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Abstract: The coronavirus epidemic that appeared at the beginning of 2020, was declared a 

“pandemic”, by the World Health Organization (WHO) on 11 March 2020. The coronavirus 

pandemic had a significant impact, not only on people’s health, but also on jobs.  

The pandemic has intensified fear, frustration, stress and anxiety in the workplace and 

changed the way millions of employees do their jobs. The first wave of the coronavirus 

pandemic globally accelerated the introduction of telework at an unprecedented rate. 

Previously, in Central and Eastern Europe, including Hungary, telework was the privilege 

of only a very narrow group of employees. Recently, however, this form of work has become 

available to many. This study evaluates the effects of teleworking introduced, due to the 

coronavirus pandemic, by surveying Hungarian employees. The survey took place in the 

Autumn of 2022, during which, we interviewed 235 employees. The examination of our 

hypotheses, provided the conclusion, that telework introduced due to the coronavirus, had a 

significant impact on the working and private lives of Hungarian employees. We will show 

that a significant relationship exists between the efficacy of telework and the management of 

working time. Our own investigation also confirms the International Literature, according 

to which, telework has a significant impact on the mental health of workers. The mental 

health of Hungarian workers is most strongly affected by anxiety, due to the coronavirus, 

working in social isolation and the conflict between work and private life. 
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1 Introduction 

Every crisis is an emotionally stressful and disturbing event in people's lives, and 

the coronavirus pandemic was no exception. The outbreak of the coronavirus 

pandemic also caused a serious crisis in the labor markets and triggered significant 

changes in working conditions worldwide. The health risks associated with the 

coronavirus pandemic and the mandatory physical distancing measures imposed by 

the Hungarian government, have forced many Hungarian organizations to switch 

widely from the traditional form of work, to working from home. 

Due to the coronavirus and subsequent crises, the majority of organizations have to 

deal with a changing environment every day. In addition to flexibility, speed and 

innovation, this continuous struggle also requires knowledge of the effective and 

efficient use of the workforce. Recently, it seems that flexible work arrangements, 

including telework, are one of the options to meet these requirements. Teleworking 

is a work arrangement that allows an employee to work at home or in another 

location with the help of information and communication technologies. [1] [2] 
Teleworking supported the digitization of all work-related tasks. 3 Teleworking 

can be implemented under two emphasized conditions, namely that it is important 

that the work takes place away from the site, and that communication between the 

parties concerned can be established using electronic technological devices. 4  

The literature dealing with teleworking emphasizes the examination of several 

variables, among others the relationship between the organization and human 

resources, employee independence, technological support, and the balance between 

work and private life are considered questions to be answered. 5 Teleworking has 

made it possible for some companies and their employees to more easily survive 

the sudden shock caused by the coronavirus crisis. [6] At the same time, teleworking 

was not accessible to everyone, especially in jobs involving physical work and 

where physical presence is essential to complete the tasks at hand. It should also be 

noted that, for many, working from home has become stressful. International studies 

have shown that during the coronavirus, next to job insecurity [7] [8] lack of work-

life balance [9] [10] was another main stress factor for employees. Employee’s 

experience teleworking in a different way, as they are in a different life phase and 

have different life experiences, which also affects their quality of life. The desire 

for teleworking is developed according to the individual needs of the employees. 

11 Teleworking introduced as a result of the coronavirus has also affected the 

private lives of many Hungarian workers. Work and home environment, well 

separated up until then, suddenly became one, and many people found it difficult to 

separate them again. In Hungary, the application of this form of work was still in 

an early stage of development, larger companies already had experience with it, but 

a sudden transition of such magnitude had never happened before. It posed a 

challenge for leadership and employees alike, as the sudden change greatly affected 

not only the functioning of the organizations, but also the private lives of the 

employees. 
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In the last couple of years, a number of Central European studies [12-16] have been 

conducted in order to analyze the characteristics related to telework from different 

aspects. The primary objective of this study was to examine the effects of 

teleworking introduced due to the coronavirus through Hungarian employees. In the 

course of our research, we were searching for an answer to what effect the sudden 

introduction of teleworking had on the employees’ work performance and private 

lives. 

2 Literature Review 

In recent years, we saw a significant increase in the number of articles related to 

telework published in the international literature. We must also not forget that 

teleworking is not a new type of work arrangement, many authors and researchers 

have been examining the advantages and disadvantages of this work arrangement 

since the 1960s and 1970s. According to Jack Nilles – who is also called the 

“Father” of telecommuting – a “Telecommuter” is a company employee who works 

at a place other than their usual workplace, one or more days of the week. [17] 

The most common form of telework is work from home (WFH). The advantages 

and disadvantages of WFH have been examined many times in the literature. One 

of the biggest advantages of WFH is that employees save on the cost of commuting 

to work. [18] Moreover, the employee saves not only the money, but also the time 

spent on commuting [19], which for many is even more important than saving the 

money. [20] Teleworkers enjoy more freedom in creating their work environment. 

21 Another big advantage is that WFH often allows the employee to create their 

own daily work schedule, so telework provides the employee with a high degree of 

flexibility. A higher degree of autonomy or freedom can also have a positive effect 

on the manager-employee relationship. [22] [23] A kind of trust can develop that 

can make the relationship stronger and lend it tranquility, but naturally only if 

neither the employee nor the management abuses it. [24] These circumstances can 

increase efficiency and even the quality of work. Another big advantage of telework 

from the employer’s perspective is that, since a significant number of employees 

works from home, it is not necessary to maintain an office with enough room for 

everyone. This can significantly reduce monthly expenses, and the company can 

focus the resources generated in this way on other areas. What is, on the one hand, 

a saving in costs, can on the other hand mean extra expenses for employees. [25] 
What employees save on commuting, can easily be spent on something else, as 

employees who stay at home often have to bear costs such as, internet connections, 

heating, electricity, etc. That is the reason why many companies give their 

teleworkers extra compensation to cover these costs. Another disadvantage is that a 

good relationship does not always form between manager and subordinate, so loss 

of trust, isolation and the deterioration of social relationships at work, can also be 

observed in many cases when work is done at home. [26] The most common source 
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of stress in connection with teleworking is job rotation, stressful long working 

hours, and the feeling of insecurity. 27 There may also be problems with regard 

to work efficiency. The reason is that when work is performed online, there is no 

possibility for an employee facing a problem to ask a colleague or a manager for 

immediate help. As a result, the stance taken on the effectiveness of telework in the 

literature is disparate, there are researchers [28] [29] according to whom tele work 

has a negative effect on company productivity. According to a study by Jackson 

and Fransman, 2018, [30] telework does not necessarily improve productivity or 

job satisfaction due to family difficulties and social isolation. According to other 

researchers [31], telework improves the organization's performance because the 

employee autonomy provided by telework increases employee job satisfaction and 

thus work efficiency. From an organizational perspective, work efficiency can also 

be improved by a decrease in the number of sick leaves, an improvement in resource 

utilization and/or a decrease in staff turnover due to improved satisfaction in 

telework. [32] Finally, one of the biggest disadvantages of telework is its impact on 

private life. If there is no proper daily routine, or if the tasks are not properly 

distributed among the employees, it can often happen that the line between working 

time and time for private life becomes blurred. 

Straus et al. (2023) 33 found in their research that in the initial period of the 

pandemic, the well-being, productivity and commitment to the organization of 

employees working remotely decreased. Work-life balance is a term referring to the 

relationship between an individual’s professional obligations and private life. [34] 

Research discussing the balance between work and private life also examines the 

conflict between work and family. 35] [36 Reconciling work and private life poses 

a great difficulty for many employees. According to international research, 

increasing education contributes to an increase in the proportion of those for whom 

work, the source of satisfaction, success and financial security, comes before private 

life. Classic studies exploring work-life balance (initially: work-family balance) in 

the 1980s examined the types of conflicts between the two spheres, i.e., time-based, 

strain-based, and behavior-based conflicts. [37] This research was based on the 

thesis that the resources available to individuals are limited, so a competition for 

these resources inevitably emerges between private life and work. [38] Achieving 

work-life balance is usually understood to mean restricting one side (usually work) 

in order to have more time for the other. [39] The boundaries between work and 

private life are becoming more and more blurred [18], which makes transition 

between the different roles difficult, so the individual is confronted with conflicts. 

A conflict arises when one of the two roles (work or private life) requires a greater 

number of resources than the given individual is willing or able to allocate to it. [40] 

With the achievement of a work-life balance, advantages benefiting the individual, 

those benefiting the organization and those benefiting the society as a whole are 

organically linked. It leads to satisfied employees, more successful businesses, 

macroeconomic gains and benefits for society. The positives generated at the level 

of the individual as a result of the wide-ranging application of an approach aimed 
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at creating a work-life balance, also appear at the level of the society or the economy 

as a whole. [41] 

Based on the above, our first research hypothesis was the following: 

H1:  There is a significant relationship between telework and its effect on 

private life.  

H0: There is no significant relationship between telework and its effect on 

private life. 

It can also be said based on the above that the effect of telework on private life is in 

most instances related to poor time management. Those working from home tend 

to work longer hours than when they work on the employer’s premises, in part 

because daily work routines are disrupted, blurring the lines between work and 

private life. Some researchers have looked at what time teleworkers most like to 

work. According to Hamermesh (1999) [42], teleworkers prefer working in the 

evening or at night, because this gives them more free time to perform their 

household tasks during the daytime hours. According to Gimenez-Nadal et al. 

(2012) [43], telework allows employees to organize their working time more 

flexibly. Telework offers employees flexibility and freedom in choosing the method 

and organization of work [44], but this freedom can also have negative effects on 

employees. Employees taking part in a study by DeFilippis et al. (2020) [45] have 

been reported to experience an increase of 48 minutes in the average length of a 

working day in telework. According to Satpathy et al. (2021) [46], longer working 

hours affect employee well-being, such as work-life balance, reducing time spent 

on leisure, family and friends. Poor organization of work has an impact not only on 

the employee’s private life, but also on work performance. One of the most 

important circumstances connected to achieving organizational goals is how 

workers manage their working time. [47] Effective time management involves 

optimal use of time to increase productivity. Good time management requires the 

proper organization of employees’ daily working hours. [48] Appropriate 

management of working time not only improves employee performance, but also 

employee satisfaction, motivation and work-life balance. [49] 

Our second hypothesis was formulated based on the literature, as follows: 

H2:  A correlation can be shown between the effectivity of telework and the 

management of working time. 

H0:  No correlation can be shown between the effectivity of telework and the 

management of working time. 

Teleworking introduced due to the coronavirus affects not only work performance 

and work-life balance, but also the mental health of workers. The coronavirus 

pandemic has affected many aspects of employees’ lives and thus posed many risks 

to their mental health. Mental health is characterized by the level of wellbeing in 

which an individual is able to realize their capacities and handle the stressful 
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situations that occur regularly in their life. [50] Mental health is affected by many 

factors, so it is difficult to formulate a uniform definition. An individual’s mental 

health is influenced by personal characteristics as well as by the environment and 

society. [51] The physical, social and organizational conditions of the work 

environment significantly determine the mental wellbeing of employees. [52] 

Teleworking, in and of itself, has many effects that can influence an individual’s 

mental health, examples are lack of boundaries between work and home, extended 

working hours, lack of relationships at work and limited support from leadership. 

[1] These factors were amplified even more by the coronavirus pandemic. The main 

factors affecting the mental health of teleworkers during teleworking introduced 

due to the coronavirus pandemic were feeling of uncertainty, increased presence of 

health problems [53], stress caused by social isolation [54], family conflicts [55], 

isolation at work [56] and excessive food and alcohol consumption. [57-59] 

Our third and last hypothesis was formulated based on the above literature: 

H3:  There is a significant relationship between telework and the mental health 

of employees. 

H0:  There is no significant relationship between telework and the mental health 

of employees. 

The rest of the present study contains a detailed presentation of our own 

investigations, in which the hypotheses presented above are also verified using 

various statistical tests. 

3 Material and Methods 

Our research examines the effects of telework introduced as a result of the 

coronavirus pandemic from an employee perspective. The primary data collection 

was carried out in the form of a quantitative research method, an online 

questionnaire survey, between September and October 2022. The online 

questionnaire survey is a fast and safe data collection technique, also ensuring that 

potential respondents are not harmed, thanks to the guaranteed anonymity. In the 

course of the online survey, we used our own structured questionnaire containing a 

total of 31 questions. The questionnaire can be divided into two larger sections, the 

first part asks about the respondent’s general demographics, the second part asks 

about the effects of the coronavirus on the respondents’ workplace through open-

ended, closed-ended and semi-closed questions. For Likert scale type questions, 

respondent preferences were measured on a scale of 1-5. In relation to scale type 

questions Cronbach’s alpha can be calculated to gain information whether the 

measure of the scale is reliable enough. Demographics are presented using simple 

descriptive statistics. Snowball sampling was used, which means that the 

respondents could also share the questionnaire among their friends. We received a 
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total of 235 evaluable questionnaires. The data were organized into a unified 

database and evaluated using software capable of statistical calculations, IBM SPSS 

Statistics 23. The data were subjected to a normality test, and based on the result it 

was established whether parametric or non-parametric statistical tests were 

appropriate to examine the hypotheses. 

Table 1 shows the demographic data of the sample using simple descriptive 

statistics. The table lists the percentage distributions and frequencies. Regarding 

gender distribution, 52.3% of the questionnaires was filled in by females and 47.7% 

by male. The age distribution is as follows: 12.8% of the respondents belonged to 

the 1960-1970 age group, 17.9% to the 1970-1980 age group, 29.8% to the 1980-

1990 age group and 39.6% belonged to the 1990-2000 age group. In terms of 

education, 73.6% of the respondents held a University Degree and 26.4% had a 

High School diploma, at the time of the survey. With regard to job positions, 99.1% 

of the respondents were employed as intellectual workers, while 0.09% of the 

respondents performed manual work. 

Table 1  

Description of the sample 

N total 235 Percentage Frequency Valid % Cumulative % 

Gender Male 

Female 

112 

123 

47.7% 

52.3% 

47.7% 

52.3% 

Age groups 1960-1970 age group 

1970-1980 age group 

1980-1990 age group 

1990-2000 age group 

30 

40 

70 

93 

12.8% 

17.9% 

29.8% 

39.6% 

12.8% 

30.6% 

29.8% 

39.6% 

Educational 

level 

University 

High School  

173 

62 

73.6% 

26.4% 

73.6% 

100% 

Position Manual worker 2 0.09% 0.09% 

 Intellectual worker 233 99.1% 100% 

Source: Authors’ own calculations, using SPSS (2022) 

4 Results 

The surveyed employees have divergent views on the effects of telework introduced 

as a result of the coronavirus pandemic. Percentage distributions were analyzed 

using simple descriptive statistics. 44.3% of the respondents had a favorable opinion 

on telework. In 31.1% of the cases, the effectiveness of telework was judged to be 

the same as work done on the employer’s premises. 74% of employers did not 

provide additional support to their employees, only 26% of employers provided 

support in the form of transportation to the workplace (provision of a car), 

contribution to public transportation or compensation for Internet use. 
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Table 2 enumerates the advantages and disadvantages of telework regarding private 

life. The listed positive and negative factors vary from person to person, but some 

influencing factors can be found on both sides. According to the respondents, 

working at home can lead to more as well as less stress, more as well as less time 

for family. The same is true for feelings of tension, as well as for the nature of the 

newly created work environment. The unique nature of telework and its impact on 

the employee is also reflected in the fact that while someone complains about being 

alone and isolated, others view solitude favorably and perceive it as more “me” 

time. A clear advantage is the reduction of travel time and costs and the possibility 

of flexible scheduling. 

Table 2  

The impact of telework on private life 

The positive effect of telework on 

private life 

The negative effect of telework on private 

life 

Saving travel time Isolation 

Better relationships within family Less social contact 

Less stress Loneliness 

Flexibility Irregular lifestyle 

Autonomy Anxiety 

Cost effectiveness Job change 

Calm environment Less time for family 

More joint programs with the family More stress 

Comfort Difficult to create your own space 

More sleep 

More me time 

More distractions 

Conflicts 

Source: Authors’ own research (2022) 

Regarding the character of the work environment, 43.8% of respondents could not 

decide whether office work or telework is more stressful for them. However, during 

the coronavirus pandemic, the prevalence of workplace stress among the surveyed 

employees was 79.1%. The causes of workplace stress can be traced back to the 

amount of overtime, risk of infection, non-compliance with hygiene rules, behavior 

of irresponsible and unvaccinated colleagues, and at the same time, it was 

considered a serious problem and source of stress that telework was not provided to 

the same extent for everyone and that management was unable to properly 

coordinate working remotely. In one of our subsequent questions, we touched on 

the comparison of office and telework, where the respondents could elaborate on 

their opinions; the results are summarized in Table 3. Both types of work involve 

many challenges, and individual aspects can appear as advantages and also as 

disadvantages, such as the continuous monitoring of employees by management or 

the lack of supervision or even the low stimulus work environment, many 

employees in the same space or the noise. While less communication and a lack of 

depth in collegial relationships were objected to in the case of telework, tolerating 
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colleagues and lots of rumors also appeared for office work. In the case of telework, 

a weak or poor-quality internet connection or provision of necessary and suitable 

conditions and tools for performing work can be considered difficulties, since 

telework is carried out through information and communication technologies. In the 

case of office work, the number of tasks that need to be solved abruptly, the number 

of colleagues who come to work sick and avoiding personal conflicts are among the 

big challenges. 

Table 3 

Comparison of office work and telework 

Telework is more stressful Office work is more stressful 

Lack of control Continuous presence of management 

Poor quality of internet connection Several sudden tasks to be solved 

More difficult documentation Personal conflicts 

More difficult concentration More work and deadlines 

More difficult information gathering Adapting to others 

Difficult work Different ways of thinking of colleagues 

Improper treatment of the employee Many people in one airspace 

Asking for help is difficult Disturbing each other 

Stressful Time wasted on travel 

More distractions 

Lack of communication 

More difficult contact 

Lack of personal and work relationships 

Sick colleagues  

Physically and mentally taxing 

Sound disturbance 

Decreasing concentration 

Private life and work are mixed 

Missing conditions 

Low stimulus environment 

Uncertainty 

The pressure is high 

Lots of rumors 

Tolerance of colleagues 

Source: Authors’ own research (2022)  

Table 4 gives an enumeration of the difficulties experienced in telework together 

with the most often marked Likert scale value and percentage distribution pertaining 

to the individual items. The value of the Cronbach-alpha reliability coefficient is 

0.763, therefore, the measurement reliability of the scales is adequate. 41.3% of 

respondents fully agree that the noise level experienced at home was one of the 

biggest disadvantages of teleworking, and according to 30.6% of respondents, 

coping with anxiety due to Covid-19 caused the greatest difficulties. 25.1% of 

respondents did not experience maintaining a work-life balance as a significant 

challenge. Social isolation, the layout of and lighting in the home workspace and 

internet connection quality were considered to be moderate problems. Setting fix 

working hours, taking regular breaks while working and providing for the necessary 

conditions for telework all presented difficulties to the surveyed employees. 
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Table 4 

Difficulties experienced during telework 

Aspect Most common value Percent 

Work-life balance 4 25.1% 

Setting fixed working hours 2 28.1% 

Taking regular breaks while working 2 25.1% 

Working in social isolation 3 25.5% 

Treating anxiety due to Covid-19 5 30.6% 

Home workspace layout 3 34.9% 

Lighting in the home workspace 3 44.3% 

Working at home noise level 5 41.3% 

Interruption of the Internet service 3 55.7% 

Access to office supplies/materials 2 43.8% 

Access to telework software 2 52.8% 

Providing a computer/laptop for telework 2 66.4% 

“very difficult or very bad” = 1 and “very easy or very good” = 5  

Source: Own calculations, using SPSS (2022) 

4.1 Hypothesis Tests 

Our first research hypothesis was the following: 

H1:  There is a significant relationship between telework and its effect on 

private life.  

H0:  There is no significant relationship between telework and its effect on 

private life. 

The data collected during the questionnaire survey come from a normal distribution, 

so we used parametric statistical tests to examine our hypotheses. To test the first 

hypothesis, we used a one-way analysis of variance (ANOVA), based on which it 

can be established whether there is a statistically significant difference between the 

means of the studied groups. The statistical test is shown in Table 5. According to 

test of homogeneity (Levene’s test, 0.457), the variances are homogeneous, so an 

ANOVA can be used. In the ANOVA table the p-value is 0.000, so a significant 

correlation can be shown between the examined variables. In addition, a post hoc 

analysis is needed to examine the differences between the group means, which is 

given in the Multiple Comparisons table. In our case, we perform Hochberg’s GT2. 

In the table, each row shows a comparison of a pair of categories. The first column 

shows the differences in mean values, the second the standard errors and the third 

the significance levels. The significance level, i.e., the p-value is <0.05, so the two 

examined means differ significantly from each other in all comparisons. After 

determining the significance of the relationship, we quantify the strength of the 

effect, i.e., the value of r. The following formula was used for this: 
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r =√
𝑆𝑢𝑚 𝑜𝑓 𝑆𝑞𝑢𝑎𝑟𝑒𝑠 (𝑏𝑒𝑡𝑤𝑒𝑒𝑛 𝑔𝑟𝑜𝑢𝑝𝑠)

𝑆𝑢𝑚 𝑜𝑓 𝑆𝑞𝑢𝑎𝑟𝑒𝑠 (𝑡𝑜𝑡𝑎𝑙)
 = √

60.422

303.685
 = 0.45 

The value of r is 0.45, which means a strong effect, so telework has a strong 

influence on the employee’s private life. We accept the H1 hypothesis and reject the 

alternative H0 hypothesis. The interviewed Hungarian employees also confirmed 

the fact already known from the literature that telework strongly affects work-life 

balance. 

Table 5 

The first hypothesis test 

Test of Homogeneity of Variances 

Levene Statistic df1 df2 Sig. 

0.457 2 232 0.634 

ANOVA Sum of 

Squares 

df Mean 

Square 

F Sig. 

Between Groups 60.422 2 30.211 28.812 0.000 

Within Groups 243.263 232 1.049   

Total 303.685 234    

Multiple Comparisons 

Dependent Variable: Telework 

 (I) 

WL

B 

(J) 

WLB 

Mean 

Difference 

(I-J) 

Std. Error Sig. 

Hochberg 

1 
2 -0.477* 0.188 0.035 

3 -1.395* 0.203 0 

2 
1 0.477* 0.188 0.035 

3 -0.918* 0.151 0 

3 
1 1.395* 0.203 0 

2 0.918* 0.151 0 

* The mean difference is significant at the 0.05 level. 

Source: Authors’ own calculations, using SPSS (2022)  

Our second research hypothesis was the following: 

H2:  A correlation can be shown between the effectivity of telework and the 

management of working time. 

H0:  No correlation can be shown between the effectivity of telework and the 

management of working time. 

We used a one-way analysis of variance (ANOVA) to test the second hypothesis. 

The statistical test is shown in Table 6. According to our test of homogeneity 

(Levene’s test, 0.195), the variances are homogeneous, so an ANOVA can be used. 

In the ANOVA table the p-value is 0.000, so a significant relationship can be shown 
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between the examined variables. In addition, a post hoc analysis is needed to 

examine the differences between the group means, which is given in the Multiple 

Comparisons table. During the examination, we performed a Gabriel test. In the 

table, each row shows a comparison of a pair of categories. The first column shows 

the differences in mean values, the second the standard errors and the third the 

significance levels. The significance level, i.e., the p-value is <0.05, so the two 

examined means differ significantly from each other in all comparisons. After 

determining the significance of the relationship, we quantified the strength of the 

effect, i.e., the value of r. The following formula was used for this: 

r = √
𝑆𝑢𝑚 𝑜𝑓 𝑆𝑞𝑢𝑎𝑟𝑒𝑠 (𝑏𝑒𝑡𝑤𝑒𝑒𝑛 𝑔𝑟𝑜𝑢𝑝𝑠)

𝑆𝑢𝑚 𝑜𝑓 𝑆𝑞𝑢𝑎𝑟𝑒𝑠 (𝑡𝑜𝑡𝑎𝑙)
 =√

109.008

303.685
 = 0.60 

The value of r is 0.60, which means a strong effect, so there is a significant 

relationship between the efficiency of telework and the management of working 

time. We accept the H2 hypothesis and reject the alternative H0 hypothesis. Those 

workers who do their job efficiently in telework are characterized by being able to 

manage their working time well, i.e., by having good time management. 

Table 6 

The second hypothesis test 

Test of Homogeneity of Variances 

Levene Statistic df1 df2 Sig. 

0.195 4 230 0.941 

ANOVA Sum of Squares df Mean Sq. F Sig. 

Between Groups 109.008 4 27.252 32.197 0.000 

Within Groups 194.677 230 0.846   

Total 303.685 234    

Multiple Comparisons 

Dependent Variable: Telework efficiency 

 (I)Time 

Management 

(J)Time 

Man. 

Mean Dif. 

(I-J) 

Std. Error Sig. 

Gabriel 

1 

2 -0.883* 0.236 0.001 

3 -1.400* 0.243 0 

4 -1.890* 0.25 0 

5 -2.250* 0.238 0 

2 

1 0.883* 0.236 0.001 

3 -.517* 0.174 0.032 

4 -1.008* 0.183 0 

5 -1.367* 0.166 0 

3 

1 1.400* 0.243 0 

2 0.517* 0.174 0.032 

4 -0.49 0.193 0.108 

5 -0.850* 0.176 0 
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4 

1 1.890* 0.25 0 

2 1.008* 0.183 0 

3 0.49 0.193 0.108 

5 -0.36 0.185 0.413 

5 

1 2.250* 0.238 0 

2 1.367* 0.166 0 

3 0.850* 0.176 0 

4 0.36 0.185 0.413 

* The mean difference is significant at the 0.05 level. 

Source: Authors’ own calculations, using SPSS (2022) 

Our third research hypothesis was the following: 

H3:  There is a significant relationship between telework and the mental health 

of employees. 

H0:  There is no significant relationship between telework and the mental health 

of employees. 

To test the third hypothesis, we perform a linear regression analysis, in the course 

of which we examine the relationship between two or more variables. A variable is 

assumed to be contingent on another variable that affects it. The statistical test is 

shown in Table 7. The regression model is shown in the Model Summary table.  

The value of R is 0.563, which is a value closer to 1. This means that a moderate 

relationship can be shown between the variables. The value of the coefficient of 

determination (R2) ranges from 0 to 1. R2=0.317 (31.7%), therefore, the model 

explains 31.7%, of the variance of the dependent variable. The ANOVA table has 

shown how well the regression model describes the data. In the last two columns, 

F=21.211 and p=0.000, which meets the accepted p <0.05 criterion.  

The Coefficients table shows the coefficients of the regression equation. It can be 

determined based on the table whether the individual variables have a significant 

independent effect on the dependent variable. We take into account the results of 

the t-test, a variable is significantly related to the dependent variable if the variable 

meets the p <0.05 criterion. This correlation is partial, the effects of the other 

variables of the model are filtered out. Based on the model, the work-life balance 

(p=0.001), coping with anxiety due to Covid-19 (p=0.000) and working in social 

isolation (p=0.000) variables are significantly related to the dependent variable, 

which in this case is the effect of teleworking on the mental health. The magnitude 

and direction of the effects are specified by the values in column B, which indicate 

the slope of the line pertaining to the given variable. The value pertaining to the 

work-life balance variable is -0.256, which means that if a person’s work/life 

balance value is increased by 1 unit, the effect of teleworking on their mental health 

decreases by 0.256 points. The value pertaining to the coping with anxiety due to 

Covid-19 is -0.363, which means that if a person’s coping with anxiety due to 

Covid-19 value is increased by 1 unit, the effect of telework on their mental health 
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decreases by 0.363 points. The value pertaining to the variable working in social 

isolation is -0.303, which means that if a person’s working in social isolation value 

is increased by 1 unit, the effect of telework on their mental health decreases by 

0.303 points. Overall, in the survey, work-life balance received 4 points, coping 

with anxiety due to Covid-19 received 5 points and working in social isolation 

received 3 points. Based on this, the equation takes the following form: 

Effect of telework on mental health = 4.654 (intercept) + (-0.256*4) + (-0.363*5) 

+(-0.303*3) +e (standard error of measurement) = 0.906+e 

Based on the aggregate results, (after rounding up) we can give an estimate of 1 

point for the effect of telework on the mental health of employees, plus an error, 

which arises in the case of each estimation. 

The Beta coefficient is suitable for comparing the effects pertaining to different 

variables; it can take a value between (-1 and 1). The effect of telework on mental 

health is marginal in the case of work-life balance (-0.215), coping with anxiety due 

to Covid-19 (-0.277) and working in social isolation (-0.256). As a result of 

hypothesis testing, we have verified the H3 hypothesis and rejected the alternative 

H0 hypothesis. The effect of telework on mental health appeared to be particularly 

strong in relation to work-life balance, coping with anxiety due to Covid-19 and 

working in social isolation. 

Table 7 

The third hypothesis test 

Model 

Summaryb  

R 

0.563a 

R Square 

0.317 

Adjusted R 

Square 

0.302 

Std. Error of the Estimate 

1.3443 

ANOVAa 

Model 1 Sum of Squares Df Mean Square F Sig. 

Regression 191.651 5 38.33 21.211 0.000b 

Residual 413.813 229 1.807   

Total 605.464 234    

Coefficients a 

 Unstandardize

d Coefficients 

 Standardized 

Coefficients 

t Sig. 

 B Std. 

Error 

Beta   

(Constant) 4.652 0.319  14.562 0.000 

[Work-life balance] -0.256 0.079 -0.215 -3.234 0.001 

[Fixed working hours] 0.003 0.091 0.002 0.03 0.976 

[Taking regular breaks 

while working] 

0.014 0.086 0.011 0.157 0.875 

[Anxiety due to 

Covid-19] 

-0.363 0.083 -0.277 -4.358 0.000 
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[Working in social 

isolation] 

-0.303 0078 -0.256 -3.874 0.000 

a Dependent Variable: Effect of teleworking on the mental health 

Source: Authors’ own calculations, using SPSS (2022) 

4.2 Discussion 

The results of the present study also confirmed that the transition to telework in 

Hungarian companies has had an impact on employees. In the course of our 

research, we found a correlation between telework and work-life balance. This 

result is in line with previous studies according to which improperly organized 

telework can lead to negative effects such as work-family conflicts. [60] When 

working to achieve work-life balance, the individual strives to minimize conflicts 

between the different groups of responsibilities (work, family, friends). [61] 

However, in the course of fulfilling work obligations, the balance between work 

and private life is often disrupted. [62] The cases of employees who manage to find 

and maintain a balance between work and private life show that, in addition to 

organizational performance, this has a great impact on their general wellbeing and 

life satisfaction. [63] The efficiency of telework can be greatly influenced by how 

employees manage their working time. One of the most important advantages for 

employees is the flexibility of telework, the possibility of independent time 

management. [64] What is an advantage for one employee can in many cases be a 

disadvantage for another, if the organization of work or the employee’s time 

management is not appropriate, it can have a negative impact not only on their 

organizational performance, but also their private life. [65] According to our 

research results, a significant relationship can be shown between the efficiency of 

telework and the organization of work. Our third research question was aimed at 

examining the effect of tele work on mental health. Teleworking, in and of itself, 

involves a number of factors that can have an impact on the employee’s mental 

health, such as stress, feeling of isolation, deterioration of social relations at work 

etc. [66] [67] Many people were not prepared for telework introduced by the 

coronavirus pandemic because many organizations introduced the measure 

overnight and this caused increased stress in the case of some employees. [68]  

The results of our own investigation also confirmed what had been described in the 

international literature, that a relationship can be shown between certain factors of 

telework and the mental health of employees (e.g., depression, anxiety and 

psychological strain). 

Conclusions 

The Coronavirus Pandemic fundamentally changed our everyday lives and also had 

a significant impact on labor markets. The introduction of physical distancing 

measures and other government restrictions, had serious consequences, for many 

employees, including (mandatory) furloughs, reduced working hours and wages, 

layoffs and changes to the “normal” work practices. For a significant part of the 
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workforce, the pandemic led to a sudden increase in workload and significant 

changes in work schedules and working conditions, such as telework. 

Some of the employees interviewed, during the survey, liked the idea of working 

remotely, even after the coronavirus crisis, 26.8% of respondents preferred a few 

days a month, while 25.5% of respondents indicated a desire to continue telework 

full-time or almost full-time, even after the crisis ended. Based on the results 

obtained, it can be said that the labor market of the future will have, flexible work 

arrangements, including telework and could be an easily and effectively applied 

motivational tool for many employees. While in those jobs where it is not possible 

to introduce full telework, the option of “hybrid” work arrangements could be a 

possible solution. 

In the course of our research, it was also revealed that Hungarian employers are not 

yet fully prepared for telework, the answers have also shown that they provide very 

little additional support to teleworkers. That is why we recommend that company 

managers improve their technical/digital equipment, in order to ensure optimal 

working conditions, for telework. Furthermore, the behavior of management during 

telework is expected to be more empathetic, work processes should be designed in 

such a way that they can be easily supervised and monitored and deadlines should 

be handled more flexibly. In addition to efficient job performance, all of this can 

also help reinforce trust between managers and subordinates. We recommend that 

employees develop their daily routine in-line with their teleworking. Establishing a 

separate work space and define specific work hours, with breaks, can be a good 

solution, as well as setting daily and weekly short-term goals, help to understand 

and achieve long-term goals. Regular contact with co-workers and the manager 

helps in managing changes and advising employees about needed tasks. The basic 

condition for maintaining concentration is the exclusion of distracting factors. In 

order to maintain health, regular exercise and a healthy diet are essential. Asking 

for regular feedback concerning the quality and efficiency of work, helps in 

development and learning. The future will show, to what extent, the introduction of 

telework can continue to develop in Hungary, maintain current levels, or whether it 

will finish, after the coronavirus crisis has passed. 

One of the novelties of our research is that few similarly comprehensive studies, 

covering other factors, in addition to the effects of telework on private life, have 

been done to date, so the results achieved herein and statistically verified, may be 

of interest to those involved in the topic. 

Future Research and Research Limitations 

The present research has certain limitations. One such limitation is that the research 

was conducted with a sample from only Hungary, so the results are not suitable to 

draw International conclusions, but, at the same time, they can provide a good 

starting point for future research projects. One of the limitations of questionnaire 

approach, is the subjectivity of the respondents, which can distort the results. In 

addition, questionnaires usually do not allow the exploration of deeper 
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relationships, as they are limited in terms of interaction and supplementary 

questions. Future work would be to extend this examination to other Central 

European countries, as well as conduct a longitudinal study, in order to have a better 

understanding of how the current research results have changed after the pandemic. 
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