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HOME-BASED TELEWORK:
ASPECTS OF COMMUNICATION.
EVIDENCE FROM HUNGARY

ABSTRACT. This paper examines the communication aspect

of Home-Based Telework (HBT). The aim of this study
is to focus on internal organizational communication
from the perspective of occupation and time spent in
HBT by answering two research questions. Firstly, how
does the occupation influence the perception of
organizational communication and the attitude towards
remote work? Secondly, does the evaluation of
communication within the organization change according
to the employees' judgment, depending on the time spent
in HBT? During the research, a systematic literature
review related to HBT was carried out. Moreover, an
anonymous online questionnaire survey was conducted in
four occupational groups, on a sample of 1,100 people.
The results show that there are significant differences
related to the perception of communication between
groups that can be distinguished based on occupations
and time. The conclusions drawn from the results can
serve as a reference point both for the researchers of the
topic and for those company managers who prepare and

organize the permanent introduction of HBT.
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Introduction

Due to the measures related to COVID-19, the amount of research motivated by
management science in the field of remote work has increased by leaps and bounds worldwide.
The reason for this, on the one hand, is that before the epidemic, employees — mainly in Central
and Eastern Europe — had little experience of remote work, and not everywhere was
management prepared to support such work (Wang et al., 2021). Those who did work from
home did not gain the experience through a permanent arrangement, but rather through
occasional remote work (for example, HBT one day a week). The pandemic and the lockdowns,
on the other hand, forced managers and subordinates to work from home continuously from
one day to the next. HBT became a consequence of enforcement, not individual decision. As a
result, a series of questions were raised, forced by the new practice. While some previously
researched topics suddenly became very important and researchers were encouraged to search
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for immediate solutions, several questions lost their timeliness due to the crisis; for example,
the issue of which personality and work types are more suited to working from home is no
longer among the main questions.

This work focuses on internal organizational communication from the perspective of
occupation and time spent in HBT. The first chapter introduces the main concepts and organizes
the recent literature on HBT based on the main research areas that have become particularly
important as a result of COVID-19. It brings the studies dealing with the connection between
communication and HBT under closer scrutiny. The second chapter places the research to be
presented in a model developed by the authors to map the factors affecting organizational
communication and the effects caused by communication. It also includes the questions
motivating the research and the hypotheses. The third chapter presents the research
methodology and data. The results show that there are significant differences related to the
perception of communication between groups that can be distinguished based on occupations
and time. The results and discussion can be found in the fourth chapter. In the fifth chapter, the
authors draw their conclusions. These are followed by the presentation of the research
limitations and the list of references.

Although the research was conducted in Hungary, this paper can be relevant for
academics, senior managers of corporations and other large companies operating in the Central
and Eastern European environment. The study draws attention to the importance of the
continuous development of digital literacy. In addition, it presents factors to be kept in mind
for managers who prepare and manage the long-term introduction of HBT, including the fact
that employees performing different tasks require different preparation. A systematic review of
recently published literature can provide clues for researchers.

1. Literature review

This chapter of the study focuses on conceptual interpretations and the literature review.
First, we review the interpretations of corporate communication and then HBT.

1.1. Corporate communication

According to van Riel and Fombrun (2007, p. 22), “corporate communication addresses
the fulfilment of organizational objectives”. Cornelissen, explaining the increasing importance
of corporate communication, wrote (2020, p. 4), “when other stakeholders, internal and external
to the company, started to demand more information from the company, practitioners
subsequently started to look at communication as being more then just ‘public relations’. This
is when the rots of new corporate communication function started to take hold. This new
function came to incorporate a whole range of specialized disciplines, including corporate
designing, corporate advertising, corporate communication to employees, issues and crisis
management, media relations, investor relations, change communication and public affairs.”
Defining corporate communication, we accept the approach of Cornelissen (2020) that it is a
management function, which is complex in nature and demands integrated approach.

Our study uses the concepts of internal corporate communication in the following sense:
“Internal communication's purpose is to provide an effective flow of information between an
organization's departments and colleagues. This applies both up and down the
management/employee chain. It also works among employees who are interacting with each
other in the company.” (Herman, 2022).

Although communication appears in almost every study, explicitly or implicitly, and its
importance is emphasized by the authors (Allen et al., 2015; Fay & Kline, 2011; Fonner &
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Roloff, 2010; Golden et al., 2008; Madlock, 2013; Wiesenfeld et al., 2001), it is relatively rarely
in the focus of research (DeFilippis et al., 2020; Gibbs et al., 2021; Golden et al., 2008;
Konczosné Szombathelyi et al., 2015). For this reason we made internal organizational
communication the key question of our investigation.

In our opinion, it is necessary to deal with communication from two aspects in
connection with remote work: on the one hand, from the point of view of corporate
effectiveness, and on the other hand, from the point of view of the employee's well-being,
mental health and community integration.

From the point of view of corporate effectiveness, the goal of communication is to
ensure that information in all directions be available to both management and employees
without interruption. This primarily means ensuring communication technology, the
transmission of work-related information, and overall communication conditions. The
availability of the data required for work, the possibility of uninterrupted information sharing,
recording, monitoring and evaluation of performance must be ensured. This includes not only
the provision of appropriate technology, but also the formation and development of the skills
necessary for their use. From the point of view of corporate efficiency, the question in the
examined studies was how the amount of communication changed depending on the channels
after the transition to HBT and how this affected the "output™ of work. Research on the amount
of communication has been carried out, for example, by DeFilippis and colleagues (2020), and
Gibbs and colleagues (2021).

From the point of view of employee well-being, mental health and community
integration, the aim is to prevent or reduce social isolation and loneliness. HTB's support also
arises from both a technical and community point of view, the transition of which from Office-
based-work (or Work from Office, WFQO) to HBT is a major task for management.

The issue of communication is therefore generally published from the perspective of
productivity (Bilan et al., 2023; DeFilippis et al., 2020; Gibbs et al., 2021), job satisfaction
(Golden et al., 2008), social psychological effects (Fay & Kline, 2011), mental health and its
preservation (Kuroda & Yamamoto, 2018), employment risks (Mishchuk et al., 2023).

The study written by Wiesenfeld, Raghuram and Garud (1999) highlights the role played
by communication in individuals’ cognitive attachment to the company. Attachment
significantly influences the efforts made for the sake of the company.

DeFilippis and his colleagues (2020) examined the digital communication practices of
employees in the early stages of the pandemic in a sample of more than 3 million people in
nearly 21,500 companies (in major cities in North America, Europe, and the Middle East). They
analyzed metadata about meetings and emails and they found that communication changed after
the lockdowns. Immediately after the closures, the number of meetings and emails skyrocketed.
The number of meetings per person increased by almost 13%, and the number of participants
in meetings also increased. At the same time, the average length of meetings decreased
significantly (by almost 20%). Email traffic also picked up, company employees sent more
emails to more recipients than before. In other words, the employees simultaneously increased
the frequency and extent of communication. DeFilippis and his colleagues assess that "such a
change in communication is in line with the need to replace the usual face-to-face
communication in office work with a virtual one™. (DeFilippis et al., 2020, p. 7). On the other
hand, it was also revealed that the increase in communication activity was accompanied by an
increase in the length of working hours. The first and last e-mails of the day, or the
documentation of check-ins and checkouts of meeting clearly indicates an average increase of
nearly 8% in working hours (p. 6). In other words, within the framework of HBT, the usual
output can be achieved with increased working hours and communication activity. According
to the authors, the results also show that “patterns of email and meeting activity began to
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change, on average, about a week prior to formal lockdown issuances, suggesting that
organizations can rapidly adjust their communication patterns in anticipation of formal policy
requirements, or in response to local environmental conditions.” (p. 8).

Gibbs et al.'s (2021) research on a large sample is also based on the company's point of
view: it focuses on the relationship between HBT productivity and the amount of
communication. The data attests that “employees spent more time participating in various types
of meetings, but less time in personal meetings with their manager or receiving coaching”.
(Gibbs et al., 2021, p. 3) It can be read from the data that the time of meetings with managers
increased significantly, participation in calls between team members (MS Team calls)
increased almost a hundredfold. The number of emails sent per week also increased as did the
number of participants in intra-company networking per person. These findings partially
coincide with DeFilippis and his colleagues’ (2020) results.

1.2. Home based telework

Working from home to earn income has been given many names. In our study, we
decided on the designation HBT (Home Based Telework). “HBT is considered and defined as
working from home by deploying information and communication technologies (ICTs) to keep
in touch with colleagues and deal with allocated working tasks“ (Nguyen & Armoogum, 2021).
Even with this content, the name Work(ing) from Home (WFH) appears in many studies (Gibbs
et al., 2021; Vyas & Butakhieo, 2021).

Telecommuting as a new mode of work has gained more and more space in the past few
decades, especially in “western” countries, so its research also goes back decades. Bailey and
Kurland (2002) provide an overview of telework research: which topics have been the most
researched in the previous 15 years.

However, because of the COVID-19 pandemic, Central and Eastern European countries
were suddenly forced to implement it extensively, thereby raising a series of problems. Due to
the forced circumstances, topics that had already been researched and new points of view
appeared worldwide. Among others, such topics are the following.

¢ reconciling family and work: negative effects on workers' work-life balance (European
Parliament's committee on Employment and Social Affairs, 2021; Bencsik & Juhasz,
2023); work and life domains (Galanti et al., 2021; Vyas & Butakhieo, 2021),

e evolution of traditional male and female roles (Galanti et al., 2021; Huws et al., 1996;
Iscan & Naktiyok, 2005; Nguyen & Armoogum, 2021),

e social support (Bentley et al., 2016; Fonner & Roloff, 2010; Golden & Gajendran, 2019;
Guo, 2017),

e psychological effects such as stress, loneliness, emotional exhaustion, well-being
(Bentley et al., 2016; Jurek et al., 2021), satisfaction (Guo, 2017), social isolation
(Davidescu et al., 2020; Lal & Dwivedi, 2009; Lengen et al., 2021),

e health effects (Xiao et al., 2021),

o work ability: time management, self-management, autonomy (Clear & Dickson, 2005),

o work design (Parker, 2014; Vyas & Butakhieo, 2021; Wang et al., 2021) and mastering
new professional skills (Davidaviciene et al., 2023),

o effectivity, productivity, performance (Allen et al., 2015; Davidescu et al., 2020;
Etheridge et al., 2020; European Parliament's Committee on Employment and Social
Affairs, 2021; Gibbs et al., 2021; Wang et al., 2021), task and process management
(Raisiené et al., 2021),

e time exploitation and utilization (Teodorovicz et al., 2022).
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In the research, sociological, (work) psychology, and business economics viewpoints
appear and are mixed. Researchers are widely concerned with the factors influencing the output
of remote work (Allen et al., 2015; Etheridge et al., 2020). On the one hand, they considered
such factors

e the characteristics of the company, such as

o the sector of activity (e.g. digital service provider, cultural-creative sector,
intellectual service provider: translation, education),

o the size of the company,

o ICT supply and level of use,

o the preparedness of the management (Harris, 2003);

e on the other hand, the individual characteristics of the employees, (Astroza et al., 2020),
such as

o income (research shows that there is a close correlation between income, status
and the output of telework. Telework has become a form of work for people with
higher incomes, while people with low incomes were forced to work in their
workplaces even during the epidemic.

o other important factors that correlate with teleworking are gender, educational
level, employment status, and occupation (Astroza et al., 2020, p. 1).

= gender, primarily as a result of the roles associated with them (for
example, in the case of a traditional female role, the effect of marital
status and child care),

= educational level (higher educated individuals are more likely to work
from home),

= employment status (blue collar and white collar positions) and in this
connection income,

= activity (financial work, business management, professional and
scientific services), occupation (translator, programmer, teacher),

o also individual psychological characteristics (ability to work independently,
ability to withstand stress, self-discipline, need for internal and external
motivation).

According to Vyas and Butakhieo (2021), such factors affect the complex phenomenon
of work and the family, and through them, on the one hand, productivity, job satisfaction,
flexibility, and dedication to work, and on the other hand, the balance between work and other
areas of life, also satisfaction with life and family (Figure 1).

Productivity
Outcome on Job satisfaction
work domain Flexibility
| Work engagement

WLB
Life satisfaction
Family satisfaction

Organizational
factors

| Work from home
| during Covid_19

Outcome on
family

Individual &
family factors

Figure 1. Analytical framework: Factors affecting HBT and its impact on work and other areas
of life
Source: Vyas, & Butakhieo (2021, p. 66)
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We find it remarkable that research looks for and presents the characteristics of remote
work (Work from Home/WFH) in relation to Office Based Work (OBW) (Gibbs et al., 2021;
Vyas & Butakhieo, 2021). The respondents who express their opinions in the surveys
comparing their Work-from-Office and Work-from-Home experiences, report e.g. increased
workload, stress, disorganization, changes in communication. These findings are aligned with
research highlighting the high level of mental distress in terms of social isolation during the
pandemic (Ginevicius et al., 2022). The SWOT analysis of Vyas and Butakhieo provides an
overview on this basis (Table 1).

Table 1. The impact of working from home during COVID-19 on work and life domains: An
exploratory study on Hong Kong

SWOT analysis of the situation of Hong Kong

Work-from-Office Work-from-Home
Networking opportunities, face-to face
interactions Flexible arrangement
. Opportunities for collaboration No office distractions (e.g. no office noise)
T Prevent miscommunication/effective Autonomy/Freedom
5 supervision Cosy/Familiar environment (reduced stress)
Z  Separation of work and personal life Time saving/No commuting
&J Greater sense of belonging Money saving (e.g. spend less on renting office
5 Better on boarding for new employees spaces
A focused environment Work-life balance
Greater access to technology Reduce absenteeism
No risk of information leaks
Distractions (e.g. family members, household
duties)
Uncomfortable environment (e.g. living in a
o Lack of flexibility small space)
& Sedentary lifestyle Lack of supervision
¢ Noisy workplace(e.g. loud conversations) Communication barriers
§ Time wasted in unnecessary meetings Missing social interactions/loneliness
g lrrelevant side conversations Lack of hardware support
UEJ Commuting expenses Blurred lines between work and personal life
Higher operating coast (e.g. utility bills) ~ Unhealthy lifestyle (e.g. lying on the sofa all
day)
Not favoured by all employees
Injustice

Maintain a professional appearance (e.g.  Hybrid models
build lasting relationships with clients) New talents from around the world

OPPORTUNI
TIES

Cybersecurity (e.g. data theft)

1) Privacy (e.g. loss of corporate

';: Less workforce diversity (e.g. married /employee/customer data)

H:J woman, & elderly) No WFH policies and regulations

E Traffic-related air pollution Extra expenses associated with homework

High competition (e.g. job maybe outsourced to
cheap overseas labour)

Source: Vyas, & Butakhieo (2021, p. 68)
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It is important from the point of view of evaluating the studies that many of them were
based on 2-3 weeks of telework experience. We consider this to be a fairly short period of time.
There are many variations between full HBT and short HBT. Some research also classified
those who work from home once a week as HBT employees (Astroza et al., 2020). In this study,
we differentiate between those who work remotely for more than 6 months and those who work
remotely for less than that. Only those who work from home for at least 50% of their working
time are considered HBT workers.

2. Research model(s) /frame(s) and hypotheses

The effects impacting the quality of communication and the effects of communication
on the company and on the individual can be summarized in a model below (own compiliation,
based on the literature (Figure 2).

The telework adapted CCM:
appropriate ICT

more intense 2-way .
communication /' Company's performance
technical support

A

Communication in HBT

function of communication:
technical support
team events
motivation

Special measurement
triggering the second

Employee's well-being

Figure 2. HBT — communication framework — Impact on the and of the Communication in
Home Based Telework
Source: own compilation

According to this model, the quality of HBT communication is determined by the
regular corporate communication management (CCM) adaptation to telework: management of
organizational communication, appropriate information provision (planning, organization,
operation, control, evaluation), provision of ICT, appropriate development of the ICT skills of
colleagues (together with technical support), ensuring rapid adaptation to changing conditions.

On the other hand, it is determined by special measures triggering the social function of
the communication of HBT. Among them are the enabling and support of events that maintain
social ties and can be implemented online. For this, the provision of communication media and
the integration of team events into working hours are prerequisites.

In terms of its consequences, HBT communication has a direct impact on the
performance and effectiveness of the company and on the employees (access to information
necessary for work, knowledge sharing, psychological well-being). At the same time, the latter
itself affects the company's performance.

In our empirical research, we deal with the effects of HBT communication on
individuals, displayed in the lower right quarter of the model.

Our research questions:

e Do company employees feel internal organizational communication changed with the
introduction of HTB?

e What are the consequences of the change in communication from an individual point of
view?
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e What inhibiting and supporting phenomena do they face in HTB?

e Does the assessment of internal organizational communication depend on the
occupation (activity within the company)?

e Does the evaluation of internal organizational communication depend on the time spent
in HBT?

With the transition to HBT, we regard the change in internal organizational
communication as a fact that does not require proof, but we wanted to make sure that the
affected employees also experience this. Therefore, this statement was labeled HO.

Our hypotheses:

e HO With the transition to HBT, internal organizational communication changes.
e H1 Due to the transition, one has to deal with negative phenomena.

o H1la ltis difficult to cope with IT applications.

o H1b Obtaining information necessary for work in HBT is more difficult than
under OBW conditions.

o H1lc Spontaneous learning and knowledge sharing is impaired

e H2 Positive communication effects also occur.

o H2a The employee is freed from: frequent interruptions in work due to co-
workers' interactions, unnecessary chatting, unpleasant communication
behaviour of the boss.

o H2b Work performance improves due to the elimination of disrupting
communication.

e H3 Different occupational groups experience positive and negative changes differently.
e H4 The longer the employee spends in HTB, the more experience they have with HBT
communication, the less they find the changes in communication to be negative.

3. Sample and research methodology

3.1. Sample characteristics

Our sample includes 1,110 people employed at different companies, who were randomly
selected and contacted with our online questionnaire in the spring of 2022. The respondents are
mainly employees of companies in North-West Hungary who attended a correspondence course
at a university. Based on the occupations and activities specified by the respondents, four groups
emerged: corporate informaticists / IT people (INF-group) (186 people), people working in
business positions (BUS-group) (359 people), people holding management positions (MAN-
group) (322 people) and people performing human-oriented tasks (HOT-group) (secretaries,
organizers, trainers, corporate lawyers, psychologists, etc.) (218 people). 25 people did not
belong to either group, so their answers were only taken into account in the evaluation of the
entire sample. We differentiated between those working remotely for more than 6 months and
those working remotely for less than that, and only those who work from home for at least 50%
of the working time are considered HBT workers

62% of the respondents are employed by a Hungarian organization, 26% have a
Hungarian employer with headquarters abroad, and 12% have a foreign employer. More than
half of the respondents (52%) work for large companies (with more than 250 employees), one-
fifth work for medium-sized companies (between 51-250 employees), another fifth work for
small companies (11-50 employees), and 8.6% work for microenterprises (1-10 employees).
More than two-thirds (72%) of the respondents became home workers due to the epidemic
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measures, and 41% of them had been working from home for more than six months at the time
of filling out the questionnaire, while only 4.7% of the respondents were hired for working from
home from the very beginning. 83% of the sample works for a company, 14% for a public
institution. In the case of 44% of the respondents, the company operated working from home
even before the epidemic, while with another 44% it was not operated, and 12% did not know.
34% of the respondents has a higher education degree, 12% has completed secondary education,
the remaining 54% did not provide an education level.

In our research, we did not measure the change in the performance of the companies
involved, as this can only be demonstrated over a longer period of time (over 6 months) and the
measurability entails other difficulties (Gibbs et al., 2021). Our outlook on this is basically
based on literature, self-evaluation and logical conclusion.

3.2. Methodology

Our database contains 75 variables (items), most of which concern quality criteria. The
vast majority of the scales are nominal or ordinal. A five-point Likert scale was used for several
questions, and the respondents could choose from the following for the listed statements: "I
don't agree at all, | rather disagree, | neither agree nor disagree, | rather agree, | completely
agree". Since we did not use quantitative variables, we could not build correlation and
regression models either. In the model specification, we compared findings related to HBT
with occupational groups, time (have you been working from home for more than 6 months),
and a combination of the two (time spent in HBT within occupational groups). For the cross
tables of the non-metric dependent and independent variables, we used the Pearson's Chi-square
test, which measures the statistical significance of the correlations of the compared variables.
The condition of the test is the independence of the variables and the expected frequency, which
was examined in each case and found to be ensured. In the case of the null hypothesis, there is
no relationship. In the following, we only present results for which the significance level is less
than 0.05, so for the data tested at the 5% significance level, the null hypothesis can be rejected
and a significant relationship can be identified.

In the questionnaire

e statements B 1-8, C 1-5, C-8, 11 serve for the examination of telework adapted
CCM,

e statements B-9, 17, C-9 and 11, as well as additional questions, are applied for
special measurements,

e we intended to reveal the effect of individual communication on the
effectiveness of corporate communication with statements B-11, 18, 19 and C-
7,9, 12, and

o the employees' well-being and mental health were examined with statements B-
9,10, 12, 13, 14, 15, 16, 20, 21 and C-6, 10.

4. Results

According to the time spent in HBT, we examined which statements have a significant
relationship with the type of job the respondents work in (Table 2.).
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Table 2. Significant relationships between statements about HBT and occupational groups, time
factor (significance p value)

Qs Statements C;‘r:g Time  INF MAN  BUS HOT

B-1  Communication within the

organization has changed. 0,046
B-3  Direct interpersonal (in person)

communication was primarily

replaced by work meetings

through telephone. 0,014 0,029
B-4  Direct interpersonal (live)

communication has primarily

been replaced by online meetings

(video chat, video conference). 0,001 0,001 0,038
B-5  The greatest difficulty was

learning how to use new

communication platforms,

storage spaces, and software. 0,025
B-6  The greatest difficulty was caused

by the fact that the direct personal

contact has ceased and it is

therefore more difficult to ask for

help in the work processes. 0,010
B-7  The greatest difficulty was

attempting to mitigate and

eliminate technical problems (e.g.

image and sound errors) during

online meetings. 0,025
B-8  The greatest difficulty was caused

by the fact that we were

technically unprepared for online

meetings (e.g. using PPTSs, screen

sharing). 0,003 0,013
B-9 My work has become more

difficult because important

information does not reach me; |

have to go after it. 0,001 0,013
B-10 Itis a bad feeling that | feel

isolated and left to myself in daily

communication. 0,008 0,007
B-12 The most positive change was

caused by my colleagues not

bothering me with their questions

and chatter. 0,019 0,003
B-13 The most positive change was

caused by the fact that

communication with the boss(es)

and co-workers that caused stress

became less frequent 0,001
B-14 Lack of informal "chat" at work

causes a sense of absence. 0,017
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Qs Statements C;‘r:g Time  INF MAN  BUS HOT

B-15 The lack of sharing of informal

professional news causes a sense

of loss. 0,042 0,033
B-17 Itis aloss for me that the mutual

spontaneous knowledge transfer

has ceased. 0,023
B-18 In my case, the change in internal

communication resulted in a

decrease in work performance. 0,010 0,001 0,015
B-19 In my case, the change in internal

communication resulted in an

increase in work performance. 0,001 0,001
B-20 | wanted to return to office work

as soon as it was feasibly

possible. 0,001 0,006 0,001
B-21 1 would be happy if my

institution/company made it

possible to work from home. 0,001 0,001 0,001
C-1  Our company/institution

management has experience in

organizing and managing work

from home. 0,001
C-2  Our company/institution

introduced working from home as

a result of measures related to

COVID-109. 0,001
C-4  The management introduced new

info-communication technology

solutions. 0,004
C-6  Technology cannot replace direct

personal professional

conversations. 0,019
C-7  The lack of personal meetings has

a negative impact on the direct

sharing of knowledge and

innovative ideas. 0,001 0,006 0,045
C-9  Our internal communication has

become more efficient, because

time is not wasted on chatter. 0,006 0,006
C-10 Our internal communication has

become more bleak because we

are distanced and disengaged

from each other. 0,017
C-11 Management could do a lot more

to improve our internal

communication. 0,006
C-12  Hybrid working would be a good

solution: some days in the office,

some from home. 0,033

Source: own compilation
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No significant relationship can be demonstrated between the time spent in HBT or the
occupational groups and the following statements in the questionnaire:

e B-2. Direct interpersonal (face-to-face) communication was primarily replaced by
electronic correspondence.

e B-11. The most positive change is that our communication has become more efficient,
thanks to new communication solutions (online meetings, circulars).

e B-16. | feel that | have become more distanced from my colleagues.

e (C-3. The management brought a series of measures to replace direct interpersonal
communication.

e (C-5. Management increases the efficiency of communication by using previously
unused software.

e (C-8. Management supports internal communication not only with technology
development.

We examined the temporal dynamics of each occupational group separately. It can be
seen that not only could we not identify a relationship to the time spent in HBT in the case of
human oriented task professionals (HOT), we were able to identify relationships only in some
cases in the case of IT professionals as well. In the case of managers (MAN) and business
workers (BUS) there were a number of statements that were significantly influenced by how
much experience they had with HBT, i.e. they had worked in this manner for more or less than
6 months.

5. Discussion

We considered it generally accepted that communication within the organization
changed significantly with the introduction of HBT. In the following chapter, we analyze the
responses regarding the assessment of communication and performance depending on the
occupational groups and the time spent in HBT.

5.1. Assessment of communication and own performance according to occupational groups

Our research was aimed at finding out how HBT workers evaluate the personal effects
of the change in communication. Furthermore, we would like to know what kind of inhibiting
and what kind of supporting phenomena the respondents faced in HTB, and, in addition, how
they felt about the development of their own performance as a consequence of this.

Assessment of communication according to occupational groups

Some of the changes are in the nature of the communication tools, that is, daily direct
interpersonal communication was replaced by telecommunications. This change brought with
it the task of managing technology.

After the cessation of direct interpersonal communication, all four occupational groups
switched to online meetings and video conferences, although electronic mail and the telephone
were also important substitutes. In the group of computer scientists (INF-group), a very high
proportion (76%) indicated the video conference as the most important tool, while in the HOT-
group it was 53%, and among the human-oriented group, electronic correspondence had almost
the same proportions.
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In terms of device use, less than a quarter of the respondents in all groups alleged
difficulty in learning how to use new devices, software, platforms, and storage. Understandably,
in the INF-group the proportion of those indicating difficulty remained below 1%.

While the majority of respondents believe that they were technically prepared for online
meetings (for example, screen sharing), the members of the HOT group felt disadvantaged in
this area; 47% of them did not feel prepared or were uncertain. Although the majority were not
frustrated by technical errors that may occur during online meetings, as much as 20% of the
members of the INF-group and 32% of the members of the HOT group were afraid of technical
hitches.

In addition to technical information, the information required for work is also a basic
prerequisite. On average, half of the entire sample of the respondents believe that they receive
the necessary information; however, according to almost one third of the members of the MAN,
BUS and HOT groups, they do not receive all necessary information and have to look it up
themselves.

The weakening of social relations had its effect on all groups. In all four groups, between
40-45% of respondents felt that it is more difficult to ask for professional help in work processes
due to the loss of personal contact. The proportion of those who did not report such difficulties
was below 30%, except for the INF group, where the proportion of those who did not experience
that it was more difficult to get help was slightly above 41%.

Spontaneous learning from each other is one of the benefits of community work that is
often forgotten. The loss of this opportunity was also indicated by a high percentage of the
respondents. In the total sample, on average 49% experienced this consequence as a loss, but
nearly 57% of the managers perceived the problem.

As a result of the cessation of personal contact, work can become more uninterrupted:
colleagues do not constantly bother each other with questions and comments. Nearly a third of
them are happy that work is more peaceful this way; however, more than 50% of the
respondents do not consider the "chattering" of colleagues to be a condition that interferes with
communication.

Based on these results, it can be stated that a significant difference can be identified in
the occupational groups in the sense of deprivation due to the lack of informal "chatting" at
work, the lack of sharing of professional news, as well as in how the change in internal
communication affected work performance.

The lack of personal meetings also had a different effect on the individual groups in
terms of direct knowledge sharing and innovative ideation. By examining the internal
distributions of the statements, it can be concluded that IT professionals coped best with the
situation (they had less of a sense of deprivation, their work performance declined less, and the
lack of personal meetings had a more negative effect on direct knowledge sharing than in the
other groups).

Assessment of own performance according to occupational groups

With regard to performance, literature sources report an increased time spent in HBT,
In other words, it seems that in order to be able to provide the performance that employees
provide during office-based work, they have to spend more working hours at home (DeFilippis
et al., 2020; Gibbs et al., 2021; Golden et al., 2008). Our survey was not directed at the amount
of time spent at work on average per day. However, it is clear from the answers that the work
performance - according to their own assessment - has not changed significantly. For both
increase and decrease questions, nearly 60% indicated that performance had not decreased, and
nearly 40% indicated that it had not increased. The largest proportion (40.8%) of IT
professionals report an increase in performance. The HOT group showed the most significant
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decrease in performance; 22% of them felt that they did not deliver on their performance during
OBW. Related to the performance self-assessment, we will compare the answers of the INF and
HOT group members in the following section.

5.2. Results depending on the time spent in HBT and the occupation

Based on the aspect of time, we examined how many people were already working in
HTB before the epidemic. We had 451 such respondents in the sample, but only 41 of them had
worked in HTB for more than 1 year. The comparison was made between those who had been
working at home for more than six months before our inquiry and those who had been working
at home for less than that.

Assessment of communication and self-performance according to the time spent in HBT
and the occupation

Keeping in mind the most efficient work and the best possible performance, we first of
all researched the prerequisites of communication: the existence of technical conditions, the
provision of the necessary information, psychological and well-being conditions.

36% of those who have been working from home for more than 6 months rather or
completely agreed that the most positive change was caused by not being disturbed by their
colleagues with their questions and chatter, while only 28% of those who have worked in HBT
for a shorter time answered this way.

The absence of direct interpersonal communication was mainly associated with
psychological consequences, mostly experiencing difficulties and frustration. The fact that
learning to use new devices, software, platforms, and storage spaces generally did not cause
any difficulties is gratifying. At the same time, 25% of those performing human orientation
tasks (HOT) experienced this change as a difficulty. This is an important message for business
leaders.

According to almost a third of the members of the MAN, BUS and HOT groups, they
did not receive all the information for their work and had to research it themselves. 33% of the
HOT group indicated this problem. Since the acquisition of information is time-consuming, it
IS an important factor in terms of work efficiency.

The answers to coping with technical difficulties suggest that those who had almost no
problems with the technique (INF: 1%) did not show a decrease, but rather an improvement in
performance (40.8%). Those who had to struggle with hardware and software (HOT 25%) and
felt unprepared for online meetings (HOT 47%) did not manage to work with the same previous
performance level.

We found that in the case of HBT workers for more than 6 months the company
introduced remote work mostly before COVID-19 (this indicates that the management had time
to plan remote work and prepare for working from home),

o the employer is mostly a foreign-owned company employing more than 250 people,
e the stakeholders consider the management to be more prepared to handle
communication in the given situation than those who have been working from home for

a shorter period of time,

¢ the introduction of new communication platforms caused fewer problems,

o they feel the lack of informal professional information less,

e they consider their own work performance to be better, they report an increase in
performance in HTB compared to their performance in OBW,

e they find their work less difficult,
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the majority of them would be happy with the possibility of remote work even after the
restrictions are over, and would less like to return to OBW,
at the same time, they feel that they are more distanced from their colleagues.

We found that those who have been working from home for less than 6 months

compared to those who have been telecommuting for at least 6 months

think more firmly that management could do a lot to improve internal communication,
tend to think that knowledge sharing and the exchange of innovative ideas are negatively
affected by telework,

consider personal communication to be less replaceable with technological solutions.

An explanation of these can be found in the text notes:

Online meetings become regular.

Communication with professional content will be regular in the framework of
continuing education. The importance of this is confirmed by the research of Cooper
and Kurland (2002). Their gqualitative study revealed that telecommuters experienced
more professional isolation when they missed opportunities to engage in developmental
activities at work.

The system of social support is introduced: management initiates a wide range of
interactions between colleagues. Our respondents named a wide range of such
possibilities (V.0. Wang et al., 2021) Teleworkers who received more social support
from supervisors and organization reported less social isolation, psychological strain,
and heightened job satisfaction (Baker et al., 2006; Bentley et al., 2016). Bentley et al.
(2016) also found indirect effects of social support from supervisors and the
organization on psychological strain and job satisfaction via reducing social isolation in
remote working practices. "Even limited social support can have strong positive
spillover effects when social resources people pursue are hard to obtain" (Wang et al.,
2021, p. 23).

The impact of this on well-being is shown in our research in that employees who have
been working in HBT for more than half a year reported satisfaction with HBT in more
cases than those who spent less than half a year in HBT.

The performance of those who have worked in this way for the rest of the time has
declined less, and they are less likely to return to office presence work than those who
have been working in this form for less than 6 months. Of those who have been working
from home for a long time, nearly 60% said that they would be happy if their employer
made it possible to work from home permanently, compared to only 38% of those who
have been working from home for a shorter time.

6. Conclusion

As a result of the COVID-19 pandemic, internal organizational communication has

changed with mass transition to HBT. All of this has urgently drawn attention to the
indispensability of digital literacy, which is not only essential from the point of view of HBT,

but also to keep up with the general development of technology (Baldzs et al., 2020;
Mazurchenko & Zelenka, 2022).

Different occupational groups experience positive and negative changes differently. In

our research, the “situational advantage" of IT professionals in coping with HBT
communication tasks proves that continuous further education in the field of IT and digital
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culture is in the basic interest of companies. This is also required by the spread of HBT and the
challenges of Industry 4.0.

The lack of necessary work related information can weaken work efficiency. Since the
acquisition of information is time-consuming, it is an important task for managers to make all
of the required information available for employees working in HBT.

When examining the time factor, it can be concluded that those working from home for
more than 6 months adapted to the new situation more successfully, had fewer negative feelings,
and their work became less difficult. The longer the employee spends in HTB, the more
experience they have with HBT communication and the less they perceive the changes in
communication to be negative.

A significant number of employees wish to be able to work from home. Ensuring this
can be an important labour retention factor and even a competitive advantage.

The spread of HBT can have both positive and negative effects on the worker's well-
being and work performance. With the decrease of personal meetings, employers must offer a
solution to the mental difficulties that arise as a consequence of working alone at home, e.g.
professional training of employees, promoting a mindset of upskilling, community support or
partly working from home (companies allow this to be shared in several ways).

Below, we summarize the verification of the hypotheses (Table 3.)

Table 3. Verification of the hypotheses

Hypothesis Verification Thesis

HO With the transition to HBT, internal With the transition to HBT,
organizational communication verified internal organizational
changes. communication changes.

H1 Due to the transition from

Due to the transition from OBW to
HBT, negative phenomena must also  verified
be dealt with.

OBW to HBT, negative
phenomena must also be dealt
with.

The difficulty of coping with IT
partially verified applications is different for each
occupational group.

H1b . . . Obtaining  the  information
Obtaining the information necessary )
necessary for work is more

for work is more difficult in the case verified oo )
of HBT than under OBW conditions. difficult in the case of HBT than
under OBW conditions.

- - =70
Hlc In the case of HBT, spontaneous A high proportl_on_(49 57%) of
. . . - the respondents indicated the loss
learning and knowledge sharing are partially verified .
. . of the opportunity to learn
impaired.
spontaneously from each other
H2 There are also positive

There are also positive L
communication effects due to the verified communlga_tlon effects due to
the transition from OBW to

transition from OBW to HBT.

Hla It is difficult to cope with IT

applications.

HBT.

H2a It is positive in HBT that the Some of the respondents do not
employee is freed from frequent consider the "chattering” of co-
interruptions of work due to co- workers as a condition that
workers' interactions, unnecessary partially verified interferes with communication.
chats, and unpleasant
communication behaviour of the
boss.
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H2b HBT workers for more than 6
months report an increase in

Due to the elimination of interfering performance in HTB compared
communication, work performance partially verified to their performance in OBW.

in HBT increases. The work performance is

influenced by other factors, such
as preparation for HBT work.

H3 Different  occupational  groups Different occupational groups
experience positive and negative verified experience positive and
changes differently. negative changes differently.

H4 The longer the employee

The longer the employee spends in

HTB, the more experience they have

with HBT communication and the verified
less they perceive the changes in
communication to be negative.

spends in HTB, the more
experience they have with HBT
communication and the less
they perceive the changes in
communication to be negative.

Source: Own compilation

Limitations of research

The survey was conducted at Hungarian companies that are not identifiable to us.

The six-month HBT time limit was arbitrarily drawn, based on the fact that according
to the Labour Code, employers (usually) enter into a trial period contract with newly hired
employees for a period of 3 months, which can be increased to a maximum of 6 months
according to the collective agreement. According to our assumption, the time required for
"training™ lies behind this provision. We did not collect data on whether there is a numerical
boundary in the change of the determining factor, or whether communication and its
consequences are gradually transformed.

The two factors we examined (occupation and time) stand out from the many factors
influencing HBT. Therefore, our conclusions regarding performance are to be treated with
reservations, since they do not take into account many influencing parameters of the company
(industry, size, IT readiness, etc.) and also exclude the characteristics of the individual (gender,
age, personality, etc.). At the same time, attention is directed to aspects that can be well planned
and managed well by company management.
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