due to flexibility) because of 
teleworking (Arvola, 2015). Research by Hjorthol and Nossum (2008) describes 
flexibility as the main effect of the introduction of teleworking. Flexibility is 
mentioned as a major aspect in the research of Martínez et al. (2007); managers who 
understand this have more employees involved in the design and planning of jobs, 
they are more intensely performance driven and use more variable rewards. The 
research by Martínez et al. (2007) confirms that teleworking is positively related to 
performance and confirms the need for HR flexibility as reported by other sources 
(Eaton, 2003).  

Employee satisfaction is an important aspect in teleworking. However, the 
research by Smith et al. (2018) showed that it is necessary to know the personality 
type of the employee in order to choose the right form of communication in order to 
increase employee satisfaction. Using a multi-agent approach and path analysis, the 
study investigated the extent to which telework affects job satisfaction through work-
life conflict, stress caused by meetings and interruptions, perceived organisational 
politics and information exchange. Results show that teleworkers are more satisfied 
than office-based employees and derive significant benefits from their work 
arrangements, with work-life conflict having the greatest impact on job satisfaction 
(Fonner & Roloff, 2010).  

Teleworking has an impact on work life balance (WLB). This is confirmed by 
research of Beno (2020), and Gálvez et al. (2020). Work life balance is rated as an 
important aspect by employees, research conducted on 1566 workers shows that 
teleworkers are 74% satisfied with WLB (Maruyama et al., 2009). 

WLB is an even more significant aspect for women, the findings of research 
by Shaw et al. (2003) suggest that teleworking can contribute positively to the life 
balance of employed women. Working from home provided better work autonomy 
and work environment. The flexibility of teleworking also enabled them to better 
care for their children and enhanced their parenting. 

The convenience of home is closely related to the flexibility of time. 
Employees working from home report greater job satisfaction, as evidenced in 
research by Maruyama et al. (2009). The convenience of home also allows, for 
example, cto are for sick household members. Also, research by Shaw et al. (2003) 
mentions that above all, women perceive working from home very positively 
because of the very working environment that the home offers. This is supported by 
other research that describes the convenience of home as an important aspect of 
teleworking (Nakrošienė et al., 2019).  

Teleworking brings benefits to both employers and employees, but the nature 
and extent of the benefits vary. Employers benefit in particular from lower operating 
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costs, higher productivity and lower absenteeism rates, while employees value 
flexibility and time saving. As it can be seen from the texts above, teleworking brings 
benefits to both employers and employees, but the nature and extent of these benefits 
are not always evenly distributed. Employers typically benefit from lower operating 
costs (e.g. utilities, premises), higher worker productivity and lower absenteeism 
rates. In contrast, employees value in particular time flexibility, savings in 
commuting time, improved work-life balance and the ability to care for children, sick 
family members or their own health. Special attention is paid to this dimension in 
the case of public employees - for example, the Romanian Administrative Code 
explicitly provides for the possibility of teleworking in case of pregnancy, caring for 
close relatives or health limitations (Directive (EU) 2019/1158). Thus, although it 
can be said that teleworking can benefit both sides of the working relationship, 
research shows that the benefits are not symmetrical - they depend on the type of 
job, family situation, gender and also on the level of organisational support and trust 
from the employer.     

Lack of feedback increases employees’ feelings of isolation and also affects 
employees’ expressions of trust in their manager (van der Merwe & Smith, 2014). 
Employees have a negative attitude towards the lack of feedback. Managers should 
therefore provide it sufficiently. Research by Gajendran and Harrison (2007) and 
Golden and Fromen (2011) suggests that it does. In contrast to traditional work 
arrangements, work-related feedback is more often communicated to remote workers 
through information and communication technologies. 

Low team cohesion/teamwork: a significant drawback of teleworking is the 
reduced teamwork among employees. The absence of regular meetings and frequent 
social interactions leads to a fragmentation of the team dynamic, diminishing the 
benefits typically gained from collaboration. While teleworking offers employees 
flexibility, it also disrupts team cohesion (Baruch, 2001). Furthermore, the lack of 
team integration, which is essential for workplace socialisation, has a direct impact 
on productivity and motivation (Simosi, 2010). Over time, this can weaken the 
overall cohesion of teams, including both employees and civil servants. This is also 
confirmed by Bolisani et al. (2020) research, with 37% of employees reporting that 
they find it much harder to meet and communicate with colleagues. Many managers 
of organisations lack expertise and experience in leading teams remotely. 
Organisations need more knowledgeable employees and a more cohesive workplace 
connected by teamwork (Burrell, 2020). 

The controllability of employees also appears to be a problematic aspect of the 
implementation of teleworking. There is less opportunity to monitor the work and 
behaviour of employees, making it impossible to control them. This should be replaced 
by more pressure to control outputs (Groen et al., 2018). For telework to be effective, 
managers of teleworkers must trust their subordinates. By trust, we primarily mean 
that the employee performs the actions that are required regardless of whether there is 
the ability to consistently control them (Mayer et al., 1995). O’Neill et al. (2009) even 
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mentions among the three most important aspects of successful teleworking the ability 
to work as if being controlled. Controllability is of course a key parameter for 
employers, even as research shows employees themselves confirm up to 25% are less 
able to control their working hours (Maruyama et al., 2009).  

A negative aspect of teleworking concerns the availability of the teleworker. 
If employees use flexibility in scheduling their work, they may be unavailable to 
colleagues and customers who have fixed hours (Pérez et al., 2002). 

The rather negative aspect of teleworking, which is the impossibility of 
immediate collaboration with colleagues, is highlighted by studies such as 
(Beauregard et al., 2019). Other authors also mention increased isolation as a key 
aspect negatively affecting teleworking; the personality of the worker obviously 
plays a major role here, with some tolerating isolation better than others (Harris, 
2003). Among the most important factors affecting teleworking, Nakrošienė et al. 
(2019) mentions limited communication with co-workers. 

Employee self-discipline is also an important aspect for managers. One of the 
advantages of teleworking is the autonomy and independence (Hartung, 2015). Self-
discipline is a very important skill that is needed for productive work to occur (Lee, 
2011). It is self-discipline that can be a problem for many employees, which is why 
they prefer working in an office where there is a strict boundary between work and 
personal life rather than teleworking (Lee, 2011). 

For teleworking to be successful, organisations need to provide technology and 
technological support for teleworkers (Kowalski & Swanson, 2005). Technical support 
was also mentioned in another research by Gschwind and Vargas (2019) in 2015, when 
1027 teleworkers reported that technical support was the main barrier to teleworking 
(connecting to the company network, sufficient ICT equipment). 

Sickness or quarantine work (lower absenteeism) is picked up by Meadows 
(2008) in his work, when he states that it is this option that reduces employee 
absenteeism. This benefits both the employer and the employee. Much research shows 
that it is because of teleworking that many businesses have been able to operate during 
the shutdown economy and a large number of managers recognise the need to maintain 
teleworking even after the pandemic has ended (Forbes et al., 2020). 

Teleworking requires managers to get proper documentation or plans from 
employee (Lee et al., 2011). Constant updating and revision of documentation is 
important in teleworking. Teleworkers are required to document the introduction and 
results of teleworking (Green et al., 2017). 

With teleworking, ethical concerns are heightened for managers by the 
information overload and intrusion into employees’ personal lives (Gálvez et al., 
2020). Teleworking enhances the work and personal life balance of employees. 
Employees are satisfied, autonomous, flexible, and satisfy their own needs and 
personal life needs (Golden & Fromen, 2011). Teleworking can cause problems in 
personal life in that conflicts may occur more frequently at home, and working at 
home can disrupt family life (Ojala et al., 2014). 
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During the Covid-19 pandemic, more and more work activities were moving 
to the online IT environment. According to the research of Vrchota et al. (2020), IT 
risks are among the negative aspects of teleworking. As teleworking increases, so do 
concerns about IT risks - e.g. shadow IT (Evangelakos, 2020). According to two-
fifths of respondents, teleworking increases data security risks (Forgács, 2010). 
Bucsa (2020) presents practical guidance on how to eliminate cyber security risks, 
going through repeated use of VPN solutions. 

Covid-19 has become the most important aspect for the implementation of 
teleworking and company closures. There are many articles in the literature that deal 
with research on teleworking before, during and after the pandemic (Tokarchuk et 
al., 2021). Telework should primarily be justified by the employer’s interest in 
ensuring efficiency, flexibility, and the sustainability of the workforce. However, 
ensuring protection for employees, including public sector employees, is also crucial, 
particularly in terms of health protection, work-life balance, and working conditions. 
Therefore, it is essential to find a balance between both of these factors. The study 
states that the main advantage of remote work for employees is increased flexibility, 
which allows them to achieve a better work-life balance compared to working in the 
office (Proffitt, 2025). 

 
2. Methodological approach 
 

The main objective of this paper is to evaluate the aspects influencing the 
implementation of Teleworking in companies. The paper is based on research 
conducted after the COVID-19 pandemic (late 2020 to mid-2022) and builds on 
research conducted during the pandemic in 2019 (Vrchota et al., 2019), which 
investigated factors influencing the length of TW implementation in small and 
medium-sized enterprises in the Czech Republic. 

Using a questionnaire and guided personal interviews, entrepreneurs were 
asked about 17 aspects affecting TW (time saving, lower costs, flexibility, employee 
satisfaction, work life balance, home comfort, the lack of feedback, low team 
cohesion / teamwork, employee controllability, availability of teleworkers, 
cooperation with colleagues, self-discipline, technical support, work in illness or 
quarantine (lower absence), high bureaucracy, limitation of personal life, IT risks), 
which they rated on a Likert scale (Goeb et al., 2007). The individual aspects of HW 
emerged from literature searches of similar research, which were then discussed with 
business representatives to better reflect the current needs of employees and 
businesses. Other areas of research included the use of groupware, the advantages 
and disadvantages of homeworking or general characteristics of businesses. 

The COVID-19 pandemic has revealed significant differences in employers’ 
readiness to transition to working from home. According to the OECD (2020), on 
average only about 30% of jobs in OECD countries were suitable for teleworking. 
Countries with a well-developed digital infrastructure and a predominance of 
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services, such as Sweden or the Netherlands, have adapted faster, while others have 
faced structural barriers. 

Eurofound (2021) reports that the proportion of employees working from 
home has risen from 5 % to 40% in the EU, with many employers not having advance 
plans in place, leading to delays and technical problems. Lund et al. (2020) then 
reports that 80 % of executives admitted that their organisations were not prepared 
for the large-scale transition to teleworking, and that more digitally advanced 
companies have made the switch up to 60 % faster. In the Czech Republic, only 13-
18 % of employees could work effectively from home (CSO, 2020). According to 
PAQ Research (2020), the majority of employers lacked the necessary IT equipment, 
internal guidelines and trust towards employees. These findings confirm that the 
implementation of telework is not only a matter of political decisions, but also 
requires adequate organisational and infrastructural readiness. 

A total of 278 enterprises were contacted and data were collected from 216 
enterprises, with 51% of them (110 enterprises) using TW, which is in line with data 
from the European Foundation for the Improvement of Living and Working 
Conditions (2020), which showed 48% of enterprises using TW in the EU. In the 
Czech Republic, 45% were identified with TW. A proportional sample was chosen 
based on the distribution of enterprises in the Czech Republic according to the CZ-
NACE sectoral focus, as according to van Barneveld (2020) the COVID-19 crisis 
affected all business sectors; 16 enterprises were excluded from the data due to being 
present for just one year on the market; and 94 enterprises were included for the 
completeness of survey.  

The aim of the article is to organise and break down the individual factors 
influencing homeworking in Czech companies. For this purpose, a factor analysis 
was chosen, based on 17 variables, the degree of implementation of which the 
companies were asked about. These 17 variables helped to define 34 managers in the 
qualitative research. First, the conditions of the possibility to conduct factor analysis 
were checked using Kaiser-Meyer-Olkin Measure of Sampling Adequacy and 
Bartlett’s Test of Sphericity. Based on Bartlett’s test, the null hypothesis, which 
states that the correlation indices between the variables are zero, was rejected at the 
α=0.05 level of significance. Subsequently, the Kaiser-Meyer-Olkin measure of 
sampling adequacy was calculated, where the value came out to be 0.801, where the 
adequacy can be considered above the level of 0.5 and in terms of the appropriateness 
of the value and above 0.8, it is described as a good level for this method. The 
suitability of using factor analysis is also evidenced by the high level of correlation 
between most of the variables, which was verified by the Pearson and Spearman test 
(Vrchota et al., 2020). For the purposes of this paper, data from the Spearman test 
only are presented below as both tests showed very similar data.  
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Figure 1. Distribution of enterprises 

Source: authors’ representation and International Standard Classification of Education 
(ISCED), 2021 

 
As a result, the paper summarises the 17 aspects affecting HW, using factor 

analysis divided into three components: current labour market needs from the 
perspective of employees, obstacles faced by the firm and COVID specifics, so as to 
best reflect all factors. Then, each firm’s data is transformed under these components 
and the firms are matched according to these areas to see which areas the firms place 
most emphasis on. 

 
3. Conducting research and results 
 

The data analysis showed a high interdependence between the different factors 
of teleworking: time saving (commuting), flexibility, employee satisfaction, lower 
costs, work-life balance, convenience of home, bureaucracy associated with HW, 
limitations of personal life, IT risks, lack of feedback, low team belonging, 
controllability of employees, availability of employees, self-discipline, need for 
technical support, possibility of working in light illness, impossibility of immediate 
collaboration with colleagues (quarantine). This is evidenced by the attached 
correlation matrix, which shows Spearmann correlation coefficients, where significant 
p-value coefficients close to zero are indicated by ** and coefficients close to the 0.95 
significance level are indicated by *. For the purpose of research, Pearson correlations 
were also performed; however, the results of both correlations are very similar, for this 
reason only one matrix is presented here. The results show that the strongest 
correlation of 0.609 is between employee satisfaction and flexibility.  
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Time savings from the employees’ perspective has the strongest correlation with 
the other factors, which mainly represents travel to and from work and also frequent 
disturbance of colleagues from work; if employees have optimal conditions to work 
from home, they are not subsequently disturbed by anyone. Another factor that often 
has strong correlations is the employee satisfaction, which is significantly correlated 
with work-life balance, time savings, flexibility and personal life constraints. In 
general, the most frequently correlated factor is personal life constraints, which has 
significant correlations with 12 of the 16 factors. On the other hand, the least 
significant correlations are for the factor Work Opportunity in Light Sickness, which 
correlates with only 3 of the 16 factors. Most of the factors correlate with 9-11 factors 
and mostly we can talk about a moderate to strong association. 

Due to the frequent correlations between factors, the logical outcome of the 
research was to try to express the 17 factors by finding common characteristics and 
expressing these factors using fewer components. To this end, factor analysis was 
used, the suitability of which to the chosen data is demonstrated by Bartlett’s Test of 
Sphericity, whose null hypothesis was rejected at a significance level close to zero. 
The suitability of the sample range is also supported by the high value of the Kaiser-
Meyer-Olkin Measure of Sampling Adequacy (0.801), where the suitability can be 
considered above the level of 0.5; in terms of the suitability of the value and above 
0.8, it is considered very good for this method. 

 
Figure 2. Distribution of enterprises representation of the individual components 

 
Source: authors’ representation 

 
Figure 2 shows a graphical representation of the individual components, 

where the x-axis plots the individual components and the y-axis plots their 
Eigenvalue. Of the 17 components, the total number of components was set to 3 
based on the intersection of the elbow rule and components greater than 1. These 
three components represent 59% of the cases. The levels of the other components 
are expressed in the table below, where it can be seen that the first component 
expresses 29% of the cases, the second 19% and the third 11% of the cases. Adding 
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the fourth to sixth components would only increase the representativeness by 
approximately 5% each time as well as their eigenvalue is less than 1. Therefore, it 
does not make sense to add additional components to the model. 

During the calculation of the extraction of the individual factors into 
components, factor loadings were calculated, with the table below showing the 
distribution of the factors into each component. Only values greater than 0.45 are 
recorded in the table to achieve uniqueness of each component in terms of factor. At 
the same time, the factors are ranked within each component according to the 
magnitude of the loadings, where it can be seen that for the first component, time 
saving has the strongest loading along with flexibility. Conversely, for example, for 
the third component, the possibility of working in light sickness and the inability to 
collaborate with colleagues immediately has the highest loadings.  

 
Table 2. Representativeness of individual components 

Compo-
nent Total % of 

Variance 
Cumulative 

% Component Total % of 
Variance 

Cumulative 
% 

1 4.926 28.975% 28.975% 10 0.435 2.558% 87.242% 
2 3.290 19.356% 48.331% 11 0.409 2.406% 89.648% 
3 1.789 10.526% 58.857% 12 0.385 2.264% 91.912% 
4 0.901 5.299% 64.157% 13 0.351 2.062% 93.974% 
5 0.877 5.156% 69.313% 14 0.298 1.754% 95.728% 
6 0.856 5.033% 74.346% 15 0.283 1.666% 97.395% 
7 0.684 4.023% 78.369% 16 0.243 1.429% 98.823% 
8 0.560 3.296% 81.665% 17 0.200 1.177% 100.000% 
9 0.513 3.019% 84.684%     

Source: authors’ representation 
 
At the same time, based on the results and the classification of the individual 

factors under the components, according to the literature (Baruch, 2001; Beauregard 
et al., 2019; Bolisani et al., 2020; Kelliher & Anderson, 2010; Maruyama et al., 2009; 
Nakrošienė et al., 2019; Ojala et al., 2014) and roundtable discussions with labour 
experts, the three components were named to best represent the factors they shield. 
Therefore, the term was chosen for the first component: current needs of the labour 
market from the employees’ perspective, which shields the factors relevant to 
employees: time savings (commuting), flexibility, employee satisfaction, lower costs, 
work-life balance, home convenience, HW-related bureaucracy, personal life 
constraints. The second component represents: Barriers faced by the firm in 
implementing HW: IT risks, lack of feedback, low team cohesion, controllability of 
employees, availability of employees, self-discipline, need for technical support. And 
the last component, representing the possibility of working in light illness (quarantine) 
and the impossibility of immediate collaboration with colleagues, shields factors that 
do not have significant factor loadings in either of the previous components. The latter 
has therefore been termed COVID-specific; these are factors that stand outside the 
employee and company perspectives on homeworking. 
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Table 3. Distribution of factors into components 

Factors Components 

Components 
Current labour market 

 needs from the  
employees’ perspective 

Barriers faced  
by the company 

COVID  
specifics 

time saving 0.811   
flexibility 0.800   
employee satisfaction 0.798   
lower costs 0.681   
work-life balance 0.613   
home comfort 0.612   
high bureaucracy 0.538   
limitation of personal life 0.473   
IT risks  0.696  
the lack of feedback  0.649  
low team cohesion / teamwork  0.631  
employee controllability  0.618  
availability of teleworker  0.558  
self-discipline  0.544  
technical support  0.456  
work in illness or quarantine (lower absence),   0.709 
cooperation with colleagues   0.674 

Source: authors’ representation 
 

Figure 3. Distribution of factors into components 
 

 
Source: authors’ representation 
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Figure 4. Representation of enterprises by: during COVID crisis; Barriers; Staff needs. 

 
Source: authors’ representation 

 
The individual factors can be characterized more closely using the following 

graphical representation, where the individual components and their factors are 
color-coded on a spider web graph. Figure 3 plots the average values for each factor, 
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staff availability (3.04) and flexibility (2.95). In contrast, the least importance was 
given by the entrepreneurs to personal life constraints (2.04), lower costs from the 
employees’ perspective (2.17) and controllability of employees (2.18). While Std. 
Deviation for the sample was between 0.853 (lack of feedback) and 1.033 (IT risks). 

In terms of data for the individual components, it is evident that firms attach 
the greatest importance to aspects related to the COVID crisis, since as the graph 
below shows from the distribution of data across firms, most firms fulfill this 
component with more than 63% and 33 firms even fulfill it between 88-100% and 
only 2 firms are below 38%. Therefore, it can be assumed that these aspects 
summarized under the COVID component have led most enterprises to adopt 
homeworking. In contrast, for the component focused on the needs of employees, it 
can be seen that most enterprises are in the 50-63% range (33), with only 4 
enterprises placing significant emphasis on this area with a fulfillment of 88-100%, 
compared to 6 enterprises that represent fulfillment at only 25-38%.  
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There is a similar distribution of data for the component focusing on barriers 
on the firm side, where it can be seen that the majority (64) of firms fill this area 50-
74% of the time, there is a significant drop off on both sides of the distribution with 
the other percentages represented by less than 10 firms. Therefore, it can be assumed 
that all enterprises usually perceive the HW aspects from the perspective of mid-
level firms and rarely overestimate or underestimate these aspects. 

 
Conclusions 
 

In this article, the authors evaluated 17 aspects that influenced the adoption of 
telework in Czech organisations. Among statistical methods, factor analysis was 
used. For example, this was used by Campbell and Heales (2016) who defined 5 
components of the consequences of teleworking from the perspective of employees, 
not from the perspective of organisations. We just included organisational aspects in 
our research. Other authors (Khan et al., 2020) also mention the benefits of factor 
analysis, most often using it to determine the determinants of employee satisfaction. 
Using factor analysis, the authors grouped the aspects of telecommuting into 3 
factors, which were named as follows: Current labour market needs from the 
employees’ perspective (summarises 8 aspects), Barriers faced by companies (7 
aspects) and Covid specifics (2 aspects). It is the latter factor that managers attach 
the most importance to the organisation. Even the authors (Gaffney et al., 2021; 
Mouratidis & Papagiannakis, 2021) cite the importance of the Covid-19 pandemic 
for promoting telework. This third component is more than 2/3 fulfilled in Czech 
companies. Thus, the three factors identified may contribute to better modelling of 
telework outcomes in organisations, and certainly present further opportunities for 
empirical research along with contributions to science and theory. 

Of all the aspects of teleworking, the most highly rated are the ability to work 
in quarantine, employee availability, and flexibility. A high correlation was then 
found between employee satisfaction and flexibility. According to Yossef (2020) 
and Collins et al. (2014), flexibility significantly influence teleworking. The most 
correlated aspects included time savings from the employees’ perspective and 
personal life limitations. According to Kazekami (2020), time saving is one of the 
factors that increases labor productivity in teleworking. 

The efficiency of telecommuting will certainly affect the productivity of 
organizations, as it has a major impact on the well-being of employees. All of this 
will manifest itself in the medium term. Several factors will determine whether it 
will extend to the long term. Managers of organizations will have to consider the 
potential benefits of this form of work, as well as the productivity and satisfaction of 
workers, as Tokarchuk et al. (2021) confirm. Even businesses not using this form of 
work will need to consider whether to offer it to their employees and expand their IT 
technology. In 2025, the European Union faces several simultaneous challenges: 
economic stagnation coupled with persistent inflation, disruption of supply chains, a 
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shortage of skilled workers, growing cyber threats, and energy insecurity. At the 
same time, tensions in trade relations with the United States are intensifying, marked 
by the threat of a trade war and new tariffs, which further complicate the export and 
investment environment. In response to these multifaceted challenges, the EU is 
promoting digitalization, retraining of workers, and the adoption of flexible working 
conditions, all aimed at enhancing resilience and competitiveness. The impact of the 
crisis on businesses is expected to be felt in the long term, making it essential for 
managers to invest in employee upskilling, lifelong employability, and facilitating 
the transition to telework. Tavares et al. (2021) emphasize the importance of 
providing workers with adequate training in technology and time/schedule 
management. Moreover, it is crucial to adapt work processes to the virtual 
environment and balance work and family demands. 

Based on the analysis of the research results, we have identified and 
systematized the main points of telework implementation at the employer level in the 
event of a crisis. The model aims to make it simple and effective for employers to 
implement teleworking in the event of a force majeure event requiring such a solution. 

When implementing teleworking, it is crucial to prepare for crisis situations 
that may require an immediate transition to remote work. The first step is to create a 
crisis plan that clearly specifies the conditions for teleworking activation, 
responsibilities and communication protocols. It is also important to identify critical 
jobs that can be performed remotely and to provide the necessary technological 
infrastructure, such as VPN connections, cloud storage and video conferencing tools. 
Another key step is to ensure compliance with all legislative and internal aspects. 
The employer should update employment contracts and adapt them to the specifics 
of remote work, including flexible working hours and personal data protection. 

 
Figure 6. A model for implementing teleworking in the event of a future crisis 
 

 
Source: authors’ representation 
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Monitoring legislative changes in the teleworking sector is essential to ensure 
that the organization is always compliant with applicable legislation. It is also 
important to work with the employees themselves for successful implementation. 
This includes regular training on how to use video conferencing tools effectively, 
online collaboration, and time management. It is also necessary to clearly define 
work rules and expectations and regularly test the effectiveness of remote work 
through simulated crisis scenarios, for example during times of mild health 
indisposition of an employee. Support plays a key role in ensuring a smooth 
transition to remote work. It’s important to ensure an internet connection, security 
protocols for handling sensitive data, and providing online collaboration tools. 
Regular monitoring of technology tools ensures that all systems are up-to-date and 
compliant with security standards. To maintain effective communication and team 
collaboration, it is important to regularly organize online meetings and clarify what 
communication channels will be used for different types of communication. 
Flexibility in synchronizing the workday is also essential so that each team member 
can work in accordance with their personal habits with respect to the work team. 
Finally, to maintain productivity and efficiency, key performance indicators (KPIs) 
need to be established. Just as it is necessary for managers to be able to divide large 
tasks into a series of small ones, to avoid procrastination and procrastination. Regular 
feedback must not be neglected, and also supporting the employees in achieving a 
work-life balance. This includes support for working from home and flexible 
working hours to allow employees to better adapt to new circumstances. 

One of the earlier problems of Czech legislation was the insufficient 
regulation of telework, which for a long time remained outside a clearly defined legal 
framework. However, this situation has changed, particularly following the 
implementation of the European Work-Life Balance Directive. The Czech Republic 
has already responded and telework is now legislatively anchored in the Labor Code 
- including rules for its negotiation, compensation claims and employee protection 
(Aion, 2024; Directive (EU) 2019/115). 

In further research, the authors will examine whether teleworking has become 
an integral part of the culture of the organization or whether it was just a temporary 
change and what effects and benefits it has brought to organizations. The relationship 
between the three factors identified and the implications that teleworking brings with 
it will also need to be explored. 
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