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Abstract.   

Research background: Teleworking is becoming more current and more 
used. It is an instrument that allows and supports globalization. The corona 
crisis increased its use even more. Teleworking has advantages, but also 
disadvantages which are perceived and evaluated by its users. With its 
more intense penetration, the users’ perception will become an important 
factor in the implementation. Teleworking has effects both on the whole 
economy and on the employees - it affects their social life, their working 
relations, and their flexibility.  
Purpose of the article: The purpose of the article is to identify the 
students’ perception of advantages and disadvantages of teleworking and 
the development of this perception from the year 2018 to the year 2020. In 
2020, the data were collected during and after the corona crisis, and so we 
can observe its effects.  
Methods: We used an electronic survey to monitor students’ opinion on 
teleworking and processed the data by methods of descriptive statistics and 
more advanced statistical methods to obtain their characteristics. 
Findings & Value added: We found out that the perception of 
teleworking’s advantages and disadvantages didn’t change much from the 
year 2018 and stayed relatively stable in spite of the crisis. Only some 
effects of teleworking were considered by our respondents a little 
differently, e.g., the social aspects. Our findings may be used in addressing 
the perceived disadvantages of teleworking and supporting its advantages. 
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1 Introduction
Various economic, technological and environmental pressures have caused changes in 

the design of employment. Flexibility is an important requirement since the nineties [1].
That is why companies have to use employment models which suit various workers and 
allow unconventional work methods.
Teleworking means a type of work where employees work from home instead of at the 

employer’s premises. With teleworking, it is easier to perform the work outside the 
standard working hours. Teleworking uses various technological devices, such as 
telephones, computers, notebooks etc. There are various models of teleworking. Employees 
don’t have to work at home every day, but a few days may be spent at work and a few can 
be worked from home. Teleworking uses the opportunity offered by technologies consisting 
in flexible work location and removal of the limits imposed by one common workplace. 

The societal changes also support the introduction of teleworking. The number of dual 
career families rises, number of employed women with children is also quite high (the 
employment of women with children 3-4 years of age increased from 54% in 2010 to 72% 
in 2018 in the Czech Republic [2], the population is getting older which are all factors 
leading to the adoption of teleworking.
Teleworking is related job insecurity and uncertainty. It can also negatively affect career 

opportunities because of lack of personal contact and real presence in the workplace, no out 
of work relations etc. It is sometimes called the “out-of sight – out-of-mind” syndrome.  
Commitment to work which is defined as an identification with and involvement in an 
organization helps in the introduction of teleworking. Committed employees are ready to 
use new work practices including teleworking. 
As teleworkers must rely on themselves more, it is necessary to offer them some support of 
technical and managerial kind. Understanding, concern and acceptance are important in 
positive approaches towards teleworking [3]. Supervisors should support teleworking and 
appreciate teleworkers. 
Teleworking is not identical with classical work, it has its advantages and 

disadvantages. It allows more time and space flexibility and autonomy in work. That may 
lead to higher job satisfaction. Employees working on the distance may schedule their time 
more easily, they can take care of their children, old parents or disabled family members. 
They get also more time for their leisure activities. They save some commuting time which 
has positive effects on the stress level, physical and mental health. [4]. Traffic congestion 
are very common. 
Teleworking can be connected to increased productivity [5]. Teleworkers are less 

interrupted, can better concentrate, have more energy due to reduced commuting. 
Teleworking allows working on hours when the employee is most productive. 
The most reported disadvantages of teleworking include problems with career, limited 
interaction with colleagues, lower frequency of social contacts, disengagement, lack of the 
sense of belonging [6]. Separation from colleagues may cause stress and lower working 
morale. There is no exchange of ideas between workers. 
Another problem is related to the sense of lower privacy and control over the workplace in 
the employer’s premises. A consequence of teleworking may be the lower demand for 
workspace that may lead to shared workspaces. And the consequence of that may be lower 
sense of privacy. 

For companies teleworking brings savings in reduced offices required, lower demand 
for parking space. They can also recruit employees regardless of their residence. For some 
employees teleworking is the reason why they retain with the company [4].

The disadvantages of teleworking for companies include difficult supervisor, control 
and appraisal of employees. Some problems are related to data security as any break down 
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or leakage leads to harms in the company’s competitiveness. Problems with repairs and 
maintenance may also arise. 

2 Working from home: characteristics and outcomes of telework
Telework offers the opportunity to work anywhere and anytime. It may be considered a 
win-win alternative as it reduces costs, improves motivation, allows employees to organize 
their workloads and supports family relations. 

The advantages for employees include planning freedom [7], autonomy [8], lower stress 
[9], higher productivity [10], job satisfaction [11], reduced commuting [12], better and 
wider job opportunities for disadvantaged social groups, lower pollution due to reduced 
traffic. On the other hand teleworking has also challenges for employees. There is a lack of 
face to face communication and social interaction between employees, it is more difficult to 
arise awareness of organizational values, and teleworkers may feel less support from the 
management [13]. Some teleworkers claim that their less frequent presence at the 
workplace reduces their career opportunities [14].
Teleworking allows the worker to organize his time better and to support the work-life 

balance. However, teleworker is exposed to interruptions, can be tempted to work longer or 
at weekends which may harm his work-life balance. The combination of work and family-
related activities represents a challenge for the teleworker. 

In teleworking we can differentiate its intensity – there are both full-time, part-time and 
ad hoc telework models, time when it is performed – teleworker can work either in 
traditional working hours or spend evenings or weekends working and its place – there are 
multisite telework models or freelance telework if the teleworker has an agreement with 
more employer or mobile telework if the work is done on many different sites or just work 
from home of the teleworker works from home for one employer. 

In spring 2020 the battle against COVID-19 started in Europe and the movement of 
workers which are not essential for the economy was halted. For many companies the only 
way how to survive was to transfer their employees on work from home. That is why we 
researched the perception of teleworking during the crisis and compared it with the results 
we collected before the crisis. 

In Table 1 we can see that teleworking has been becoming more popular in Europe 
since the nineties. In 2018 13.5% of persons employed aged between 15 and 64 worked 
remotely in EU-28.

Table 1. Percentage of persons employed aged 15 to 64 who telework, (Eurostat, Labour Force 
Survey)

Netherlands 38,4%
Sweden 33,1%
Finland 29,7%
Denmark 29,1%
Luxembourg 28,7%
UK 23,9%
Belgium 22,8%
Austria 21,7%
France 20,8%
Estonia 20,2%
Ireland 19,7%
Slovenia 18,3%
Portugal 14,7%
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Poland 14,0%
Germany 11,6%
Malta 9,8%
Czech Republic 9,4%
Slovakia 9,1%
Spain 7,5%
Croatia 6,7%
Hungary 6,0%
Greece 5,1%
Italy 4,8%
Latvia 4,8%
Lithuania 4,6%
Cyprus 2,2%
Bulgaria 0,9%
Romania 0,7%

The use of teleworking in European countries in the past ten years has been increased 
by 3 percent between 2009 and 2018. Early estimates from Eurofond [15] lead to the 
conclusion that almost 40% of workers began to use teleworking as a consequence of the 
COVID-19 pandemic. Before the COVID crisis only 15% of workers had an experience 
with teleworking. The European Commission in its 2020 communication claims that 
teleworking is important for the jobs and production preservation [16].

According to the Eurostat Study (2018) in the Czech Republic more women (4,6%) than 
men (3,3%) usually work from home. The Eurostat suggested that in 2017 1,3% of 15-24
year old employees worked regularly from home, 3,7% of 25-49% years old and 5,4% of 
50-74 years old. The older the workers the more they tend to use teleworking [17].

3 Materials and Methods
In our research we focused on the university students. We compared their answers to 
identical questions collected in years 2018 and 2019 with those collected during the 
COVID-19 crisis and lock down in the spring 2020. The first set (Data set I) of answers 
was receive continually through from 1st Octobre 2018 till the end of the year 2019. The 
second data set (Data set II) was collected from 8the April till 30th April 2020. We used the 
Google form and send an email to students with the link to the questionnaire. The students 
were from the Technical and Economic University (VŠTE) and Economic university 
(VŠO). The gender composition of the two dataset can be found in Table 2 and 3.

Table 2. Data set I
Frequency Percent

Men 52 41,9
Women 72 58,1

Total 124 100,0

Table 3. Data set II
Frequency Percent

Men 39 25,2
Women 116 74,8

Total 155 100,0
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We used the six point Likert scale in most answers with 1 meaning definitely no, and 6 
meaning definitely yes.

We concentrated on some general questions related to teleworking. In these questions 
only the options “yes” (1) or “no” (2) were possible.

1) Do you know the concept of teleworking?
2) Do you use teleworking in your work?
3) Would you like to work on a distance?
Then, we focused on the advantages and disadvantages of teleworking for the worker. 
The advantages were: 
4) I don’t have to commute to work.
5) With teleworking, I can perform the type of work I couldn’t perform offline.
6) With teleworking I have more freedom.
7) I can organize and plan the work myself. 
8) I will save some money. 
The disadvantages were:
9) My boss wants me to work more. 
10) I can’t separate free time and work.
11) There is a conflict between working life and family life. 
12) I miss the natural human communication. 
13) I feel isolated. 
14) This type of work is too expensive for me.
15) I can’t influence the situation and resolutions in the company. 
16) The possibility of promotion is limited. 
17) I get less money. 
Finally, the pros and contras of teleworking from the social perspective were discussed.
Advantages:
18) Higher labour supply on the labour market
19) Lower traffic
20) Qualified people can live outside of city centres.
Disadvantages:
21) Depopulation of city centres
22) Psychological and physiological problems

4 Results
When summarising the results we used the statistical measures of mean and standard 
deviation. The results can be found in Tables 4, 5, 6, 7 and 8. The bigger differences 
between years 2018-2019 and 2020 were marked grey in the tables. The questions in the 
tables deal with various categories of teleworking advantages and disadvantages. 

Table 4. Results I (M-mean; SD-standard deviation)
General questions 2018-2019 2020
1) Do you know the concept of teleworking? M=1,41; SD=0,494 M=1,19; SD=0,39
2) Do you use teleworking in your work? M=1,87; SD=0,337 M=1,74; SD=0,44
3) Would you like to work on a distance? M=1,38; SD=0,487 M=1,35; SD=0,48

Table 5. Results II
Teleworker’s perspective
Advantages:

2018-2019 2020

4) I don’t have to commute to work. M=4,5; SD=1,36 M=4,56; SD=1,25
5) With teleworking, I can perform the type of M=3,58; SD=1,13 M=3,51; SD=1,44
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work I couldn’t perform offline.
6) With teleworking I have more freedom. M=4,74; SD=1,18 M=4,76; SD=1,29
7) I can organize and plan the work myself. M=4,79; SD=1,26 M=4,99; SD=1,17
8) I will save some money. M=4,37; SD=1,2 M=4,35; SD=1,24

Table 6. Results III
Teleworker’s perspective
Disadvantages:

2018-2019 2020

9) My boss wants me to work more. M=3,06; SD=1,13 M=3,05; SD=1,33
10) I can’t separate free time and work. M=3,93; SD=1,2 M=3,69; SD=1,59
11) There is a conflict between working life and 
family life.

M=3,57; SD=1,21 M=3,17; SD=1,51

12) I miss the natural human communication. M=3,76; SD=1,39 M=4,34; SD=1,38
13) I feel isolated. M=3,65; SD=1,44 M=4,16; SD=1,45
14) This type of work is too expensive for me. M=2,41; SD=1,08 M=1,95; SD=0,95
15) I can’t influence the situation and 
resolutions in the company.

M=3,73; SD=1,12 M=3,41; SD=1,27

16) The possibility of promotion is limited. M=3,47; SD=1,04 M=3,43; SD=1,39
17) I get less money. M=2,92; SD=1,09 M=2,93; SD=1,42

Table 7. Results IV
Social perspective
Advantages:

2018-2019 2020

18) Higher labour supply on the labour market M=3,73; SD=1,05 M=3,94; SD=1,23
19) Lower traffic M=4,0; SD=1,34 M=4,59; SD=1,19
20) Qualified people can live outside of city 
centres.

M=3,63; SD=1,11 M=4,0; SD=1,27

Table 8. Results V
Social perspective
Disadvantages:

2018-2019 2020

21) Depopulation of city centres M=3,4; SD=1,22 M=3,9; SD=1,31
22) Psychological and physiological problems M=2,83; SD=1,2 M=2,97; SD=1,23

5 Discussion
We can see that the difference between the two columns is not very big. Students seem to 
use teleworking more in 2020 (25,2% compared to 12,9%). The percentage of students 
working remotely is above the average in the Czech Republic and achieves the level of 
western European countries. 

As for the questions, the biggest difference can be found in questions 11, 13, 14, 15, 19
and 21. The results were independent on gender and age. Except for questions 16 and 17 
where students seem to consider the disadvantages of teleworking less important, students 
are more sensitive towards personal advantages of teleworking (q. 11, 13, 19) and social 
advantages and disadvantages of it (q. 19-20). We can conclude that the difference can be 
explained by their practical experience with teleworking. They think they can organize the 
work themselves better, they seem to be more experienced and know how to separate work 
and free time, there are fewer conflicts between work and family. On the other hand they 
miss human communication more, feel more isolated, teleworking is less expensive for 
them than work in the employer’s premises and are not so much persuaded that they can’t 
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influence the company’s operations when teleworking. The social advantages are more 
appraised, but the social disadvantages as well. It seems they have better skills in managing 
teleworking, but its psychological and social aspects play a more important role for them. 
Surprisingly, in spite of the coronavirus crisis and the lockdown the percentage of 

students using teleworking was not so high. That may be explained by the fact that not all 
students have a job or work just part time and during the crisis they were substituted by 
regular employees or their work was not necessary. Their evaluation of the advantages and 
disadvantages of teleworking doesn’t differ so much, maybe because they new the 
advantages and disadvantages well before the crisis or were at least good informed about 
them and the lockdown didn’t change their opinions. 

6 Conclusion
We may conclude that use teleworking quite a lot and know its advantages and 
disadvantages. As for teleworking, they especially positively evaluate the freedom, ability 
to organise their life and cost savings.

The comparison of years 2018 and 2019 and the crisis time in 2020 shows students used 
teleworking more during the crisis, but their evaluation of the positives and negatives 
related to it didn’t change much. Students are sensitive to the psychological and 
sociological effects of teleworking. The lack of natural human communication was 
perceived critically before the crisis and during it its perception became more important. 
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