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Abstract  
With increased interest in virtual work and distance management following the Covid-19 pandemic, 

transitioning to a virtual workplace has been the reality for many companies. The disruptive change 

due to the pandemic has had a tremendous effect on both employees and management. However, the 

importance of satisfied and happy employees is well established in the existing literature without 

considering a disruptive, rapid outside influence such as the pandemic. When transforming an 

established organization to become a mainly virtual workplace, the changes that occur are manifold 

and can significantly affect employees and their job satisfaction. This study explores what changes 

are significant to employees and how these changes subsequently affect their job satisfaction.  

By performing in-depth interviews, analysis of autophotography, and an online questionnaire, the 

case company Navitrans was investigated to get hands-on knowledge and primary data about the 

prevailing situation at the company. Navitrans has recently moved all operations online and is thus 

an interesting case to explore the research problem at hand.  

The findings clearly demonstrate three main themes of changes that are impactful to Navitrans’ 

employees: Decreased Social Interaction at Work, Increased Flexibility and Autonomy, and 

Initiatives from Management. The decreased social interaction is evidently the biggest dissatisfier for 

employees, while people are split rather equally when looking at the importance and effect of 

initiatives from management. Increased flexibility and autonomy on the other hand have a positive 

effect on most employees’ job satisfaction, but it is far from everyone who sees the benefits it 

provides.  

Organizations must be aware of the personal fit between employees and the job description of remote 

work. Even though research has shown that flexibility is a great advantage of virtual work, it might 

not fit all personas or lifestyles to have increased flexibility. Leaders should, therefore, be careful 

when promoting the benefits of increased flexibility and autonomy. Moreover, management needs to 

provide clear guidance throughout the transitioning to a virtual workplace to avoid unmotivated and 

frustrated employees. Hiring designated change managers or teams to lead the change can be highly 

beneficial. The study reveals that the decrease in social interaction is the biggest dissatisfier for 

employees. Management must therefore emphasize offering employees remote alternatives in the 

form of virtual gatherings and events along with encouraging online communities, for improving 

relationships and social interaction among employees. 



 3 

Table of contents 
ACKNOWLEDGEMENTS	..............................................................................................................................................................	1	

ABSTRACT	......................................................................................................................................................................................	2	

TABLE	OF	CONTENTS	.................................................................................................................................................................	3	

INTRODUCTION	............................................................................................................................................................................	6	

INTRODUCTION	TO	CASE	COMPANY:	NAVITRANS	...........................................................................................................................................	7	
PROBLEM	FORMULATION	....................................................................................................................................................................................	7	

LITERATURE	REVIEW	.................................................................................................................................................................	8	

TRANSITIONING	FROM	TRADITIONAL	WORK	TO	VIRTUAL	............................................................................................................................	9	
MANAGING	AT	A	DISTANCE	..............................................................................................................................................................................	15	
JOB	SATISFACTION	IN	VIRTUAL	WORK	..........................................................................................................................................................	22	

METHODOLOGY	..........................................................................................................................................................................	28	

METHODOLOGICAL	FRAMEWORK	...................................................................................................................................................................	28	
The	Research	Philosophy	...........................................................................................................................................................................	28	
The	Approach	of	the	Research	.................................................................................................................................................................	29	
Research	Strategy	&	Methodological	Choices	..................................................................................................................................	30	
The	Time	Horizon	of	the	Study	................................................................................................................................................................	31	

DATA	COLLECTION	&	ANALYSIS	.....................................................................................................................................................................	31	
In-depth	Interviews	......................................................................................................................................................................................	31	
Autophotography	..........................................................................................................................................................................................	36	
Online	Questionnaire	...................................................................................................................................................................................	37	
Phase	1	-	Factor	Analysis	.......................................................................................................................................................................................	39	
Phase	2	-	Bar	Chart	&	Frequency	Analysis	.....................................................................................................................................................	44	
Phase	3	-	T-tests	&	Interesting	Additions	.......................................................................................................................................................	45	

VALIDITY	&	RELIABILITY	OF	THE	STUDY	.......................................................................................................................................................	48	
Phase	1	-	The	Trustworthiness	of	Qualitative	Methods	................................................................................................................	48	
Phase	2	-	The	Validity	&	Reliability	of	the	Quantitative	Methods	............................................................................................	50	

RESEARCH	ETHICS	.............................................................................................................................................................................................	52	

ANALYZED	FINDINGS	................................................................................................................................................................	53	

INTERVIEW	&	AUTOPHOTOGRAPHY	FINDINGS	.............................................................................................................................................	53	
Organizational	Change	...............................................................................................................................................................................	54	
Transitioning	to	a	Mainly	Virtual	Workplace	...............................................................................................................................................	54	
Differences	Between	Subsidiaries	.....................................................................................................................................................................	55	
The	Canadian	Ownership,	Valsoft	......................................................................................................................................................................	56	



 4 

Distance	Management	................................................................................................................................................................................	58	
Managing	&	Working	at	a	Distance	...................................................................................................................................................................	58	
Internal	Communication	........................................................................................................................................................................................	59	
Changes	within	Management	of	Human	Resources	...................................................................................................................................	60	
Home	Office	&	Visual	Insights	.............................................................................................................................................................................	60	

Job	Satisfaction	...............................................................................................................................................................................................	61	
Perceived	Performance	&	Recognition	............................................................................................................................................................	62	
Workload	&	Work-Life	Balance	..........................................................................................................................................................................	63	
Fit	Between	Personality	Traits	&	Work	..........................................................................................................................................................	64	
Flexibility	&	Increased	Autonomy	.....................................................................................................................................................................	65	
Social	Interaction	......................................................................................................................................................................................................	66	

After	Covid-19	.................................................................................................................................................................................................	67	
QUESTIONNAIRE	FINDINGS	..............................................................................................................................................................................	68	
Findings	from	Factor	Analysis,	Bar	Charts	&	Frequency	Analysis	...........................................................................................	69	
Component	1	-	Social	Interaction	at	Work	.....................................................................................................................................................	71	
Component	2	-	Increased	Flexibility	&	Autonomy	.....................................................................................................................................	77	
Component	4	-	Initiatives	from	Management	...............................................................................................................................................	80	

T-tests	.................................................................................................................................................................................................................	85	
Additional	Interesting	Insights	...............................................................................................................................................................	86	

DISCUSSION	.................................................................................................................................................................................	88	

INITIATIVES	FROM	MANAGEMENT	..................................................................................................................................................................	88	
INCREASED	FLEXIBILITY	&	AUTONOMY	.........................................................................................................................................................	95	
SOCIAL	INTERACTION	AT	WORK	...................................................................................................................................................................	100	

LIMITATIONS	&	FURTHER	RESEARCH	.............................................................................................................................	104	

LIMITATIONS	TO	THE	STUDY	.........................................................................................................................................................................	104	
FURTHER	RESEARCH	.......................................................................................................................................................................................	106	

CONCLUSION	.............................................................................................................................................................................	107	

BIBLIOGRAPHY	........................................................................................................................................................................	110	

ARTICLES	..........................................................................................................................................................................................................	110	
BOOKS	...............................................................................................................................................................................................................	114	
WEBSITES	.........................................................................................................................................................................................................	115	

APPENDICES	.............................................................................................................................................................................	116	

APPENDIX	1	–	VALSOFT	.................................................................................................................................................................................	116	
APPENDIX	2	-	INTERVIEW	QUESTIONS	........................................................................................................................................................	117	
APPENDIX	3	-	QUESTIONNAIRE	.....................................................................................................................................................................	118	
APPENDIX	4	-	THE	LIST	OF	31	CHANGES	....................................................................................................................................................	132	



 5 

APPENDIX	5	-	CORRELATION	MATRIX	.........................................................................................................................................................	133	
APPENDIX	6	-	SCREE	PLOT	&	EIGENVALUES	FROM	SPSS	........................................................................................................................	156	
APPENDIX	7	-	PARALLEL	ANALYSIS	..............................................................................................................................................................	158	
APPENDIX	8	-	STRUCTURE	MATRIX	..............................................................................................................................................................	159	
APPENDIX	9	-	PATTERN	MATRIX	..................................................................................................................................................................	161	
APPENDIX	10	-	COMPONENT	1	VARIABLES	FROM	SPSS	..........................................................................................................................	163	
APPENDIX	11	-	COMPONENT	2	VARIABLES	FROM	SPSS	..........................................................................................................................	164	
APPENDIX	12	-	COMPONENT	4	VARIABLES	FROM	SPSS	..........................................................................................................................	165	
APPENDIX	13	-	T-TEST	1	...............................................................................................................................................................................	166	
APPENDIX	14	-	T-TEST	2	...............................................................................................................................................................................	167	
APPENDIX	15	-	T-TEST	3	...............................................................................................................................................................................	168	
APPENDIX	16	-	T-TEST	4	...............................................................................................................................................................................	169	
APPENDIX	17	-	INTERVIEW	1	........................................................................................................................................................................	170	
APPENDIX	18	-	INTERVIEW	2	........................................................................................................................................................................	181	
APPENDIX	19	-	INTERVIEW	3	........................................................................................................................................................................	188	
APPENDIX	20	-	INTERVIEW	4	........................................................................................................................................................................	193	
APPENDIX	21	-	INTERVIEW	5	........................................................................................................................................................................	201	
APPENDIX	22	-	INTERVIEW	6	........................................................................................................................................................................	208	
APPENDIX	23	-	PICTURES	OF	HOME	OFFICES	.............................................................................................................................................	217	
APPENDIX	24	-	QUESTIONNAIRE	RESPONSES	.............................................................................................................................................	223	
APPENDIX	25	-	CRONBACH'S	ALPHA	RELIABILITY	STATISTICS;	COMPONENT	1	..................................................................................	255	
APPENDIX	26	-	CRONBACH'S	ALPHA	RELIABILITY	STATISTICS;	COMPONENT	2	..................................................................................	256	
APPENDIX	27	-	CRONBACH'S	ALPHA	RELIABILITY	STATISTICS;	COMPONENT	4	..................................................................................	257	

 

 

 

 

 

 



 6 

Introduction 
The rise of digitalization and the development of technology has increased the interest and 

opportunity for remote work. The attractiveness of remote work is mainly rooted in the flexibility 

that it offers, and the benefits of virtual work have shown to be numerous. For the individual 

employee, flexibility is seen as the major attraction, while companies see benefits such as cost savings 

as the main driver. Even though companies might see various benefits to move their operations online, 

management must have the individual employees in mind in the process. Job satisfaction is a 

complex, abstract phenomenon, and it is essential for managers to be aware of what changes affect 

employees and how their satisfaction can be influenced accordingly. Satisfied and motivated 

employees can have a significant effect on the long-term success of companies (Crawford and 

Nahmias, 2010). 

During a crisis such as the Covid-19 pandemic, distance management and remote work have become 

increasingly crucial for companies’ success. The element of crisis has forced traditional companies 

to rely on digitalization and trust when having to move all operations online from one day to the 

other. When the pandemic started in 2019, no one really knew how the crisis would impact the whole 

world, but now almost a year and a half later, one might say that the virus has had a drastic influence 

on all industries across the globe (WHO, 2021).  

With time, businesses have adapted and now most people have found a way to live with the pandemic 

and the restrictions it provides. Many businesses have moved their operations online, and virtual 

communication platforms have stepped up to provide a better way of communicating virtually. While 

the pandemic had horrible consequences, it undoubtedly also sparked multiple innovations and 

creative solutions. Moving operations online has allowed employees to enjoy a more flexible work 

schedule and cost savings for companies in terms of office spaces and day-to-day supplies (Gajendran 

& Harrison, 2007). These benefits have sparked the interest in keeping the companies partly or fully 

remote once the pandemic subsides. 

Even though comprehensive research has been done on job satisfaction, little to no attention has been 

given to the job satisfaction of remote employees, especially taking into account the element of crisis 

and the drastic changes that follow such a rapid transition. The radical changes in companies when 

moving operations online undoubtedly had some effect on employees. While managers suddenly had 
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less supervision over their employees, workforces had to adapt to a new way of working with less 

social interaction (Rockmann & Pratt, 2015). 

Introduction to Case Company: Navitrans 

To study the cruciality of changes when transitioning to a virtual workplace and their effect on job 

satisfaction, the case company Navitrans was investigated. Navitrans is a multinational logistic 

software provider focusing on Information Technology (IT) solutions for the logistic market since 

1999. With the ambition of making the logistic industry “ready for tomorrow’s future," Navitrans 

delivers software services and solutions that enhance and help logistic service providers excel 

(Navitrans, n.d.-a; -b).  

Navitrans has customers from all over the world, with the headquarter located in Belgium, and two 

other main subsidiaries located in Lithuania and Denmark. Navitrans is a part of the group called 

Aspire Software, Transportation & Logistic, and was recently acquired by Valsoft Corporation, 

which is based in Montreal, Canada (Appendix 1).  

In March 2020, due to the Covid-19 pandemic, Navitrans had to make drastic changes to their ways 

of working. "It’s still business as usual," Navitrans states on their website after moving all operations 

online. In the statement, Navitrans further ensures that its employees, partners, and customers’ safety 

is of utmost importance, and therefore drastic management changes have been made. All operations 

were moved online, face-to-face meetings were changed to virtual meetings, and non-mandatory 

travels were canceled; "This is a crisis we must fight together and we must each do our share" 

(Navitrans, 2020). 

Problem Formulation 

Due to Covid-19, moving operations online was not a strategic choice aiming at cost savings and 

increased flexibility – it was a necessary one. The transition to remote work became a rushed, drastic, 

and compulsory reality for many firms like Navitrans. Instead of slowly leaning into the idea of 

moving online or gradually moving some of the operations online, organizations had to go all-in from 

the very start, without any preparation. After almost a year and a half, many firms are now 

contemplating whether they should keep operations fully or partly online, even though the pandemic 

eventually subsides. The increased interest in the area of virtual work makes it compelling to explore 
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how the changes that occur when transitioning to a virtual workplace affect the employees and their 

job satisfaction. Navitrans is one of the many companies that have decided to permanently close its 

offices and keep business running online, but how does this decision affect the employees, and what 

does management need to focus on while going through these changes? This study aims to list 

impactful changes that affect employees and their job satisfaction and thereby contribute to the field 

of virtual work studies.  

With a focus on the case company, the proposed research question will be as follows:  

When transitioning from a traditional office to a mainly virtual workplace, what changes have 

impacted the employees, and how do these changes affect their job satisfaction? 

Literature Review 
The purpose of this chapter is to explore and review the existing literature and previously conducted 

research relevant for answering what changes have impacted employees and how these changes affect 

their job satisfaction when transitioning from a traditional office to a mainly virtual workplace. The 

majority of the peer-reviewed articles and books focus on leading and managing change while 

emphasizing job satisfaction. However, it is crucial to keep in mind that since most of the literature 

reviewed is written before 2020 and the Covid-19 pandemic, there is a considerable gap revolving 

around the rapid transformation from a ‘normal’ brick-and-mortar company to moving operations 

mainly online overnight. 

The exploratory literature review is structured in three sections as seen in the Venn diagram below:  

 

 

 

 

 

Diagram 1: Literature review structure 
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Each concept and its findings will contribute to answering the proposed research question. These 

concepts include Transitioning from a Traditional Work to Virtual, Managing at a Distance, and Job 

Satisfaction in Virtual Work. 

Transitioning from Traditional Work to Virtual  

Transforming an organization from a traditional organization to a mainly virtual one overnight while 

preserving employees’ engagement and job satisfaction is a challenge. One relevant field of research 

that can speak to this challenge is the field of organizational change. 

Changes within organizations occur all the time, both on a strategic and operational level. Previous 

research has shown that changes are triggered mainly by external drivers. They can be defined as 

competition in the market, economic crisis, or customers and other stakeholders becoming more 

demanding with time, which affects the organization from the outside. Some external drivers may 

also lead to internal changes, as when customers become more demanding, the organization may 

internally need to improve their service and products. Other internal drivers mentioned as triggers for 

an organization’s change are implementing new technology, innovation, and process improvement 

(Oakland & Tanner, 2007). 

Organizational change involves processes shaped by time, along with adopting new approaches that 

depend on both practice implementation and internalization in the organization (Chiaburu 2006). An 

element of organizational change is change management, where the focus is on managing the work 

processes and strengthening employee involvement by emphasizing the people facing the changes 

(Crawford & Nahmias, 2010; Moran & Brightman, 2000). Moran & Brightman (2000) define change 

management as "the process of continually renewing the organization’s direction, structure, and 

capabilities to serve the ever-changing needs of the marketplace, customers, and employees" (Moran 

& Brightman, 2000). 

Over the years, scientists and practitioners have built various explanatory models to describe the 

foundation of change management and explain the numerous factors that might impact organizational 

change. Some of these focus on explaining change management from a more traditional perspective, 

such as business strategies and process orientation. The models presented by Kurt Lewin (1951) and 

John Kotter (1995) are structured as a process of change, where they provide categories also defined 

as steps for leading and managing a transition (Cummings et al., 2016; Hornstein, 2015; Kotter, 1995; 
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Levasseur 2010). In contrast, other approaches focus on identifying managers’ capacities from a more 

personal trait view of change management (Dievernich et al., 2014; Crawford & Nahmias, 2010; 

Moran & Brightman, 2000). 

When examining change management, two of the most cited sources are Kurt Lewin (1951) and John 

Kotter (1995). Lewin has even been quoted as the founding father of change management, with his 

approach CATS (change as three steps) for managing change. The change model is structured on 

three simple steps - unfreeze, change, and refreeze - representing the change process (Cummings et 

al., 2016). The first step, unfreeze, refers to acknowledging why a change is needed and how to 

prepare employees for it, while the second step, change, refers to the transition. At this step, 

management’s support is essential as employees are required to learn new behaviors and skills. The 

last step, refreezing, focuses on ensuring that employees will not return to their old, pre-change 

behaviors or thinking (Cummings et al., 2016; Levasseur 2010). 

Though Lewin’s work is widely acknowledged, scholars such as Schein (1996) and Child (2005) 

have questioned whether Lewin’s work is a valid theory as he has no references on his work nor 

empirical evidence (Cummings et al., 2016). Cummings et al., (2016) argue that Lewin himself did 

not develop the full three-step model to guide change, he only provided the unfreeze aspect 

(Cummings et al., 2016). While the fundamentals of the ‘refreeze’ step have been traced back to a 

former student of his, Leon Festinger. Festinger proposed the step about refreezing in his conference 

paper in 1950 (Cummings et al., 2016). Despite this, Lewin is still one of the most cited and 

recognized sources within change management. His work has been an inspiration to many academics 

through the years, and the fundamentals of his work can be recognized in Kotter’s model for leading 

change (Cummings et al., 2016). As Lewin’s model is not grounded on empirical evidence, it will not 

be used for this thesis; instead, the researchers will focus on Kotter’s model for leading change. 

John Kotter proposed the 8-step process for leading change in 1995, which focuses on reinforcing 

urgency while minimizing complacency by avoiding eight big mistakes when transforming an 

organization. In contrast to Lewin’s model, the 8-step process is grounded in empirical evidence and 

provided with more detailed and precise steps for the transition. It also emphasizes the importance of 

aligning and motivating employees when facing organizational changes, preparing them to support 

and adopt the change (Kotter, 1995; Hornstein, 2015). Kotter’s model provides an essential point of 

view when gathering profound knowledge for answering which changes may impact employees 

during a transition. 
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The first step in Kotter’s model is to establish a sense of urgency by examining the market and 

competition as well as identifying and discussing potential crises and possible opportunities. Kotter 

argues that over 50% of the companies he has observed failed in the first phase of change, as they did 

not establish a great enough sense of urgency (Kotter, 1995). He implies that the first step is essential 

as a transformation includes aggressive cooperation of many individuals, and if the motivation is not 

in order, people will not join, and the effort will vanish (Kotter, 1995). The second step, forming a 

powerful guiding coalition, suggests that a group with enough power to lead the change should be 

assembled along with encouraging teamwork and effort. Most companies that fail at this step 

commonly underestimate the difficulties of generating the change. Though they have many plans and 

programs, they still might be missing a clear vision (Kotter, 1995). Therefore, step three, creating a 

vision, becomes essential to help direct the change. The strategies and plans for achieving the change 

must be aligned with the vision as it gives a clearer direction of where the organization is going. 

Kotter advises that if a vision cannot be communicated within five minutes or less and receive a 

reaction that indicates both interest and understanding, the third step is not accomplished (Kotter, 

1995). 

Communicating the vision is the fourth step. New visions and strategies should be communicated 

through all channels, while the behaviors should be taught accordingly. It becomes necessary that 

managers and leaders are good examples for their employees and colleagues, as their behavior often 

reflects on others (Kotter, 1995). The fifth step is empowering others to act on the vision, as there can 

sometimes be obstacles that need to be removed. An obstacle can be within the organizational 

structure, for example, too narrow job categories or a boss that refuses to change, while making 

demands that are inconsistent with the overall change. When renewing, communication is not 

sufficient in itself - people also need encouragement for taking new risks when performing (Kotter, 

1995). In step six, planning for and creating short-term wins, emphasis is put on performance 

improvements and creating objectives and goals that employees can reach. Along with showing 

recognition to those who are facing changes and rewarding them (Kotter, 1995). 

The seventh step, consolidating improvements and producing still more change, focuses on using 

increased credibility to change structures, systems, and policies that are not aligned with the vision. 

In this step, the organization should focus on hiring, developing, and promoting employees that can 

help enforce the new vision (Kotter, 1995). The eighth and final step of the change process is 

institutionalizing new approaches, which expresses the vital phase of anchoring the new 
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organizational culture changes. This can be done by showing people how the new change has 

improved performance along with securing that the next generation of top management will represent 

the newly implemented change (Kotter, 1995). Kotter demonstrates that every organization that goes 

through a change will face surprises and challenges, but with a vision to guide the people through it, 

the error rate can be reduced (Kotter, 1995). 

Even though Lewin and Kotter have provided methods for leading and managing change, along with 

emphasizing the importance of leaders providing guidance to the people facing the changes, 

Hornstein (2015) still draws attention to a lack of research. Hornstein argues that there is a need to 

address the specific knowledge and skills managers and leaders must manage the organizational and 

behavioral change (Hornstein, 2015). 

Other researchers have focused on other unavoidable changes when strategic changes are made in 

organizations. It is crucial for leaders and managers to learn capabilities and skills beyond the 

necessary to manage and drive change (Dievernich et al., 2014; Moran & Brightman, 2000). 

Managers need to be able to prepare their employees to ensure long-term growth and stability. The 

emphasis for change management to be effective relies heavily on a combination of personal 

competencies and traits (Crawford and Nahmias, 2010; Strang, 2007). Personality traits can be 

described as the patterns of individuals’ attributes such as skills, needs, values, and behaviors (Strang, 

2007). Some scholars mention that key traits individuals should have to be able to manage and 

implement changes in an organization successfully are communication (Crawford and Nahmias, 

2010; Lounsbury et al., 2016), extraversion (Lounsbury et al., 2016; Strohhecker & Größler, 2013), 

openness to experience (Caldwell, & Liu, 2011; Dievernich et al., 2014; Lounsbury et al., 2016; 

Nikolaou et al., 2007; Strohhecker & Größler, 2013) and problem-solving (Crawford and Nahmias, 

2010; Nikolaou et al., 2007). To provide more information on these traits, they will be briefly 

presented in context to how they relate for answering the research question. 

Communication is the role of interaction, which is used for receiving, giving, and exchanging 

information and ideas (Dievernich et al., 2014). Communication is an essential trait for leaders and 

even more important when managing from a distance, as all interactions are mediated through 

technology (Avolio & Kahai, 2003). Extraversion relates strongly to communication, as this trait also 

emphasizes interaction with other stakeholders and characterizes a person to be outgoing, sociable, 

and expressive (Lounsbury et al., 2016). Openness to experience describes employees that are 

receptive and open to change, creativity, innovation, and learning (Lounsbury et al., 2016; Nikolaou 
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et al., 2007). Earlier research also shows that openness and extraversion play an essential role in 

employee job satisfaction, which provides the thesis with profound knowledge on how change 

management can impact job satisfaction (Nikolaou et al., 2007; Strohhecker & Größler, 2013). 

Practical problem solving and providing employees with clear change targets and goals aligned with 

the organization’s objectives may lead to enhanced individual performance and job satisfaction 

(Moran & Brightman, 2000). 

However, when it comes to providing information and guidance on how the role of a change manager 

might be executed, along with the need to professionalize the title, a gap in the literature has 

previously been argued (Crawford and Nahmias, 2010). However, nowadays, with the high speed of 

development in the market and the evolution of technology, change management has become a 

common phenomenon within organizations, and change managers are coveted (Crawford and 

Nahmias, 2010). 

Strategic changes will inevitably impact employees, therefore it is essential to be able to determine 

which traits and competencies are beneficial for managers to have, for being able to manage and drive 

the transition from a traditional office to a mainly virtual one. These characteristics may also be 

beneficial for leaders to have for structuring and leading the change process. A transition includes a 

massive cooperation of many individuals, so managers should be well prepared to motivate and 

strengthen employee involvement for ‘accepting’ the transition.  

For this thesis, the researchers will utilize the 8-step process by Kotter to identify which steps the 

case company, Navitrans, has reached in the process. Along with identifying the changes that have 

impacted employees and their job satisfaction while transitioning. For representing the eight steps 

and the challenges that might occur at each stage, Table 1 was constructed.  
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Table 1: The 8-step process and the changes and challenges 

To provide the thesis with more profound knowledge on leading and managing a remote organization, 

the following section, Managing at a Distance, will present literature and previous research on how 

managers and leaders can manage their workforce at a distance. 
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Managing at a Distance 

As technology has evolved and globalization has increased, virtual teams are becoming the new norm 

within many organizations and are being utilized in various sizes and types (Gupta & Pathak, 2018). 

One might say that both virtuality and the ability to manage from a distance are necessary 

competencies that multinational corporations should have. This section will focus on the challenges 

and opportunities that virtuality provides when managing and working at a distance. As the field of 

distance management is very broad, the emphasis will be on the aspects within communication, 

collaboration, work environment, social interaction and work-life balance. Subsequently providing 

insights to these themes and what changes may impact employees and their job satisfaction when 

both work and communication will be mainly online. 

Distance management is characterized by managers being responsible for remote employees, 

managing teams from a distance while relying on technology for work, and communication such as 

video conferencing and instant messaging online. This type of management often leads to reduced 

supervision of the team members, as it can be difficult for managers to monitor their employees due 

to the limited physical contact and the distance between them (Rockmann & Pratt, 2015). Work can 

also be defined as distributed or remote work when one or more team members are physically located 

in another city or country (Staples & Zhao, 2006; Gajendran & Harrison, 2007; Rockmann & Pratt, 

2015). When a team is distributed globally, it can become more challenging to manage, especially 

regarding the communication process, as the team members may reside in different time zones and 

countries. Additionally, team members may speak different languages and have various national 

backgrounds (Staples & Zhao, 2006). 

In contrast, by embracing virtual teams, an organization can increase flexibility and utilize resources 

and knowledge from all over the world (Klitmøller & Lauring, 2013). When organizations offer their 

employees the flexibility of work locations, it can reduce the organizations’ costs related to office 

space and other business-oriented expenses (Gajendran & Harrison, 2007). On the individual 

employee level, the benefits of distance work can be related to balancing work and family life 

(Gajendran & Harrison, 2007; Rockmann & Pratt 2015). Employees can save time and money on 

transportation when working from home, where instead they might have more time available for 

maintaining family demands such as picking their kids up from school and meeting household needs 

(Gajendran & Harrison, 2007; Rockmann & Pratt 2015). Gajendran & Harrison (2007) mention in 

their research that some scholars have criticized that a better work-life balance can improve 
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performance due to inconsistent findings and weak methodological supported studies. Additionally, 

it might have negative consequences for the family- and social life (Gajendran & Harrison, 2007). 

However, their research on distance work has revealed that increased job performance and 

productivity can be positively related to the autonomy and flexibility of working hours and location 

(Gajendran & Harrison, 2007). 

Previous research has addressed that distance workers mention interruptions and distractions being 

fewer at home since they are not interrupted at the office. However, they might experience 

interruptions from family members or friends (Fonner & Rolof, 2010). Work clothing is also 

mentioned as a positive benefit of working at home. It saves time and money on shopping, as 

individuals often are not required to wear formal business clothes when working from home 

(Gajendran & Harrison, 2007). 

Though there are numerous benefits to distance management, previous research has also provided 

information on some negative aspects (Gajendran & Harrison, 2007; Poulsen & Ipsen 2017). People 

working from home might find it challenging to separate activities between work and home, leading 

to extended working hours. Another aspect mentioned is related to autonomy, as legislation could 

hold the employer responsible for employees’ safety and health at the home office. Managers and 

leaders need to be aware of employees’ working conditions and facilities at the home office, as they 

can impact employees’ self-actualization needs when working at a distance. Poulsen and Ipsen (2017) 

also state that good physical and social working conditions, such as quality of office facilities and 

safety, directly affect employee well-being and performance (Poulsen & Ipsen, 2017). The employer 

and HR department might have to influence the employee’s workspace at home and somewhat control 

the work schedule and processes for each individual. This could lead to a reduction in the individual’s 

autonomy, which might affect job performance along with job satisfaction (Gajendran & Harrison, 

2007). 

Another negative aspect of transforming an organization’s workplace from a traditional office to a 

home-based one is that it might reduce the relationship between managers and their team members. 

Furthermore, the relationship between the team members and the quality and frequency of interaction 

is likely to change (Gajendran & Harrison, 2007). While employees fear social isolation and a 

decrease in information, managers fear the reduced control of their employees when working at a 

distance. It, therefore, becomes vital for managers to maintain the already established relationships 

among employees and build trust, especially within newly founded teams (Poulsen & Ipsen, 2017). 
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The aspects mentioned above on both challenges and opportunities are crucial to keep in mind when 

analyzing how changes may impact employees and their job satisfaction when transitioning to a 

remote office. 

One of the fundamentals for successful cooperation within virtual work is trust, which can be defined 

as a "psychological state comprising the intention to accept vulnerability based upon a positive 

expectation of the behavior of another" (Lauring & Klitmøller, 2014, p. 7). Trust can give an 

individual insight into whether one can trust a team member, as well as it is remarked as a vital factor 

for generating relationships (Lauring & Klitmøller, 2014). Besides trust, communication is an 

essential aspect of knowledge sharing, both within and outside an organization. Virtual 

communication is highly dependent on technology when it comes to managing and working at a 

distance. As all communication is mediated through information technology, there might be 

challenges and issues that negatively affect trust, such as misunderstandings, due to various languages 

among team members (Avolio & Kahai, 2003). When shifting from a traditional office to a virtual 

one overnight, this may be a factor that managers need to have extra emphasis on. As aforementioned, 

when teams are dispersed globally, employees might have various native languages which might 

affect the knowledge sharing within virtual teams (Klitmøller & Lauring, 2013). Klitmøller and 

Lauring argue that organizations should establish a corporate language and encourage employees to 

communicate with each other in that specific language to minimize misunderstandings and mistakes 

associated with linguistic barriers (Klitmøller & Lauring, 2013). 

Another interesting perspective to examine for generating trust and building relationships within 

virtual teams is the construction of virtual communities. A virtual community was defined by Porter 

(2004) as "an aggregation of individuals or business partners who interact around a shared interest, 

where the interaction is at least partially supported and/or mediated by technology and guided by 

some protocols or norms" (Porter, 2004, p. 1). Thus, a virtual community could be used for building 

relationships and social interactions among the team members and other employees. The community 

could be built on shared interests or departments in the organization and used for exchanging 

information and knowledge through an online platform (Iskoujina et al., 2017). When transitioning 

from a traditional office to a virtual one, a community might be beneficial for employees to provide 

emotional support to each other along with strengthening trust between them. A communication 
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platform could also be used to encourage social relations that are not work-related, where employees 

can gather and share personal interests and information to generate social bonds which can increase 

team cohesion (Watkins, 2013). By encouraging team members to participate in virtual interaction 

processes and by establishing subgroups, a sense of belonging for an individual in a group can be 

fostered. Subsequently, leading to a reduction of conflicts while increasing participation, higher 

cohesion and team satisfaction, can have a positive effect on the overall team performance (Staples 

& Zhao, 2006). 

For ensuring employees’ performance while working at a distance and relying on technology, it 

becomes essential to allocate the right resources for each team. Therefore, all managers must have 

some HR competencies and know-how to successfully manage employees and teams to achieve high 

performance (Lauring and Klitmøller, 2014). Though traditionally, the management of people and 

work belong to the Human Resource (HR) department in a firm. The purpose of an HR department 

in an organization is to be responsible for all programs, policies, and practices that the organization 

uses to manage employees and teams (Boxall & Purcell, 2011; Alagaraja, 2013). Human Resource 

Management (HRM) can be understood as a set of activities intended to build individual and 

workforce performance. 

The performance of employees can be measured from three perspectives: financial outcomes, 

operational outcomes, and HR outcomes. The HR outcomes can be measured by investigating the 

trust in management, job satisfaction, employee commitment and employee retention, to name a few 

(Juan & Juan, 2016). Therefore, the HR outcomes will be seen as the most relevant performance 

measure to be used in this thesis to examine how employee’s job satisfaction may be impacted by 

changes occurring when transitioning to a virtual workplace. 

For measuring the activities that impact performance and job satisfaction, the well-known AMO 

framework can be used. AMO stands for Ability, Motivation, and Opportunities, which are the 

functions that can be used for analyzing and enhancing organizations’ performance on an individual 

and organizational level (Ramstad, 2009; Boxall & Purcell, 2011; Juan & Juan, 2016). Bailey first 

proposed the AMO framework in 1993; the framework was later revised and established by 

Appelbaum, Bailey, Berg, and Kalleberg in 2000 (Juan & Juan, 2016). Since then, various scholars 

have utilized the framework to investigate the relationship between HRM and performance. However, 
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it was interesting to see that few scholars have utilized the framework to analyze the performance of 

virtual organizations (Juan & Juan, 2016).  

To explore what changes have impacted employees and how these changes affect their job satisfaction 

when transitioning from a traditional office to a mainly virtual workplace, the researchers will focus 

on the individual level of the AMO framework. Subsequently, the challenges and opportunities of 

remote work that have been addressed in existing literature will be presented. The findings will be 

categorized under the three concepts of managing ability, motivation and opportunities. 

Firstly, according to the AMO framework, recruiting and attracting the right employees is the essence 

of managing employee Ability. Finding employees with appropriate competencies, as well as 

developing and maintaining these competencies is essential for the organization to thrive (Boxall & 

Purcell, 2011; Alagaraja, 2013). Markarius and Larson (2017), emphasize the importance of attracting 

individuals with both the necessary knowledge and competencies needed to do the job. Individuals 

with adequate virtual intelligence and technical knowhow are especially valued in a remote 

workplace. HRM will need to spend much time developing technical knowhow in the existing 

workforce when moving operations partly or wholly online. It is of utmost importance that the skills 

needed to accomplish day-to-day tasks are already in place when hiring new employees (Makarius & 

Larson, 2017). 

The recruitment process is vital for the firm’s success. With digitalization, this process has become 

more advanced. Nowadays, many firms even use headhunting agencies and electronic Human 

Resource Management (e-HRM) platforms to minimize the administrative parts of the HRM 

responsibilities. e-HRM platforms offer HR more flexibility and free time to focus on other essential 

aspects of their job, such as strategic choices, employees’ well-being and motivation (Marler & Parry, 

2016; Kalleberg, 2001; Richards, 2011). 

As stated by Abraham et al., (2019), remote work and HRM can in some cases lead to more extensive 

monitoring of employees. This happens if management lacks trust in the remote work situation. It can 

be challenging for managers not knowing what their employees spend their time doing, leading to 

extensive performance reviews. Subsequently smothering of the employees might lead them to feel 

that there is a lack of trust (Abraham et al., 2019). To secure workers’ privacy, Bennet and Bierema 

(2010) propose that policies must be developed to protect the workers and sensitive data that 

organizations have in digital form. Virtual systems, such as e-HRM platforms, create immense 
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opportunities for gathering and analyzing data without having managers always looking employees 

over their shoulders (Bennet & Bierema, 2010). Lack of trust in any work situation can be seen as a 

threat to the organization. When trust between management and employees is missing, employees’ 

job satisfaction may suffer - subsequently leading to a higher employee turnover and lack of 

motivation and efficiency (Raghuram and Wiesenfeld, 2004; Boxall & Purcell, 2011; Guinot & 

Chiva, 2019). 

Secondly, managing employee Motivation is crucial for individual and organizational performance. 

In virtual workplaces, employees’ most intimate relationship is with the technologies in front of them, 

which can cause motivation to fluctuate frequently. Motivation can be divided into two categories, 

intrinsic and extrinsic motivation. Both of these categories are affected and can be managed by the 

HRM department. The most straightforward components to control and adjust are the extrinsic 

motivational factors such as offering a fair salary, job security, and satisfactory workload. These 

factors can be individually discussed and adjusted by negotiation and interviewing employees (Huang 

et al., 2010). 

In contrast, the intrinsic motivational factors are trickier to control since they depend on the personal 

fit between the employee and the task. The intrinsic motivational factors are the feelings and 

internalized values that the employee has towards the work (Huang et al., 2010; Boxall & Purcell, 

2011). HRM’s task is to find the right match between tasks and employees to ensure that the job is 

enjoyable and feeds intrinsic motivation. If the working relationship is purely virtual, it can be 

challenging to manage the intrinsic motivational factors since they depend on the personality and 

individualistic values that are hard to get to know through a video call (Huang et al., 2010). 

Thirdly, managing individuals’ Opportunity to perform embraces the work structure and the 

organization’s work environment (Boxall & Purcell, 2011). In a remote workplace, the work 

environment is the employees’ own choice, as long as they have access to a laptop and a stable internet 

connection. Subsequently, it is harder for HRM to control the opportunity that a normal office would 

provide. Nonetheless, HRM needs to ensure that the workforce has an adequate space at home or 

wherever they choose to work and access to the necessary technology to perform the job. The most 

talented and knowledgeable employees will not ensure success and innovation for organizations if 

the environment and work structures are not adequate or are blocking innovative behavior (Bennet & 

Bierema, 2010). Depending on the workforce’s geographical distribution, the access to technology, 

technical background and education may differ. Hence HRM should emphasize attracting suitable 



 21 

employees and distributing IT infrastructure to its employees. Furthermore, providing training for 

existing and new employees that might need some support in the area can be beneficial. It also fosters 

innovative behavior with creative development opportunities for employees to thrive (Bennet & 

Bierema, 2010; Graham et al., 2017). 

The overall management and recruitment process of employees requires a lot of necessary knowledge 

and competencies on managers’ behalf. It can even be determined that it requires more advanced 

personal traits and skills from leaders and HR when an organization transitions to a virtual 

environment. Hence, all communication will be through technology; all employees will have new 

work environments with less supervision and human interaction. The literature provided numerous 

challenges and opportunities that virtuality provides when managing and working at a distance. To 

summarize the essential aspects, the researchers want to examine further when collecting primary 

data through in-depth interviews and a questionnaire; Table 2 was conducted. With these aspects in 

mind, the researchers aim to gather more profound knowledge from the employees of Navitrans for 

answering which changes may impact employees when transitioning to a virtual workplace while 

emphasizing how these changes may have affected their job satisfaction. 
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In the times of crises like the Covid-19 pandemic and the disruptive change of working from home, 

the well-being and resilience of employees and the role of HRM is a critical topic to investigate 

further. HRM’s role in these times is to facilitate the growth of psychological conditions through 

employee assistance programs and well-being-oriented practices (Cooke et al., 2020). There has been 

an increasing agreement within HRM research, that HRM practices positively affect company 

performance (Ramstad, 2009). Ramstad (2009) links the increase in performance to the increase in 

the quality of work-life, meaning the well-being and satisfaction of the work community and the 

individual employee (Ramstad, 2009). The following chapter, Job Satisfaction in Virtual Work, will 

define and discuss both positive and negative elements of job satisfaction and how both managers 

and HR management can influence employees’ job satisfaction. 

Job Satisfaction in Virtual Work  

When moving all or most operations online, the changes in a company are manifold and might affect 

individual employees very differently. Some employees may feel a positive effect of some or all of 

the changes, while others might dislike the changes and feel a decrease in job satisfaction. As 

aforementioned, virtuality and management from a distance can be both challenging and beneficial 

for employees and organizations. As a manager, affecting employees’ job satisfaction and motivation 

can be extremely useful for the overall performance of the workforce (Gajendran & Harrison, 2007). 

Although the Covid-19 pandemic is not a primary research area of this study, it is undeniably one of 

the key drivers for increased interest in virtual work. The effects of the pandemic need to be 

considered when analyzing the changes that affect employees and their job satisfaction. Transitioning 

to a mainly virtual workplace did become increasingly desirable for many companies during the 

pandemic, initially because of the governmental regulations about social distancing; but later in the 

pandemic, organizations have recognized other benefits that the new ways of working provide. These 

benefits include increased flexibility and opportunities to save costs (Grigore, 2020). However, it is 

crucial to have in mind the individual needs and satisfaction of employees in the process of 

transforming the organization. The changes impacting employees’ satisfaction therefore need to be 

explored in relation to the negative or positive effect they have on job satisfaction. As mentioned, the 

pandemic has made many organizations innovate and change their structure, however it has also had 

a negative impact on individuals. The pandemic has added to individuals’ stress for missing out on a 

work-day, people are scared of getting infected and infecting others, while they also have the fear of 
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missing out on something important (Grigore, 2020). There is therefore an increased importance to 

take good care of employees, for example by showing recognition and giving appropriate rewards for 

employees’ efforts. This is even more significant when working from a distance from each other. 

Rewards and recognition stimulate professional development and lead to more involvement of 

employees (Grigore, 2020).  

Job satisfaction is the measure of employees’ contentment with their job or parts of their job. Spector 

(1997) defined job satisfaction as simple as "how people feel about their jobs and different aspects of 

their jobs. It is the extent to which people like (satisfaction) or dislike (dissatisfaction) their jobs" 

(Spector, 1997, p. 2). Spector’s definition was a straightforward simplification of the earlier definition 

of job satisfaction by Edward Locke (1969), who defined job satisfaction as "the pleasurable 

emotional state resulting from the appraisal of one’s job as achieving or facilitating the achievement 

of one’s job values" (Locke, 1969, p. 316). He further defined job dissatisfaction as "the 

unpleasurable emotional state resulting from the appraisal of one’s job as frustrating or blocking the 

attainment of one’s job values or as entailing disvalues" (Locke, 1969, p. 316). Locke argues that the 

two concepts of satisfaction and dissatisfaction are opposites and are a function of the relationship 

between a person’s desires from their job versus the perception of the job’s offerings (Locke, 1969). 

Before Locke, many scholars have tried to find correlations between job satisfaction and variables 

such as age, tenure, pay, seniority, education, intelligence, ethnic group, and religion; however, with 

a relatively low success rate (Locke, 1969, p. 321). Locke argues that their lack of success is due to 

their missing directness and dependability. He states that a clear definition of what job satisfaction is 

and what it entails is needed before finding correlations to how to affect it (Locke et al., 1969).  

Spector (1997) and Locke (1969) agree on the need for simplicity in the terminology of job 

satisfaction and that different aspects such as achievement and recognition play a part in employees’ 

degree of satisfaction or dissatisfaction (Locke, 1997; Spector, 1997). Spector identifies areas that 

organizations should be aware of when wishing to identify whether employees seem satisfied or 

dissatisfied (Spector, 1997). For example, these aspects include job conditions, recognition, the nature 

of the work, supervision, and personal growth (Spector, 1997).  

Moreover, and maybe more interestingly for this research’s intent, Spector identifies potential effects 

of job satisfaction. These aspects include for example, higher job performance and turnover, but also 

aspects that are not related to work itself, such as health and life satisfaction (Spector, 1997). 

Accordingly, increased job satisfaction may lead to higher performance and employee commitment 
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to a job. Subsequently, management should be aware of and interested in the individuals and their 

needs to boost their satisfaction and motivation to work (Spector, 1997). Child and Shumate (2007) 

argue that organizational characteristics have a substantive role in determining job satisfaction. Their 

study reports that higher job satisfaction equals higher perceived team efficiency and productivity 

(Child & Shumate, 2007). The word "perceived" is used because they did not actually measure direct 

team effectiveness but instead reported the team members’ perceived efficiency (Child & Shumate, 

2007). Job satisfaction and job performance correlate with one another to a moderate extent. Jacobs 

and Solomon (1977) argued that the correlation between the two is stronger in organizations where 

rewards for superior performance are given as motivators (Spector 1997). Pool (1997) also studied 

the correlation between motivators and job satisfaction. His research showed a compelling positive 

relationship between the two (Pool 1997). This suggests that rewards and motivational factors should 

be considered as influencers when managers attempt to influence employees’ job satisfaction and 

performance.  

New ways of working have been linked to increased working motivation, job satisfaction, and 

productivity; however, remote work can also be seen as an invasion of privacy and a disruption to 

work-life balance (Laihonen et al., 2012). Job satisfaction in remote work has previously been 

correlated with the flexibility and autonomy it provides to employees that subsequently can meet the 

needs and demands of their personal life (Morganson et al., 2012). However, Morganson et al. (2012) 

argue that job satisfaction of employees working at the main office and employees working remote 

report a similar degree of job satisfaction due to the social isolation of remote workers and the lack 

of autonomy and flexibility for main-office workers (Morganson et al., 2012). A more recent study 

by Kaduk et al., (2019) argues that there is a clear distinguishment to be made between voluntary and 

involuntary remote work when studying job satisfaction (Kaduk et al., 2019). As the terminology 

suggests, on the one hand, involuntary remote work refers to workers who are forced to work from 

home when they actually would prefer working at the offices, and involuntary remote work can lead 

to higher stress, burnout and lower job satisfaction. On the other hand, voluntary remote work refers 

to employees who choose to work from home and subsequently report lower stress and higher job 

satisfaction (Kaduk et al., 2019). Management needs to be aware that promoting remote work as an 

offer for more flexibility and autonomy might be misleading since it can create an "always on, always 

available" work environment, which benefits the firm but intrudes on family life and work-life 

balance of employees (Kaduk et al., 2019).  
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According to Wright and Cropanzano (2000), psychological well-being strongly correlates with job 

satisfaction and job performance. They state that when employees feel happy or see themselves as 

happy, they also are believed to be so. Wright and Cropanzano link happiness and job satisfaction 

closely together; additionally, they also found a strong correlation between happiness and higher job 

performance. Wright and Cropanzano further stress the importance of exploring differences in 

demographics such as age, gender and tenure when studying differences in well-being and job 

satisfaction (Wright and Cropanzano, 2000). However, why are some employees happy or satisfied 

while others not? Kalleberg (1977) discusses three historical explanations for the variation of 

employee’s job satisfaction. The first explanation links the variation in individual job satisfaction to 

employees’ differing personalities. Although personality affects job satisfaction, this explanation 

does not take characteristics of the job into account. Secondly, variation in job satisfaction has been 

viewed as solely a function of the nature of work that individuals perform. This explanation disregards 

individual differences and solely views job satisfaction as a function of two variables: a measure of 

work role characteristics and job satisfaction. Morse first put forward the third explanation in 1953 

(Kalleberg, 1977). He believed that job satisfaction was related to the objective aspects of a job and 

a function of the individual’s motives and personality (Kalleberg, 1977). Following Morse, other 

researchers (e.g., Goldthorpe et al., 1968; Beynon and Blackburn, 1972; Russell, 1975; as cited in 

Kalleberg, 1977) have contributed to this third explanation of variation in job satisfaction (Kalleberg, 

1977). Kalleberg states that work values have significant and independent effects on job satisfaction 

and further links the variation in individuals’ job satisfaction to employee’s ability to attain rewards 

for their work (Kalleberg, 1977). Kalleberg focuses on six dimensions of rewards associated with 

work values, individual personality and job satisfaction; these include intrinsic, convenience, 

financial, co-worker relations, career opportunities and resource adequacy. His research shows that 

the degree to which employees can obtain rewards is a function of the extent to which they have 

autonomy over their employment situation (Kalleberg, 1977).  

While Kalleberg (1977) offers a useful insight to the variation of job satisfaction, other researchers 

have focused on other personality traits in relation to job satisfaction (Bui, 2017). These personality 

traits can be explored further when investigating the changes and their effect on employees’ job 

satisfaction. In 1986, Furnham and Zacherl found that extraversion significantly correlates with job 

satisfaction (Furnham & Zacherl, 1986). Carl Jung first proposed extraversion and introversion in 

1910; extraversion and introversion were introduced as a continuum, but these traits are likely to be 

present in all individuals depending on their environment (Jung, 1910; Oliver, 1930). Extraversion is 
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often described as attentive or dominant, and it is described by being energetic, outgoing and 

talkative. In contrast, introversion is described as more reflective and reserved (Oliver, 1930).  

Nonetheless, there seems to be a somewhat lack of research about the correlation between 

extraversion and introversion and job satisfaction in virtual work. One might make assumptions when 

looking at the needs of the two extremes. Extroverts thrive on social interaction to a greater extent 

than introverts, while introverts are seen to have more literary ability than extroverts (Oliver, 1930). 

Introverts and extroverts are motivated by different factors, making it interesting to dive deeper into 

the differences in the impact of rewards and what kind of rewards motivates each of the two groups. 

A Danish researcher, Helle Hein, has dedicated a lot of her research to study what characterizes four 

different types of employees. She calls these archetypes and proposes that these archetypes can be 

placed on a continuum of either being tension-seeking or equilibrium-seeking. Tension-seeking 

employees thrive on stepping outside their comfort zones, whereas equilibrium-seeking employees 

thrive inside their comfort zones. The four types include the Prima Donnas, Introverted Performance 

Addicts, Extroverted Performance Addicts and Pragmatists (Hein, 2019). She describes introverts as 

wanting to "outdo" themselves, while extroverts want to outperform others. Challenges motivate 

introverts while competition motivates extroverts. Prima donnas and introverts are tension seeking, 

while extroverts and pragmatists are more equilibrium seeking according to Hein’s theory (Hein, 

2019). Hein adds a fifth type of worker, the demotivated worker or as she names them: Pay-check 

Worker. These employees have, through a period, not been motivated and subsequently see work as 

a punishment, and thereby they thrive on maximizing their contribution-reward balance. When 

motivation is no longer present, employees end up frustrated and dissatisfied, and if not dealt with, 

the demotivated employees end up resigning from the job. When avoiding this behavior, management 

needs to make sure that they rekindle their motivation according to their true archetype (Hein, 2019). 

Even though Hein’s theory is very appropriate when studying the individualistic values affecting job 

satisfaction in remote work, her findings are only used in this research as a definer of motivators for 

the two primary personality types, introverts and extroverts, the remaining archetypes are not used in 

the research.  

In this study, the positive or negative impact of changes on job satisfaction is explored. The act of 

creating motivators that fit the individual employees and providing rewards as motivators for work 

can create an incentive for employees to stay with the company; this may also help management 
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intervene with demotivators before they become demotivated and resign. For representing the 

positive and negative effects that might impact job satisfaction, Table 3 was constructed. 

Table 3: Positive and negative effects on job satisfaction  

After reviewing the literature on the three themes, it can be established that virtual work brings both 

opportunities and challenges that need to be considered by both managers and employees when 

transitioning to a virtual workplace. When organizational change occurs, numerous aspects need to 

be addressed and many steps need to be considered to ensure smooth sailing through the change while 

emphasizing employees’ job satisfaction.  
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Many interesting and useful findings have sparked curiosity and eagerness to develop this research 

throughout the literature. There is an apparent missing link between the already established literature 

and this thesis’ research regarding changes and their effect on employees’ job satisfaction. The 

transformation from a typical workplace to a virtual one was initiated due to a world pandemic and 

not because of cost-savings or flexibility opportunities. This element of crisis created the necessity 

for change and it is unknown what affects it has had on various work scenarios. It can further be 

asserted that there is a gap to be examined in correlation to job satisfaction and commitment of 

individual workers while working at a distance. To fully answer the thesis’ research question, it 

becomes necessary to investigate how the changes to being mainly virtual might have impacted the 

employees of Navitrans, considering that management acted swiftly on governmental advice and 

moved all operations online. 

Methodology 
The methodology chapter provides an understanding and explanation of the methodological choices 

made when studying the ongoing changes and their effect on employees’ job satisfaction at Navitrans. 

The chapter is divided into four sections, initiated by the methodological framework followed by 

elaborations of the data collection methods used, the validity and reliability of the study, and lastly 

the research ethics.  

Methodological Framework  

The Research Philosophy 

The philosophical stances can be seen as a multidimensional set of continua rather than a choice 

between two extremes. Ontology refers to the nature of reality, while epistemology refers to how 

knowledge is produced (Veal and Darcy, 2014). This research’s ontological stance is leaning towards 

the objective spectrum on a continuum between objective and subjective truth, since the intent of the 

research is to identify changes as objects that impact employees’ and their job satisfaction. It is crucial 

to consider the complexity of revealing the objective truth about the effect of changes on employees’ 

job satisfaction, and it is essential to be critical about the preciseness of the results gathered because 

of human imperfections and senses. One can never be sure whether the objective truth is obtained, 

but there is no doubt that it is out there (Blaikie, 2007).  
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Knowledge about the research topic is generated from an outside-in perspective, looking at changes 

as objective "things" in Navitrans, subsequently affecting employees’ job satisfaction. Looking at the 

epistemological stances as a multidimensional continuum, between two extremes of interpretivism 

and positivism, this case study leans towards the positivist perspective whereas it is done from a 

realist philosophical stance. As mentioned, it is believed that there is an objective truth about the 

reality of the problem being explored, however, the realist perspective can be seen as two different 

types of realisms, direct realism and critical/cautious realism. This study is done from a critical realist 

perspective as the topic being explored can be colored by human senses and biases. Even though truth 

is believed to exist, employees’ job satisfaction is an intangible and individual phenomenon, making 

it hard to measure the actual effect that the changes have on it (Blaikie, 2007; Saunders et al., 2012).  

The Approach of the Research 

The approach to the research can be defined as inductive or deductive. An inductive approach is when 

research emerges from a project or problem rather than from a theoretical perspective. In contrast, a 

deductive research approach begins with a theoretical framework, whereas researchers aim to build 

upon established theories or test them (Veal & Darcy, 2014).   

This research approach is built as an explorative sequential design, whereas two phases construct the 

research: starting with collecting qualitative data from interviews and autophotography to collect in 

depth insights and knowledge about the prevailing situation at Navitrans. Thereafter, quantitative data 

was collected by testing the qualitative findings with a questionnaire, this was done to get a broader 

and more generalized picture of the impact of the transition on employees.  

The first phase is exploratory as semi-structured in-depth interviews with a small sample of 

employees were used to explore the situation at Navitrans. In a deductive manner, the interviews were 

prepared with already established theories in mind and interview guides. Nonetheless, in the 

interviews, participants and researchers spoke freely, and topics emerged inductively. The coding of 

interviews was initially done with three already established themes in mind; the process was, 

therefore, initially deductive, but through the coding process, the number of themes multiplied in an 

inductive manner (Veal and Darcy, 2014). The second phase of the research was introduced as a 

questionnaire. The questionnaire was used to validate and test the already established findings from 

the interviews to a larger population at Navitrans. The questionnaire was created with a deductive 
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approach as a list of changes and questions were generated from the already coded interview findings 

(Veal and Darcy, 2014).  

Research Strategy & Methodological Choices 

The choice of utilizing a case to study the changes and their effect on job satisfaction when 

organizations move from traditional offices to become a virtual workplace was made as the 

phenomenon of job satisfaction is rather complex. The case study aims to offer an in-depth and 

detailed analysis of a single subject while taking social context into account while uncovering the 

reality of the problem. However, choosing a case study as a research strategy limits the 

generalizability of results (Veal and Darcy, 2014). Navitrans was chosen as the case company due to 

their recent transformation to a mainly virtual workplace.  

In this study, a mixed-method approach was taken to add to the validity of the results proposed. It has 

previously been criticized using mixed methods because the underlying ontologies do not match 

(Smith and Heshusius, 1986; Yanchar and Williams, 2006; Bryman, 2007; Morgan, 2007; Doyle et 

al., 2009). However, the mixing of research methods has been increasingly popular in social science 

research and can be considered a reasonable and legitimate research design (Hanson et al., 2005; 

Creswell, 2002; Tashakkori & Teddlie, 1998; Greene et al., 1989). 

This study’s qualitative methods include six semi-structured interviews with employees at Navitrans 

and autophotography analysis of images of the participants’ home-offices. The images were mainly 

used to enrich the interviews’ quality and questions and give the researchers a visual understanding 

of how the employees’ workstations differ. Together, these methods provide details and in-depth 

information about the prevailing situation at Navitrans and specific insights into six different 

employees at the organization.  

Solely drawing upon the findings from the semi-structured in-depth interviews would give little 

insight into the overall situation at Navitrans, leaving the research question only partly answered with 

a non-generalizable result; therefore, the second round of data collection was introduced, the 

questionnaire.  

The aim of mixing methods was to get a better and more realistic view of how the situation, in reality, 

is at Navitrans. Questions were developed from the initial data gathering process and tested through 
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a questionnaire sent out to all employees at Navitrans, providing more accurate and realistic insight 

into the company’s situation as a whole (Veal and Darcy, 2014). 

The Time Horizon of the Study 

Research can either be done as a longitudinal or cross-sectional study, whereas in a longitudinal study, 

data is collected over multiple points in time, for example, studying progressions over time. In 

contrast, a cross-sectional study involves looking at data from a single point in time and a selected 

population (Veal and Darcy, 2014).  

In this research, the data collection process is theoretically done over two sequential points in time, 

firstly by gathering data from semi-structured interviews and secondly by testing findings on a larger 

population. Due to the limited time allocated for the research and data collection, the time frame of 

the study is, however, cross-sectional. With the restriction of time, data was gathered in a short span 

and not over an extended period. This subsequently restricts the findings to be a "snapshot" of a 

current situation, instead of showing the cause-and-effect relationship between past events and the 

ongoing development in the company. Therefore, data is limited to the subjects’ explanation of past 

events as causation for Navitrans’ prevailing situation (Veal and Darcy, 2014). 

Data Collection & Analysis 

In this section, three methods will be presented that were used to collect primary data for answering 

the research question. Initially, six in-depth interviews were conducted to gather information on what 

changes have impacted the employees of Navitrans during the transition. A visual qualitative research 

methodology, autophotography, was used to enrich the interviews to provide the thesis with visual 

insights into employees’ home offices. Based on the interview findings, a questionnaire was 

developed to gather additional data for answering how the changes that are impacting the employees 

at Navitrans are affecting their job satisfaction. The section is divided into three subsections; In-depth 

interviews, Autophotography, and Questionnaire, where each method will be further presented. 

In-depth Interviews 

The first data gathering method used for this research was in-depth interviews. Six semi-structured 

interviews were conducted with employees at Navitrans for gathering qualitative data. The primary 

purpose of the interviews was to collect information on what changes have impacted the employees 
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and gain a more profound knowledge of their perspectives and experiences regarding the 

organizational changes. 

Kvale’s (2007) seven stages of conducting in-depth interviews were deployed for designing and 

structuring the process of the semi-structured interviews with employees at Navitrans. Following his 

proposed sequence is beneficial to retain the initial vision and engagement throughout the research. 

Moreover, the seven stages contribute to producing interview knowledge of a higher quality that 

subsequently can lead to significant new knowledge (Kvale, 2007). The seven stages presented and 

deployed in this section are Thematizing, Designing, Interviewing, Transcribing, Analyzing, 

Verifying, and Reporting.  

The first stage, Thematizing, focuses on clarifying the purpose of the interviews and obtaining pre-

knowledge of the themes to be investigated in order to obtain the intended knowledge and information 

(Kvale, 2007). As aforementioned, already existing data on relevant topics related to the research 

themes were gathered in the literature review. At the same time, the website of Navitrans was also 

used for gathering relevant information regarding the organization. The aim of conducting in-depth 

interviews with employees at Navitrans was to collect rich information and explore the respondent’s 

perspectives regarding the organizational changes. Additionally, empirical knowledge on the 

subjects’ personal experiences and social aspects of the transition was obtained (Kvale, 2007). To 

elicit this information through an interview process, Kvale proposes that an interview guide should 

be constructed during the next stage.  

In the second stage, Designing, the interview guide was developed to help the interviewers focus on 

essential topics for gathering necessary information while maintaining consistency across interviews 

with the various respondents (Guion et al., 2011). As interviewers may become wiser during the 

process, it is good to have a guide to stay on track during the interviews. It becomes essential to 

develop an overview of the entire investigation, which includes all seven stages and considers the 

moral implications of the study to obtain the intended knowledge as each stage has its 

interdependence (Kvale, 2007). The interview guide for Navitrans was constructed to get more in-

depth knowledge of the employees’ perspectives and opinions regarding the transition. The 

interviews were designed to be semi-structured in-depth interviews, consisting of 11 open-ended 

questions. Some of the questions are provided with sub-questions to encourage further elaboration 

and to ensure that the interviewers attained sufficient information from respondents (Appendix 2). 

Although the questions were prepared in advance and listed with a sequence of themes to be covered, 
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there was an openness to changes as the researchers wanted the respondents to have the opportunity 

to elaborate on their own perspectives (Kvale, 2007).  

It was ensured that the phrasing of interview questions was in everyday language so the interviewees 

would understand them. However, the interview guide consisted of three supplementary research 

questions to guarantee that each interview question would be beneficial for the study (Appendix 2) 

(Kvale, 2007). Each interview question was allied to at least one of the topics of the research, as seen 

in Appendix 2. Kvale proposes that for qualitative interviews, the number of subjects to be 

interviewed depends on the purpose of the research and the necessity of information needed to be 

known (Kvale, 2007). For this thesis, six in-depth interviews were conducted with employees in 

various job positions within Navitrans including a Chief Financial Officer/Human Resource 

Manager, a Country Manager, a Business Consultant, a Senior Business Consultant, Chief 

Operations Officer, and a Technical Lead. The changes within Navitrans affected all their employees, 

and as they have personnel located in Belgium, Denmark, and Lithuania, it became crucial for the 

researchers to include participants from all locations to obtain insights into all ‘offices’. Therefore, 

the interview participants were selected based on their location and willingness to collaborate for the 

thesis (Veal & Darcy, 2014).  

In the third stage, Interviewing, the interviews were conducted based on the interview guide and with 

a reflective approach to the previous sought knowledge. Due to both the relevance of this research 

theme and the prevailing pandemic, it was most suitable to conduct all the interviews online. The six 

subjects were invited to their individual interview via email, where they were provided with a link to 

join the online meeting through Google Meet, a platform for meetings. The meeting could either be 

a video call or a regular phone meeting, whatever the subject felt most comfortable with. The 

interviews were conducted in the period of 18th to 23rd of February 2021, each with a time frame of 

approximately 45 minutes. Each interview started with a briefing, where the researchers informed the 

respondents the purpose of the research, attaining a verbal consent to record the session along with 

asking if the subject had any questions before starting the interview (Kvale, 2007). The initial briefing 

was followed up with a debriefing at the end of each interview, asking whether the respondents had 

any questions or additional information to provide. This gave the subject an opportunity to reflect on 

issues one might have been thinking about during the interview (Kvale, 2007). All interviews were 

conducted in English and recorded through Google Meet, along with a backup recording on the 

application, Voice Memos to ensure the success and quality of the recording (Veal & Darcy, 2014). 
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After all the interviews were conducted, the fourth stage, Transcribing, was reached. It is essential to 

transcribe each interview from oral speech to written text, to organize raw data and provide the thesis 

with empirical data. According to Kvale (2007), there is no valid transcription of an oral account 

existing, however, there are various forms of transcribing that are valid to use. He also emphasizes 

that when researchers transcribe interviews themselves, it may to some extent awaken the social and 

emotional aspects of the interviews during transcription, which may already have started the analysis 

of the meanings spoken (Kvale, 2007). The two researchers of this thesis transcribed all six interviews 

themselves to secure the many details relevant for the analysis and minimize divergences that can 

occur when converting oral conversations into written texts. A transcribing software tool Otter.ai, 

was used to assist in the process of converting the electronic records to text. The researchers listened 

to the recordings and aligned their content with the converted text to ensure that no misinterpretations 

had been made in the interview material (Veal & Darcy, 2014; Kvale, 2007).  

The fifth stage, Analyzing, involves re-reading the interview transcripts to define the relevant themes 

and topics emerging from the responses, which will later be used when analyzing the interviews 

(Kvale, 2007; Guion et al., 2011). Identifying the salient themes can provide the research with a better 

overview of the subjects’ experiences and opinions. It can also help the researchers organize and 

interpret the relevant data to be used when analyzing the findings. However, as aforementioned, an 

interviewer can already be sensitized while conducting and transcribing the interviews, so it is 

essential to consider the existing various analytical techniques and approaches before conducting the 

interviews, as each type may have specific demands that might affect the analysis (Kvale, 2007). For 

this thesis, coding and categorizing were employed throughout the analysis, as they focus on the 

meaning of what is said during the process. An analytic tool, NVivo, was utilized as a coding system 

to help categorize and differentiate between the emerging themes when analyzing the interview 

findings. At first, the researchers defined five themes; job satisfaction, social interaction, managing 

at a distance, organizational change, and after Covid-19, before starting the analyzes. During the 

analyzing process, more themes evolved such as social interaction, work-life balance & workload, 

communication and the transition. After analyzing all the interview findings, a definite coding map 

with four main themes and subthemes emerged, as seen in the picture below.  
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Picture 1: The Coding map 

The sixth stage, Verifying, entails ascertaining the reliability, validity, and generalizability of the 

interview findings. Reliability refers to the consistency and trustworthiness of the findings, while 

validity refers to the truth, the correctness, and strength of the statements (Kvale, 2007). If the 

interview findings can be mediated as to be reasonably reliable and valid, a question can still remain 

whether the findings are transferable to other subjects and situations, or if they are mainly of local 

interest. Kvale concludes that interview research findings are often criticized as there are too few 

subjects for them to be generalized (Kvale, 2007). As this stage is relevant for all of the data collection 

methods used in this thesis, a separate subsection, Validity and Reliability of the Study will provide 

further explanation of the considerations made.  

The last stage, Reporting, defines the procedure of revealing the interviews’ findings and taking the 

ethical aspects of the research into consideration (Kvale, 2007). There can be many ethical aspects to 

consider when interviewing, such as consent, confidentiality, and moral issues (Kvale, 2007). When 

interviewing the employees of Navitrans, each subject was asked beforehand whether one wanted to 

participate in the interview process and for an oral consent at the beginning of each interview whether 

the meeting could be recorded and used for the research. To provide the thesis with a more detailed 

description of ethical issues concerning the overall interview and research process, a separate section, 

Research Ethics, was written, while the findings gathered through the interviews will be reported in 

the chapter Analyzed Findings. 
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Autophotography 

Autophotography was utilized as a visual qualitative research methodology to provide the thesis and 

the researchers with visual insights into each employee’s facilities and working conditions at their 

home office. The visual method offers the research with additional insights and details, which further 

creates knowledge and adds to the validity of the interview process (Glaw et al., 2017). Additionally, 

it can help the researchers answer how the change from a traditional office to a mainly virtual 

workplace has impacted the employees and their work environment. The prevailing pandemic and 

locations of participants encouraged the selection of this method. Visual methodologies have derived 

from ethnography methods used in anthropology and sociology, and although it is relatively new to 

qualitative research, it is becoming more widely used (Glaw et al., 2017). 

When employing autophotography, participants are asked to take photographs of their environment, 

which the researcher can use as actual data for the research. By using autophotography, an 

environment is created where the reader and the researchers can, by the use of a photograph, see the 

world through the participant’s eyes (Glaw et al., 2017). The employees of Navitrans who participated 

in the interview process were asked to take a picture of their workstation setup and send it to the 

researchers by email and thereby give consent that the picture could be used for the thesis. The 

primary purpose of gathering and interpreting the pictures was to add value to the interview process 

by bringing in other dimensions and enhancing valuable insights from the participants’ everyday 

workstations (Glaw et al., 2017). Photographs can show details and depth that cannot be conveyed 

through words, therefore, this method was a great supplement to the in-depth interviews, as it may 

enhance the richness of data, adding validity, and depth to the interview process (Glaw et al., 2017). 

The researchers mainly wanted to explore the various home offices due to the relatively quick change 

of the employees’ work environment, as they were moved from a traditional in-office setup to home-

based ones. The images were used to explore whether the employees were provided with the 

necessary equipment and facilities at the home office, as the changes regarding transitioning from a 

traditional office may have impacted the employees and their job satisfaction (Appendix 23).  

Including the participants in the process and making them take the picture can provide them with 

some autonomy, which may make them feel more relaxed as they know what the content shows. They 

also get a chance to represent their environment in the visual scene they have created (Glaw et al., 

2017). This may also be an essential way for researchers to get a sense of the environment, particularly 

for an interview process conducted online as the researchers only see the participants from one angle 



 37 

through web cameras. Since photographs may be interpreted differently by participants and the 

researchers, questions regarding the home workstations were asked in the interview process to 

minimize misunderstandings and misinterpretations, while also enabling participants to describe their 

environment in words (Glaw et al., 2017). 

Online Questionnaire  

The third method for gathering data was chosen to be an online questionnaire built on the interview 

findings. The questionnaire aimed to gain more profound knowledge on the impact and importance 

of the changes at Navitrans and their positive or negative effect on employees’ job satisfaction.   

Creating a questionnaire based on the interview findings allows testing of the generality and provides 

more accurate and realistic insights into the situation at Navitrans (Kvale, 2007; Veal and Darcy, 

2014). An interview can bring out interesting findings and provide in-depth knowledge on the 

subject’s personal experiences and aspects concerning the changes prevailing at Navitrans. However, 

as these findings may only be relevant to the designated participants, a questionnaire can be beneficial 

to test how prevalent these aspects and experiences are among the rest of the employees working at 

Navitrans (Kvale, 2007).  

The questionnaire was created online with the support of a survey tool, Qualtrics, which was used to 

set up the structure of questions and collect the responses. The questionnaire’s format was a 

respondent-completion survey, where there is no interviewer involved, meaning that the respondents 

read the questions and fill out the answers themselves (Veal & Darcy, 2014). The questionnaire 

consisted of 17 questions, including open-ended and pre-coded questions to gather information on 

employees’ experiences and aspects concerning the transition to a mainly virtual workplace 

(Appendix 3). 

When designing the questionnaire, the questions were organized into three parts to structure the 

analyzing process. To help with the analysis of data, the statistical tool SPSS (Statistical Package for 

the Social Sciences) software by IBM was utilized. The tool was used to explore and measure how 

the changes defined from the interview findings would impact a larger sample size of employees at 

Navitrans and identify how these aspects would influence their job satisfaction. All parts and 

questions of the questionnaire are related in some way to each other, however with specific analytical 

considerations in mind as there are various analytic techniques and options provided by SPSS. This 
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section will present three phases of the analysis and provide insight into specific design aspects and 

processes of analyzing the questionnaire. Initially, a list of the most identified changes from the 

interview findings was created, the list entailed 31 changes as seen below.  

 

Picture 2: The list of 31 changes identified 

1. Spending more time looking at a computer 

2. Not spending time on commuting 

3. Not having time for yourself while commuting (e.g., to shut your mind off, while driving) 

4. Spending more time at home 

5. Not eating lunch with your colleagues 

6. Interacting mainly through Teams or other software instead of face-to-face 

7. Not having the office noises around you while working 

8. Not having colleagues around you when doing work tasks 

9. Not having a fixed place at the/an office where I can work 

10. Having more flexible working hours 

11. Having daily stand up meetings 

12. Having social virtual gatherings 

13. Not having team-building sessions 

14. Not seeing your leader face-to-face 

15. Not seeing your colleagues face-to-face 

16. Not meeting your customers face-to-face 

17. Not having a social gathering place (e.g., a coffee corner) 

18. Not having a specific dress code  

19. Having autonomy over your work schedule 

20. Not spending time getting to know new employees 

21. Building trust to employees and colleagues virtually 

22. Being able to join meetings with management virtually 

23. Working more hours 

24. Being able to spend more time with family 

25. Not choosing whether you work remotely 

26. Having the possibility to rent a “hot desk” instead of having a fixed workstation 

27. Not being around top management daily 

28. Not having a separate HR department 

29. Not having day-to-day communication with management 

30. Not meeting people from other departments like one does at the office  

31. Not being able to travel for business (e.g., meeting customers and colleagues abroad) 
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These changes were then displayed to the survey participants in two questions; in question 1 (Q1), 

participants were asked how impactful these changes were to them on a scale from 1 to 7 (Appendix 

3, Q1). While in question 2 (Q2), they were asked how these changes influence their job satisfaction 

on a scale from "extremely negatively" to "extremely positively" (Appendix 3, Q2). Additionally, 15 

other questions were asked to gather further information about the participants’ demographics and 

their experiences regarding the transition to a mainly virtual work environment (Appendix 3). The 

following three subsections provide insight into the three phases of data analysis of the questionnaire 

findings: Phase 1 - Factor Analysis, Phase 2 - Bar Chart and Frequency Analysis and Phase 3 - T-

tests and Interesting Additions.  

Phase 1 - Factor Analysis 

For the purpose of exploring and measuring whether the defined changes from the interview findings 

would cluster or group together, the technique Factor Analysis was utilized in SPSS (Field, 2009). 

By using this exploratory technique, the program could assist the researchers in identifying whether 

some of the changes occurring at Navitrans within Q1, correlate with each other (Field, 2009). The 

factor analysis subsequently displays patterns within the data, which will be used to analyze the 

impact of changes on job satisfaction. When running a factor analysis in SPSS, many various features 

can be chosen for conducting the analysis. This subsection aims to introduce the features selected by 

the researchers for running a factor analysis relevant for gathering statistics for answering the research 

question. Thus, the emphasis will be on explaining the parts used for this research.  

Factor analysis has three primary uses; firstly, it can be used for understanding the structure of a set 

of variables; for this research, the 31 changes are defined as variables (Appendix 4). Within Q1, the 

31 variables were labeled Q1_1 to Q1_31 (Appendix 3, Q1) (Field, 2009). Secondly, factor analysis 

can be used for constructing a questionnaire to measure underlying variables that cannot directly be 

measured (Field, 2009). The researchers utilized factor analysis for measuring the defined changes 

from the interview findings to a larger sample within Navitrans. So, the factor analysis was used for 

measuring the different aspects of changes, as they could not be measured directly in the interviews. 

Lastly, the technique can be used to reduce a data set and make it more manageable and clear, by 

filtering out unnecessary information (Field, 2009). By reducing dimensionality of the data set to a 

smaller set of factors, the factor analysis is used for exploring which variables cluster or group 

together in a meaningful way (Field, 2009).  
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When conducting factor analysis, it is essential to think about the sample size, as the correlation 

coefficients fluctuate from sample to sample. They even fluctuate more in small samples than in large. 

Field (2009) argues that there are many recommendations on the appropriate sample size, ranging 

from 5-10 participants up to 1000 (Kass and Tinsley, 1979; Tabachnick and Fidell, 2007; as cited in 

Field, 2009). But he mentions that the common “rule of thumb” is to have at least 10 - 15 participants 

per variable (Field, 2009). An alternative to measuring the sample size is to use the KMO (Kaiser-

Meyer-Olkin), which can be generated within the factor analysis, along with Bartlett’s test. The KMO 

is used to assess the appropriateness of using factor analysis on the data set and is calculated for 

individual and multiple variables. The KMO represents the ratio of the squared correlation between 

variables to the squared partial correlation between variables. It measures the sampling adequacy, 

where the statistic should be greater than 0.5; if it does not reach that, more data should be collected. 

The KMO statistic varies between 0 and 1, whereas values that are between 0.7 and 0.8 are good, and 

values above 0.9 are super (Field, 2009). In contrast, Bartlett’s test of sphericity should be significant, 

with a value less than .05 (Field, 2009). The Bartlett test produces scores that correlate only with their 

own factor and are unbiased. If it is significant, then it means that the correlations between variables 

are significantly different from zero. If the KMO and Bartlett’s test is used for measuring the sample 

size, the minimum standard of both these tests should be reached before conducting a factor analysis 

(Field, 2009). For this research the primary focus will be on conducting the factor analysis on the 

sample size. The questionnaire was sent out to all employees at Navitrans, counting approximately 

56 employees.  

A vital aspect to look at when running a factor analysis is the intercorrelation between variables. A 

factor can be defined as the independent variable measured. The factor analysis is used for reducing 

the larger number of variables, into fewer numbers of factors. After having discovered which factors 

exist, it is possible to estimate each score of a factor, based on the scores for constituent variables 

(Field, 2009). Factor scores can be described as a single score from an individual object, that 

represents their performance on an underlying variable. There are several features available for 

calculating factor scores coefficients, for this thesis the linear regression method will be used for 

obtaining the correlation matrix. By utilizing this method, the factor loadings are adjusted to consider 

the initial correlations between variables, so the variances are stabilized (Field, 2009). By generating 

a correlation matrix within the primary factor analysis, the correlations between variables can be 

checked. A correlation matrix is a table showing correlation coefficients between variables that 
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identify the maximum amount of common variances by using the smallest number of explanatory 

constructs (Appendix 5) (Field, 2009).  

For this research, the matrix will determine clusters of significant correlation coefficients between 

the subsets of changes. The correlations might suggest that those variables could be used to measure 

aspects of the same underlying dimension (Field, 2009). The correlation matrix is a valuable method 

when using variables that have been measured by using different scales, as it takes a standardized 

form of the matrix, so the different scales will not affect the analysis (Field, 2009). A correlation 

matrix also eliminates problems such as when variables have other variances though they are 

measured with the same scale (Field, 2009). Therefore, the correlation matrix is a suitable method to 

utilize in this research as a seven-point Likert scale is applied for the questionnaire. A correlation 

matrix should show the determinant result of the matrix, which is listed at the bottom of the matrix. 

The determinant of the matrix should be greater than 0.00001 and is used to describe the ‘area’ of the 

data and how it is related. If the numbers are higher, a solution could be eliminating variables that 

might be causing the problem. The variables that are greater than .9, might be those causing a problem 

because of multicollinearity in the data (Field, 2009). However, if a correlation matrix does not show 

the determinant numbers, it will show the results of non-positive definite. The reason for that is most 

likely that the correlation matrix is a bit unstable; due to that, there are too many variables and too 

few cases. Field argues that there is nothing much a researcher can do other than cry if this occurs. It 

could help collect more data, if possible or try to limit the items by removing some highly correlated 

variables (Field, 2009). 

The determinant is related to eigenvalues and eigenvectors, which describe the shape of the overall 

data (Field, 2009). Eigenvalues are the variances of factors, and as aforementioned, the variables in 

this thesis are standardized as the factor analysis was conducted on the correlation matrix. 

Standardized variables mean that each variable has a variance of 1, and the total variance is then equal 

to the number of variables used in the analysis. A variable is also known as a communality when the 

proportion of a common variance is presented in a variable (Field, 2009). When running a factor 

analysis, it is essential to know how much of the data is common variance. The analysis is utilized to 

find common underlying dimensions within the data (Field, 2009). Hence, communality can be 

explained as a measure of the proportion of variance extracted by factors. 

It is not all factors that are retained in analysis; it depends on whether a factor is statistically important. 

Field (2009) argues that the basic idea is that factors with relatively large eigenvalues are retained, 
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while those with relatively small eigenvalues are ignored. To decide which eigenvalues are large 

enough to represent an essential factor, a graph, known as a scree plot, was generated in SPSS within 

the factor analysis (Field, 2009). The graph of eigenvalues typically includes few factors with 

relatively high eigenvalues, while it shows many factors with relatively low eigenvalues. When 

looking at the graph, it has a very characteristic shape, and the point of inflexion, also indicated as 

the cut-off point for selecting factors, is determined to be the point where the slope of the line changes 

dramatically (Appendix 6) (Field, 2009). For the analysis of this research, it was decided to test 

another factor extraction beyond the scree plot; as Field (2009) argues that though scree plots are very 

useful, the factor selection should not only be based on the scree plots criterion. SPSS uses Kaiser’s 

criterion as a default to extract factors, which retains all factors with eigenvalues more than 1. This 

criterion is argued for being more accurate for bigger sample sizes, above 200. Hence, the researchers 

choose to apply another method of factor extraction, named Parallel Analysis constructed through a 

parallel analysis engine online (Patil et al., 2017) (Appendix 7). In this analysis, each eigenvalue is 

compared against an eigenvalue from a data set with no underlying factors. Then the factors that were 

bigger than the “random” ones were retained (Field, 2009). The outcome of the parallel analysis 

showed that four components should be retained for further analysis, the outcomes from the analysis 

will be further explained in the chapter, Analyzed Findings (Appendix 7). As Kaiser’s criterion and 

parallel analysis provide different solutions, the researcher had to rerun the factor analysis and specify 

the required number, 4, of factors for SPSS to extract, so it would match the researchers’ decisions.  

After rerunning the factor analysis, the researchers tested the reliability of the four components for 

validating the data. Each of the four components must have at least three significant factor loadings 

to be considered reliable when the sample size is less than 100 (Pituch & Stevens, 2016). The 

maximum number of responses the researchers could gather for this research, was 56 regarding the 

quantity of employees at Navitrans. Pituch & Stevens (2016) argue that when the sample size is less 

than 100, the average communality should be .70 or greater so good estimates can be obtained (Pituch 

& Stevens, 2016). The findings of this reliability test will be presented further in the chapter, Analyzed 

Findings. It becomes possible to calculate the degree to which variables load onto each factor once 

the extraction of factors has been performed (Field, 2009). As factors can both be correlation 

coefficients and regression coefficients, this interpretation may be difficult; therefore, it was chosen 

to apply a technique within the primary analysis, called rotation. 
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By utilizing a factor rotation, the interpretation can be improved as the function is used to discriminate 

between factors. A factor rotation effectively rotates the axes where the variables are loaded on. The 

purpose of the rotation is to transform the factors that emerge from the analysis, either to maximize 

factor loadings or to minimize factor loadings that are already small. There are two general 

approaches of rotation, orthogonal and oblique rotation (Field, 2009). Orthogonal rotation is used 

when any underlying factors are assumed to be independent. During the factor loading the correlation 

between the factor and the variable, when factor loading, which also associates to regression 

coefficient. Thus, the values of the regression coefficients are the same as the correlation coefficients. 

In contrast, oblique rotation is used when the underlying factors are assumed to be related or 

correlated. As in this research, it is assumed that the factors are related, so the resulting correlations 

between the variables and factors will differ from the corresponding regression coefficients (Field, 

2009). A last option within the rotation concept is to change the number of maximum iterations for 

convergence; SPSS suggests a default of 25. This feature specifies the number of times the system 

will search for an optimal solution. By choosing an oblique rotation the factor analysis will present 

two types of matrix’s; on the one hand, a Structure Matrix that shows the correlation coefficients 

between each variable and factor (Appendix 8). Whereas on the other hand, a Pattern Matrix presents 

the regression coefficients for each variable on each factor (Appendix 9) (Field, 2009). Firstly, each 

variable within the respective component is looked at to determine what the factors represent by 

interpreting the themes the item loads onto within the Pattern Matrix. The same thing is done for the 

Structure Matrix to double-check if the same factors load there. The factors from each component 

will then be inserted for a Cronbach’s Alpha reliability analysis.  

Cronbach’s Alpha (α) reliability analysis is the most common measure of scale reliability. It measures 

internal consistency by splitting data in two, whenever possible and then computing the correlation 

coefficient for each split. The average of these values is then equivalent to Cronbach’s Alpha (Field, 

2009). Field (2009) argues that when interpreting Cronbach’s Alpha, the scores must be higher than 

.7. Nonetheless, a Cronbach’s Alpha score lower than .7 might be seen as reliable due to the 

psychological nature of the questions and constructs being studied (Field, 2009). The reliability 

measures for this thesis will be further presented in the chapter, Analyzed Findings. 

For this research, the factor analysis will be used for exploratory examination to help the researchers 

gain information about patterns within the data set (Field, 2009). By looking at the changes that 

correlate highly with another group of variables within Q1. The variables will be used for measuring 
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common underlying dimensions and then lastly inserted into Cronbach’s Alpha reliability analysis. 

As aforementioned, the factor analysis has many various features and functions; therefore, it was vital 

to present the ones utilized for this research. Subsequently, the findings will be shown in the chapter, 

Analyzed Findings.  

Phase 2 - Bar Chart & Frequency Analysis 

The findings generated through the factor analysis from Q1 will be used for analyzing the variables 

within Q2. In this part, the focus will be to examine how the three reliable components generated 

from Q1 will correlate with participants’ answers for the same changes in Q2. The two questions, Q1 

and Q2 are both established on the list of 31 changes, the first question explores the impact of the 

changes while the second question investigates the influence the changes have on employee’s job 

satisfaction. The questions for Q2 were therefore defined the same way as the variables in Q1 to 

indicate what each variable represents; Q2_1 to Q2_31 (Appendix 3, Q2). Initially, all variables 

within each component from Q1 were computed to calculate the means of the same changes in Q2. 

This was done by utilizing the feature Compute Variable within the function Transform in SPSS 

(Field, 2009). A new variable was then created within the data set, presenting the average means for 

component 1, constructed on participants’ answers in Q2 (Appendix 10). The same procedure was 

utilized for the other two reliable components (Appendix 11 & 12). The new variables were renamed; 

Component 1, Component 2, and Component 3. 

The new variables generated will be used for answering how the defined changes within each 

component have impacted employees’ job satisfaction on the scale from extremely negative to 

extremely positive. For performing this, the feature Simple bar charts for related means was utilized 

within the function Chart Builder in SPSS (Field, 2009). Bar charts are generally used for displaying 

means and the graph depends on how the data is collected. Means can either come from independent 

cases or from related cases (Field, 2009). A bar chart graph used for presenting the mean, will present 

a bar for each category showing the mean. On the y-axis, also referred to as the vertical axis the mean 

is plotted against a categorical variable on the x-axis. A categorical variable may represent different 

time, experimental conditions or groups of people (Field, 2009). 

For this research, three bar charts with related means were constructed as there were three reliable 

components from Q1 to compare with data from Q2. The first bar chart contained data from the new 

variable component 1, generated on the average means of each participant’s answer to questions from 
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the component (Bar chart 1). These variables were used to specify the y-axis, while on the x-axis, the 

categorical variables from Q2 were applied. The same method was used for the two other bar charts 

generated (Bar chart 18 & 25). 

The purpose of applying this data into the bar chart was to measure each new variable against the 

former variables obtained in Q2. By generating the various bar charts, a more visualized approach is 

provided to the thesis for giving an insight into how the variables correlate to each other. The findings 

analyzed from this part will provide a deeper insight into how employees’ job satisfaction is impacted 

on the scale from extremely negative to extremely positive constructed on the changes defined in Q1. 

The visual bar charts and their findings will be presented in the chapter, Analyzed findings.  

Phase 3 - T-tests & Interesting Additions 

The additional 15 questions from the questionnaire were used for gaining further knowledge on the 

employees and their experiences towards the changes. Some of the questions such as gender and 

subsidiaries were used as grouping variables to be tested against the components and the list of 31 

changes. The analytical tool, Independent-samples T-test within the function Means in SPSS, was 

used for conducting this type of analysis.  

T-tests can test whether two group means are different; there are two types of t-tests, Independent t-

test and Dependent t-test. An independent t-test is used for testing the t-statistics when there are 

various participants assigned to two experimental conditions to test whether the means collected from 

the independent samples differ significantly (Field, 2009). A dependent t-test is used to test the t-

statistics when the same participants take part in both experimental conditions, testing whether the 

two means collected from the same sample size differ significantly (Field, 2009). Thus, a t-test 

depends on whether the independent variable is manipulated by using different participants or the 

same (Field, 2009). Both the dependent t-test and the independent t-test are parametric tests 

established on the standard sampling distribution. Meaning that for the dependent t-test, the data is 

measured at the interval level, and the sampling distribution of the differences between scores should 

be normal. In contrast, the independent t-test scores are independent since they are collected from 

different people (Field, 2009).  

For this research, the focus will be to utilize Independent t-tests to compare the grouping variables; 

subsidiaries, gender and extrovert and introvert, against the three reliable components to explore if 

there is a significant difference between the means of the two groups. Factor scores were calculated 



 46 

for each component within SPSS and used for conducting t-test (Appendix 13, 14 & 15). The t-tests 

will assist the researchers in answering how the changes have impacted employees when transitioning 

from a traditional office to a mainly virtual workplace. Additionally, the t-tests provide interesting 

perspectives for further research. Moreover, an additional t-test was conducted to display the 

opportunity for testing individual changes against some of the grouping variables.  

When performing a t-test, the output will show two tables: group statistics and independent samples 

test. The group statistics present how the number of participants differs in the two groups and the 

average mean of each group. Moreover, it shows the standard deviation and standard error of each 

group. The standard deviation is the square root of the variance that estimates the average variability 

of a set of data. The data is measured in the same units of measurement as the original data (Field, 

2009). The standard error is the standard deviation of the sampling distribution. This feature presents 

how much variability there is in the statistic across samples from the same population (Field, 2009). 

If the standard deviation is high, large differences between the sample means can occur; if it is small, 

only small differences between sample means can be expected. Consequently, the standard error of 

the sampling distribution is used to evaluate whether the difference between the two sample means 

is statistically meaningful. The other output table, the independent samples test, presents the main 

test statistics. The table contains two rows of values for the test statistics; equal variances assume, 

and equal variances not assumed, used for evaluating the values for the columns, Levene’s test for 

equality of variances, and the t-test for equality of means (Appendix 13) (Field, 2009). 

Levene’s test shows whether the variances are significantly different by testing the hypothesis that 

the variances in the various groups are equal. If the Sig. value is less than .05, then the values from 

the row of equal variances not assumed should be assessed. The means of the two groups are 

significantly different if the Sig. value is less than .05. While in contrast, if the Sig. value is greater 

than .05, the values from the row of equal variances assumed should be used. At this point, the test 

is non-significant, and it can be assumed that the assumption is acceptable, and the variances are 

roughly equal (Field, 2009). The next step is then to look at the numbers underneath the t-test for 

equality of means. The values within the Sig. (2-tailed) column are the ones interesting, to explore 

whether they are less or greater than .05, as they explain if there is a significant difference between 

the means of these two samples or not. The 2-tailed values are constructed on t-statistics, which are 

calculated by dividing the mean difference by the standard error of the sampling distribution of 

differences. This value is then measured against the degrees of freedom (df), which is calculated by 
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adding the two sample sizes (ex. female and male) and then the number of samples used was 

subtracted. These numbers are however provided by SPSS (Field, 2009). 

The findings from the t-tests will be utilized for giving additional insights to explaining which 

changes have impacted employees when transitioning to a virtual office. Furthermore, the researchers 

will present interesting additions gathered in the questionnaire to provide the thesis with more 

profound knowledge of the employees’ experiences and aspects regarding the transition for answering 

the research question. The overall findings will be presented in the chapter, Analyzed Findings. 

For testing whether these three various approaches for analyzing data from the questionnaire would 

be possible, the researchers conducted a test version of the questionnaire, where 32 responses were 

gathered. To collect comparable data for testing the analyzed approaches in SPSS, friends and 

colleagues of the researchers that have been working remotely during the pandemic were asked to 

participate in the survey. 

All questions throughout the questionnaire were phrased in everyday language so that the respondents 

could understand them, and the formulation and simplicity of questions were considered to avoid 

leading questions, ambiguity, and biases (Veal & Darcy 2014). The questions utilized in this format 

were associated with the interview questions, as the researchers sought to gather as much comparative 

data as feasible. 

The information collected through the online questionnaire is confidential to ensure the anonymity 

of the employees; hence, no one was asked about their names when answering the questionnaire. 

Furthermore, the researchers wanted to minimize the risk of the respondents either exaggerating or 

under-reporting their answers. Thus, they chose to preserve anonymity, hoping that the employees 

would reveal their genuine opinions and experiences (Veal & Darcy, 2014). An advantage of online 

questionnaires is that they are cheap and easily distributed, yet they can often be incomplete and 

lacking responses (Veal & Darcy 2014). All employees of Navitrans were invited to participate in the 

survey via email, where they were also informed about the purpose and handling of the survey 

material. Due to the time limit of the research, the respondents had seven days to answer the survey 

before the responses were collected through the survey platform and analyzed. The questionnaire was 

available to the participants in the period of 7th to 13th of April 2021 and a total of 26 responses were 

gathered.  
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Validity & Reliability of the Study 

As aforementioned, the research approach was constructed as an explorative sequential design, 

whereas the data collection was split into two separate phases. In the initial phase, a qualitative 

method was used to paint a picture of the ongoing changes and overall situation at Navitrans. The 

first phase allowed the researchers to get to know the case company and gain in-depth insights into 

the different perspectives of employees. The second phase of the research consisted of a quantitative 

method utilized to gain knowledge about the impact and importance of the changes at Navitrans when 

transitioning to a mainly virtual workplace and their positive or negative effect on employees’ job 

satisfaction. 

In each part of the data collection, various considerations were made to ensure that the choices made 

led to the highest validity and reliability possible. The decision to use mixed methods was taken to 

increase confidence in the interpretations made; triangulation of methods enhances the validity and 

presents an in-depth outline of the problem investigated (Singer, 2009; Veal and Darcy, 2014). Both 

methods were developed after a thorough investigation of existing literature and theories about the 

emerging themes of the study. When creating the interview questions, the seven-step guide from 

Kvale (2007) was utilized to ensure that they were both relevant and formulated to provide the most 

desirable answers to go forward with the investigation. In comparison, the questions in the survey 

were all based on the data gathered from the interviews. The questionnaire was also tested on a 

random sample to secure that the data gathered would be sufficient for the intended analysis.  

Phase 1 - The Trustworthiness of Qualitative Methods  

This subsection discusses the qualitative methods utilized in the study through four criteria outlined 

by Lincoln and Guba in 1985. Since then, the criteria have been widely accepted by numerous 

qualitative researchers (Connelly, 2016). The criteria embrace the credibility, transferability, 

dependability, and confirmability of qualitative research (Connelly, 2016). 

Credibility refers to the confidence in the truth presented in the findings, meaning the extent of 

accuracy in the findings presented. Credibility can be compared to the term internal validity used in 

quantitative research (Veal & Burton, 2014). There are various ways to increase the credibility of a 

study; some of these include triangulation methods, prolonged engagement with participants and 

participant observation. However, due to the limited time and resources of the research, only 
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triangulation of methods and researchers was used to increase credibility, making the overall 

credibility of the research questionable. The fact that all interviews and communication with the 

interview participants was done entirely virtually, the engagement with participants was limited, 

which might have impacted the quality of data and thereby the interpretation of findings (Connelly, 

2016).  

Transferability refers to the degree to which the research findings can help other researchers when 

applied in other settings. Transferability of qualitative methods and the term generalization or external 

validity in quantitative research can be considered parallel to each other (Connelly, 2016). Being a 

case study that is highly company-specific, it can be questioned whether transferability is obtainable 

(Riege, 2003). The researchers attempted to provide a clear context of the situation of employees and 

participants in the research, providing detailed contextual explanations of both findings and methods 

used (Connelly, 2016). In this study, interview findings were coded, analyzed and tested on a larger 

sample through an online questionnaire to increase further the transferability of the findings (Kvale, 

2007; Riege, 2003).  

Dependability refers to the consistency of data over time and contexts. Dependability is similar to 

reliability in quantitative research but with the added importance of understanding the constancy of 

conditions (Connelly, 2016). As aforementioned, this study is highly company-specific; however, 

many of the findings may be somewhat represented in similar situations and other comparable 

companies going through a transition from office-based to mainly virtual workplace. Triangulation 

of methods was used to increase the dependability of the study. Autophotography enriched the 

interviews by showing the different conditions the interviewees had when working. Moreover, the 

interview findings were used to construct a survey, testing the findings on a larger sample, further 

adding to the dependability of the study (Connelly, 2016).  

Confirmability refers to the objectivity of researchers and the degree of consistency of findings if the 

research would be repeated (Connelly, 2016). For the researchers to remain entirely objective is 

impossible in real life since personal experiences and background will always affect how findings are 

perceived and interpreted to some extent (Connelly, 2016). Since the interpretation of interview 

findings was necessary to construct the questionnaire, complete objectivity is not achieved in this 

research design. However, in an attempt to minimize personal biases, the findings were interpreted 

by two researchers and thereby utilizing triangulation of researchers (Veal and Darcy, 2014; 

Connelly, 2016). 
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Overall, the interviews’ quality is dependent on the general nature of methods used and the selection 

process of the sample members (Kvale, 2007; Veal and Darcy 2014). To avoid a sampling bias when 

conducting the interviews, the interviewees were a random sample of six people with different 

hierarchical status, job positions, and locations; their common denominator was their willingness and 

enthusiasm towards the research project. The only condition from the researchers’ perspective was to 

get input from the three main subsidiaries of Navitrans. To get an overview of the prevailing situation, 

it was essential to get insight into the headquarters in Belgium, the medium-sized office in Lithuania 

and the small office in Denmark.  

Additionally, it was essential to be aware of other threats to the study’s validity in all methods used 

to collect data. In this study, a particular emphasis was put on minimizing the Hawthorne effect and 

situation bias. The Hawthorne effect refers to the awareness of the subjects being investigated. By 

definition, the Hawthorne effect indicates that the participants in the research might change their 

behavior because they know they are being studied. The effect cannot be avoided entirely and needs 

to be kept in mind when drawing conclusions from the gathered data. However, to minimize its effect, 

the research participants’ anonymity was assured in each step of the research (Veal and Darcy, 2014). 

The situation bias can be minimized by considering factors such as the interview setting, background, 

location, and dress code of researchers. All interviews were done in the same format; online through 

Google Meet with a neutral background, and the researchers wore similar business-casual attire for 

all interviews. The time of the interviews was decided at the convenience of the subjects to ensure 

that the interviews would not cause any unnecessary stress or interruption in the subjects’ work 

schedules (Veal and Darcy, 2014). After the interviews, the questionnaire was made and sent out to 

all employees at Navitrans, aiming to get a deeper and broader understanding of the workforce as a 

whole.  

Phase 2 - The Validity & Reliability of the Quantitative Methods 

This subsection aims to assess the quality of the quantitative method used in the research by 

discussing the considerations made regarding validity and reliability.  

Validity refers to the degree that the evidence presented offers a true reflection and coherence to the 

research’s aim (Kvale, 2007). There are several diverse types of validity used as a measure in social 

science research, all of which validate whether the research investigates what it intends to. Construct 

validity is the most useful type of validity to measure concepts employed in social sciences and, 
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therefore, relevant to this study (Carmines and Zeller, 1979). Construct validity refers to the extent a 

measure is consistent with established knowledge about the constructs being measured. To achieve 

construct validity, the methods used need to be carefully developed based on existing and theoretical 

knowledge. Accordingly, the basis of questions should be highly relevant to what is being studied 

(Carmines and Zeller, 1979). The questionnaire was in a respondent-completion format, whereas the 

respondent reads the question and ticks or writes his/her appropriate answer. The respondents were 

asked to respond to questions on a 7-point Likert scale, and the scores were later combined and 

analyzed to explore the impact of changes and their effect on employees’ job satisfaction (Veal and 

Darcy, 2014). All questions in the survey were based on empirical findings from the interviews and 

the theoretical knowledge gathered on the prevailing themes.  

As opposed to validity, reliability refers to whether the results can be reproduced under the same or 

similar conditions; reliability questions whether findings would be the same if the research would be 

conducted at a later point in time or with a different sample of participants (Carmines and Zeller, 

1979; Veal and Darcy, 2014). The research design, data collection, and data analysis phases of the 

research were vigorously debated and evaluated to achieve the highest reliability possible. The 

company-specific approach makes the study’s findings bound to the explicit context the company is 

in, which may have a meaningful impact on the reliability of the research and its findings. It is further 

a very temporally specific study, since it may be hard to perform another similar study in the middle 

of a pandemic in the future. However, utilizing a survey to test qualitative findings on a larger sample 

adds to the overall reliability of the study as a whole (Riege, 2003). The survey was constructed and 

based on the interview findings to test the already established knowledge gathered about the situation 

at Navitrans. The questionnaire included the list of 31 changes generated from interview findings. 

The list intended to test whether these changes had impacted the larger sample of Navitrans 

employees and if the effect was positive or negative on their job satisfaction after the transition to a 

virtual workplace.   
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Research Ethics 

Ethical issues can arise in all parts of a research process and it therefore becomes essential to consider 

the various aspects of ethics while conducting research (Veal & Darcy 2014). Ethical issues in 

research cover aspects such as informed consent, risks of harm to subjects, freedom to participate, 

and the researchers’ competences (Veal & Darcy 2014). For this thesis, the researchers aimed to 

provide all participants and Navitrans with honesty and integrity throughout the research process and 

deliver responsible communication of the research results (Veal & Darcy 2014). All participants had 

free choice to collaborate for the thesis and were asked to consent beforehand. For the in-depth 

interviews, all subjects were also asked whether the meeting could be recorded and used for the 

research. It was essential to ensure that all participants, both for the in-depth interviews and the 

questionnaire, were properly informed about the purpose of the study and the usage and handling of 

the gathered data. Hence, all subjects received an email containing the various information and 

explanations prior to the interviews and questionnaire, further, they were provided with the 

researchers’ emails if they had any questions or concerns regarding the process.  

All information gathered throughout the various method collections was analyzed and stored 

confidentially to ensure the anonymity of the employees of Navitrans (Veal & Darcy 2014). Personnel 

may, though, be able to define some statements gathered from the interviews, as several of the 

employees have been working together for many years. Additionally, as there are differences between 

subsidiaries, it becomes necessary to define some findings depending on each country, which may 

expose some identity. The names and contact details of the interview participants are, however, 

known to the researchers. In contrast, the data gathered through the questionnaires are fully 

anonymous to the researchers. Participants were provided with a link via email to participate in the 

survey online, where all information was gathered without entering their names on the platform.  

It was crucial for the researchers to be well prepared, especially for the in-depth interviews, to 

minimize the risk of harm that can occur when researchers are not competent enough. Researchers 

can run the risk of wasting valuable time of the subjects and the organization which may mislead the 

participants if they are unprepared. Furthermore, it can also damage the reputation of the organization 

being studied (Veal & Darcy 2014). To avoid risk of harming the subjects and the associated 

organization, the researchers carefully considered the various ethical aspects and moral concerns that 

may occur while conducting research. 
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Analyzed Findings 
This chapter aims to present the analyzed primary data collected for this research. The data collection 

methods consisted of in-depth interviews, autophotography and an online questionnaire, which all 

will be presented in this chapter and further discussed in the subsequent one. Firstly, findings from 

the in-depth interviews and autophotography will be presented to display what changes are important 

to the sample. The findings are further used in order to generate a list of changes for further 

investigation with the use of the questionnaire. Secondly, the questionnaire findings will present an 

overall picture of how the changes at Navitrans influence the employees and how job satisfaction is 

affected by these changes.  

Interview & Autophotography Findings 

The purpose of this section is to present the empirical findings from the in-depth interviews and the 

autophotography. The findings provide a common understanding of the ongoing changes that are 

important to the employees at Navitrans. As mentioned in the methodology chapter, the interviewees 

were randomly chosen with the one condition of getting information from each of the three primary 

subsidiaries. The topic, job satisfaction, is highly dependent on individual experiences and therefore, 

it is crucial to give insight into the six participants’ various job positions and the subsidiaries they are 

located at. In this section, the pseudonyms Participant and Interviewee will be used interchangeably 

(Table 4).  

 

 

 

 

 

 

Table 4: Pseudonyms 
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Through this section, the findings have been sorted into four main categories: Organizational 

Change, Managing at a Distance, Effects on Job satisfaction and After Covid-19 as displayed in 

Picture 1, see page 36. 

Organizational Change  

The first section of the findings discusses the coded results regarding organizational change within 

Navitrans. The interviews reveal the importance of two significant events in the recent history of 

Navitrans leading up to the transition from a traditional office to a mainly virtual workplace. Firstly, 

as aforementioned, Navitrans was acquired by the Canadian software corporation, Valsoft, which 

undoubtedly affects the overall culture at the company (Appendix 17, 19, 20, 21 & 22). Secondly, the 

outbreak of Covid-19 had a considerable impact on the whole world, including the business world 

and companies such as Navitrans. In all interviews, these aspects played a significant role in all of 

the interviewees’ experiences throughout the workplace transition (Appendix 17, 18, 19, 20, 21 & 

22). 

In the first stage of conducting the interviews, pre-knowledge about Navitrans and its situation was 

gathered. Besides researching Navitrans’ and Valsoft’s websites, brief email correspondence was had 

with participant 2 from the Danish subsidiary, the primary contact person for this research. It was 

confirmed that all offices were shut down and moved online, with no intention of opening again 

(Appendix 18, 20, 21 & 22). However, in the first interview with Participant 1, from the Belgium 

subsidiary, it became apparent that at least the Belgium office still was intact and had no intention of 

closing completely (Appendix 17).  

Transitioning to a Mainly Virtual Workplace 

The transition from a traditional workplace to a mainly virtual one happened overnight, however 

seeing how the Covid-19 situation was developing globally, many of the interviewees saw it as a 

prominent and rather natural choice to move operations online (Appendix 18, 19 & 20). Participant 

3 stressed that due to Covid-19, the transition was not questioned as much as it would have been 

before the pandemic; "(...) with Corona and its effect, you can’t deny it (…) you need to find a way 

to adjust" (Appendix 19). Even though moving operations online was a natural choice considering 

the Covid-19 situation, there were mixed feelings among the interviewees; some were very optimistic 

from the start while others were somewhat disappointed when the ownership communicated that the 

change would be permanent and not only during the pandemic. Initially, the transition was mainly 
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Covid-19 related; however, it was subsequently communicated that the change would be permanent 

and all offices would need to close. At this point, half of the interviewees agreed that they were quite 

disappointed and frustrated due to the permanent change (Appendix 17, 18, 19, 20, 21 & 22). 

The interviews showed that transitioning to a mainly virtual workplace was more challenging for 

some departments than others. For example, interviewee 5 said that the change was not drastic for 

the developers since they also worked online and supported the teams virtually before (Appendix 21). 

However, for business consultants, the change was rather drastic since they worked with people most 

of their time, doing workshops and meeting customers. Shifting to online workshops and meetings 

and staring at a screen was quite the contrast to their typical everyday job. Participant 1 stated: “I 

played with the idea, to look for another job, (...) there have been quite a lot of resignations” [because 

of the change]. However, Participant 1 enjoys his/her job and, therefore, would not quit. Also, 

participant 1 stated that it took time to get used to the changes, but if Valsoft would now transition 

back to the traditional model, he/she would not want to go back to the office full-time (Appendix 17). 

Differences Between Subsidiaries  

The change was communicated by top management at a “town hall meeting” where questions could 

be asked if any should arise. Participant 3 mentioned that some employees might find it hard to ask 

questions in front of the whole organization, so each subsidiary needed to have a "Question and 

Answer" session to assure everyone would be well-informed (Appendix 19). Initially, the message 

from the ownership was that all offices would permanently close. However, it was later revealed that 

the rental contract for the headquarter office in Belgium could not be terminated until 2023, which 

meant that Belgium was the only subsidiary still with an office available (Appendix 18, 19 & 20). 

“We will still have an office, but instead of having almost 70 desks available, we now have maybe 20 

(...). We still have the possibility to go to the office, but we no longer have the intention to go every 

day” (Appendix 17). The majority of the office space was sublet to other organizations, but this meant 

that employees at the Belgium headquarter would have the option to go to the office when needed 

(Appendix 17 & 19). The Belgium subsidiary is rather happy to be able go back to the office for 

multiple reasons; firstly, because sometimes face-to-face meetings with customers are more suitable 

and secondly, to meet and socialize with colleagues (Appendix 17 & 19). 

The subsidiaries in Denmark and Lithuania closed their offices completely, but Lithuania got the 

opportunity to utilize hot desks, at a so-called "business hotel,” from the very beginning. These hot 
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desks allow people who prefer working at an office to utilize meeting rooms and desks. The meeting 

rooms are also used when customer meetings need to be held face-to-face (Appendix 21). Hot desks, 

as such, will also be available for the Danish subsidiary when Covid-19 subsides if the employees 

agree to join the office at least twice a week (Appendix 18, 20 & 21). Participant 2 does not seem to 

think that it will be hard to get all five Danish subsidiary employees to join twice a week. However, 

it is frustrating to him/her that having hot desks available will be completely different from having a 

private office. Participant 4 is worried that there is a lack of confidentiality when having hot desks 

instead of a private office. The office does not need to be a headquarter or anything extravagant but 

having a private office; “just so we can close the door and be alone to discuss would definitely be 

okay”, allowing the team to discuss sensitive business or personal matters without having people 

from outside organizations at the next desks (Appendix 20). 

All participants were aware that there are some differences between subsidiaries. It bothers some that 

when Covid-19 subsides, Belgium will have an office to partly go back to, while Denmark and 

Lithuania do not. It is mainly frustrating that the idea of going entirely virtual "was sold" from top 

management as the company was on a global level “going office-less,” but apparently, it is not 

everyone who is going office-less. Some interviewees feel betrayed and lied to and think the situation 

is unfair (Appendix 18 & 20). Participant 4 states that the team sometimes have discussed what it 

would have been like if it was vice versa. What if the big office in Belgium were told to leave the 

office and a long-term contract would tie the small offices in Denmark and Lithuania; "the company 

would have been exploding" (Appendix 20). 

The Canadian Ownership, Valsoft 

Even though a push from a world pandemic initiated the transition to a virtual office, participant 1 

saw it as a logical evolution of the company, considering the time and money previously spent on 

traveling compared to meeting online in seconds (Appendix 17). Participant 3 found it natural that 

when the ownership in Canada took over, the focus was on cutting costs. Employees that were not 

seen as useful or needed resources were let go. The human resource employees were, for example, 

dismissed, and the traditional HR tasks were either outsourced or taken care of in the finance 

department (Appendix 19 & 21). 

Valsoft saw the Covid-19 pandemic as an opportunity to save costs and did not hesitate to take it 

(Appendix 17, 19 & 21). The main saving areas were traveling costs, office rents and typical other 



 57 

office luxuries. Participant 1 mentioned that traveling had previously been a big part of his/her job in 

the 21 years of working for Navitrans, but now traveling is completely cut out (Appendix 17). 

Participant 2 also mentioned that traveling to the headquarter in Belgium meant a great deal to 

him/her. Participant 2 typically traveled from Denmark to Belgium four to eight times a year to meet 

and work with colleagues. These travels affected the employee’s motivation and work positively, but 

these travels have unfortunately been eliminated (Appendix 18). 

Valsoft praised working-from-home and employees at Navitrans were shown slideshows of how 

amazing it is being office-less. Despite these efforts, Valsoft’s marketing department was sending out 

small movies bragging about their own newly renovated offices, where people were playing foosball 

and showing their “great” office culture. Participant 4 found it quite disappointing that they advocated 

one specific mission about the benefits of being office-less while they pursued something completely 

different. It just showed that the Canadian company only was and is "in it" for the profits. "We have 

the feeling that they actually don’t care, they care about the money. If colleagues are leaving us, 

going down with stress or whatever, they actually don’t care," participant 4 stated while saying that 

Valsoft finds it easy to replace and find other employees across the world (Appendix 20). The whole 

culture at Navitrans changed when the ownership shifted; now, the company is driven by KPIs, profits 

and cash-flows, in contrast to the previous owner who cared less for the money and more for the 

company itself (Appendix 20). Both the change in ownership as well as the transition to a virtual 

workplace was not managed by a specific manager or department. The decisions were made and 

communicated directly to the employees of Navitrans (Appendix 17).  

Participant 3 found it essential to point out that "it is not all negative, there are also positive things" 

to the transition even though it was a hasted decision, (Appendix 19). The rapid transition made it 

crucial for the company to think innovatively and focus on optimizing processes that would have 

been left the same if Covid-19 had not been a thing. For example, the push towards digitized processes 

in the finance team, such as shifting from printed invoices to digital ones, is way more efficient and 

saves quite a lot of paper (Appendix 19). Participant 5 also mentioned that working virtually 

undoubtedly had some benefits, such as increased involvement and awareness of what is going on in 

the organization (Appendix 21). 
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Distance Management 

Managing from a distance is perhaps not a new phenomenon within Navitrans since it is a 

multinational company with subsidiaries around the world. However, the degree to which virtuality 

plays a role in everyday management has drastically increased after the outbreak of Covid-19 and 

moving all operations online. The interviews showed changes in how employees were managed and 

the importance of communication, while the autophotography present insights to the interviewees’ 

home offices (Appendix 23). This section further discusses management initiatives for social 

interaction and the support provided by management when employees transitioned to home offices.  

Managing & Working at a Distance  

Managers and employees at Navitrans were somewhat already familiar with working and being 

managed from a distance. However, as most interviewees indicated, there is a big difference in having 

the offices as a main gathering point, where employees can socially interact and work together in 

contrast to working virtually from a distance (Appendix 17, 18, 20 & 21). Participant 2 described it 

as being “quite hard” in the beginning having the workshops and training online instead of face-to-

face; “a big part of my job is also to be on-site at the customer’s addresses. (...) I missed that 

interaction that I have with the customers, (...) I felt it was more or less talking to myself” (Appendix 

18). Participant 2 also mentioned, training customers was moved online, which had been somewhat 

challenging. Many interviewees also expressed a common concern regarding the onboarding and 

training of new employees, as they do not have a typical office anymore (Appendix 18, 20 & 21). In 

Denmark, they are worried about how the new employees might feel and that they will not reach out 

for help when they need it. Participant 4 stated; “the connection that I have with the guys from the 

office (...). And the new guys, it’s completely different”, he/she described it to be more or less 

impossible to get the same connection and trust in the new employees when only connecting through 

a screen (Appendix 20). Participant 2 also remarked that it is quite strange only to have met his new 

colleague for 5 minutes when he came to pick up his computer and mobile phone (Appendix 18). 

Onboarding has also been moved entirely online, whereas e-learnings provided by Navitrans 

Academy offer employees and customers instructions and training videos for using the software. 

Their software is complex, so as participant 1 stated; “You can’t do that, 100% online. (...) that’s 

impossible”, it would be better if the training could be done face-to-face. Consequently, the hiring of 

new employees has not been very intense, even though Navitrans has lost over ten employees 
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primarily due to the transition (Appendix 17). However, some new employees have been hired the 

last year and are located worldwide, for example, in Egypt, Brazil and Denmark (Appendix 21). 

Internal Communication 

Physical contact and communication among employees have been replaced with online video 

conferencing and instant messaging, mainly through Microsoft Teams. All communication regarding 

work is now being elaborated through various chat rooms, differing on projects and group meetings. 

It depends on each employee and the departments, whether they use the platform for social interaction 

and personal conversations as well, some departments use several minutes in meetings for personal 

talk (Appendix 17 & 19). WhatsApp and Zoom were also mentioned as communication tools used 

among employees for social relations (Appendix 20). 

Working from a distance has both been beneficial and challenging to employees as they have come 

to learn that most of their work can be done remotely, which has saved them time on transport to the 

office or other work locations, domestically or abroad (Appendix 17, 18, 19, 21 & 22). They have 

come to appreciate that meetings can be held online, it saves them time usually spent traveling, now 

they can meet with colleagues and customers all around the world in a matter of seconds (Appendix 

17 & 22). Though they surely miss the social interactions and being able to travel (Appendix 17 & 

18). Both participants 1 & 6 mention that work cannot be conducted 100% online, as positions such 

as consultants and logistics necessarily need to be onsite occasionally. In addition, participant 6 

remarks that remote work is great for professional work. However, it is not suitable for larger 

meetings, requiring that more than six people have to meet up together (Appendix 17 & 22). 

Participant 3 also mentions that there have been some points of frustration the last year while working 

from home, where open online meetings have been scheduled for employees to stress their issues. 

Nevertheless, he/she also remarks; “you only hear two-three people in a group of 30 you don’t hear 

everybody” since it is virtual, it is very different from being in a conference room with 30 people 

having a discussion together (Appendix 19). However, by moving operations online, it is easier to 

gather everyone for online meetings, and as participant 5 emphasized, the office in Lithuania feels 

more included in the overall decisions as they now can participate in the various meetings and 

conferences online (Appendix 21). 
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Changes within Management of Human Resources 

During the first phase of the transition, the management of Navitrans was in contact with the HR 

department in Canada to follow their advice on how to communicate the transition to all employees. 

Firstly, an announcement was made by the CEO of Navitrans about the transition. After that, other 

sessions were held country per country to explain the changes further and allow employees to ask 

questions (Appendix 19). Participant 3 also described that when Valsoft acquired them, the only HR 

manager at Navitrans was dismissed to cut costs, and the finance team would now take over the 

responsibility of HR matters, such as questions regarding the takeover and the transition. It was 

informed to all employees, which contact persons in the finance department were now working within 

HR (Appendix 19).  

Participant 6 has the responsibility to employ new colleagues to the various teams, but they have also 

had assistance from an outsourced HR company for the hiring processes (Appendix 18 & 21). 

Participant 3 indicated that Navitrans works with having a transparent way of working by including 

all employees in quarterly meetings. The meetings are used to brief employees about the current 

situation and remind them that they can always look to the HR department when needed (Appendix 

19). Additionally, participant 3 mentioned that it is crucial for the company to “follow up on how 

everybody is feeling,” as it is easy to make sure that everyone has the needed office equipment and 

tools, but “how people feel, (...) and, how you need to tackle that as a company. That’s a big 

challenge” (Appendix 19). This may be an essential step for Navitrans to proceed with as both 

participants 4 & 6 mention that the Canadian attitude at Valsoft is very much "my way or the highway" 

regarding the employees’ opinions and feelings towards the transition (Appendix 20 & 22). 

Participant 4 remarks that the past CEO was always talking about Navitrans as a family, but at the 

moment, “it’s a bunch of individuals” and there is no family (Appendix 20). 

Home Office & Visual Insights 

After going office-less, all employees were contacted and asked whether they needed anything for 

their home offices, such as an office desk, a chair or extra screens. Navitrans wanted to provide them 

with all the necessary tools and equipment for making their home office as good as possible 

(Appendix 19). Participant 3 remarked that it was not an easy task, as some people live in small 

apartments, but they wanted to create a home office as if they would be working at the office 

(Appendix 19). Employees had to fill out a survey, about their current utilities available at home and 

what kind of possibilities they have for a home office (Appendix 18). Some employees needed more 
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installations and equipment than others. Several of the participants already had a home-office set up, 

as they previously had worked some days at home (Appendix 19, 20 & 21).  

When looking at the employees’ home-office pictures, it is obvious how diverse they are (Appendix 

23). As aforementioned, people live very differently, and therefore not all employees had a separate 

room to create an office. For example, participant 2’s office is placed in their living room area, where 

he/she must remove all office equipment and tools every evening and then set up the workstation 

again the following day (Appendix 18). Participant 4 has almost had a fully equipped office at home 

for the last ten years, in a separate room with all the equipment and luxuries needed (Appendix 20 & 

23). Navitrans offers employees the possibility of ordering office supplies, such as paper or toner for 

their printers online. Employees simply have to log-in via an online shop; thereafter, the supplies are 

delivered directly to their homes (Appendix 17 & 18). 

For the technical perspective of working from home, all participants were acquainted with some 

extent of remote work, so their technical know-how was quite good beforehand (Appendix 17, 19, 

20, 21 & 22). One of the main differences of working at home, besides decreased social interaction, 

may be related to the extent to which they worked at home, before the transition. Previously, nine out 

of ten meetings would be face-to-face but now it is the other way around (Appendix 17). However, 

due to the prevailing pandemic, almost all meetings are held online, though some of the subsidiaries 

still have access to an office space and meeting rooms. In Belgium, the office is still partly open, so 

employees have the opportunity to book desks or meeting rooms through their outlook system; each 

room or desk is set up as a location. These bookings do not require a manager’s permission, but 

management can review who is using the locations and for what reason (Appendix 17). In Lithuania, 

they have to some extent the same opportunity; however, their desks and meeting rooms are rented 

through a business hotel. In contrast, they do not have an opportunity to attend an office or a business 

hotel at the moment in Denmark (Appendix 18, 20 & 21). 

Job Satisfaction 

Job satisfaction is highly dependent on the individual employee and the environment. The interviews 

showed insights to the differences in overall satisfaction in the current situation and how changes had 

affected it. Through the interviews, questions regarding each individual’s happiness towards the 

situation and wishes for change were asked to unmask the accurate degree of their satisfaction. 

Perceived Performance and Recognition, Workload and Work-life balance, the Fit between 
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Personality Traits and Work, and Social Interaction were all themes that affected the participants’ 

overall job satisfaction, and they will therefore be discussed further.  

Perceived Performance & Recognition 

Four of the six participants in the interviews reported more productivity and efficiency while working 

at home due to various reasons. Some enjoyed not being disturbed by colleagues, while others tended 

to be more focused when sitting alone (Appendix 17, 18, 19 & 22). However, the remaining two 

participants did not find a notable difference in their work efficiency (Appendix 20 & 21). The 

perceived heightened efficiency and performance may be related to various factors such as fewer 

distractions, less noise, more focus, flexible breaks and more working hours (Appendix 17, 18, 19, 

20, 21 & 22). Participant 6 expressed that some employees are more efficient at doing specific, but 

not all, tasks, as it is easier to shut down and focus. However, some tasks and meetings are not fruitful 

when done virtually. Departments such as R&D need to meet face-to-face to get anything productive 

done; having a meeting virtually for brainstorming and developing ideas is not as efficient with 

today’s available technology. The downside to using software such as Teams is that only one person 

can talk at a time. If the team is relatively large, it is hard to keep everyone engaged (Appendix 22).  

When Valsoft acquired Navitrans, the focus was on minimizing costs and increasing cash flow and 

profits. Subsequently, the use of KPIs and performance measures was emphasized. (Appendix 19 & 

20). The overall performance of Navitrans in 2020 was outstanding, which assured the ownership 

that transitioning to a virtual workplace was possible and could maybe affect the performance 

positively (Appendix 18).  

An internal system is used to monitor performance; employees need to report everything they do on 

a platform. The system includes activity codes; all customers and projects are registered in the system. 

The same system is used to keep track of invoices and budgets. In the system, each employee registers 

the hours he or she uses on a specific project. The system allows management to monitor the 

performance and KPIs (Appendix 17). All employees are linked to a cash bonus system dependent 

on the company’s overall performance. If Navitrans reaches its goals, all employees will get the cash 

bonus (Appendix 17 & 18).  

Some cultural differences between departments come to light when discussing rewards and 

recognition. Participant 4 states that from a Danish perspective, the management could be better at 

sending out small gifts on Christmas or an Easter egg to employees and tell them that they do a good 



 63 

job (Appendix 20). The quarterly town hall meetings are used to discuss the figures, pipeline and the 

overall performance in each department. Prior to the pandemic, there would always be a party to 

celebrate after the quarterly meetings, now the meetings are online and without a party afterwards 

(Appendix 17). However, participant 4 stated that there is no additional feedback or recognition to 

the individual teams and departments when something good is achieved (Appendix 20). Participant 

1 was a bit more optimistic, saying: "I already got a bottle of champagne from my boss for 

something,” but then mentioned that it is seldom that these rewards are given out (Appendix 17).  

Workload & Work-Life Balance 

Most of the participants save time on transport to and from the office and from customers since all 

meetings are done virtually from their homes (Appendix 17, 18, 19, 21 & 22). In a matter of minutes, 

they can be ready and at the next meeting of the day, without driving to another location (Appendix 

17). Although many of the interviewees enjoyed that they are saving time on transport, participants 

2 and 6, to some extent, miss the act of "going to work,” having time in the day doing nothing else 

than just driving to and from work. They both used the time to reload and get ready for the day 

mentally or shut down after the workday (Appendix 18 & 22). Participant 6 further mentioned that 

when driving, it is socially accepted "to be lazy" and not do anything else than driving, simply 

‘disconnecting’ from reality (Appendix 22). He/she reflected upon how important it is to stay active 

while working from home, to keep up the energy as one mainly sits in front of the computer, doing 

all meetings and the work without moving. So, while working from home, physical activity can easily 

get lost; therefore he/she mentioned that it is essential to try going for a walk, to get fresh air and 

clear one’s mind, just like when driving to work (Appendix 22).  

A majority of the interviewees stated that they work more hours than usual, partly because of the 

challenge of balancing work-life and private-life but also due to more convenient access to the 

"office" and increased workload. Participant 4 stated that the increased working hours could also be 

related to the global lockdown; “I think one of the reasons why we’re working more is also the fact 

that everything is closed down. So, the price is not that high for working extra hours”. However, 

he/she thought it unlikely that the working hours would decrease to the regular hours when Covid-19 

subsides (Appendix 20). Workload has increased due to the resignations that happened because of 

the transition. The employees that could not get used to the thought of working mainly from home 

have resigned (Appendix 17, 18, 19 & 20). Due to these resignations, the tasks pile up, and some of 
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the interviewees find it hard to shut down after the workday, knowing that customers are waiting and 

tasks are left undone (Appendix 18).  

Fit Between Personality Traits & Work 

After the transition and resignations, a couple of new employees have been hired, but it is challenging 

to find the right people who fit both the job description and want to work entirely virtual. Participant 

4 stressed that it has been tough finding people that fit the profile since the job positions needed to 

fill entail being extroverted, speaking to various customers and being open, but the fact that the work 

is mainly from home attracts a more introverted persona (Appendix 20).  

Although participant 2 personally misses having an office to go to, he/she sees that individual 

satisfaction with the current situation is probably linked to personal preference. For example, his/her 

Lithuanian colleague is thriving in the current situation. “He really loves to work at home. He’s not 

very social. He likes to be alone and do his job and play video games in the evening” (Appendix 18). 

According to the interviews, job positions play a vital role in the overall experience of working from 

home. However, according to participant 4, people will become demotivated with time passing if 

raised to work in an old school working environment like himself/herself (Appendix 20). 

Participant 6 emphasized that most employees at Navitrans are not that communicative and social; 

they will not just pick up the phone and call to chat. “I think at a certain moment, you start to build 

walls, you start to feel comfortable in your own environment. And you think if you don’t interact, 

there is no stress. (...) we are an IT company; we work with certain profiles” (Appendix 22). 

Participant 6 encourages his/her colleagues to call, text, and use Teams more vigorously instead of 

waiting for emails. Communication in the company is slowing down, and slowly, people are 

becoming more isolated. As a part of the top management, the development in communication 

concerns participant 6 (Appendix 22).  

Due to the minimized communication, many interviewees reported less noise at the home office than 

at the traditional office. At the offices, there were always people everywhere, walking around and 

talking. At the home office, the employees can control to a large extent how the noise levels are. 

Some play music when doing specific tasks, while others can close the door to their home-office and 

sit in complete silence (Appendix 17, 19, 20 & 22). Nonetheless, because of the pandemic and 

lockdown in almost all sectors, some employees had months of working with small children running 

around them. In this period, it was almost impossible to get work done when the kids were awake, 
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and many calls and meetings had to be postponed due to the uncontrollable noise and distractions 

(Appendix 18). It was more difficult for the interviewees initially with distraction, "but I think after 

a year, a lot of us have found a way of working from home without having more distractions than 

when we would be at the office," participant 3 stated (Appendix 19). Now people have gotten more 

used to just shutting off the email, phone and Teams if they need time to focus and dive into 

assignments (Appendix 19). 

Flexibility & Increased Autonomy 

All interviewees mentioned flexibility as a significant advantage of working virtually. The ability to 

pick up the kids from practice, kindergarten or going for a walk in the middle of the day when in need 

of fresh air is beneficial (Appendix 17, 18, 19, 20, 21 & 22). Participant 2, being the only one with 

small children, mentioned that it had been easier managing family life after going virtual, but it is a 

challenge if the kids are sent home from kindergarten or school (Appendix 18).  

Participant 1 mentioned that it took some time to learn how to make good use of the increased 

flexibility; at first, it was hard to find a balance between work and free time. Before the transition, 

the employees worked from 8:30-12 and again from 13-17:30. Now with the flexibility of choosing 

working hours, if there are no meetings or deadlines to show up to, it does not matter when they work 

if they just finish their tasks and meet their deadlines (Appendix 17). Nonetheless, it is different from 

person to person how much advantage they take of the increased flexibility. Employees with spouses 

or kids who follow a specific schedule still work in the "regular" timespan (Appendix 18, 19 & 20).  

Participant 6 stressed the importance of making use of the flexibility by, for example, planning a 

break during the day, planning when to get coffee and call a colleague or even doing five minutes of 

chores in the house to make the evening less stressful. Participant 6 emphasized that there are always 

minor distractions and sudden small tasks to take care of when working in the office. Therefore, the 

employees do not become less efficient if they take small breaks at home as well. It is good to take a 

break and clear the head between assignments (Appendix 22).  

According to the interviews, flexibility is undoubtedly one of the positive effects of working virtually, 

allowing employees to have more authority over their working hours and schedules. Furthermore, it 

was mentioned by participant 1 that there is an added authority also when choosing clothes for the 

day since there is no actual dress code at the home-office, which adds to the positive aspects of 

working from home (Appendix 17). However, flexibility, the nonexistent dress code, and the fact that 
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they are slightly more efficient does not weigh up the missing parts of working virtually, according 

to participant 4 (Appendix 20). Participant 2 mentioned that he/she tries to focus on the positive 

aspects of the situation but agrees with participant 4 that the work-life before the change was more to 

his/her liking. They previously also had the opportunity to work from home if they needed to, but 

most days were spent with colleagues at the physical office (Appendix 18). Depending on the job 

position, personality traits and attitude towards the change, the interviewees experience the situation 

differently. Nevertheless, they agree that there are downsides to working virtually full-time, such as 

social isolation and missing social interaction (Appendix 17, 19, 20, 21 & 22).  

Social Interaction 

A common feeling of the interviewees is the lack of social interaction, small talk and connections that 

often take place at an office, but not online. As participant 6 explained, it is hard to know what each 

team member is doing when working virtually. On Teams, one can see if a colleague is busy and 

talking to someone, but not what they are doing or with whom they are talking, in contrast to being 

at a physical office where there is more transparency and easy access to spontaneous interaction. 

“People can see that I’m busy and that I’m talking. (…). But if you’re in the office, and I see two 

people connecting, and I need both of them. (...) I’m going to go there and join in the conversation” 

this is a missing feature in software such as Teams (Appendix 22). Though most of the teams have 

daily sessions online or stand up meetings where they give each other a status for the plan of the day 

and discuss whether some issues need to be taken care of, the social part is still missing, such as 

grabbing a coffee or having lunch together at the office (Appendix 18, 19, 20 & 21). Participant 4 

also mentions that before the transition, the feeling was “like a kind of a little family. We’re all sitting 

at the same table and having breakfast. And lunch. So, it’s these things like totally missing” 

(Appendix 20). He/she also mentions that over time it is becoming more and more difficult to be at 

home alone and not being able to chit-chat by the coffee machine and interact with other colleagues 

(Appendix 20).  

From the participants’ perspectives, it does not sound like Navitrans has been making any initiatives 

for keeping up or trying to generate some social interaction among the employees online, apart from 

encouraging them to have daily stand up meetings or session regarding work (Appendix 17, 18, 19, 

20, 21 & 22). Before the lockdown, top management offered a monthly budget for face-to-face team-

building sessions where departments could go out together for some activities or dinners (Appendix 

21). In Belgium, they also used to have weekly Friday bars at the office where employees could get 
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together, have a drink, play games and interact with each other (Appendix 19). However, currently it 

mostly depends on each employee or the individual teams to arrange social interaction or celebrations 

online, which often seems not to be carried through because people find it challenging to take the 

initiative. Management has also discussed organizing some events; “but we don’t really know how to 

organize it” (Appendix 22). The management finds it difficult to organize events that suit everyone 

and feel that it might be both awkward and annoying for the employees. At the beginning of the 

transition, they tried having an online Friday bar, but it was not as successful as the ones at the office 

(Appendix 22). Participant 5 mentions though that the team in Lithuania has had weekly Friday bars 

online, where they chit-chat about things that are not work-related, such as hobbies, politics or 

weekend plans while enjoying a glass of wine or beer (Appendix 21). 

After Covid-19 

The interviews revealed that the current situation at Navitrans depends on the evolution of the 

ongoing world pandemic. This section is therefore dedicated to the interviewees’ wishes and thoughts 

about the future of Navitrans after Covid-19. The participants frequently mentioned what they would 

like the situation to be after Covid-19 subsides, as they are surely getting used to working from a 

distance, at the same time, however; they miss the social interaction and their colleagues.  

As aforementioned, participants from the Belgium subsidiary have quite a focus on how things will 

be when Covid-19 subsides, as they then have the possibility to get back to the office. Participant 6 

implied that it is important to “make sure that you do the right thing from the right place” when 

coming back to the office. Hence, employees should not go back to the office to sit on the phone all 

day, but they should schedule their office days for getting social interaction during the day, as well 

as scheduling face-to-face meetings (Appendix 22). Additionally, participant 3 mentioned that when 

the office in Belgium opens up again, he/she would gladly drive the 125 km to work twice a week 

because he/she believes it is essential to be physically present and meet up with colleagues, even 

though he/she can technically do 100% of his/her job from home (Appendix 19). With the ongoing 

pandemic, there have been more restrictions for the employees to follow, varying on each country’s 

regulations which have impacted employee’s social interaction with colleagues. When restaurants 

and bars open again, participant 2 hopes that they will be able to have team-building sessions together 

again (Appendix 18). 
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For many of the interviewees, the current state of the company is wishfully a temporary situation. 

Most of the participants hope for a "hybrid-model" when the pandemic subsides, where working from 

home and working at the office will be 50/50 (Appendix 17, 18, 21 & 22). Participant 6 stated; “I 

won’t say that we have a hybrid model, but we hope to end up in a hybrid model,” with that type of 

work arrangement, employees will still have the flexibility of choosing their working hours 

(Appendix 22). During the summer participant 6 mentioned that post corona, he/she could work four 

hours and then take a two-hour break to play tennis, do a bike ride or something else, and then go 

back to work (Appendix 22).  

Questionnaire Findings 

In this section, the empirical findings from the questionnaire will be analyzed and presented to 

provide the thesis with an insight into how the changes that occur when transitioning from a 

traditional office to a mainly virtual workplace. Moreover, the findings show how the changes have 

impacted employees and their positive or negative effect on employees’ job satisfaction. 

A total of 26 responses to the questionnaire was gathered; however, only 20 responses were fully 

completed (Appendix 24). Initially, the researchers cleaned the data set to provide more meaning for 

the intended analysis. Three empty responses were removed from the data set, and unnecessary 

information such as time of the response, duration, and user-language. The researchers, however, 

decided to keep two responses that were only partially done, as those two participants had fully 

answered question 1 (Q1). This was done as the two answers, and the 20 fully completed responses 

were found helpful for the intended analysis when exploring the impact of changes from Q1. 

However, this might be a limitation to question 2 (Q2) along with the rest of the questionnaire analysis 

as that data was only constructed on the 20 fully completed answers.  

Three analytical techniques were used for analyzing the questionnaire; Factor Analysis, Bar Charts 

and T-tests. Firstly, an introduction to the general findings from the questionnaire will be provided. 

Secondly, the findings from the factor analysis and the bar charts will be presented together, as the 

answers from those two techniques correlate with each other. After that, the findings from the t-tests, 

along with additional interesting findings, will be presented.  

Based on the 20 fully completed responses, the data showed that 16 men and 4 women participated 

in the survey (Appendix 24, Q16). Whereas 15 of them are working within the Belgium subsidiary, 
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four are working in Denmark and one in Lithuania (Appendix 24, Q10). As the Belgian office is the 

biggest one, the researchers were well prepared that most answers would be gathered from there. 

However, it was crucial to collect data about the location of employees, as the interviews showed 

various experiences and thoughts regarding the transition between subsidiaries. The respondents 

reported that most of them are working as sales and business consultants; the other answers given 

were within the areas of IT development, operations and customer service. A single participant stated 

his/her job position to be an operations manager (Appendix 24, Q11 & Q12). The length of 

employment of each employee at Navitrans varies from less than 5 years to over 20 years; the 

majority of participants have worked more than 6 years at the organization (Appendix 24, Q13). The 

age of the employees ranges from the age group of 21 until 61 and older, whereas the majority of the 

questionnaire participants are within the age group of 31 to 40 years old (Appendix 24, Q15). 

Findings from Factor Analysis, Bar Charts & Frequency Analysis 

As aforementioned, the questionnaire consisted of 17 specific questions, all giving insight into the 

demographics of employees and their position towards the overall situation at Navitrans. The two 

first questions of the questionnaire consisted of a complete list of 31 changes constructed on the 

interview findings (Appendix 4). Q1 was utilized for seeing how the changes have impacted 

employees, while Q2 was used to investigate how the changes influenced employees’ job satisfaction. 

Since the two questions were both established on the list of changes, the researchers decided to present 

the findings together to provide a comprehensive overview. 

Initially, the factor analysis was conducted to explore whether some of the 31 changes in Q1 would 

correlate with each other. When performing factor analysis, researchers should have at least 10 to 15 

participants per variable when measuring the sample size or alternatively utilize the KMO and 

Bartlett’s test within SPSS. The researchers managed to gather 22 responses for Q1, as mentioned 

above. Yet, they wanted to perform the KMO and Bartlett’s test to measure the sample adequacy. 

Unfortunately, the SPSS software could not complete the two tests, which also affected the correlation 

matrix output within the factor analysis, which showed non-positive definite results (Appendix 5). As 

mentioned in the subsection, Phase 1 – Factor Analysis within Methodology, when this message 

appears, the most likely reason is that the correlation matrix is a bit unstable; due to too many 

variables and too few cases for SPSS to perform it. Due to the limited time of the research and the 

number of employees within Navitrans, it was impossible to gather any more cases for this research. 
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Though it might be a limitation to the study, the researchers focused on proceeding with the analysis. 

Because according to the rule of thumb, the sample size for conducting factor analysis was adequate. 

The next step was to determine which factors within the analysis should be retained for further 

analysis. As the scree plot provided by the SPSS is argued to be more accurate for a sample size above 

200, the researchers choose to conduct a parallel analysis for factor extraction, as mentioned in the 

methodology. The outcome showed that four components should be retained. Then the researchers 

had to rerun the analysis with the four retained factors, to test the reliability of the components. When 

the sample size is less than 100, each component must have at least three significant factor loadings 

to be considered reliable. Furthermore, it is argued that the communality of each factor loading should 

be .70 or greater to obtain good estimates. However, to provide this thesis with more feasible data, 

the researchers decided to retain factors with factor loadings above .60. Within the analysis, the 

feature of oblique rotation was utilized as the factors were assumed to be related. The maximum 

number of iterations for convergence was increased to 100 to get a structure matrix and pattern matrix 

output for analyzing reliability. The structure and pattern matrix were then used to interpret the 

themes of the factor loadings and to double-check if the same factors load in both. From there on, 

factors from each component were inserted for a Cronbach’s Alpha analysis to measure the internal 

reliability. The outcome showed that three components were reliable according to Cronbach’s Alpha 

(Appendix 25, 26 & 27).  

The three reliable components represent three key areas that organizations need to be aware of when 

transitioning to a mainly virtual workplace. These areas will be explained in more detail below, along 

with the findings from the bar chart analyzes from Q2. The average mean of each of the components 

was calculated based on participants’ responses in Q2 to define how the changes within each 

component had impacted employees’ job satisfaction on the scale from extremely negative to 

extremely positive. Bar charts were used to visualize the difference between the answers from each 

individual participant. Three bar charts were created to display the effect of the overall components 

on participants and thereafter bar charts for each factor were created to explain the specific impact of 

changes on employees and their satisfaction. The findings will be presented within the three areas: 

Social Interaction at Work, Flexibility and Spending More Time at Home, and Initiatives from 

Management. 
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Component 1 - Social Interaction at Work 

The first component, generated from the factor analysis, is strongly correlated to social interaction 

and spending time with colleagues at work. The component comprises eight factors grouped with a 

Cronbach’s Alpha score of .904, which means that there is a high internal consistency among the 

factors. The eight factors are listed in Table 5.  

 

 

 

 

 

 

 

 

 

 

 

 

Table 5: Component 1 

Social interaction and time spent with colleagues seem to be the biggest dissatisfier among employees 

at Navitrans. Most participants seem to agree that the social aspect of going to work is somewhat 

missing when working mainly from home. The basic variables such as eating lunch with colleagues 

and having a common area to drink coffee and socialize have a significant impact on the participants. 

To study the factors’ effect on job satisfaction, an analysis of Q2 questions was made.  
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Looking overall at component 1, the spread of means is relatively low, meaning that the average of 

the eight variables is rather negative than positive. The average of means in component 1 is 2.98, 

which can be translated to the value “somewhat negative” (Appendix 10). The analysis of the 

component’s corresponding factors in Q2 shows that 85% of the participants found the eight factors 

on average have a negative effect on their overall job satisfaction (Bar chart 1). For many, social 

interaction is an essential part of going to work; being able to share ideas, collaborating on tasks or 

having a small chit-chat around a coffee machine weighs heavily on employees’ satisfaction. 

Individuals spend approximately 37.5 hours a week working; it can get quite lonely when sitting 

alone all these hours. Involuntary remote work seems to have a significant impact on most 

participants.  

 

 

 

 

 

 

 

 

 

 

Bar chart 1: Component 1 

By analyzing the eight factors on an individual level, one can get insight into the individual weight 

of each factor and see how it influences job satisfaction.  
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Factor 1: Q1/Q2_3 - Not eating lunch with your colleagues 

The data shows that not eating lunch with colleagues is extremely impactful for 35% of the 

participants but somewhat or very impactful for 55% of the participants. 80% of the participants 

found that it affected their job satisfaction somewhat or very negatively (Bar chart 2 & 3). 

 

 

 

 

 

   Bar chart 2: Q1_3            Bar chart 3: Q2_3 

Factor 2: Q1/Q2_8 - Not seeing your colleagues face-to-face 

The second factor in component 1 is the lack of face-to-face contact with employees. None of the 

participants answered that this factor had not impacted them at all, and none answered that it had had 

a positive effect on their job satisfaction. Which therefore means that all 20 participants agree that 

seeing one’s colleagues does make a difference. Nonetheless, the degree to which the factor impacts 

employees does differ. 55% found it extremely impactful, and 95% found it affected their job 

satisfaction negatively (Bar chart 4 & 5).  

 

 

 

 

Bar chart 4: Q1_8        Bar chart 5: Q2_8 
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Factor 3: Q1/Q2_9 - Not having a social gathering place (e.g., coffee corner) 

Factor 3 represents the fact that employees do not have a social gathering place at an office, such as 

a coffee corner or an area for relaxing. This factor also mainly got negative responses from the 

participants. One participant found this factor did not impact him/her and likewise one participant 

had not experienced this change. The remaining participants were all impacted by this change, three 

participants did not feel that it affected their job satisfaction, but the remaining 17 stated that it had a 

somewhat to an extremely negative effect on their job satisfaction (Bar chart 6 & 7).  

Bar chart 6: Q1_9    Bar chart 7: Q2_9 

 

Factor 4: Q1/Q2_13 - Having the possibility to rent a “hot-desk” instead of having a fixed 

workstation 

As mentioned in the interview findings, the employees at Navitrans lost their traditional offices when 

they transitioned to become a mainly virtual workplace. Even though the employees working at the 

Belgian office are still physically in the same place and same building when going to the office, the 

capacity and number of desks have decreased. Consequently, the employees can go to the office, but 

they are not guaranteed to get their "normal" pre-transition workstation. The situation is quite 

different for the employees working in Denmark and Lithuania; in Denmark, the employees have not 

yet gotten the opportunity to rent a hot desk and are still waiting for guidelines from top management 

about how it will be (Appendix 18 & 20). In Lithuania, employees have had the opportunity to rent a 

hot-desk in a business hotel where other corporations also rent desks and offices (Appendix 21). 

Nevertheless, most of the participants in the survey report that having this opportunity to rent hot-

desks instead of working at a fixed office or 100% at home has an impact on them, but they are split 

50/50 when asked whether it has a positive or negative effect on their job satisfaction (Bar chart 8 & 

9). 
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Bar chart 8: Q1_13             Bar chart 9: Q2_13 

Factor 5: Q1/Q2_19 - Interacting mainly through Teams or other software instead of face-to-face 

Interaction is a big part of everyday work-life; with the transition to a mainly virtual workplace, 

communication has also been mainly online, through software or by calls. 95% of the participants in 

the survey found that this change to be significant to them, while most of them found it to have a 

somewhat negative effect on their job satisfaction. However, 25% of the participants stated that this 

change positively affected their job satisfaction (Bar chart 10 & 11). 

Bar chart 10: Q1_19       Bar chart 11: Q2_19 
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Factor 6: Q1/Q2_20 - Not having colleagues around you when doing work tasks 

Factor 6 in component 1 relates to the fact that after the transition to a virtual workplace, employees 

at Navitrans do not have colleagues around them when working. Depending on personality and job 

tasks, participants are rather split whether this change positively or negatively affects their job 

satisfaction. 65% found it somewhat to extremely negative while 20% found it to positively affect 

their job satisfaction. The remaining 15% were indifferent and stated that it neither affected them 

positively or negatively (Bar chart 12 & 13).  

 

Bar chart 12: Q1_20    Bar chart 13: Q2_20 

Factor 7: Q1/Q2_26 - Not choosing whether you work remotely 

Factor 7 asks about the participants’ feelings towards involuntary or compulsory remote work. While 

25% of the participants were indifferent, 55% of participants found it to negatively impact them that 

they cannot themselves choose whether or not they want to work remotely or at the office. This means 

that only the remaining 20% find it positive that they cannot choose whether they work remotely or 

not (Bar chart 14 & 15).  

 

Bar chart 14: Q1_26    Bar chart 15: Q2_26 
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Factor 8: Q1/Q2_28 - Not spending time getting to know new employees 

The eighth and last factor in component 1 refers to the decrease in time spent with new employees or 

new hires. After the transition, the traditional onboarding of employees did naturally also change, 

which means that new colleagues might not get the same warm welcome as usual. 95% of the 

participants in the questionnaire stated that this change is quite impactful, and 100% of the 

participants stated that it affects their job satisfaction extremely to somewhat negatively (Bar chart 

16 & 17).  

Bar chart 16: Q1_28    Bar chart 17: Q2_28 

Component 2 - Increased Flexibility & Autonomy 

The second component is related to spending more time at home, the flexibility that working office-

less offers makes it possible for employees to spend more time with family and being more at home 

than before, this has also led some employees to work more hours. The three factors in component 2 

have an internal consistency of .594, which makes it questionable whether the component is reliable 

(Appendix 26). However, a Cronbach’s Alpha score lower than .7 might be seen as reliable because 

the phenomenon being studied is a psychologically complex construct (Field, 2009). With this in 

mind, Component 2 will be analyzed further to see what value it adds to the study. A complete list of 

factors is displayed in Table 5. 
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When looking at component 2, it is clear that the factors positively affect job satisfaction. The overall 

average mean of the three factors is 4,6, which can be translated as the value "somewhat positive" on 

the scale from extremely negative to extremely positive (Appendix 11). Looking at Bar chart 18, the 

means are way higher than in the Bar chart for Component 1.  

 

 

 

 

 

 

 

 

 

Bar chart 18: Component 2 

When examining the three factors in Component 2 individually, it can be identified which of the three 

factors have the most impact.  

Factor 1: Q1/Q2_16 - Being able to spend more time with family 

The first factor in component 1 relates to spending more time with family after transitioning to 

working mainly remotely from the offices. Not all participants have experienced this change, but the 

ones who have mostly found it to affect their job satisfaction positively. Only 5% answered that it 

had affected their job satisfaction negatively to spend more time with the family, 10% were indifferent 

and did not think that it affected job satisfaction in any way (Bar chart 19 & 20). 
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  Bar chart 19: Q1_16       Bar chart 20: Q2_16 

 

Factor 2: Q1/Q2_18 - Spending more time at home 

Spending more time at home has both been a side effect of the Covid-19 regulations from the 

government and a side effect of moving the workplace online. Spending more time at home has been 

impactful for approximately 90% of all participants; while only 10% stated that it did not affect their 

job satisfaction, the remaining 90% stated that it has positively affected their job satisfaction (Bar 

chart 21 & 22).  

 

Bar chart 21: Q1_18     Bar chart 22: Q2_18 
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Factor 3: Q1/Q2_29 - Working more hours  

The third and last factor in Component 2 is related to working more hours. While approximately 23% 

of the participants did not experience this change, approximately 50% found it very or extremely 

impactful on their day-to-day work. 30% responded that working more hours did neither affect their 

job satisfaction positively or negatively. However, the remaining 70% stated that it affects their job 

satisfaction negatively to some degree (Bar chart 23 & 24).  

 

  Bar chart 23: Q1_29         Bar chart 24: Q2_29 

Component 4 - Initiatives from Management  

The fourth and last reliable component from the factor analysis comprises factors related to the 

initiatives from management, the overall structure of the organization and the structure of a traditional 

workday. With a Cronbach’s Alpha score of .804, the internal consistency of component 4 is strong 

(Appendix 27). A complete list of factors is displayed in Table 6. 
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When analyzing Component 4, it is clear that the participants are rather split when answering whether 

the five factors affect their job satisfaction positively or negatively. The overall average mean for the 

five factors in component 4 is 3.92, which can neither be translated into being positive or negative 

(Appendix 12). The value "4" in Q2 is the indifferent value, "neither or." To get a better insight into 

the specific factors in Component 4, an individual analysis of each factor is required. 

 

 

 

 

 

 

 

Bar chart 25: Component 4 

The employees at Navitrans are very split when looking at the individual answers about the initiatives 

from the management; some are eager to join social gatherings while others are not likely to attend. 

The individual factors are elaborated upon below.  

Factor 1: Q1/Q2_5 - Not having a fixed place at the/an office 

59% stated that not having a fixed place at the office impacts them to some extent, while the rest 

either have not experienced this change or did not find it impactful at all. 55% of the participants 

found it negative that they do not have a fixed place at an office to come and work at, while only 15% 

found it somewhat positive, and the remaining 30% were indifferent (Bar chart 26 & 27). 
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 Bar chart 26: Q1_5      Bar chart 27: Q2_5 

Factor 2: Q1/Q2_10 - Having autonomy over your work schedule 

The second factor in Component 4 asks about the participants’ feelings towards having more 

autonomy over their work schedule. Since working virtually, there is no need to work from 9-5. 

Employees can choose when they want to work and when they want to take a break. However, some 

of the participants have not experienced this change or do not utilize the opportunity to do so. 

Approximately 23% of the participants do not find this factor impactful in any way, while 

approximately 55% do. One participant found it to have a very negative impact on his/her job 

satisfaction, four participants were indifferent, while a total of 15 employees thought it was somewhat 

or very positive (Bar chart 28 & 29).  

 

Bar chart 28: Q1_10     Bar chart 29: Q2_10 
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Factor 3: Q1/Q2_14 - Not having a separate HR department 

Not having a separate HR department is the third factor in Component 4. When Valsoft acquired 

Navitrans, the HR department was shut down due to savings (Appendix 19). While the HR tasks are 

either outsourced or taken care of by the Finance department, employees at Navitrans do not have a 

separate department to turn to when having HR issues or requests. 18% of the participants in the 

survey did, however, state that they have not experienced this change; these participants might have 

started to work for Navitrans after Valsoft acquired the company. 18% stated that not having a 

separate HR department does not impact them, while the remaining 64% found it to impact them to 

some degree (Bar chart 30 & 31). Half of the participants stated that not having a separate HR 

department does neither negatively nor positively affect their job satisfaction, while the other half 

found it to have a negative effect on job satisfaction (Bar chart 30 & 31).  

 

Bar chart 30: Q1_14    Bar chart 31: Q2_14 

 

Factor 4: Q1/Q2_15 - Not having day-to-day communication with management  

Working remotely from the offices creates a distance between employees and management. By 

working mainly virtually, employees miss out on the day-to-day communication with management. 

For some of the participants, it has been extremely impactful not having day-to-day communication 

with management, but most of the participants found it not significantly impactful. Similarly, 70% 

found it neither to have a negative or positive effect on their job satisfaction. 5% however stated that 

it had a positive effect on their job satisfaction, and 25% found it to have a negative effect on their 

job satisfaction (Bar chart 32 & 33).  
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Bar chart 32: Q1_15     Bar chart 33: Q2_15 

 

Factor 5: Q1/Q2_22 - Having social virtual gatherings 

The interviews revealed that Navitrans has not consistently been hosting virtual gatherings for its 

employees after the transition. The data shows that 23% have not experienced any virtual gatherings, 

while 9% did not find that virtual gatherings impacted their work. 35% stated that virtual gatherings 

would not affect their job satisfaction, but 30% stated that virtual gatherings would have a negative 

impact on their satisfaction with their job. The remaining 35% stated that having virtual gatherings 

would positively impact their overall job satisfaction (Bar chart 34 & 35).  
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T-tests 

The third analytical tool that was utilized within SPSS for analyzing the questionnaire was the 

independent-samples T-test. This tool was selected to provide the research with data on whether two 

various groups of means would show a significant difference between them when examining a 

transition from a traditional office to a mainly virtual workplace. Four t-tests were made where 

different grouping variables were compared against either a component or some of the individual 

changes from the list of 31 changes, when performing this analysis. For each t-test conducted, SPSS 

provides an output with two tables; group statistics and independent samples test, as mentioned in 

Methodology. 

Initially, the researchers wanted to explore whether there are differences between the subsidiaries of 

Belgium and Denmark when examining initiatives from management. Lithuania was not considered 

in this test due to the lack of responses from the subsidiary. The t-test was used to analyze the two 

groups, Belgium and Denmark, against component four (Initiatives from Management). The group 

statistics output showed that 4 of the participants are working in Denmark with a mean of 3.70, while 

15 of them are working in Belgium where the mean is 4.00 (Appendix 13). The standard error of 

means shows a fair difference between them (Appendix 13). The independent samples test indicates 

with the Sig. value of .986, that the values from the row of equal variances assumed should be 

examined. From here, it can be determined that there is not a significant difference between the 

subsidiaries when examining component four regarding initiatives from management, as the values 

of Sig. (2-tailed) are greater than .05 (Appendix 13). 

The second t-test was used to explore if there are differences between being an extrovert or introvert 

when examining social interaction at work. The two means were compared against component one 

(Social Interaction at Work). The output from the group statistics displayed that ten participants 

marked themselves as Extroverts, while six participants are listed as introverts (Appendix 14). There 

was a third option for the participants to answer, “I don’t know/neither”, but that option was not 

considered in this test. The standard error of means is quite similar here. When looking at Levene’s 

test within the independent samples, the Sig. value of .685 implies that the row of equal variances 

assumed should be examined (Appendix 14). The value of .986 within the Sig. (2-tailed) presents that 

there is not a significant difference between being an extrovert or introvert when examining the noise 

level (Appendix 14). 
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The third t-test method was utilized to explore if there was a significant difference between being a 

male or female and the flexibility and autonomy of working remotely. The two means showed that 

16 males and four females participated in the questionnaire, these means were compared against 

component two (Increased Flexibility and Autonomy). The output of the group statistics showed quite 

a difference in the standard error means, whereas the female group scores much higher. However, 

within the independent samples test, the Sig. value of Levene’s test showed a value of .275 (Appendix 

15). Implying that the values of the row of equal variances assumed should be observed. The output 

of Sig. (2-tailed) shows a value of .420, indicating that there is no significant difference between 

being a female or male regarding flexibility and autonomy of working remotely (Appendix 15). 

Additionally, the researchers found it interesting to test whether there would be a significant 

difference between extroverts and introverts and the impact of spending more time at home. Ten 

extroverts and six introverts answered the question in the survey, the means were compared to Q1_18 

(Spending more time at home). The output of the group statistics showed quite similar standard error 

means and the Sig Value of the Levene’s test showed a value of .802 (Appendix 16). Therefore, the 

values should be considered as equal variances, the Sig. (2-tailed) showed a value of .706 meaning 

that there is not a significant difference between extroverts and introverts when studying the impact 

of spending more time at home (Appendix 16).  

Additional Interesting Insights 

This subsection will provide additional interesting findings from the questionnaire. It was essential 

to gain further knowledge on employees’ experiences and aspects regarding the transition to a mainly 

virtual workplace. As the transition at Navitrans occurred almost overnight, an essential question to 

gain knowledge on was to explore where the employees feel most productive. The results showed 

that most participants found themselves to be equally productive at the office and remotely. At the 

same time, the individual answers showed a slight incline to being more productive in remote work, 

which can be due to the chit-chat or other distractions at the office. 

In addition to that, the researchers found it interesting to explore how many days employees would 

like to work remotely, if they had an opportunity to decide themselves. The majority of participants 

responded that they would like to work 3 days or more remotely a week, while only two of the 

participants responded that they would not like to work remotely. This gives insight to the fact that 

the majority would like to have some kind of flexibility regarding their work environment; working 



 87 

some days remotely and some days in-office (Appendix 24, Q8). Which correlates with participants’ 

answers in Q4, where they were asked to define on a scale from “strongly disagree” to “strongly 

agree” to what extent they agree with following statements. Whereas one of the statements asked if 

they would like to go back to the traditional way of working, if they had the possibility to, the answers 

implied that around 45% disagree while 45% agree, while 10% were indifferent (Appendix 24, Q4). 

For providing the participants with an opportunity to comment additionally on the transition to a 

mainly virtual workplace, the last question (Q17) of the questionnaire was established as an open 

comment box where they could write their thoughts. One participant answered that the transition had 

not been a good one, and that 100% remote work is not the way to go. Furthermore, he/she wrote that 

a mix between a fixed workplace and a remote one, would be more desirable (Appendix 24, Q17). 

Another answer in Q17; implied that work should be more focused, along with flexibility and that 

he/she would appreciate some sort of virtual get together with colleagues (Appendix 24, Q17). 

Since the interviews showed that there is a lack of social interaction, it was crucial to gain further 

knowledge on whether the employees seek to take part in social gatherings, and to explore if they 

would participate in online gatherings. Three questions regarding social interaction were asked. The 

first question asked the participant whether he/she did take part in social initiatives before the change, 

whereas 17 responded yes (Appendix 24, Q5). While the next question aimed to examine whether the 

participant would like to join social gatherings online; 11 responded with a yes, while only one 

responded no, and the rest replied maybe (Appendix 24, Q6). This can determine that the majority of 

the participants would like to participate in social gatherings both online and offline. The last question 

however indicated that there has almost been no online social gatherings so far for the employees at 

Navitrans.  
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Discussion 
This discussion section aims to describe the importance of the empirical findings introduced in the 

Analyzed Findings in relation to already established theories. The chapter aims to compare what is 

already established within the research fields and provide new additional insights in light of the 

analyzed findings.  

By studying the case of Navitrans, the purpose of the research is to investigate what changes are 

impactful to employees when transitioning to a mainly virtual workplace and what effect these 

changes have on employees’ job satisfaction. After six in-depth interviews, analysis of 

autophotography and an online questionnaire, the analysis showed three critical themes of changes 

that were impactful for the employees at Navitrans. Initiatives from Management, Increased 

Flexibility and Autonomy, and Social Interaction at Work, summarizes the three components of 

changes.  

Initiatives from Management  

Previous research has shown that an essential element of organizational change is the aspects of 

managing and leading the transition, while also emphasizing the people in the organization (Crawford 

& Nahmias, 2010; Moran & Brightman, 2000). This correlates highly with the empirical research of 

this thesis. The results indicate that one of the most critical themes that were impactful to employees 

at Navitrans was the initiatives from management. The 8-step process by Kotter provides detailed 

and precise steps for how to manage and lead a transition; therefore, his model will be utilized in this 

section to analyze which stages Navitrans has reached in their transition. The model is used as an 

inspirational tool to determine the changes that have impacted employees by the initiatives from 

management at each step. It is crucial to identify them, so Navitrans can understand how these 

changes have affected employees’ job satisfaction while transitioning to a mainly virtual office 

overnight and for being able to influence better job satisfaction in the future. 

Component four from the factor analysis indicated that initiatives from management are related to 

the structure of a traditional workday and the organization’s overall structure. The majority of the 

interviewees implied a big difference in having offices as the main gathering point, in contrast to 

meeting online (Appendix 17, 18, 20 & 21). Additionally, the results from the questionnaire showed 

that it impacted 55% of the employees negatively to not have a fixed place at an office anymore (Bar 
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chart 26 & 27). Besides transitioning from a traditional office to a mainly virtual one, Navitrans 

recently shifted ownership, where the whole culture within the organization changed. Interviewee 4 

referred to Navitrans as a family, but at the moment, there is no family, just a bunch of individuals 

working together (Appendix 20). The ownership, Valsoft decided to transition and close down 

Navitrans’ offices completely, whereas it can be determined that the decision was rather hasted and 

employees were first informed after the decision was made (Appendix 17, 19, 20, 21 & 22). 

Navitrans’ hasted change is to some extent contrary to Kotter’s model, as he argues that the first 

important step to leading and managing a successful change is to establish a great enough sense of 

urgency. Kotter emphasizes the importance of preparing employees for changes while supporting 

them and motivating them to adapt and face the organizational changes (Kotter, 1995). He argues that 

a transformation includes aggressive cooperation of many individuals, and if an organization does 

not achieve to motivate their employees, their people will not join (Kotter, 1995). The interviews 

showed that employees had mixed feelings about the change when management communicated that 

the change would be permanent and not only during the pandemic. Some employees were 

understanding about the change and experienced the transition rather naturally due to the pandemic 

(Appendix 18, 19 & 20). In contrast, others experienced the permanent change more drastic and 

frustrating (Appendix 17 & 20). Some interviewees stated that during the transition, the Canadian 

attitude was "my way or the highway," and they felt that their opinions and feelings as employees did 

not matter (Appendix 20 & 22). It can be determined that the overall change has impacted employees, 

especially at the minor subsidiaries where their offices were closed down immediately, and they were 

told that all offices would be closed down permanently. However, it was later revealed that the 

Belgium office would stay open due to their rental contract, which left some employees feeling 

betrayed and frustrated (Appendix 18 & 20). Subsequently, affecting their job satisfaction negatively, 

as they now would not have a private office to attend to anymore. The Lithuanian employees were 

offered to utilize hot desks at a business hotel, where other organizations share the same location. In 

contrast, the Danish subsidiary will first be offered the same possibilities after the pandemic subsides 

if the employees agree to join the office at least twice a week (Appendix 18, 20 & 21). Therefore, it 

is evident that Navitrans took advantage of the circumstances of the pandemic and decided to move 

all operations, mainly virtual overnight, to save costs - without preparing and motivating their 

employees for the change. 
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Though the transition was rather hasted, the interviews and questionnaire analysis revealed that the 

employees are adjusting to working virtually. Approximately 45% of the participants from the 

questionnaire indicated that they would not like to go back to the traditional way of working 

(Appendix 24, Q4). However, the findings also reveal that the employees hope that Navitrans will 

transform into a hybrid model after Covid-19 subsides. Many of the employees agree that a mix 

between a traditional workplace and a remote one would be more desirable as it will provide 

employees with more flexibility and autonomy regarding their work environment (Appendix 17, 18, 

21 & 22 & 24, Q17). The results showed that most employees would like to work three days or more 

remotely a week (Appendix 24, Q8). Around 55% of the questionnaire participants revealed that 

having autonomy over their work schedule was impactful. A total of 15 employees thought it affected 

their job satisfaction somewhat or very positively (Bar chart 28 & 29). This analysis supports the 

theory that the autonomy and flexibility of working hours and location are positively related to 

increased job performance and productivity (Gajendran & Harrison, 2007). Therefore, Navitrans 

should consider exploring these findings further while listening to their employees’ wishes and needs, 

as it might provide them with increased job satisfaction and performance among employees. 

To define further the steps Navitrans has reached when considering Kotter’s model for managing and 

leading change, it is debatable whether they have accomplished step two, forming a powerful guiding 

coalition. In this step, Kotter suggests that a group with enough power to lead the change should be 

assembled, however, the interviews revealed that the change at Navitrans was not managed by a 

specific manager or department (Appendix 17 & 21). When managing change, numerous factors may 

impact employees and their job satisfaction. For the case of Navitrans, the list of 31 changes that was 

used for the questionnaire was established on the most identified changes from the interview findings 

(Appendix 4). Since the change and improvements are still in progress at Navitrans, they need to 

consider the implementation of a group or a change manager for focusing on the transition and for 

optimizing the continuing journey. Within Navitrans, though they will have the opportunity to utilize 

hot desks and some access to office space, their focus will still be on working remotely. When 

transitioning to a virtual office, the workday for both employees and managers was impacted by the 

change. They now had to work at a distance while relying on technology for work and communication 

through Teams and other tools. The results from component four showed that it has been extremely 

impactful for some participants not to have day-to-day communication with management. Five of the 

participants revealed that it has had a negative effect on their job satisfaction (Bar chart 32 & 33). 

Furthermore, the interviews showed a difference between subsidiaries when exploring the connection 
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between management and employees (Appendix 17, 18, 19, 20, 21 & 22). When transforming an 

organization’s workplace from a traditional office to a home-based one, it might reduce the 

relationship between managers and their team (Gajendran & Harrison, 2007). It was, therefore, tested 

with a t-test whether a significant difference would appear when examining initiatives from 

management against the subsidiary grouping variable. However, the t-test did not find a significant 

difference between Belgium and Denmark when examining component four regarding initiatives 

from management. So, though Belgium has access to an office where the employees have a fixed 

office place and they can meet their managers and colleagues, they are still like the Danish employees, 

impacted by the changes regarding the initiatives from management (Appendix 13).  

An improvement for Navitrans at this step could be for them to provide their personnel with a change 

manager for optimizing the changes impacting employees and their job satisfaction. This employee 

could assist both management and the employees to adapt better to changes in the future and optimize 

the ongoing journey. Moreover, the change manager can help the management provide employees 

with a more stable and satisfying work environment. Previous research showed a gap in literature 

when it comes to providing information and guidance on how the role of a change manager might be 

executed (Crawford and Nahmias, 2010). A combination of personal competencies and traits is 

essential for management to lead and manage change (Crawford and Nahmias, 2010; Strang, 2007). 

As Navitrans shifted their operations online overnight and did not inform their employees about the 

transition until after the decision was made, it can be determined that the managers and leaders of 

Navitrans were not prepared to be managing at a distance. Previous research shows that to ensure 

long-term growth and stability, key traits such as communication, extraversion, openness to 

experiences and problem-solving, are those managers must entail for managing and implementing 

changes successfully (Crawford and Nahmias, 2010; Lounsbury et al. 2016; Strohhecker & Größler, 

2013; Caldwell, & Liu, 2011; Dievernich et al., 2014; Nikolaou et al., 2007). Suppose Navitrans 

would consider hiring a change manager for optimizing their change process or provide their already 

employed managers with training for leading the change. In that case, these are the capabilities they 

should emphasize. 

Kotter (1995) argues that organizations often underestimate the difficulties of leading change, though 

they have many plans and programs for the process. Therefore, in step three, directing the change, 

Kotter advocates that an organization should create a vision aligned with the organization’s strategies 

and plans for directing and achieving the change (Kotter, 1995). Navitrans promotes a slogan on their 
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websites stating, “ready for tomorrow’s future”, while they also specify that it is still business as 

usual after their decision was made on moving all operations online (Navitrans, n.d.-b). As 

aforementioned, the ownership of Navitrans has recently changed, now the company is driven by 

KPIs, profits and cash-flows, in contrast to before, where the previous owner cared less for the money 

and more for the company itself (Appendix 20). The interviews revealed that when the ownership 

shifted, the culture at Navitrans shifted as well. While Valsoft praised working-from-home and 

advocated their specific mission about the benefits of being office-less, they pursued something 

completely different at their own offices in Canada. There they were sending out videos, bragging 

about their own newly renovated offices, while showing their “great” office culture with colleagues 

joining together and playing foosball. This was quite disappointing to the employees of Navitrans, 

recently being transitioned into a virtual workplace (Appendix 20). 

Another initiative by the ownership and management was the decision about dismissing employees 

that were not seen as useful or needed resources, like the only HR manager at Navitrans. After that, 

the traditional HR tasks were either taken care of in the finance department or outsourced (Appendix 

19 & 21). 64% of the questionnaire participants revealed that it impacts them not having a separate 

HR department to turn to when having HR issues or requests. The results also showed that 

approximately 50% of the employees found it to have a negative effect on job satisfaction, while the 

other half found it to neither negatively nor positively affect their job satisfaction (Bar chart 30 & 

31). As the financial department is handling the HR tasks now, there might not be the same focus or 

skills within the team for managing the employees through such a change as the transition has been. 

Typically, an HR department is responsible for all programs, policies, and practices and being 

involved in strategy development (Boxall & Purcell, 2011; Alagaraja, 2013). It might have benefitted 

Navitrans to have a separate HR department for assisting managers for practical problem solving and 

training them for managing at a distance, as it requires more personal traits and skills from leaders 

when an organization transitions to a virtual environment overnight. This also aligns with Kotter’s 

fourth step, communicating the vision, where the focus is to communicate it and the strategies aligned 

with it, through all organization channels. Therefore, Navitrans need to emphasize training for their 

managers and leaders, as they need to manage and drive their employees while being good examples 

for the changes, as management’s behaviors often reflect on others (Kotter, 1995). 

Navitrans has quarterly meetings, which they use to brief employees about the current situation at the 

company, along with reminding their employees that they can always look to the finance department 



 93 

when human resource solutions are needed to be solved (Appendix 19). The interviews revealed that 

the company wants to ensure that their employees have all the necessary office equipment and tools 

at home. However, it also revealed that the management is finding it quite challenging to tackle 

employees’ level of satisfaction (Appendix 19). When transitioning from a traditional office to a 

virtual one overnight, communication is not sufficient - some obstacles are bound to appear during 

the process. Therefore, it becomes essential for Navitrans to further explore the aspects of job 

satisfaction to understand what changes are affecting their employees to encourage them further. This 

aligns with Kotter’s model’s fifth step that emphasizes empowering others to act on their vision while 

encouraging them to take new risks. 

When managers affect employees’ job satisfaction and motivation it can be extremely useful for the 

overall performance of the workforce (Gajendran & Harrison, 2007). However, it can be difficult for 

managers to monitor their employees while working remotely, due to the distance and limited 

physical contact, which may lead to reduced supervision (Gajendran & Harrison, 2007). Kotter’s 

sixth step, planning for and creating short-term wins, emphasis is on performance improvements and 

creating objectives and goals that employees can reach (Kotter, 1995). This could be determined as 

an improvement step for Navitrans. Since the interviews revealed that there is no additional feedback 

or recognition to the individual teams and departments when something good is achieved (Appendix 

20). However, one participant remarked that he/she received a bottle of champagne from a boss for 

an achievement, yet he/she stated that it is seldom that rewards are given out (Appendix 17). Navitrans 

has an internal system that is used for monitoring performance and KPIs which all employees are 

linked to. When Navitrans reaches their overall goals the employees will get a cash bonus (Appendix 

17 & 18). It can be determined that planning and creating short-term wins for employees could be 

seen as an improvement for Navitrans. Especially, now with the ongoing changes where there is an 

increased importance of taking good care of their employees. They could do so by showing employees 

recognition and giving appropriate rewards for their efforts. Additionally, previous research has 

shown that rewards and recognition stimulate professional development, leading to more involvement 

of employees (Grigore, 2020). 

As aforementioned, Navitrans have quarterly meetings; however, before the pandemic and virtual 

work, they used to throw a party to celebrate the achievements, which could have been seen as a 

reward. But now they have the meetings online and no party or celebrations afterwards (Appendix 

17). When examining component four further, one of the factors indicated that having virtual 
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gatherings impacts employees. However, the interesting finding for this factor is that it both impacts 

their job satisfaction somewhat negatively and positively. It revealed that 7 out of 20 participants 

stated that virtual gatherings would positively impact their job satisfaction, while 6 participants 

indicated that it would have a negative impact on their job satisfaction (Bar chart 34 & 35). It is 

necessary to remark that not all employees have the same need for social interaction with colleagues. 

However, the negative impact may also be influenced by the distance and lack of trust between 

colleagues and management. The data supports the approach concerning that when trust between 

management and employees is missing, employees’ job satisfaction may decrease, leading to a lack 

of motivation and performance (Raghuram and Wiesenfeld, 2004; Boxall & Purcell, 2011; Guinot & 

Chiva, 2019).  

For ensuring employees’ performance when working virtually, it becomes essential to allocate the 

right resources for each team. Additionally, it is vital that all managers have some HR competencies 

and know-how to successfully manage employees and teams to achieve high performance (Lauring 

and Klitmøller, 2013). Therefore, it becomes quite crucial for Navitrans to hire, develop, and promote 

employees who have the right competencies for working virtually and when they hire new managers. 

Kotter’s seventh step focuses on these aspects and emphasizes consolidating the improvements while 

still focusing on using increased credibility to change structures, systems, and policies that are not 

aligned with the vision. At this point, it is arguable whether Navitrans has reached this step, as the 

pandemic is still ongoing, and the employees are not quite sure what the future will look like when 

the pandemic subsides. For many of the interviewees, the current state of the company is wishfully a 

temporary situation. Several of them revealed that they hope for a hybrid model, where they have the 

flexibility of choosing their working hours and working from home and working at the office will be 

50/50 (Appendix 17, 18, 21 & 22). This step could be improved for Navitrans by hiring a change 

manager or a group that focuses on the various changes that have impacted employees and their job 

satisfaction, as aforementioned. This correlates with Kotter’s eighth and final step, institutionalizing 

new approaches. The emphasis at this step is to secure the new culture changes and ensure that the 

next generation of top management and employees represent the newly implemented change (Kotter, 

1995). This step is achieved by showing the employees and managers of Navitrans how the new 

change has improved performance. However, as Navitrans is still working on their change process, 

this step has not been reached yet. 
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Increased Flexibility & Autonomy 

While there is much room for improvement in managing the transition at Navitrans, one of the clear 

benefits and positive aspects that Navitrans’ employees mention to the whole situation is the increased 

flexibility and autonomy that virtuality provides. The fact that they can take a break if they need it, 

they can start later in the day or even create condensed work weeks (4x10h) creates the opportunity 

for a much more individualized schedule for each employee. Subsequently, employees can spend 

more time with their family or spend time doing other things at home. Flexibility was a recurring 

theme through all the data gathered in the interviews and survey (Appendix 17, 18, 19, 20, 21, 22 & 

24).  

The second component from the factor analysis showed that spending more time at home and 

spending more time with family were apparent positive aspects of transitioning to a mainly virtual 

workplace. Remote work offers flexibility and autonomy to employees, which can lead to higher job 

satisfaction (Morganson et al., 2012). Looking at component two, the overall theme is increased 

flexibility and autonomy, whereas two of the three factors are related to the fact that the transition 

allowed employees to spend more time at home and more time with family. The third factor is 

however more related to disruption of work-life balance, as it refers to working more hours than 

before (Appendix 26). As mentioned by Laihonen et al., (2012), remote work can sometimes feel like 

an invasion to privacy and disruption to work-life balance. The findings from the interviews and the 

questionnaire support this claim since the data shows that remote work has led some employees at 

Navitrans to work more hours, which has mostly had a negative effect on their job satisfaction 

(Appendix 17, 18, 20; Bar chart 18).   

Component two was essentially the only component that had an evident positive influence on 

Navitrans’ employees’ job satisfaction. Studying the importance of changes and their effect on job 

satisfaction can be tricky since job satisfaction is very individualized. However, the benefits that can 

occur when job satisfaction is managed can be highly advantageous to a corporation’s overall 

performance. Increased job satisfaction can lead to higher performance, turnover and a happier, more 

retainable workforce (Spector, 1997). 

As mentioned, increased flexibility and autonomy can increase job satisfaction. However, this is only 

possible if the benefits of flexibility outweigh the disadvantages that likewise follow the transition. 

Morganson et al. (2012), argues that main office workers and remote office workers have the same 
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degree of job satisfaction, he states that the lack of social interaction and the increased flexibility 

balances each other out (Morganson et al., 2012). The benefits of flexibility seemed to suit most of 

the participants in the research. However, looking at the data, not all employees are genuinely taking 

advantage of these benefits, and for some, it does not fit their lifestyle to have flexible working hours. 

For example, for people that have partners and families following a more traditional schedule, the 

opportunity for flexible working hours is rather pointless (Appendix 18 & 20; Bar chart 19 & 20).  

When moving operations online, the top management and the ownership "sold" the idea of being a 

virtual workplace as an amazing opportunity for flexible working and more freedom (Appendix 20). 

However, they did not think about the personal fit between employees and the new job description. 

Even though some employees might find it amazing to enjoy the flexibility, autonomy and freedom 

that virtuality provides, it is far from everyone that might be interested in such a work environment 

(Bar chart 18).   

Both the interview findings and the questionnaire results show that most of the employees highly 

value flexibility and autonomy. However, as interviewee 4 stated, the current benefits of flexibility 

at Navitrans do not outweigh the lack of social interaction and social gatherings. Management needs 

to create a clear plan for how they will increase the benefits of flexibility and decrease the feeling of 

social isolation to retain the employees for an extended period. If they continue the way they are 

currently operating, in the long run, people will become demotivated and quit (Appendix 20; Bar 

chart 18).  

Two t-tests regarding flexibility were made to see if there would be a significant difference between 

independent samples and how they feel about flexibility. Firstly, it was tested whether gender had a 

significant difference on component 2 as a whole. Previous research showed that demographics such 

as gender, might have a significant impact on the difference in job satisfaction and well-being (Wright 

and Cropanzano, 2000).  

As the demographics of interview participants showed an uneven distribution between gender, 16 

males and 4 females, and the demographics of interviewees were likewise uneven, 5 males and 1 

female, the researchers wanted to test whether gender played a significant role when exploring the 

impact of component 2 (Appendix 17, 18, 19, 20, 21, 22 & 24, Q16). The result did not find a 

significant difference, meaning male and female employees are equally impacted by the increased 

flexibility (Appendix 15). Secondly, it was tested whether employees’ perceived level of extraversion 
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had a significant difference on the individual change, Q1_18 - Spending more time at home. Introverts 

and extroverts are motivated by different intrinsic and extrinsic aspects and their need for social 

interaction differs (Hein, 2019; Huang et al., 2010; Strohhecker & Größler, 2013). The result of the 

t-test did however not find a significant difference between the two groups (Appendix 16).  

According to the AMO framework, managing employee ability, motivation, and opportunity to work 

is crucial to employees’ performance and job satisfaction. Managing the ability to work has to do 

with attracting, recruiting and retaining employees that are well-suited for the job. Companies must 

attract and hold on to employees with appropriate competencies and needs. If the fit between the job 

and the employee is non-existent, employees will become demotivated and thereby dissatisfied, 

leading them to resign from the job (Boxall & Purcell, 2011; Alagaraja, 2013). 

In line with this belief, quite a few employees at Navitrans resigned when it became clear that the 

transition to a mainly virtual workplace was a permanent decision. The resignations had to do with a 

misfit between the job and the wishes and needs of employees. As the interviews showed, there are 

both positive and negative aspects to moving operations online, and if employees could not get used 

to the change, they simply resigned (Appendix 17, 19 & 20). In this process, Navitrans may have lost 

valuable employees due to the simple fact that the new way of working did not suit their workforce’s 

needs and wishes. Due to these resignations, Navitrans’ employees have been under extreme pressure 

and because of the changes and the challenges caused by the pandemic, Navitrans has been struggling 

to find well-suited hires that fit the job descriptions and the virtual work environment. While all 

interviewees seemed to enjoy their jobs and therefore have stayed with the company through the 

changes, a few mentioned working overtime and struggled with a work-life balance due to increased 

workload (Appendix 18, 20 & 21).  

Managing motivation is the second element in the AMO framework. Motivation can be divided into 

two categories: intrinsic and extrinsic motivation. The extrinsic motivational factors are easily 

adjusted by management, while intrinsic motivational factors are harder to adjust. On the one hand, 

extrinsic motivational factors include fair salary, job security and satisfactory workload and are 

adjusted by negation with employees. At Navitrans, the research does not look into employees’ salary, 

but interviewees mention a scarce feeling of job security. After the transition, Navitrans has hired 

employees from all over the world since virtuality provides an opportunity to work from anywhere. 

Due to this, some employees feel easily replaceable and not cared for. Participants in the interviews 

mentioned that the management did not care if people resigned and that management only cared for 
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profits and cost savings (Appendix 20). As mentioned, workload did also increase for some 

employees after the transition; approximately 50% of the participants in the research found that 

increased workload had been very or extremely impactful on their day-to-day work, and 70% stated 

that it negatively impacted their job satisfaction. The management at Navitrans needs to tackle this 

problem by hiring more employees fitted for the tasks to decrease the pressure on the current 

workforce (Bar chart 20). On the other hand, intrinsic motivation has to do with the personal fit 

between employees and the work tasks. It is crucial for the firm’s long-term success and the overall 

satisfaction and performance of the workforce. Attracting and motivating employees that fit the job 

description is essential for keeping employees motivated and happy (Huang et al., 2010).  

Theory connects motivation to heightened performance when mediated through motivators such as 

rewards (Spector, 1997; Child and Shumate, 2007; Grigore, 2020). Pool (1997) also correlates 

motivators such as rewards to heightened job satisfaction (Pool, 1997). Rewards and recognition 

stimulate the development of the workforce and lead to increased engagement of employees (Grigore, 

2020). According to the interviews, Navitrans’ management has not been rewarding their employees 

and recognizing their work, the interviewees agreed that it would be nice with more recognition for 

the small wins and even getting Christmas gifts or holiday gifts (Appendix 18, 20 & 22). Nonetheless, 

looking at flexibility, the findings show that increased flexibility and autonomy are some of the only 

natural rewards derived from working remotely. Nonetheless, management must not assume that all 

employees see flexibility as a benefit. The way benefits and rewards are promoted needs to appeal to 

the individual employee.  

New ways of working have been linked to increased work motivation, job satisfaction and 

productivity (Laihonen et al., 2012). However, the findings show that it is very individual whether 

the employees’ perceived performance has changed; some employees feel more productive when 

working remotely, while others feel more productive at the office. Most Navitrans employees find 

themselves equally productive remotely as they were working at the offices (Appendix 24, Q3). When 

people perceive themselves to be productive, they also seem to be more satisfied at work, it is hard 

to say whether this is the case at Navitrans, but it is beneficial for the management at Navitrans to 

have this in mind when managing motivation and job satisfaction (Child and Shumate, 2007).  

At Navitrans, there is a need for a clear distinction between voluntary and involuntary remote work. 

As mentioned in the findings, many of the interviewees saw the transition to a virtual workplace as a 

natural step for the company due to the world pandemic. However, it was not ideal for some of the 
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participants that the change would be permanent (Appendix 20). When interviewing the participants, 

it became apparent that some of the participants would prefer working at the offices, meaning that 

they work remotely involuntarily. According to Kaduk (2019), it can, in the long run, lead to a higher 

burnout rate, lower satisfaction and lower performance. Working remotely has, for some of the 

participants in the research, created an "always on, always available" culture where the working hours 

have increased, and the work intrudes on family life (Appendix 18 & 20).  

The management of Navitrans had an extensive focus on managing their employees’ opportunities to 

work. Creating a work environment and structure that embraces individual needs to perform can be 

highly beneficial for productivity, creative thinking and innovative behavior (Bennet & Bierema, 

2010). In a remote workplace, it is harder to influence employees’ work environment since employees 

can be flexible and can choose to work from anywhere. The only things that are required are a laptop 

and a stable internet connection. One of the interviewees had already taken advantage of this 

opportunity and had moved to Spain over the winter season to work (Appendix 22).  

At the beginning of Navitrans’ transition a survey was filled out by the workforce to give an idea of 

who had a home office ready for use and who needed to get some supplies to make remote working 

a pleasurable experience. The housing situation of employees differ and therefore while some 

employees had extra room in their homes for an office, others use the living room or kitchen table. 

Although there was not much management could do about each employees’ office space at home, 

they did provide employees with extra screens, office furniture and supplies. The autophotography 

analysis provided insights into the different work environments of interviewees, showing that one of 

the six employees had to work in the kitchen while the remaining five had separate office space 

available (Appendix 23).  

When managing opportunity in a remote workplace, management needs to be aware of and minimize 

all technological barriers that might occur; this can be done by providing training for employees that 

need support (Bennet & Bierema, 2010; Graham et al., 2017). Since Navitrans is a software logistics 

company, most of the employees working there already have a good established technical know-how. 

However, some processes needed to be optimized after the transition. Many of the traditional 

processes and tasks needed to be digitalized and improved for operating online; it was essential for 

the operation of Navitrans that processes were optimized for the new way of working. According to 

the interviews, the transformation of processes at Navitrans had been very smooth and a positive 

effect of the transition. Interviewee 3 confirmed that the transformation of processes had had a very 
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positive effect on the overall lead time of financial tasks and had created more straightforward access 

to documents (Appendix 19).  

Moving operations online has provided Navitrans with opportunities for flexible working, and 

adjusting to each and everyone’s preferences can be highly challenging. The research has shown that 

most participants enjoy the increased flexibility and that it has had a positive impact on most of the 

participants in the study. However, when employees were asked whether they would prefer working 

remotely full-time or full-time at the office, most would prefer to have a hybrid model with a few 

days at home and a few days in-office (Appendix 17, 18, 21, 22 & 24, Q8). To nurture the positive 

benefits that flexibility provides and the positive effect on employees’ job satisfaction, Navitrans’ 

management needs to focus on creating a motivating and inspiring environment that fits the individual 

needs of employees. Most employees enjoy flexibility but being forced to have flexibility can create 

a hostile and demotivating atmosphere. 

Furthermore, as mentioned above, the current benefits of increased flexibility and autonomy do not 

outweigh the increased feeling of social isolation and lack of face-to-face communication. Navitrans 

might want to evolve into a hybrid model to meet as many of the employees’ needs as possible to 

tackle these challenges. A further discussion of missing social interaction and changed 

communication behavior is provided in the following subsection. 

Social Interaction at Work 

The third critical theme of changes that was discovered as impactful for the employees at Navitrans 

was Social Interaction at Work. Component one from the factor analysis revealed that this theme 

seemed to be the biggest dissatisfier among employees at Navitrans. The mean of the component 

showed an average of 2.98, which can be compared to the value of “somewhat negative” on the scale 

from extremely negative to extremely positive (Bar chart 1). Furthermore, the average results of the 

component showed that 85% of the participants found it to have a negative effect on their overall job 

satisfaction. 

This analysis supports the theory; that a negative aspect of transforming an organization’s workplace 

from a traditional office to a virtual one affects the relationship between team members along with 

the frequency and quality of interaction (Gajendran & Harrison, 2007). It can be determined that the 

employees at Navitrans miss interacting with their colleagues at the office and having a mutual social 
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gathering place, where they can have lunch or coffee together. The questionnaire results revealed that 

17 out of 20 participants stated that it has somewhat to an extremely negative effect on their job 

satisfaction not to have a social gathering place (Bar chart 6 & 7). The data also showed that not 

eating lunch with colleagues is highly impactful for employees, and approximately 80% of them 

found it to affect their job satisfaction somewhat or very negatively (Bar chart 2 & 3). An interviewee 

participant also revealed that it is more challenging to be at home alone, not being able to interact 

with other colleagues or chit-chat by the coffee machine. While also mentioning that sitting at the 

same table and having breakfast or lunch together are aspects that are missing, when working virtually 

(Appendix 20). Besides missing the social gatherings, 65% of the questionnaire participants also 

found it negatively affecting their job satisfaction, that they do not have their colleagues around when 

they are working. Four participants found it positively affecting their job satisfaction (Bar chart 12 & 

13). 

Locke’s theory (1969) emphasized that the two concepts of job satisfaction, satisfaction, and 

dissatisfaction are opposites and are a function of the relationship between a person’s desires and 

their job against the perception of the job’s offerings (Locke, 1969). Furthermore, he argues that 

before finding the correlations to how organizations can affect job satisfaction, they must define the 

pleasurable or unpleasurable emotional states affecting employees’ job values (Locke, 1969). 

Employees’ everyday work at Navitrans was drastically changed overnight, from mostly in office 

work to mainly virtual work, which has affected their job satisfaction regarding social interaction, 

relationships and communication. The results also indicated that most participants found it to impact 

them negatively, that they could not choose themselves, whether or not they want to work remotely 

or at the office (Bar chart 14 & 15). 

Since previous research has shown that higher job satisfaction equals higher perceived team 

efficiency and productivity (Child & Shumate, 2007; Spector, 1997). It might be essential for 

Navitrans to emphasize improving the changes affecting employees negatively for increasing job 

satisfaction as it will also provide them with higher efficiency and productivity among employees. 

Trust is a vital factor for generating relationships, and since all communication is now elaborated 

through technology, there might be challenges and issues that negatively affect trust (Lauring & 

Klitmøller, 2014; Avolio & Kahai, 2003). An interviewee revealed that the connection and trust 

between colleagues are not the same, with the new employees that have been onboarded virtually, 

where their connection has been established through a screen, as for those that have been working 



 102 

together at the office before the transition (Appendix 20). A sense of belonging for an individual in a 

group can be fostered through establishing virtual groups and communities, where employees can 

exchange information and knowledge through an online platform. Additionally, the platform can be 

used for encouraging social relations that are not work-related. Previous research has shown that if 

management encourages employees to interact socially, it can increase participation, lead to higher 

cohesion and team satisfaction while reducing conflicts (Iskoujina et al., 2017; Porter, 2004; Watkins, 

2013; Staples & Zhao, 2006; Poulsen & Ipsen, 2017). Therefore, it becomes vital for Navitrans to 

assist employees in developing trusting relationships to enable collaboration and knowledge sharing 

online. Furthermore, Navitrans could establish online groups or communities built on shared interests 

of employees or departments, where employees can interact with each other. These groups could also 

foster a sense of belonging among employees across the organization while strengthening employee 

relationships when onboarding and training new employees. Which is an aspect Navitrans should be 

pretty focused on resolving, as the questionnaire results revealed that after transitioning, it had 

impacted 95% of the employees, not being able to spend time getting to know new employees in the 

traditional way of onboarding. The results further revealed that all participants stated that it affected 

their job satisfaction extremely to somewhat negatively (Bar chart 16 & 17). Online communities can 

assist in minimizing the geographical distance between employees while also nurturing their social 

interaction and job satisfaction. Previous research also showed that online communities could be 

beneficial for managers, as they may provide insight into employees’ relationships and well-being 

while working at a distance (Poulsen & Ipsen, 2017). 

Furthermore, the questionnaire findings indicated that employee’s job satisfaction is negatively 

affected by the lack of face-to-face contact with colleagues. Approximately 95% of the employees 

are quite impacted because all communication is mediated through the software tool, Microsoft 

Teams, instead of face-to-face (Bar chart 10 & 11). These results support the theory that the quality 

and frequency of interactions between team members are likely to change when moving work online 

(Rockmann & Pratt, 2015). Microsoft Teams is mainly used as a communication tool regarding work 

at Navitrans; however, the tool also offers opportunities for social interaction and personal 

conversations, yet very little time is used for that among employees and the departments (Appendix 

17, 19 & 20). Both the findings from the interviews and the questionnaire revealed that Navitrans 

have not been making any initiatives for generating online social gatherings, though they contributed 

to social gatherings before the transition (Appendix 17, 18, 19, 20, 21, 22 & 24, Q7). However, the 

majority of the employees would like to participate in social gatherings both online and offline, so 
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that could be an improvement point for Navitrans (Appendix 24, Q5 & Q6). Before the transition and 

the pandemic, Navitrans provided each department with a monthly budget for social gatherings and 

Friday bars and other events were regularly held. Now, it depends on the employees themselves or 

the individual groups to schedule online gatherings if they would like to do so. However, it can be 

determined that employees are finding it challenging to take the initiative. The same applies to the 

management of Navitrans; they indicated that during the interviews, they find it difficult to organize 

events that suit everyone and feel it might be both awkward and annoying for employees (Appendix 

22). Despite that, the team in Lithuania has had their own weekly Friday bars online, where employees 

get together and chit-chat about personal things while enjoying a glass of wine or beer (Appendix 

21). Navitrans should emphasize providing online gatherings for improving relationships and social 

interaction among employees, as the results have indicated that the employees would like to join 

them. It may be challenging to arrange social gatherings online that suit everyone; however, each 

event does not have to comprise all needs at once. They could organize several events or groups 

where people can freely join. A downside to Microsoft Teams, like other communication softwares 

is that only one person can talk at a time, so it can be hard to keep everyone engaged online if the 

team is relatively large (Appendix 22). When arranging more significant events, with many 

participants, such as a Friday bar across the departments, it can be a solution for the management to 

have planned some kind of arrangement, such as entertainment online, a questionnaire or a game. 

Minor virtual gatherings could be within the teams or arranged online coffee “corners” on certain 

days where employees can join if they have the time. 

One of the t-tests showed an interesting finding. It found no significant difference between being an 

extrovert or introvert and the factors within component one; social interaction (Appendix 14). This 

may appear as an unexpected result, as introverts and extroverts are motivated by different factors. 

While extroverts thrive on social interaction and extrinsic motivation, such as monetary bonuses, 

introverts thrive on their success and are inspired by intrinsic motivation, such challenges and internal 

values (Hein, 2019; Huang et al., 2010; Strohhecker & Größler, 2013). It is necessary to mention here 

that the small sample size may have impacted the results of this t-test. Despite that, the distribution 

of answers showed that ten employees marked themselves as an extrovert, while six participants 

stated they are introverts (Appendix 14). This may indicate that the employees of Navitrans are 

somewhat equally divided when it comes to personality types. After transitioning the organization 

into a virtual one, it might become a more motivating job for introverts, as the work is mainly done 

from home. However, as an interview participant also remarked, the job position in itself suits an 
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extrovert profile better, as many of the employees, especially the consultants need to speak to various 

customers and be open (Appendix 20). This might be addressed as an opportunity for management to 

further examine for managing their employees and when hiring new colleagues.  

Though the lack of social interaction can be remarked as the biggest dissatisfier at Navitrans, it can 

be implied that it provides the most significant opportunity for improvement. As the results have 

revealed, it is essential for Navitrans to listen to their employees and consider their thoughts and 

concerns for the changes that have impacted them and their job satisfaction when transitioning. As 

the transition is still ongoing, due to the pandemic, it becomes even more vital for Navitrans to 

improve the changes that have impacted their employees for increasing job satisfaction, as it may also 

provide them higher productivity and efficiency. By improving social interaction and gatherings, 

Navitrans will impact employees’ job satisfaction while providing their employees with a more stable 

and satisfying work environment. 

Limitations & Further Research 
This section aims to describe the limitations of the research, followed by a chapter on the possible 

further research to strengthen the validity, reliability and generalizability of the findings from the 

study. Even though various measures were taken to increase the study’s trustworthiness, several 

limitations need to be acknowledged. In order to provide a clear image of what can and cannot be 

established by the research, limitations are discussed, and suggestions for further research are 

provided.  

Limitations to the Study 

The study is first and foremost limited by time and scope, an extended period of time would allow 

for a more in-depth analysis of the problem and a more extensive research method. More time would 

also create the opportunity to expand the scope of the study.  

The sample size of participants is a limitation to the study; in the first research phase, only six in-

depth interviews with employees at Navitrans were conducted, five of which were with males and 

one with a female. The sample was chosen randomly, which reduces the bias from researchers. 

However, the desirable demographics of the sample could have been specified to get more diverse 
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insight into the minds of employees at Navitrans. Likewise, conducting more interviews would have 

added credibility and the trustworthiness of the insights gathered.  

Due to the world pandemic and the governmental rules about social distancing, all the interviews 

were conducted online through Google Meet, which both positively and negatively impacted the 

reliability of the interview findings. Conducting the interviews online gave the interviewers the 

possibility to experience virtuality in the way that the employees at Navitrans do daily. However, 

when conducting interviews online, the virtual distance creates a lack of nearness and intimacy 

between the researchers and participants. It is also harder to read body language and read into the 

situation when conducting interviews online. Moreover, due to the restrictions from the pandemic, 

there was no chance of participant observation, and no field notes were created, which essentially 

could have strengthened the studies’ methodological framework.  

The second research phase was introduced to make up for the low number of interviews. Creating an 

online questionnaire helped the researchers test the findings and get further insights into the 

importance of changes in the transition to a virtual workplace at Navitrans. The list of changes was 

generated from the interpretations of the in-depth interviews. The list comprised 31 changes, which 

were exposed to all 56 employees at Navitrans. The survey gathered a total of 26 partly answered 

responses; however, only 20 were seen as fully fit for the intended analysis. A less comprehensive 

questionnaire might have gathered more responses since it would have taken the participants less time 

and energy to complete. The demographics of the survey participants are like the ones in the interview 

found at random, limited by Navitrans employees’ willingness to join. Out of the 20 fully answered 

responses, 16 males and four females answered. The lack of female respondents limits the overall 

generalizability of the research. Furthermore, only one of six participants was from Lithuania, while 

four out of five Danish employees answered and 15 out of 45 Belgium employees answered. It is 

therefore restricted what conclusions can be drawn from the differences between subsidiaries.  

As mentioned above, the scope of the study is limited. Being a single case study is also a significant 

limitation to the generalizability of the results at hand. The case company, Navitrans has been through 

two major changes within the last few years, firstly the change in ownership and secondly, the 

transition to a virtual workplace. While the transition itself was rather poorly managed it is 

additionally unknown what and how big an effect Covid-19 has had on employees and their job 

satisfaction. It is therefore difficult to say explicitly that the transition is the sole reason for the 

statements of employees, since more factors may have conflated the results.   
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As mentioned in the methodology chapter, doing a factor analysis with a sample size less than 100 is 

somewhat advised against due to the limited insights it provides. The case company only had 56 

employees, which in essence would have never reached the desired 100 participants that are 

minimally recommended for factor analysis. However, the methods used in the research can be seen 

as a sketch or blueprint for further analysis. The first phase was entirely successful, and the second 

phase is more of a proposal for a more extensive research project.  

Further Research  

With the limitations mentioned above in mind, possible further research includes enhancing the 

already made study. With more time and more extensive resources, an additional research phase could 

be added, or more case companies could be drawn into the project. With more time, a multiple case 

design could have been utilized to develop a more in-depth understanding of the research problem 

and provide a reliable and generalizable guide for what employees care about when transitioning to 

a mainly virtual workplace. A third research phase could include a trial-and-error period, where 

initiatives to improve the challenges at Navitrans could be introduced, and after x amount of time, 

data would be gathered to see if job satisfaction of employees had improved or worsened. In the test 

phase, there are several initiatives that could be tested to see if it has a significant effect on the 

employees. Since lack of social interaction and the feeling of social isolation plays a tremendous role 

in the dissatisfaction of employees, adapting social communities or creating and testing different 

social initiatives would be extremely fascinating. Establishing trust through community building, 

encouraging team building and virtual gatherings could possibly impact employees significantly. 

Creating a sense of belonging, fostering corporate culture and developing an online network or 

community could reduce conflicts while increasing participation, cohesion and team satisfaction and 

subsequently have a positive effect on the performance of the team (Staples & Zhao, 2006).    

The t-tests were all non-significant; however, this could be due to the small sample size. Creating a 

t-test with a sample of 20 or less is a bit pointless, but it gave an idea of what could be investigated 

further. By distributing the questionnaire to a larger sample than just to the employees at Navitrans, 

the research could make a greater contribution to the already established theories and research about 

virtual work and job satisfaction. With a larger sample, one might look into gender distribution and 

differences in job satisfaction or focus more on employees’ personality traits and behaviors and their 
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take on virtual work, testing whether introverts and extroverts truly think the same about virtual work 

or if their opinions significantly differ.  

The available literature does not consider the element of crisis and the cruciality of quick adaptation 

in such a situation. Multiple areas are therefore fascinating to further look into in future research. An 

interesting way to go would be to develop hypotheses from the established literature about changes 

that happen when transitioning to a mainly virtual workplace. Further research could also include 

investigating the role of crises such as the Covid-19 pandemic on how employees react to changes 

and how it affects their job satisfaction — even exploring what impacts the rapid disruptive change 

of a workplace compared to a gradual change would be interesting. Exploring the effect of corporate 

culture on job satisfaction in virtual work and developing a framework for successfully transitioning 

to virtual work would also be extremely interesting to discover. 

Conclusion 
In today’s rapidly changing environment, unforeseeable obstacles force organizations to adapt to new 

circumstances without much chance for planning and preparing. The Covid-19 pandemic can be seen 

as one of those obstacles. The element of crisis constrained companies in their traditional ways of 

working, as the governmental rules and regulations forced most organizations to move their 

operations online. This study aimed to explore the changes that impact employees and their job 

satisfaction when transitioning from a traditional office to a mainly virtual workplace. Through in-

depth interviews, autophotography and an online questionnaire, employees from the case company, 

Navitrans, were investigated. Moreover, already established theories on organizational change, 

distance management, human resource management and job satisfaction were discussed in context 

with the empirical data gathered from Navitrans.  

While the main driver for the study is the transition to a virtual workplace, key elements such as 

changes, managing from a distance and job satisfaction have been explored. After analyzing the 

situation at Navitrans, three main areas were identified to impact the employees and their job 

satisfaction significantly. These areas include changes in initiatives from management, increased 

flexibility and autonomy, and a decrease in social interaction at work. The study demonstrates a 

positive correlation between increased flexibility and job satisfaction, while there is a negative 

correlation between decreased social interaction and job satisfaction. At Navitrans, there is potential 
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to enhance employees’ job satisfaction if specific steps were to be taken by management, such as 

facilitating social interaction and team gatherings.  

The data suggested that the degree of satisfaction towards one’s job is rooted in the personal fit 

between job tasks, environment and personality. When moving operations online, everyday 

management also changes as it must now completely rely on technology for both work and 

communication, which has had its impacts on both managers and employees at Navitrans, especially 

as the transition occurred overnight and not gradually, as many changes are often planned to be. The 

eight-step process by Kotter revealed some of the changes and challenges Navitrans has faced along 

the way from the perspectives of management initiatives. It can be determined that most of the steps 

affect each other, so changes and challenges defined in one step are often involved in the following 

steps. Navitrans decided to transition the company from a traditional in-office workplace to a remote 

one as a permanent change. Therefore, they should strongly consider hiring a change manager or 

establishing a group that focuses on the changes and challenges they still face for providing their 

employees with a more stable and satisfying work environment. Additionally, the managers and 

leaders of Navitrans should also be provided with training for growing their capabilities and skills for 

managing and leading at a distance. This is an essential step, as the employees will need to see 

improvements and adjustments on behalf of the management, so their job satisfaction can increase 

and Navitrans can become an even more desirable workplace. 

The ownership and management of Navitrans promoted the idea of moving operations online 

permanently as an amazing way for the employees to enjoy more flexibility and autonomy over their 

schedule. Even though theory suggests that increased flexibility and autonomy can increase job 

satisfaction, it is far from all employees at Navitrans that enjoy the "benefits" of it. When social 

interaction and the feeling of social isolation kicks in, the increase and decrease of satisfaction should 

balance each other out. However, the findings from the questionnaire do not match this claim. In 

contradiction to theory, the negatives and positives do not balance each other out. The three 

components introduced in the findings, flexibility and increased autonomy, are mainly positive, but 

the lack of social interaction and initiatives from management drags down employees’ satisfaction. 

The level of satisfaction might stay unchanged for some employees, but for others that do not see the 

benefit of the flexibility and increased autonomy, the satisfaction has decreased after the transition.  

Throughout the literature, a resilient theme is the need for specialized well-suited managers and 

personnel to control the change and offer guidance and support. The emphasis on management skills 
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continues through all subsections of the literature review when transforming an organization from a 

traditional in-office workspace to a fully developed virtual workplace; the changes will affect all 

aspects of work and relationships. Considering that all communication and interaction with 

stakeholders and personnel will be mediated through technology. Therefore, management and 

employees must develop trusting relationships to enable collaboration and knowledge sharing online. 

By generating online communities, managers and leaders can help bridge colleagues’ geographical 

distance by using technology. Furthermore, it can give managers and leaders insights into their 

employees’ relationships and well-being while working at a distance. When separating managers 

from employees by either geographical distance or time, it becomes more challenging for managers 

to ensure their employees’ performance and well-being. Since the lack of social interaction and the 

feeling of social isolation was the biggest dissatisfaction at Navitrans, it is crucial for the management 

to implement some sort of improvements in this area. Online social gatherings, communities and 

events might drastically improve employees’ job satisfaction.  

The transition to a virtual workplace from a traditional office has created the need for changes that 

evidently impact employees and their job satisfaction. The element of crisis such as the Covid-19 

pandemic has left a gap in existing theories about the hasted, drastic changes that occur when an 

organization is transformed overnight. From the research, it is clear that both positive and negative 

impacts on employees and their job satisfaction have resulted from the transition. Crucial changes 

that managers must have in mind when transforming a workplace include tackling the lack of social 

interaction and increased social isolation. Initiatives from management should be clear, and 

designated change managers should be involved in the process. Moreover, it is essential that even 

though increased flexibility and autonomy have mainly been seen as a positive effect of the transition, 

it is far from beneficial to everyone. Management should emphasize social interaction and gatherings 

to minimize its negative effect on job satisfaction. People are the most valuable asset in a company; 

without satisfied and motivated employees, the effort will be lost.  
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Appendix 3 - Questionnaire 

Navitrans Survey 
 

 

Start of Block: Introduction 

 
Introduction  
We are two graduate students studying at Copenhagen Business School, examining the changes that 
happen when an organization moves its operations online. We are writing our Master Thesis and 
have been collaborating with your colleagues at Navitrans. 
 
During this time of rapid change in your organization from a traditional office to a mainly virtual 
workplace, we would like to understand what changes are important to you and subsequently how 
they have affected you and your satisfaction towards your job. This survey is made to gain 
additional insights to the topic. 
 
This survey is not in any way sponsored by or in connection to the management of the company and 
therefore your answers are completely anonymous to both management and ownership of 
Navitrans. The Survey is also anonymous to us as researchers and cannot be linked to you or be 
tracked in any way. 
 
This survey should take you no more than 10 minutes to complete. 
 
We appreciate your open and honest responses so that our thesis can make a meaningful and 
impactful contribution to the existing knowledge in the field of virtual work. 
 
Best regards, 
Gurrý & Aníta 
 
End of Block: Introduction 

 

Start of Block: Q1 
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Q1 - On a 

scale from 1 to 
7, how 

impactful are 
the following 

changes to 
you? 

 

1. Not 
impactful 
at all (1) 

2. (2) 3. (3) 4. (4) 5. (5) 6. (6) 
7Extremely 
impactful 

(7) 

I have not 
experienced 
this change 

(8) 

Q1_1 - 
Spending more 
time looking at 
a computer (1)  

o  o  o  o  o  o  o  o  
Q1_2 -Not 

having time for 
yourself while 

commuting 
(e.g.,, to shut 

your mind off, 
while driving) 

(2)  

o  o  o  o  o  o  o  o  

Q1_3 -Not 
eating lunch 

with your 
colleagues (3)  

o  o  o  o  o  o  o  o  
Q1_4 -Not 
having the 

office noises 
around you 

while working 
(4)  

o  o  o  o  o  o  o  o  

Q1_5 -Not 
having a fixed 
place at the/an 
office, where I 
can work (5)  

o  o  o  o  o  o  o  o  
Q1_6 - Having 
daily stand up 
meetings (6)  o  o  o  o  o  o  o  o  
Q1_7 - Not 
having team 

building 
sessions (7)  

o  o  o  o  o  o  o  o  
Q1_8 - Not 
seeing your o  o  o  o  o  o  o  o  
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colleagues 
face-to-face (8)  

Q1_9 -Not 
having a social 
gathering place 

(e.g., coffee 
corner) (9)  

o  o  o  o  o  o  o  o  
Q1_10 -Having 
autonomy over 

your work 
schedule (10)  

o  o  o  o  o  o  o  o  
Q1_11 -

Building trust 
to employees 

and colleagues 
virtually (11)  

o  o  o  o  o  o  o  o  
Q1_12 Not 

being able to 
travel for 

business (e.g., 
meeting 

customers and 
colleagues 

abroad) (12)  

o  o  o  o  o  o  o  o  

Q1_13 Having 
the possibility 
to rent a "hot 
desk" instead 
of having a 

fixed 
workstation 

(13)  

o  o  o  o  o  o  o  o  

Q1_14 Not 
having a 

separate HR 
department 

(14)  
o  o  o  o  o  o  o  o  

Not having 
day-to-day 

communication 
with 

management 
(15)  

o  o  o  o  o  o  o  o  
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Being able to 
spend more 
time with 

family (16)  
o  o  o  o  o  o  o  o  

Not spending 
time on 

commuting 
(17)  

o  o  o  o  o  o  o  o  
Spending more 
time at home 

(18)  o  o  o  o  o  o  o  o  
Interacting 

mainly through 
Teams or other 

software 
instead of face-

to-face (19)  

o  o  o  o  o  o  o  o  

Not having 
colleagues 
around you 
when doing 

work tasks (20)  
o  o  o  o  o  o  o  o  

Having more 
flexible 

working hours 
(21)  

o  o  o  o  o  o  o  o  
Having social 

virtual 
gatherings (22)  o  o  o  o  o  o  o  o  

Not seeing 
your leader 
face-to-face 

(23)  
o  o  o  o  o  o  o  o  

Not having a 
specific dress 

code when 
working (24)  

o  o  o  o  o  o  o  o  
Being able to 
join meetings 

with 
management 
virtually (25)  

o  o  o  o  o  o  o  o  
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Not choosing 
whether you 

work remotely 
(26)  

o  o  o  o  o  o  o  o  
Not meeting 

your customers 
face-to-face 

(27)  
o  o  o  o  o  o  o  o  

Not spending 
time getting to 

know new 
employees (28)  

o  o  o  o  o  o  o  o  
Working more 

hours (29)  o  o  o  o  o  o  o  o  
Not being 
around top 

management 
daily (30)  

o  o  o  o  o  o  o  o  
Not meeting 
people from 

other 
departments 

like one does at 
the office (31)  

o  o  o  o  o  o  o  o  
 
 
End of Block: Q1 

 

Start of Block: Q2 
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Q2 - On a 
scale from 
"extremely 
negatively" 

to 
"extremely 
positively" 

how do these 
aspects 

influence 
your job 

satisfaction? 
 

Extremel
y 

Negativel
y (1) 

Very 
negativ

e (2) 

Somewh
at 

negative 
(3) 

Neither 
negativ

e or 
positiv
e (4) 

Somewh
at 

positive 
(5) 

Very 
positiv
e (6) 

Extremel
y 

positive 
(7) 

I have not 
experience

d this 
change (8) 

Spending 
more time 

looking at a 
computer (1)  

o  o  o  o  o  o  o  o  
Not having 

time for 
yourself 

while 
commuting 
(e.g., to shut 
your mind 
off, while 

driving) (2)  

o  o  o  o  o  o  o  o  

Not eating 
lunch with 

your 
colleagues 

(3)  

o  o  o  o  o  o  o  o  
Not having 
the office 

noises around 
you while 
working

  (4)  

o  o  o  o  o  o  o  o  

Not having a 
fixed place at 
the/an office, 
where I can 

work (5)  
o  o  o  o  o  o  o  o  

Having daily 
stand up 

meetings (6)  o  o  o  o  o  o  o  o  
Not having 

team building 
sessions (7)  o  o  o  o  o  o  o  o  
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Not seeing 
your 

colleagues 
face-to-face 

(8)  

o  o  o  o  o  o  o  o  
Not having a 

social 
gathering 

place (e.g., 
coffee 

corner) (9)  

o  o  o  o  o  o  o  o  

Having 
autonomy 
over your 

work 
schedule (10)  

o  o  o  o  o  o  o  o  
Building trust 
to employees 

and 
colleagues 

virtually (11)  

o  o  o  o  o  o  o  o  
Not being 

able to travel 
for business 

(e.g., meeting 
customers 

and 
colleagues 

abroad) (12)  

o  o  o  o  o  o  o  o  

Having the 
possibility to 

rent a "hot 
desk" instead 
of having a 

fixed 
workstation 

(13)  

o  o  o  o  o  o  o  o  

Not having a 
seperate HR 
department 

(14)  
o  o  o  o  o  o  o  o  

Not having 
day-to-day 

communicati
on with 

management 
(15)  

o  o  o  o  o  o  o  o  
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Being able to 
spend more 
time with 

family (16)  
o  o  o  o  o  o  o  o  

Not spending 
time on 

commuting 
(17)  

o  o  o  o  o  o  o  o  
Spending 

more time at 
home (18)  o  o  o  o  o  o  o  o  
Interacting 

mainly 
through 

Teams or 
other 

software 
instead of 

face-to-face 
(19)  

o  o  o  o  o  o  o  o  

Not having 
colleagues 
around you 
when doing 
work tasks 

(20)  

o  o  o  o  o  o  o  o  

Having more 
flexible 
working 

hours (21)  
o  o  o  o  o  o  o  o  

Having social 
virtual 

gatherings 
(22)  

o  o  o  o  o  o  o  o  
Not seeing 
your leader 
face-to-face 

(23)  
o  o  o  o  o  o  o  o  

Not having a 
specific dress 

code when 
working (24)  

o  o  o  o  o  o  o  o  
Being able to 
join meetings 

with o  o  o  o  o  o  o  o  
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management 
virtually (25)  

Not choosing 
whether you 

work 
remotely (26)  

o  o  o  o  o  o  o  o  
Not meeting 

your 
customers 

face-to-face 
(27)  

o  o  o  o  o  o  o  o  
Not spending 
time getting 
to know new 
employees 

(28)  
o  o  o  o  o  o  o  o  

Working 
more hours 

(29)  o  o  o  o  o  o  o  o  
Not being 
around top 

management 
daily (30)  

o  o  o  o  o  o  o  o  
Not meeting 
people from 

other 
departments 
like one does 
at the office 

(31)  

o  o  o  o  o  o  o  o  

 
 
End of Block: Q2 

 
Start of Block: Q3 + Q4 
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Q3 Where do you feel that you're most productive? 

o Remote work (1)  

o In the office (2)  

o Equally productive at both (3)  
Q4 To what extent do you agree or disagree with the following statements? 

 Strongly 
disagree (1) 

Somewhat 
disagree (2) 

Neither agree 
nor disagree 

(3) 

Somewhat 
agree (4) 

Strongly agree 
(5) 

I was happy to 
move to a virtual 

workplace (1)  o  o  o  o  o  
If I had the 

possibility to go 
back to the 

traditional way of 
working, I would 

do so (2)  

o  o  o  o  o  

I feel well 
informed about 

the ongoing 
change to a 

virtual workplace 
(3)  

o  o  o  o  o  

I can contact 
management and 

HR when I need it 
(4)  

o  o  o  o  o  
I have regular 

contact with my 
supervisor (5)  o  o  o  o  o  

I have everything 
I need for my 

home office (6)  o  o  o  o  o  
My supervisor is 
satisfied with my 

performance 
when I work 
remotely (7)  

o  o  o  o  o  
 
End of Block: Q3 + Q4 

 

Start of Block: Q5 + Q6 + Q7 
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Q5 Did you take part in the social initiatives before the change? 

o Yes (1)  

o No (2)  
 
 
 
Q6 Would you join online social gatherings? 

o Yes (1)  

o Maybe (2)  

o No (3)  
 
 
 
Q7 Have there been any online social events in your team? 

o Yes (1)  

o No (2)  
 
End of Block: Q5 + Q6 + Q7 

 

Start of Block: Q8 + Q9 

 
Q8 How many days would you like to work remotely on average per week? 

▼ 0 days (1) ... 5 days (6) 

 
 
 
Q9 How many days did you work remotely (in non-covid times) per week? 

▼ 0 days (1) ... 5 days (6) 

 
End of Block: Q8 + Q9 

 

Start of Block: Q10 + Q11 + Q12 + Q13 
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Q10 Which subsidiary do you work at / belong to? 

o Belgium (1)  

o Denmark (2)  

o Lithuania (3)  

o Other (4)  
 
 
 
Q11 What is your current job position? 

▢ IT development / software development (8)  

▢ Sales / Business consultant (9)  

▢ Marketing (10)  

▢ Human Resource (11)  

▢ Finance (12)  

▢ Business development / R&D (13)  

▢ Operations / Customer Service (14)  

▢ Other (15)  
 
 
 
Q12 If other, please state what your current job position is 

________________________________________________________________ 
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Q13 How long have you worked for Navitrans 

o Less than 5 years (1)  

o 6-11 years (2)  

o 12-19 years (3)  

o Over 20 years (4)  
 
End of Block: Q10 + Q11 + Q12 + Q13 

 

Start of Block: Q14 + Q15 + Q16 + Q17 

 
Q14 Do you see yourself as an 

o Extrovert (1)  

o Introvert (2)  

o I don't know / neither (3)  
 
 
 
Q15 Choose relevant age group 

o 20 or younger (4)  

o 21-30 (5)  

o 31-40 (6)  

o 41-50 (7)  

o 51-60 (8)  

o 61 or older (10)  
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Q16 Choose relevant gender 

o Male (1)  

o Female (2)  

o Other (3)  
 
 
 
Q17 Do you have any additional comments regarding the transition from a traditional workplace to 
a mainly virtual one? 

________________________________________________________________ 
 
End of Block: Q14 + Q15 + Q16 + Q17 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 132 

Appendix 4 - The List of 31 Changes 

 

 
 
 
 
 
 

1. Spending more time looking at a computer 

2. Not spending time on commuting 

3. Not having time for yourself while commuting (e.g., to shut your mind off, while driving) 

4. Spending more time at home 

5. Not eating lunch with your colleagues 

6. Interacting mainly through Teams or other software instead of face-to-face 

7. Not having the office noises around you while working 

8. Not having colleagues around you when doing work tasks 

9. Not having a fixed place at the/an office where I can work 

10. Having more flexible working hours 

11. Having daily stand up meetings 

12. Having social virtual gatherings 

13. Not having team-building sessions 

14. Not seeing your leader face-to-face 

15. Not seeing your colleagues face-to-face 

16. Not meeting your customers face-to-face 

17. Not having a social gathering place (e.g., a coffee corner) 

18. Not having a specific dress code  

19. Having autonomy over your work schedule 

20. Not spending time getting to know new employees 

21. Building trust to employees and colleagues virtually 

22. Being able to join meetings with management virtually 

23. Working more hours 

24. Being able to spend more time with family 

25. Not choosing whether you work remotely 

26. Having the possibility to rent a “hot desk” instead of having a fixed workstation 

27. Not being around top management daily 

28. Not having a separate HR department 

29. Not having day-to-day communication with management 

30. Not meeting people from other departments like one does at the office  

31. Not being able to travel for business (e.g., meeting customers and colleagues abroad) 
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Appendix 5 - Correlation Matrix 

 
 
As the correlation matrix output is quite big in SPSS, the table is shown in full above here. While 
the next few pages the output is shown in the full resolution in parts 
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Correlation Matrix - Full resolution  
 
 
 

Q1_4 - Not 
having the 

office noises 
around you 

while working 

 
 
 

Q1_5 - Not 
having a fixed 
place at the/an 
office, where I 

can work 

 
 
 
 
 

Q1_6 - Having 
daily stand up 

meetings 
Correlation Q1_1 - Spending more time 

looking at a 
.332 .204 .217 

 computer    
 Q1_2 - Not having time for 

yourself while 
.383 .391 .345 

 commuting (e.g., to shut    
 your mind off, while    

 driving)    
 Q1_3 - Not eating lunch with 

your colleagues 
.462 .156 .442 

 Q1_4 - Not having the office 
noises around you 

1.000 .339 .375 

 while working    
 Q1_5 - Not having a fixed 

place at the/an 
.339 1.000 .460 

 office, where I can work    
 Q1_6 - Having daily stand 

up meetings 
.375 .460 1.000 

 Q1_7 - Not having team 
building sessions 

.190 -.240  .311 

 Q1_8 - Not seeing your 
colleagues face-to-face 

.317 .118 .330 

 Q1_9 - Not having a social 
gathering place (e. 

.583 .337 .399 

 g. coffee corner)    
 Q1_10 - Having autonomy 

over your work 
.174 .533 .210 

 schedule    
 Q1_11 - Building trust to 

employees and 
.002 .148 -.041  

 colleagues virtually    
 Q1_12 - Not being able to 

travel for business (e. 
.194 .126 .084 

 g. meeting customers an    

 colleagues abroad)    
 Q1_13 - Having the 

possibility to rent a "hot 
.310 .229 .470 

 desk" instead of having a    

 fixed workstation    
 Q1_14 - Not having a 

seperate HR department 
-.216  .474 .366 

 Q1_15 - Not having day- to-
day communication 

-.097  .621 .232 

 with management    
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Q1_4 - Not 
having the 

office noises 
around you 

while working 

 
 
 

Q1_5 - Not 
having a fixed 

place at 
the/an office, 
where I can 

work 

 
 
 
 
 

Q1_6 - Having 
daily stand up 

meetings 

Correlation Q1_1 - Spending more 
time looking at a 

.332 .204 .217 

 computer    
 Q1_2 - Not having time 

for yourself while 
.383 .391 .345 

 commuting (e.g., to shut    
 your mind off, while    

 driving)    

 Q1_3 - Not eating lunch 
with your colleagues 

.462 .156 .442 

 Q1_4 - Not having the 
office noises around you 

1.000 .339 .375 

 while working    
 Q1_5 - Not having a 

fixed place at the/an 
.339 1.000 .460 

 office, where I can work    
 Q1_6 - Having daily 

stand up meetings 
.375 .460 1.000 

 Q1_7 - Not having team 
building sessions 

.190 -.240  .311 

 Q1_8 - Not seeing your 
colleagues face-to-face 

.317 .118 .330 

 Q1_9 - Not having a 
social gathering place (e. 

.583 .337 .399 

 g. coffee corner)    
 Q1_10 - Having 

autonomy over your work 
.174 .533 .210 

 schedule    
 Q1_11 - Building trust to 

employees and 
.002 .148 -.041  

 colleagues virtually    
 Q1_12 - Not being able 

to travel for business (e. 
.194 .126 .084 

 g. meeting customers an    

 colleagues abroad)    

 Q1_13 - Having the 
possibility to rent a "hot 

.310 .229 .470 

 desk" instead of having a    

 fixed workstation    

 Q1_14 - Not having a 
separate HR department 

-.216  .474 .366 

 Q1_15 - Not having day- 
to-day communication 

-.097  .621 .232 

 with management    
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d 

 

  
 
 
 
 

Q1_7 - Not 
having team 

building 
sessions 

 
 
 
 
 

Q1_8 - Not 
seeing your 
colleagues 
face-to-face 

 
 
 
 

Q1_9 - Not 
having a social 

gathering 
place (e.g., 

coffee corner) 

Correlation Q1_1 - Spending more 
time looking at a 

-.183  -.222  -.036  

 computer    
 Q1_2 - Not having time 

for yourself while 
-.015  .110 .307 

 commuting (e.g., to shut    
 your mind off, while    

 driving)    

 Q1_3 - Not eating lunch 
with your colleagues 

.430 .579 .534 

 Q1_4 - Not having the 
office noises around you 

.190 .317 .583 

 while working    
 Q1_5 - Not having a 

fixed place at the/an 
-.240  .118 .337 

 office, where I can work    
 Q1_6 - Having daily 

stand up meetings 
.311 .330 .399 

 Q1_7 - Not having team 
building sessions 

1.000 .450 .382 

 Q1_8 - Not seeing your 
colleagues face-to-face 

.450 1.000 .643 

 Q1_9 - Not having a 
social gathering place (e. 

.382 .643 1.000 

 g. coffee corner)    
 Q1_10 - Having 

autonomy over your work 
-.247  .045 .215 

 schedule    
 Q1_11 - Building trust to 

employees and 
-.088  .366 .330 

 colleagues virtually    
 Q1_12 - Not being able 

to travel for business (e. 
.047 .287 .387 

 g. meeting customers an    

 colleagues abroad)    

 Q1_13 - Having the 
possibility to rent a "hot 

.355 .641 .484 

 desk" instead of having a    

 fixed workstation    

 Q1_14 - Not having a 
separate HR department 

-.132  .095 .239 

 Q1_15 - Not having day- 
to-day communication 

.029 .202 .034 

 with management    
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d 

 

  
 
 
 

Q1_10 - 
Having 

autonomy over 
your work 
schedule 

 
 
 
 

Q1_11 - 
Building trust 
to employees 

and colleagues 
virtually 

 
Q1_12 - Not 
being able to 

travel for 
business (e.g., 

meeting 
customers and 

colleagues 
abroad) 

Correlation Q1_1 - Spending more 
time looking at a 

.176 -.188  .206 

 computer    
 Q1_2 - Not having time 

for yourself while 
.453 .033 -.223  

 commuting (e.g., to shut    
 your mind off, while    

 driving)    

 Q1_3 - Not eating lunch 
with your colleagues 

.147 .167 .351 

 Q1_4 - Not having the 
office noises around you 

.174 .002 .194 

 while working    
 Q1_5 - Not having a 

fixed place at the/an 
.533 .148 .126 

 office, where I can work    
 Q1_6 - Having daily 

stand up meetings 
.210 -.041  .084 

 Q1_7 - Not having team 
building sessions 

-.247  -.088  .047 

 Q1_8 - Not seeing your 
colleagues face-to-face 

.045 .366 .287 

 Q1_9 - Not having a 
social gathering place (e. 

.215 .330 .387 

 g. coffee corner)    
 Q1_10 - Having 

autonomy over your work 
1.000 .362 .120 

 schedule    
 Q1_11 - Building trust to 

employees and 
.362 1.000 .192 

 colleagues virtually    
 Q1_12 - Not being able 

to travel for business (e. 
.120 .192 1.000 

 g. meeting customers an    

 colleagues abroad)    

 Q1_13 - Having the 
possibility to rent a "hot 

.214 .420 .271 

 desk" instead of having a    

 fixed workstation    

 Q1_14 - Not having a 
separate HR department 

.327 .377 .205 

 Q1_15 - Not having day- 
to-day communication 

.329 .238 -.095  

 with management    
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d 

 

  
Q1_13 - 

Having the 
possibility to 

rent a "hot 
desk" instead 

of having a 
fixed 

workstation 

 
 
 
 
 

Q1_14 - Not 
having a 

seperate HR 
department 

 
 
 

Q1_15 - Not 
having day- 

to-day 
communication 

with   
management 

Correlation Q1_1 - Spending more 
time looking at a 

-.331  -.098  -.298  

 computer    
 Q1_2 - Not having time 

for yourself while 
.066 -.130  -.109  

 commuting (e.g., to shut    
 your mind off, while    

 driving)    

 Q1_3 - Not eating lunch 
with your colleagues 

.455 .243 .092 

 Q1_4 - Not having the 
office noises around you 

.310 -.216  -.097  

 while working    
 Q1_5 - Not having a 

fixed place at the/an 
.229 .474 .621 

 office, where I can work    
 Q1_6 - Having daily 

stand up meetings 
.470 .366 .232 

 Q1_7 - Not having team 
building sessions 

.355 -.132  .029 

 Q1_8 - Not seeing your 
colleagues face-to-face 

.641 .095 .202 

 Q1_9 - Not having a 
social gathering place (e. 

.484 .239 .034 

 g. coffee corner)    
 Q1_10 - Having 

autonomy over your work 
.214 .327 .329 

 schedule    
 Q1_11 - Building trust to 

employees and 
.420 .377 .238 

 colleagues virtually    
 Q1_12 - Not being able 

to travel for business (e. 
.271 .205 -.095  

 g. meeting customers an    

 colleagues abroad)    

 Q1_13 - Having the 
possibility to rent a "hot 

1.000 .175 .335 

 desk" instead of having a    

 fixed workstation    

 Q1_14 - Not having a 
seperate HR department 

.175 1.000 .511 

 Q1_15 - Not having day- 
to-day communication 

.335 .511 1.000 

 with management    



 139 

d 

 

  
 
 
 
 

Q1_16 - Being 
able to spend 

more time with 
family 

 
 
 
 
 

Q1_17 - Not 
spending time 
on commuting 

 
 
 
 
 

Q1_18 - 
Spending 

more time at 
home 

Correlation Q1_1 - Spending more 
time looking at a 

.300 .161 .221 

 computer    
 Q1_2 - Not having time 

for yourself while 
.289 .052 .581 

 commuting (e.g., to shut    
 your mind off, while    

 driving)    

 Q1_3 - Not eating lunch 
with your colleagues 

.218 .048 -.102  

 Q1_4 - Not having the 
office noises around you 

.181 .139 .407 

 while working    
 Q1_5 - Not having a 

fixed place at the/an 
.073 -.134  .411 

 office, where I can work    
 Q1_6 - Having daily 

stand up meetings 
.176 -.054  .221 

 Q1_7 - Not having team 
building sessions 

.178 .309 -.158  

 Q1_8 - Not seeing your 
colleagues face-to-face 

-.174  .016 -.054  

 Q1_9 - Not having a 
social gathering place (e. 

-.043  .184 .299 

 g. coffee corner)    
 Q1_10 - Having 

autonomy over your work 
-.022  -.136  .188 

 schedule    
 Q1_11 - Building trust to 

employees and 
-.566  -.482  -.445  

 colleagues virtually    
 Q1_12 - Not being able 

to travel for business (e. 
.008 .147 -.141  

 g. meeting customers an    

 colleagues abroad)    

 Q1_13 - Having the 
possibility to rent a "hot 

-.173  -.154  -.186  

 desk" instead of having a    

 fixed workstation    

 Q1_14 - Not having a 
seperate HR department 

-.418  -.222  -.138  

 Q1_15 - Not having day- 
to-day communication 

-.176  -.306  -.063  

 with management    
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d 

 

  
 

Q1_19 - 
Interacting 

mainly through 
Teams or 

other software 
instead of 

face-to-face 

 
 
 

Q1_20 - Not 
having 

colleagues 
around you 
when doing 
work tasks 

 
 
 
 
 

Q1_21 - 
Having more 

flexible 
working hours 

Correlation Q1_1 - Spending more 
time looking at a 

.019 -.364  -.083  

 computer    
 Q1_2 - Not having time 

for yourself while 
.370 .232 .006 

 commuting (e.g., to shut    
 your mind off, while    

 driving)    

 Q1_3 - Not eating lunch 
with your colleagues 

.713 .222 .121 

 Q1_4 - Not having the 
office noises around you 

.531 .137 .377 

 while working    
 Q1_5 - Not having a 

fixed place at the/an 
.244 .437 .259 

 office, where I can work    
 Q1_6 - Having daily 

stand up meetings 
.442 .463 .265 

 Q1_7 - Not having team 
building sessions 

.405 .280 .268 

 Q1_8 - Not seeing your 
colleagues face-to-face 

.734 .603 .176 

 Q1_9 - Not having a 
social gathering place (e. 

.862 .687 .270 

 g. coffee corner)    
 Q1_10 - Having 

autonomy over your work 
.199 .173 .010 

 schedule    
 Q1_11 - Building trust to 

employees and 
.365 .297 -.047  

 colleagues virtually    
 Q1_12 - Not being able 

to travel for business (e. 
.358 .070 .035 

 g. meeting customers an    

 colleagues abroad)    

 Q1_13 - Having the 
possibility to rent a "hot 

.418 .491 .225 

 desk" instead of having a    

 fixed workstation    

 Q1_14 - Not having a 
seperate HR department 

.238 .326 -.087  

 Q1_15 - Not having day- 
to-day communication 

-.018  .415 .309 

 with management    
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Q1_22 - 
Having social 

virtual 
gatherings 

 
 
 
 
 

Q1_23 - Not 
seeing your 
leader face- 

to-face 

 
 
 
 

Q1_24 - Not 
having a 

specific dress 
code when 

working 

Correlation Q1_1 - Spending more 
time looking at a 

-.186  -.050  -.202  

 computer    
 Q1_2 - Not having time 

for yourself while 
-.003  -.488  -.068  

 commuting (e.g., to shut    
 your mind off, while    

 driving)    

 Q1_3 - Not eating lunch 
with your colleagues 

-.082  .189 .276 

 Q1_4 - Not having the 
office noises around you 

-.178  -.044  .295 

 while working    
 Q1_5 - Not having a 

fixed place at the/an 
.351 .065 .304 

 office, where I can work    
 Q1_6 - Having daily 

stand up meetings 
.189 .088 .305 

 Q1_7 - Not having team 
building sessions 

-.010  .391 .119 

 Q1_8 - Not seeing your 
colleagues face-to-face 

.098 .013 .068 

 Q1_9 - Not having a 
social gathering place (e. 

.148 .041 .376 

 g. coffee corner)    
 Q1_10 - Having 

autonomy over your work 
.462 -.045  -.040  

 schedule    
 Q1_11 - Building trust to 

employees and 
.644 .056 -.123  

 colleagues virtually    
 Q1_12 - Not being able 

to travel for business (e. 
.097 .301 .421 

 g. meeting customers an    

 colleagues abroad)    

 Q1_13 - Having the 
possibility to rent a "hot 

.353 .194 .243 

 desk" instead of having a    

 fixed workstation    

 Q1_14 - Not having a 
seperate HR department 

.532 .244 .362 

 Q1_15 - Not having day- 
to-day communication 

.454 .509 .098 

 with management    
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Q1_25 - Being 
able to join 

meetings with 
management 

virtually 

 
 
 
 
 

Q1_26 - Not 
choosing 

whether you 
work remotely 

 
 
 
 
 

Q1_27 - Not 
meeting your 

customers 
face-to-face 

Correlation Q1_1 - Spending more 
time looking at a 

-.140  -.239  .152 

 computer    
 Q1_2 - Not having time 

for yourself while 
-.094  .075 -.211  

 commuting (e.g., to shut    
 your mind off, while    

 driving)    

 Q1_3 - Not eating lunch 
with your colleagues 

.054 .415 .280 

 Q1_4 - Not having the 
office noises around you 

.335 .587 -.028  

 while working    
 Q1_5 - Not having a 

fixed place at the/an 
.473 .212 .058 

 office, where I can work    
 Q1_6 - Having daily 

stand up meetings 
.289 .151 .248 

 Q1_7 - Not having team 
building sessions 

-.080  .277 .160 

 Q1_8 - Not seeing your 
colleagues face-to-face 

.115 .690 .429 

 Q1_9 - Not having a 
social gathering place (e. 

.355 .769 .317 

 g. coffee corner)    
 Q1_10 - Having 

autonomy over your work 
-.081  .034 .044 

 schedule    
 Q1_11 - Building trust to 

employees and 
-.140  .120 .274 

 colleagues virtually    
 Q1_12 - Not being able 

to travel for business (e. 
.069 .224 .886 

 g. meeting customers an    

 colleagues abroad)    

 Q1_13 - Having the 
possibility to rent a "hot 

.221 .531 .348 

 desk" instead of having a    

 fixed workstation    

 Q1_14 - Not having a 
seperate HR department 

.086 -.120  .264 

 Q1_15 - Not having day- 
to-day communication 

.218 .072 -.009  

 with management    
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d 

 

  
 
 
 

Q1_28 - Not 
spending time 

getting to 
know new 
employees 

 
 
 
 
 

Q1_29- 
Working more 

hours 

 
 
 
 

Q1_30 - Not 
being around 

top  
management 

daily 

Correlation Q1_1 - Spending more 
time looking at a 

-.239  .067 .051 

 computer    
 Q1_2 - Not having time 

for yourself while 
.057 .360 -.272  

 commuting (e.g., to shut    
 your mind off, while    

 driving)    

 Q1_3 - Not eating lunch 
with your colleagues 

.390 .010 .316 

 Q1_4 - Not having the 
office noises around you 

.239 .327 -.130  

 while working    
 Q1_5 - Not having a 

fixed place at the/an 
.153 .361 .218 

 office, where I can work    
 Q1_6 - Having daily 

stand up meetings 
.354 .569 .055 

 Q1_7 - Not having team 
building sessions 

.239 .055 .258 

 Q1_8 - Not seeing your 
colleagues face-to-face 

.605 -.099  .100 

 Q1_9 - Not having a 
social gathering place (e. 

.683 .151 .151 

 g. coffee corner)    
 Q1_10 - Having 

autonomy over your work 
.237 .249 -.036  

 schedule    
 Q1_11 - Building trust to 

employees and 
.568 -.222  -.108  

 colleagues virtually    
 Q1_12 - Not being able 

to travel for business (e. 
.406 -.085  .372 

 g. meeting customers an    

 colleagues abroad)    

 Q1_13 - Having the 
possibility to rent a "hot 

.484 .058 -.040  

 desk" instead of having a    

 fixed workstation    

 Q1_14 - Not having a 
seperate HR department 

.307 .214 .363 

 Q1_15 - Not having day- 
to-day communication 

.185 .140 .424 

 with management    
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d 

 

  
 

Q1_31 - Not 
meeting 

people from 
other 

departments 
like one does 
at the office 

Correlation Q1_1 - Spending more 
time looking at a 

-.019  

 computer  
 Q1_2 - Not having time 

for yourself while 
-.014  

 commuting (e.g., to shut  
 your mind off, while  

 driving)  

 Q1_3 - Not eating lunch 
with your colleagues 

.143 

 Q1_4 - Not having the 
office noises around you 

.056 

 while working  
 Q1_5 - Not having a 

fixed place at the/an 
.493 

 office, where I can work  
 Q1_6 - Having daily 

stand up meetings 
.337 

 Q1_7 - Not having team 
building sessions 

-.050  

 Q1_8 - Not seeing your 
colleagues face-to-face 

.466 

 Q1_9 - Not having a 
social gathering place (e. 

.411 

 g. coffee corner)  
 Q1_10 - Having 

autonomy over your work 
.348 

 schedule  
 Q1_11 - Building trust to 

employees and 
.414 

 colleagues virtually  
 Q1_12 - Not being able 

to travel for business (e. 
.548 

 g. meeting customers an  

 colleagues abroad)  

 Q1_13 - Having the 
possibility to rent a "hot 

.394 

 desk" instead of having a  

 fixed workstation  

 Q1_14 - Not having a 
seperate HR department 

.530 

 Q1_15 - Not having day- 
to-day communication 

.506 

 with management  
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Q1_1 - 
Spending 
more time 

looking at a 
computer 

 
 

Q1_2 - Not 
having time for 
yourself while 
commuting (e. 
g. to shut your 
mind off, while 

driving) 

 
 
 
 
 

Q1_3 - Not 
eating lunch 

with your 
colleagues 

 Q1_16 - Being able to 
spend more time with 

.300 .289 .218 

family    

Q1_17 - Not spending 
time on commuting 

.161 .052 .048 

Q1_18 - Spending more 
time at home 

.221 .581 -.102  

Q1_19 - Interacting 
mainly through Teams or 

.019 .370 .713 

other software instead of    

face-to-face    

Q1_20 - Not having 
colleagues around you 

-.364  .232 .222 

when doing work tasks    

Q1_21 - Having more 
flexible working hours 

-.083  .006 .121 

Q1_22 - Having social 
virtual gatherings 

-.186  -.003  -.082  

Q1_23 - Not seeing your 
leader face-to-face 

-.050  -.488  .189 

Q1_24 - Not having a 
specific dress code when 

-.202  -.068  .276 

working    

Q1_25 - Being able to 
join meetings with 

-.140  -.094  .054 

management virtually    

Q1_26 - Not choosing 
whether you work 

-.239  .075 .415 

remotely    

Q1_27 - Not meeting 
your customers face-to- 

.152 -.211  .280 

face    

Q1_28 - Not spending 
time getting to know new 

-.239  .057 .390 

employees    

Q1_29- Working more 
hours 

.067 .360 .010 

Q1_30 - Not being 
around top management 

.051 -.272  .316 

daily    

Q1_31 - Not meeting 
people from other 

-.019  -.014  .143 

departments like one    

does at the office    
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Q1_4 - Not 
having the 

office noises 
around you 

while working 

 
 
 

Q1_5 - Not 
having a fixed 

place at 
the/an office, 
where I can 

work 

 
 
 
 
 

Q1_6 - Having 
daily stand up 

meetings 
 Q1_16 - Being able to 

spend more time with 
.181 .073 .176 

family    

Q1_17 - Not spending 
time on commuting 

.139 -.134  -.054  

Q1_18 - Spending more 
time at home 

.407 .411 .221 

Q1_19 - Interacting 
mainly through Teams or 

.531 .244 .442 

other software instead of    

face-to-face    

Q1_20 - Not having 
colleagues around you 

.137 .437 .463 

when doing work tasks    

Q1_21 - Having more 
flexible working hours 

.377 .259 .265 

Q1_22 - Having social 
virtual gatherings 

-.178  .351 .189 

Q1_23 - Not seeing your 
leader face-to-face 

-.044  .065 .088 

Q1_24 - Not having a 
specific dress code when 

.295 .304 .305 

working    

Q1_25 - Being able to 
join meetings with 

.335 .473 .289 

management virtually    

Q1_26 - Not choosing 
whether you work 

.587 .212 .151 

remotely    

Q1_27 - Not meeting 
your customers face-to- 

-.028  .058 .248 

face    

Q1_28 - Not spending 
time getting to know new 

.239 .153 .354 

employees    

Q1_29- Working more 
hours 

.327 .361 .569 

Q1_30 - Not being 
around top management 

-.130  .218 .055 

daily    

Q1_31 - Not meeting 
people from other 

.056 .493 .337 

departments like one    

does at the office    
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Q1_7 - Not 
having team 

building 
sessions 

 
 
 
 
 

Q1_8 - Not 
seeing your 
colleagues 
face-to-face 

 
 
 
 

Q1_9 - Not 
having a social 

gathering 
place (e.g., 

coffee corner) 
 Q1_16 - Being able to 

spend more time with 
.178 -.174  -.043  

family    

Q1_17 - Not spending 
time on commuting 

.309 .016 .184 

Q1_18 - Spending more 
time at home 

-.158  -.054  .299 

Q1_19 - Interacting 
mainly through Teams or 

.405 .734 .862 

other software instead of    

face-to-face    

Q1_20 - Not having 
colleagues around you 

.280 .603 .687 

when doing work tasks    

Q1_21 - Having more 
flexible working hours 

.268 .176 .270 

Q1_22 - Having social 
virtual gatherings 

-.010  .098 .148 

Q1_23 - Not seeing your 
leader face-to-face 

.391 .013 .041 

Q1_24 - Not having a 
specific dress code when 

.119 .068 .376 

working    

Q1_25 - Being able to 
join meetings with 

-.080  .115 .355 

management virtually    

Q1_26 - Not choosing 
whether you work 

.277 .690 .769 

remotely    

Q1_27 - Not meeting 
your customers face-to- 

.160 .429 .317 

face    

Q1_28 - Not spending 
time getting to know new 

.239 .605 .683 

employees    

Q1_29- Working more 
hours 

.055 -.099  .151 

Q1_30 - Not being 
around top management 

.258 .100 .151 

daily    

Q1_31 - Not meeting 
people from other 

-.050  .466 .411 

departments like one    

does at the office    
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Q1_10 - 
Having 

autonomy over 
your work 
schedule 

 
 
 
 

Q1_11 - 
Building trust 
to employees 

and colleagues 
virtually 

 
Q1_12 - Not 
being able to 

travel for 
business (e.g., 

meeting 
customers and 

colleagues 
abroad) 

 Q1_16 - Being able to 
spend more time with 

-.022  -.566  .008 

family    

Q1_17 - Not spending 
time on commuting 

-.136  -.482  .147 

Q1_18 - Spending more 
time at home 

.188 -.445  -.141  

Q1_19 - Interacting 
mainly through Teams or 

.199 .365 .358 

other software instead of    

face-to-face    

Q1_20 - Not having 
colleagues around you 

.173 .297 .070 

when doing work tasks    

Q1_21 - Having more 
flexible working hours 

.010 -.047  .035 

Q1_22 - Having social 
virtual gatherings 

.462 .644 .097 

Q1_23 - Not seeing your 
leader face-to-face 

-.045  .056 .301 

Q1_24 - Not having a 
specific dress code when 

-.040  -.123  .421 

working    

Q1_25 - Being able to 
join meetings with 

-.081  -.140  .069 

management virtually    

Q1_26 - Not choosing 
whether you work 

.034 .120 .224 

remotely    

Q1_27 - Not meeting 
your customers face-to- 

.044 .274 .886 

face    

Q1_28 - Not spending 
time getting to know new 

.237 .568 .406 

employees    

Q1_29- Working more 
hours 

.249 -.222  -.085  

Q1_30 - Not being 
around top management 

-.036  -.108  .372 

daily    

Q1_31 - Not meeting 
people from other 

.348 .414 .548 

departments like one    

does at the office    
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Q1_13 - 

Having the 
possibility to 

rent a "hot 
desk" instead 

of having a 
fixed 

workstation 

 
 
 
 
 

Q1_14 - Not 
having a 

seperate HR 
department 

 
 
 

Q1_15 - Not 
having day- 

to-day 
communication 

with   
management 

 Q1_16 - Being able to 
spend more time with 

-.173  -.418  -.176  

family    

Q1_17 - Not spending 
time on commuting 

-.154  -.222  -.306  

Q1_18 - Spending more 
time at home 

-.186  -.138  -.063  

Q1_19 - Interacting 
mainly through Teams or 

.418 .238 -.018  

other software instead of    

face-to-face    

Q1_20 - Not having 
colleagues around you 

.491 .326 .415 

when doing work tasks    

Q1_21 - Having more 
flexible working hours 

.225 -.087  .309 

Q1_22 - Having social 
virtual gatherings 

.353 .532 .454 

Q1_23 - Not seeing your 
leader face-to-face 

.194 .244 .509 

Q1_24 - Not having a 
specific dress code when 

.243 .362 .098 

working    

Q1_25 - Being able to 
join meetings with 

.221 .086 .218 

management virtually    

Q1_26 - Not choosing 
whether you work 

.531 -.120  .072 

remotely    

Q1_27 - Not meeting 
your customers face-to- 

.348 .264 -.009  

face    

Q1_28 - Not spending 
time getting to know new 

.484 .307 .185 

employees    

Q1_29- Working more 
hours 

.058 .214 .140 

Q1_30 - Not being 
around top management 

-.040  .363 .424 

daily    

Q1_31 - Not meeting 
people from other 

.394 .530 .506 

departments like one    

does at the office    
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Q1_16 - Being 
able to spend 

more time with 
family 

 
 
 
 
 

Q1_17 - Not 
spending time 
on commuting 

 
 
 
 
 

Q1_18 - 
Spending 

more time at 
home 

 Q1_16 - Being able to 
spend more time with 

1.000 .400 .358 

family    

Q1_17 - Not spending 
time on commuting 

.400 1.000 .312 

Q1_18 - Spending more 
time at home 

.358 .312 1.000 

Q1_19 - Interacting 
mainly through Teams or 

-.033  .047 .080 

other software instead of    

face-to-face    

Q1_20 - Not having 
colleagues around you 

-.166  -.160  .197 

when doing work tasks    

Q1_21 - Having more 
flexible working hours 

.395 .326 .178 

Q1_22 - Having social 
virtual gatherings 

-.462  -.515  -.431  

Q1_23 - Not seeing your 
leader face-to-face 

.074 .023 -.263  

Q1_24 - Not having a 
specific dress code when 

.180 .236 .186 

working    

Q1_25 - Being able to 
join meetings with 

.267 .199 .382 

management virtually    

Q1_26 - Not choosing 
whether you work 

.023 .128 .280 

remotely    

Q1_27 - Not meeting 
your customers face-to- 

-.086  .065 -.249  

face    

Q1_28 - Not spending 
time getting to know new 

-.277  -.304  -.031  

employees    

Q1_29- Working more 
hours 

.257 .174 .464 

Q1_30 - Not being 
around top management 

.185 .389 .024 

daily    

Q1_31 - Not meeting 
people from other 

-.326  -.207  .091 

departments like one    

does at the office    
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Q1_19 - 
Interacting 

mainly through 
Teams or 

other software 
instead of 

face-to-face 

 
 
 

Q1_20 - Not 
having 

colleagues 
around you 
when doing 
work tasks 

 
 
 
 
 

Q1_21 - 
Having more 

flexible 
working hours 

 Q1_16 - Being able to 
spend more time with 

-.033  -.166  .395 

family    

Q1_17 - Not spending 
time on commuting 

.047 -.160  .326 

Q1_18 - Spending more 
time at home 

.080 .197 .178 

Q1_19 - Interacting 
mainly through Teams or 

1.000 .626 .104 

other software instead of    

face-to-face    

Q1_20 - Not having 
colleagues around you 

.626 1.000 .136 

when doing work tasks    

Q1_21 - Having more 
flexible working hours 

.104 .136 1.000 

Q1_22 - Having social 
virtual gatherings 

.164 .357 -.095  

Q1_23 - Not seeing your 
leader face-to-face 

-.122  -.037  .471 

Q1_24 - Not having a 
specific dress code when 

.266 .118 .481 

working    

Q1_25 - Being able to 
join meetings with 

.091 .360 .605 

management virtually    

Q1_26 - Not choosing 
whether you work 

.606 .578 .341 

remotely    

Q1_27 - Not meeting 
your customers face-to- 

.338 .213 .033 

face    

Q1_28 - Not spending 
time getting to know new 

.688 .720 .087 

employees    

Q1_29- Working more 
hours 

.091 .056 .390 

Q1_30 - Not being 
around top management 

.073 .125 .301 

daily    

Q1_31 - Not meeting 
people from other 

.306 .489 .203 

departments like one    

does at the office    
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Q1_22 - 
Having social 

virtual 
gatherings 

 
 
 
 
 

Q1_23 - Not 
seeing your 
leader face- 

to-face 

 
 
 
 

Q1_24 - Not 
having a 

specific dress 
code when 

working 
 Q1_16 - Being able to 

spend more time with 
-.462  .074 .180 

family    

Q1_17 - Not spending 
time on commuting 

-.515  .023 .236 

Q1_18 - Spending more 
time at home 

-.431  -.263  .186 

Q1_19 - Interacting 
mainly through Teams or 

.164 -.122  .266 

other software instead of    

face-to-face    

Q1_20 - Not having 
colleagues around you 

.357 -.037  .118 

when doing work tasks    

Q1_21 - Having more 
flexible working hours 

-.095  .471 .481 

Q1_22 - Having social 
virtual gatherings 

1.000 .170 -.012  

Q1_23 - Not seeing your 
leader face-to-face 

.170 1.000 .280 

Q1_24 - Not having a 
specific dress code when 

-.012  .280 1.000 

working    

Q1_25 - Being able to 
join meetings with 

-.142  .108 .523 

management virtually    

Q1_26 - Not choosing 
whether you work 

-.073  -.019  .269 

remotely    

Q1_27 - Not meeting 
your customers face-to- 

.190 .314 .245 

face    

Q1_28 - Not spending 
time getting to know new 

.333 .156 .149 

employees    

Q1_29- Working more 
hours 

.066 .099 .485 

Q1_30 - Not being 
around top management 

-.197  .618 .264 

daily    

Q1_31 - Not meeting 
people from other 

.365 .352 .257 

departments like one    

does at the office    
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Q1_25 - Being 
able to join 

meetings with 
management 

virtually 

 
 
 
 
 

Q1_26 - Not 
choosing 

whether you 
work remotely 

 
 
 
 
 

Q1_27 - Not 
meeting your 

customers 
face-to-face 

 Q1_16 - Being able to 
spend more time with 

.267 .023 -.086  

family    

Q1_17 - Not spending 
time on commuting 

.199 .128 .065 

Q1_18 - Spending more 
time at home 

.382 .280 -.249  

Q1_19 - Interacting 
mainly through Teams or 

.091 .606 .338 

other software instead of    

face-to-face    

Q1_20 - Not having 
colleagues around you 

.360 .578 .213 

when doing work tasks    

Q1_21 - Having more 
flexible working hours 

.605 .341 .033 

Q1_22 - Having social 
virtual gatherings 

-.142  -.073  .190 

Q1_23 - Not seeing your 
leader face-to-face 

.108 -.019  .314 

Q1_24 - Not having a 
specific dress code when 

.523 .269 .245 

working    

Q1_25 - Being able to 
join meetings with 

1.000 .540 -.024  

management virtually    

Q1_26 - Not choosing 
whether you work 

.540 1.000 .103 

remotely    

Q1_27 - Not meeting 
your customers face-to- 

-.024  .103 1.000 

face    

Q1_28 - Not spending 
time getting to know new 

.139 .475 .492 

employees    

Q1_29- Working more 
hours 

.279 -.074  -.114  

Q1_30 - Not being 
around top management 

.150 -.027  .388 

daily    

Q1_31 - Not meeting 
people from other 

.137 .234 .681 

departments like one    

does at the office    
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Q1_28 - Not 
spending time 

getting to 
know new 
employees 

 
 
 
 
 

Q1_29- 
Working more 

hours 

 
 
 
 

Q1_30 - Not 
being around 

top  
management 

daily 
 Q1_16 - Being able to 

spend more time with 
-.277  .257 .185 

family    

Q1_17 - Not spending 
time on commuting 

-.304  .174 .389 

Q1_18 - Spending more 
time at home 

-.031  .464 .024 

Q1_19 - Interacting 
mainly through Teams or 

.688 .091 .073 

other software instead of    

face-to-face    

Q1_20 - Not having 
colleagues around you 

.720 .056 .125 

when doing work tasks    

Q1_21 - Having more 
flexible working hours 

.087 .390 .301 

Q1_22 - Having social 
virtual gatherings 

.333 .066 -.197  

Q1_23 - Not seeing your 
leader face-to-face 

.156 .099 .618 

Q1_24 - Not having a 
specific dress code when 

.149 .485 .264 

working    

Q1_25 - Being able to 
join meetings with 

.139 .279 .150 

management virtually    

Q1_26 - Not choosing 
whether you work 

.475 -.074  -.027  

remotely    

Q1_27 - Not meeting 
your customers face-to- 

.492 -.114  .388 

face    

Q1_28 - Not spending 
time getting to know new 

1.000 .062 .098 

employees    

Q1_29- Working more 
hours 

.062 1.000 -.071  

Q1_30 - Not being 
around top management 

.098 -.071  1.000 

daily    

Q1_31 - Not meeting 
people from other 

.575 .057 .406 

departments like one    

does at the office    
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Q1_31 - Not 
meeting 

people from 
other 

departments 
like one does 
at the office 

 
 Q1_16 - Being able to spend more time 

with 
-.326  

family  
Q1_17 - Not spending time on commuting -.207  

Q1_18 - Spending more time at home .091 

Q1_19 - Interacting mainly through Teams 
or 

.306 

other software instead of  

face-to-face  
Q1_20 - Not having colleagues around 
you 

.489 

when doing work tasks  
Q1_21 - Having more flexible working 
hours 

.203 

Q1_22 - Having social virtual gatherings .365 

Q1_23 - Not seeing your leader face-to-
face 

.352 

Q1_24 - Not having a specific dress code 
when 

.257 

working  
Q1_25 - Being able to join meetings 
with 

.137 

management virtually  
Q1_26 - Not choosing whether you work .234 
remotely  
Q1_27 - Not meeting your customers 
face-to- 

.681 

face  
Q1_28 - Not spending time getting to 
know new 

.575 

employees  
Q1_29- Working more hours .057 

Q1_30 - Not being around top 
management 

.406 

daily  
Q1_31 - Not meeting people from other 1.000 
departments like one  

does at the office  
 

a. Determinant = .000 
 

b. This matrix is not positive definite.
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Appendix 6 - Scree Plot & Eigenvalues from SPSS 
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Appendix 7 - Parallel Analysis 
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Appendix 8 - Structure Matrix 
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Appendix 9 - Pattern Matrix 
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Appendix 10 - Component 1 Variables from SPSS 
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Appendix 11 - Component 2 Variables from SPSS 
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Appendix 12 - Component 4 Variables from SPSS 
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Appendix 13 - T-test 1 

Factor scores calculated for the t-test 
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Appendix 14 - T-test 2 

Factor scores calculated for the t-test 
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Appendix 15 - T-test 3 

 
 

 

 
 
Factor scores calculated for the t-test 
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Appendix 16 - T-test 4 
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Appendix 17 - Interview 1 
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Appendix 18 - Interview 2 
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Appendix 19 - Interview 3 
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Appendix 20 - Interview 4 



 194 



 195 



 196 



 197 



 

 

 

 

198 



 199 



 200 



 201 

Appendix 21 - Interview 5 
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Appendix 22 - Interview 6
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Appendix 23 - Pictures of Home Offices 
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Appendix 24 - Questionnaire Responses 

 
Navitrans Survey 
 
Q1 - On a scale from 1 to 7, how impactful are the following changes to you? 

 
 



 224 

# Field Minimum Maximum Mean Std 
Deviation Variance Count 

1 Q1_1 - Spending more time 
looking at a computer 1.00 8.00 4.92 2.37 5.61 26 

2 
Q1_2 -Not having time for 

yourself while commuting (e.g., to 
shut your mind off, while driving) 

1.00 8.00 5.08 2.13 4.53 26 

3 Q1_3 -Not eating lunch with your 
colleagues 1.00 8.00 5.23 2.04 4.18 26 

4 Q1_4 -Not having the office noises 
around you while working 1.00 8.00 4.00 2.11 4.46 26 

5 Q1_5 -Not having a fixed place at 
the/an office, where I can work 1.00 8.00 3.73 2.58 6.66 26 

6 Q1_6 - Having daily stand up 
meetings 1.00 8.00 4.04 2.59 6.73 26 

7 Q1_7 - Not having team building 
sessions 1.00 7.00 4.62 1.88 3.54 26 

8 Q1_8 - Not seeing your colleagues 
face-to-face 2.00 7.00 5.73 1.56 2.43 26 

9 
Q1_9 -Not having a social 

gathering place (e.g., coffee 
corner) 

1.00 8.00 5.58 1.74 3.01 26 

10 Q1_10 -Having autonomy over 
your work schedule 1.00 8.00 4.65 2.62 6.84 26 

11 Q1_11 -Building trust to 
employees and colleagues virtually 2.00 8.00 5.31 1.38 1.91 26 

12 
Q1_12 Not being able to travel for 
business (e.g., meeting customers 

and colleagues abroad) 
1.00 8.00 4.81 2.18 4.77 26 

13 
Q1_13 Having the possibility to 

rent a &quot;hot desk&quot; 
instead of having a fixed 

workstation 
1.00 8.00 4.92 2.69 7.22 26 

14 Q1_14 Not having a seperate HR 
department 1.00 8.00 4.81 2.37 5.62 26 

15 Not having day-to-day 
communication with management 1.00 8.00 4.12 2.45 6.03 26 

16 Being able to spend more time 
with family 1.00 8.00 5.15 2.18 4.75 26 

17 Not spending time on commuting 1.00 8.00 4.88 2.03 4.10 26 

18 Spending more time at home 1.00 7.00 5.00 1.78 3.15 26 

19 
Interacting mainly through Teams 
or other software instead of face-

to-face 
1.00 8.00 5.58 1.60 2.55 26 
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20 Not having colleagues around you 
when doing work tasks 1.00 8.00 5.58 1.64 2.71 26 

21 Having more flexible working 
hours 2.00 8.00 5.12 2.03 4.10 26 

22 Having social virtual gatherings 1.00 8.00 5.04 2.24 5.00 25 

23 Not seeing your leader face-to-face 1.00 8.00 3.92 1.92 3.67 25 

24 Not having a specific dress code 
when working 1.00 8.00 4.68 2.43 5.90 25 

25 Being able to join meetings with 
management virtually 1.00 8.00 4.80 2.10 4.40 25 

26 Not choosing whether you work 
remotely 1.00 7.00 4.50 1.85 3.42 24 

27 Not meeting your customers face-
to-face 1.00 8.00 4.88 2.44 5.95 25 

28 Not spending time getting to know 
new employees 1.00 8.00 5.84 1.71 2.93 25 

29 Working more hours 1.00 8.00 6.20 1.67 2.80 25 

30 Not being around top management 
daily 1.00 8.00 4.04 2.47 6.12 25 

31 
Not meeting people from other 

departments like one does at the 
office 

2.00 8.00 5.44 1.90 3.61 25 

 
 
 

# Question 

1. 
Not 

impa
ctful 
at all 

 2.  3.  4.  5.  6.  
7.Extr
emely 

impact
ful 

 

I have 
not 

experi
enced 

this 
change 

 To
tal 

1 

Q1_1 - 
Spendin
g more 

time 
looking 

at a 
compute

r 

15.38
% 4 7.69

% 2 3.85
% 1 11.5

4% 3 11.5
4% 3 19.2

3% 5 15.38
% 4 15.38

% 4 26 

2 

Q1_2 -
Not 

having 
time for 
yourself 

while 

11.54
% 3 3.85

% 1 3.85
% 1 19.2

3% 5 15.3
8% 4 7.69

% 2 30.77
% 8 7.69% 2 26 



 226 

commuti
ng (e.g., 

to shut 
your 
mind 

off, 
while 

driving) 

3 

Q1_3 -
Not 

eating 
lunch 
with 
your 

colleagu
es 

7.69
% 2 7.69

% 2 7.69
% 2 3.85

% 1 19.2
3% 5 19.2

3% 5 26.92
% 7 7.69% 2 26 

4 

Q1_4 -
Not 

having 
the 

office 
noises 

around 
you 

while 
working 

19.23
% 5 3.85

% 1 19.2
3% 5 23.0

8% 6 7.69
% 2 7.69

% 2 15.38
% 4 3.85% 1 26 

5 

Q1_5 -
Not 

having a 
fixed 

place at 
the/an 
office, 

where I 
can 

work 

30.77
% 8 15.3

8% 4 7.69
% 2 3.85

% 1 15.3
8% 4 7.69

% 2 3.85% 1 15.38
% 4 26 

6 

Q1_6 - 
Having 

daily 
stand up 
meetings 

23.08
% 6 15.3

8% 4 15.3
8% 4 3.85

% 1 7.69
% 2 7.69

% 2 11.54
% 3 15.38

% 4 26 

7 

Q1_7 - 
Not 

having 
team 

building 
sessions 

7.69
% 2 7.69

% 2 7.69
% 2 30.7

7% 8 11.5
4% 3 7.69

% 2 26.92
% 7 0.00% 0 26 
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8 

Q1_8 - 
Not 

seeing 
your 

colleagu
es face-
to-face 

0.00
% 0 7.69

% 2 3.85
% 1 7.69

% 2 15.3
8% 4 19.2

3% 5 46.15
% 

1
2 0.00% 0 26 

9 

Q1_9 -
Not 

having a 
social 

gatherin
g place 

(e.g., 
coffee 

corner) 

7.69
% 2 0.00

% 0 0.00
% 0 15.3

8% 4 15.3
8% 4 23.0

8% 6 34.62
% 9 3.85% 1 26 

1
0 

Q1_10 -
Having 

autonom
y over 

your 
work 

schedule 

19.23
% 5 7.69

% 2 11.5
4% 3 7.69

% 2 15.3
8% 4 7.69

% 2 3.85% 1 26.92
% 7 26 

1
1 

Q1_11 -
Building 

trust to 
employe

es and 
colleagu

es 
virtually 

0.00
% 0 3.85

% 1 0.00
% 0 26.9

2% 7 30.7
7% 8 11.5

4% 3 23.08
% 6 3.85% 1 26 

1
2 

Q1_12 
Not 

being 
able to 
travel 

for 
business 

(e.g., 
meeting 
custome

rs and 
colleagu

es 
abroad) 

11.54
% 3 11.5

4% 3 0.00
% 0 15.3

8% 4 23.0
8% 6 11.5

4% 3 15.38
% 4 11.54

% 3 26 

1
3 

Q1_13 
Having 

the 

15.38
% 4 15.3

8% 4 3.85
% 1 11.5

4% 3 3.85
% 1 7.69

% 2 15.38
% 4 26.92

% 7 26 
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possibili
ty to rent 

a "hot 
desk" 

instead 
of 

having a 
fixed 

workstat
ion 

1
4

Q1_14 
Not 

having a 
seperate 

HR 
departm

ent 

15.38
% 4 7.69

% 2 3.85
% 1 11.5

4% 3 26.9
2% 7 3.85

% 1 11.54
% 3 19.23

% 5 26 

1
5

Not 
having 
day-to-

day 
commun

ication 
with 

manage
ment 

19.23
% 5 7.69

% 2 26.9
2% 7 7.69

% 2 7.69
% 2 3.85

% 1 11.54
% 3 15.38

% 4 26 

1
6

Being 
able to 
spend 
more 
time 
with 

family 

11.54
% 3 3.85

% 1 3.85
% 1 15.3

8% 4 19.2
3% 5 11.5

4% 3 19.23
% 5 15.38

% 4 26 

1
7

Not 
spending 

time on 
commuti

ng 

7.69
% 2 7.69

% 2 7.69
% 2 23.0

8% 6 11.5
4% 3 7.69

% 2 30.77
% 8 3.85% 1 26 

1
8

Spendin
g more 
time at 

home 

7.69
% 2 3.85

% 1 3.85
% 1 19.2

3% 5 23.0
8% 6 15.3

8% 4 26.92
% 7 0.00% 0 26 

1
9

Interacti
ng 

mainly 
through 
Teams 

or other 

3.85
% 1 3.85

% 1 0.00
% 0 11.5

4% 3 23.0
8% 6 23.0

8% 6 30.77
% 8 3.85% 1 26 
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software 
instead 
of face-
to-face 

2
0

Not 
having 

colleagu
es 

around 
you 

when 
doing 
work 
tasks 

3.85
% 1 3.85

% 1 0.00
% 0 11.5

4% 3 26.9
2% 7 19.2

3% 5 26.92
% 7 7.69% 2 26 

2
1

Having 
more 

flexible 
working 

hours 

0.00
% 0 19.2

3% 5 3.85
% 1 15.3

8% 4 15.3
8% 4 11.5

4% 3 23.08
% 6 11.54

% 3 26 

2
2

Having 
social 

virtual 
gatherin

gs 

12.00
% 3 4.00

% 1 4.00
% 1 20.0

0% 5 20.0
0% 5 8.00

% 2 12.00
% 3 20.00

% 5 25 

2
3

Not 
seeing 

your 
leader 

face-to-
face 

16.00
% 4 12.0

0% 3 4.00
% 1 32.0

0% 8 20.0
0% 5 4.00

% 1 8.00% 2 4.00% 1 25 

2
4

Not 
having a 
specific 

dress 
code 

when 
working 

20.00
% 5 8.00

% 2 0.00
% 0 16.0

0% 4 4.00
% 1 32.0

0% 8 4.00% 1 16.00
% 4 25 

2
5

Being 
able to 

join 
meetings 

with 
manage

ment 
virtually 

4.00
% 1 12.0

0% 3 12.0
0% 3 20.0

0% 5 20.0
0% 5 8.00

% 2 4.00% 1 20.00
% 5 25 

2
6

Not 
choosing 
whether 

12.50
% 3 0.00

% 0 16.6
7% 4 20.8

3% 5 8.33
% 2 29.1

7% 7 12.50
% 3 0.00% 0 24 
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you 
work 

remotely 

2
7

Not 
meeting 

your 
custome
rs face-
to-face 

20.00
% 5 4.00

% 1 8.00
% 2 4.00

% 1 8.00
% 2 20.0

0% 5 28.00
% 7 8.00% 2 25 

2
8

Not 
spending 

time 
getting 

to know 
new 

employe
es 

8.00
% 2 0.00

% 0 0.00
% 0 4.00

% 1 20.0
0% 5 20.0

0% 5 44.00
% 

1
1 4.00% 1 25 

2
9

Working 
more 
hours 

4.00
% 1 0.00

% 0 4.00
% 1 4.00

% 1 12.0
0% 3 28.0

0% 7 24.00
% 6 24.00

% 6 25 

3
0

Not 
being 

around 
top 

manage
ment 
daily 

20.00
% 5 12.0

0% 3 16.0
0% 4 16.0

0% 4 12.0
0% 3 0.00

% 0 4.00% 1 20.00
% 5 25 

3
1

Not 
meeting 

people 
from 
other 

departm
ents like 
one does 

at the 
office 

0.00
% 0 12.0

0% 3 12.0
0% 3 0.00

% 0 20.0
0% 5 20.0

0% 5 24.00
% 6 12.00

% 3 25 



 231 

Q2 - On a scale from "extremely negatively" to "extremely positively" how do 
these aspects influence your job satisfaction? 

# Field Minimum Maximum Mean Std 
Deviation Variance Count 

1 Spending more time looking at a 
computer 1.00 4.00 3.25 0.89 0.79 20 

2 
Not having time for yourself while 

commuting (e.g., to shut your 
mind off, while driving) 

1.00 8.00 3.30 1.52 2.31 20 



 232 

3 Not eating lunch with your 
colleagues 2.00 8.00 2.95 1.36 1.85 20 

4 Not having the office noises 
around you while working 2.00 9.00 4.50 1.83 3.35 20 

5 Not having a fixed place at the/an 
office, where I can work 1.00 8.00 3.55 1.40 1.95 20 

6 Having daily stand up meetings 2.00 8.00 4.80 1.81 3.26 20 

7 Not having team building sessions 1.00 4.00 2.65 0.96 0.93 20 

8 Not seeing your colleagues face-
to-face 1.00 4.00 2.20 0.81 0.66 20 

9 Not having a social gathering 
place (e.g., coffee corner) 1.00 4.00 2.45 0.92 0.85 20 

10 Having autonomy over your work 
schedule 2.00 8.00 5.70 1.82 3.31 20 

11 Building trust to employees and 
colleagues virtually 2.00 8.00 3.35 1.39 1.93 20 

12 
Not being able to travel for 

business (e.g., meeting customers 
and colleagues abroad) 

1.00 4.00 2.68 0.92 0.85 19 

13 
Having the possibility to rent a 

&quot;hot desk&quot; instead of 
having a fixed workstation 

2.00 8.00 4.30 1.82 3.31 20 

14 Not having a seperate HR 
department 1.00 4.00 3.20 0.93 0.86 20 

15 Not having day-to-day 
communication with management 2.00 5.00 3.75 0.62 0.39 20 

16 Being able to spend more time 
with family 3.00 9.00 6.80 1.96 3.86 20 

17 Not spending time on commuting 3.00 9.00 6.00 2.02 4.10 20 

18 Spending more time at home 4.00 9.00 6.00 1.62 2.63 19 

19 
Interacting mainly through Teams 
or other software instead of face-

to-face 
1.00 8.00 3.50 1.50 2.25 20 

20 Not having colleagues around you 
when doing work tasks 1.00 8.00 3.50 1.80 3.25 20 

21 Having more flexible working 
hours 3.00 9.00 6.15 2.01 4.03 20 

22 Having social virtual gatherings 3.00 8.00 4.50 1.63 2.65 20 

23 Not seeing your leader face-to-face 2.00 5.00 3.45 0.74 0.55 20 

24 Not having a specific dress code 
when working 3.00 8.00 4.80 1.25 1.56 20 
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25 Being able to join meetings with 
management virtually 2.00 8.00 4.85 1.56 2.43 20 

26 Not choosing whether you work 
remotely 1.00 9.00 3.75 1.87 3.49 20 

27 Not meeting your customers face-
to-face 1.00 5.00 2.95 1.24 1.55 20 

28 Not spending time getting to know 
new employees 1.00 3.00 2.05 0.74 0.55 20 

29 Working more hours 1.00 4.00 2.90 0.94 0.89 20 

30 Not being around top management 
daily 3.00 5.00 3.85 0.48 0.23 20 

31 
Not meeting people from other 

departments like one does at the 
office 

1.00 5.00 2.75 0.94 0.89 20 

# Questio
n

Extre
mely 
Nega
tively 

Ver
y 

neg
ativ

e 

Som
ewha

t 
negat

ive 

Neit
her 
neg
ativ
e or 
posi
tive 

Som
ewha

t 
positi

ve 

Ver
y 

posi
tive 

Extre
mely 
positi

ve 

I have 
not 

experi
enced 

this 
chang

e 

To
tal 

1 

Spendin
g more 

time 
looking 

at a 
comput

er 

10.00
% 2 0.00

% 0 45.00
% 9 45.0

0% 9 0.00
% 0 0.0

0% 0 0.00
% 0 0.00% 0 20 

2 

Not 
having 

time for 
yourself 

while 
commut

ing 
(e.g., to 

shut 
your 
mind 

off, 
while 

driving) 

10.00
% 2 20.0

0% 4 25.00
% 5 35.0

0% 7 5.00
% 1 5.0

0% 1 0.00
% 0 0.00% 0 20 

3 Not 
eating 

0.00
% 0 45.0

0% 9 35.00
% 7 15.0

0% 3 0.00
% 0 5.0

0% 1 0.00
% 0 0.00% 0 20 
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lunch 
with 
your 

colleag
ues 

4 

Not 
having 

the 
office 
noises 

around 
you 

while 
working 

0.00
% 0 5.00

% 1 30.00
% 6 25.0

0% 5 25.00
% 5 

10.
00
% 

2 5.00
% 1 0.00% 0 20 

5 

Not 
having 
a fixed 

place at 
the/an 
office, 

where I 
can 

work 

5.00
% 1 10.0

0% 2 40.00
% 8 30.0

0% 6 10.00
% 2 5.0

0% 1 0.00
% 0 0.00% 0 20 

6 

Having 
daily 

stand up 
meeting

s 

0.00
% 0 10.0

0% 2 5.00
% 1 40.0

0% 8 25.00
% 5 

20.
00
% 

4 0.00
% 0 0.00% 0 20 

7 

Not 
having 

team 
building 
sessions 

15.00
% 3 25.0

0% 5 40.00
% 8 20.0

0% 4 0.00
% 0 0.0

0% 0 0.00
% 0 0.00% 0 20 

8 

Not 
seeing 

your 
colleag

ues 
face-to-

face 

20.00
% 4 45.0

0% 9 30.00
% 6 5.00

% 1 0.00
% 0 0.0

0% 0 0.00
% 0 0.00% 0 20 

9 

Not 
having 

a social 
gatherin
g place 

(e.g., 
coffee 

corner) 

15.00
% 3 40.0

0% 8 30.00
% 6 15.0

0% 3 0.00
% 0 0.0

0% 0 0.00
% 0 0.00% 0 20 
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1
0

Having 
autono

my over 
your 
work 

schedul
e

0.00
% 0 5.00

% 1 0.00
% 0 20.0

0% 4 40.00
% 8 

35.
00
% 

7 0.00
% 0 0.00% 0 20 

1
1

Buildin
g trust 

to 
employ
ees and 
colleag

ues 
virtuall

y

0.00
% 0 25.0

0% 5 45.00
% 9 15.0

0% 3 10.00
% 2 5.0

0% 1 0.00
% 0 0.00% 0 20 

1
2

Not 
being 

able to 
travel 

for 
busines
s (e.g., 

meeting 
custome

rs and 
colleag

ues 
abroad) 

10.53
% 2 31.5

8% 6 36.84
% 7 21.0

5% 4 0.00
% 0 0.0

0% 0 0.00
% 0 0.00% 0 19 

1
3

Having 
the 

possibil
ity to 
rent a 

"hot 
desk" 

instead 
of 

having 
a fixed 

worksta
tion 

0.00
% 0 15.0

0% 3 20.00
% 4 30.0

0% 6 20.00
% 4 

15.
00
% 

3 0.00
% 0 0.00% 0 20 

1
4

Not 
having 

a 
seperate 

HR 

5.00
% 1 20.0

0% 4 25.00
% 5 50.0

0% 
1
0

0.00
% 0 0.0

0% 0 0.00
% 0 0.00% 0 20 
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departm
ent 

1
5

Not 
having 
day-to-

day 
commu
nication 

with 
manage

ment 

0.00
% 0 5.00

% 1 20.00
% 4 70.0

0% 
1
4

5.00
% 1 0.0

0% 0 0.00
% 0 0.00% 0 20 

1
6

Being 
able to 
spend 
more 
time 
with 

family 

0.00
% 0 0.00

% 0 5.00
% 1 10.0

0% 2 25.00
% 5 

40.
00
% 

8 20.00
% 4 0.00% 0 20 

1
7

Not 
spendin

g time 
on 

commut
ing 

0.00
% 0 0.00

% 0 5.00
% 1 25.0

0% 5 30.00
% 6 

25.
00
% 

5 15.00
% 3 0.00% 0 20 

1
8

Spendin
g more 
time at 

home 

0.00
% 0 0.00

% 0 0.00
% 0 5.26

% 1 63.16
% 

1
2

21.
05
% 

4 10.53
% 2 0.00% 0 19 

1
9

Interacti
ng 

mainly 
through 
Teams 

or other 
softwar

e 
instead 
of face-
to-face 

5.00
% 1 15.0

0% 3 45.00
% 9 10.0

0% 2 20.00
% 4 5.0

0% 1 0.00
% 0 0.00% 0 20 

2
0

Not 
having 
colleag

ues 
around 

you 
when 
doing 

5.00
% 1 25.0

0% 5 35.00
% 7 15.0

0% 3 10.00
% 2 

10.
00
% 

2 0.00
% 0 0.00% 0 20 
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work 
tasks 

2
1

Having 
more 

flexible 
working 

hours 

0.00
% 0 0.00

% 0 15.00
% 3 0.00

% 0 40.00
% 8 

35.
00
% 

7 10.00
% 2 0.00% 0 20 

2
2

Having 
social 

virtual 
gatherin

gs 

0.00
% 0 0.00

% 0 30.00
% 6 35.0

0% 7 20.00
% 4 

15.
00
% 

3 0.00
% 0 0.00% 0 20 

2
3

Not 
seeing 

your 
leader 

face-to-
face 

0.00
% 0 5.00

% 1 55.00
% 

1
1

30.0
0% 6 10.00

% 2 0.0
0% 0 0.00

% 0 0.00% 0 20 

2
4

Not 
having 

a 
specific 

dress 
code 

when 
working 

0.00
% 0 0.00

% 0 10.00
% 2 30.0

0% 6 50.00
% 

1
0

10.
00
% 

2 0.00
% 0 0.00% 0 20 

2
5

Being 
able to 

join 
meeting

s with 
manage

ment 
virtuall

y

0.00
% 0 5.00

% 1 10.00
% 2 25.0

0% 5 45.00
% 9 

15.
00
% 

3 0.00
% 0 0.00% 0 20 

2
6

Not 
choosin

g 
whether 

you 
work 

remotel
y

5.00
% 1 15.0

0% 3 35.00
% 7 25.0

0% 5 10.00
% 2 5.0

0% 1 5.00
% 1 0.00% 0 20 

2
7

Not 
meeting 

your 
custome

10.00
% 2 40.0

0% 8 5.00
% 1 35.0

0% 7 10.00
% 2 0.0

0% 0 0.00
% 0 0.00% 0 20 



 238 

rs face-
to-face 

2
8

Not 
spendin

g time 
getting 

to know 
new 

employ
ees 

25.00
% 5 45.0

0% 9 30.00
% 6 0.00

% 0 0.00
% 0 0.0

0% 0 0.00
% 0 0.00% 0 20 

2
9

Workin
g more 

hours 
10.00

% 2 20.0
0% 4 40.00

% 8 30.0
0% 6 0.00

% 0 0.0
0% 0 0.00

% 0 0.00% 0 20 

3
0

Not 
being 

around 
top 

manage
ment 
daily 

0.00
% 0 0.00

% 0 20.00
% 4 75.0

0% 
1
5

5.00
% 1 0.0

0% 0 0.00
% 0 0.00% 0 20 

3
1

Not 
meeting 

people 
from 
other 

departm
ents like 

one 
does at 

the 
office 

5.00
% 1 40.0

0% 8 35.00
% 7 15.0

0% 3 5.00
% 1 0.0

0% 0 0.00
% 0 0.00% 0 20 
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Q3 - Where do you feel that you're most productive? 

 
 

# Field Minimum Maximum Mean Std 
Deviation Variance Count 

1 Where do you feel that you're 
most productive? 1.00 3.00 2.15 0.85 0.73 20 

 
 
 

# Answer % Count 

1 Remote work 30.00% 6 

2 In the office 25.00% 5 

3 Equally productive at both 45.00% 9 

 Total 100% 20 
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Q4 - To what extent do you agree or disagree with the following statements? 

# Field Minimum Maximum Mean Std 
Deviation Variance Count 

1 I was happy to move to a virtual 
workplace 1.00 5.00 3.25 1.18 1.39 20 

2 
If I had the possibility to go back to 

the traditional way of working, I 
would do so 

1.00 5.00 3.15 1.49 2.23 20 
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3 
I feel well informed about the 

ongoing change to a virtual 
workplace 

2.00 5.00 3.20 1.03 1.06 20 

4 I can contact management and HR 
when I need it 2.00 5.00 4.05 0.86 0.75 20 

5 I have regular contact with my 
supervisor 2.00 5.00 4.35 0.79 0.63 20 

6 I have everything I need for my 
home office 1.00 5.00 4.10 0.99 0.99 20 

7 My supervisor is satisfied with my 
performance when I work remotely 1.00 5.00 3.90 1.18 1.39 20 

# Question Strongly 
disagree 

Somewhat 
disagree 

Neither 
agree 

nor 
disagree 

Somewhat 
agree 

Strongly 
agree Total 

1 
I was happy 
to move to a 

virtual 
workplace 

5.00% 1 30.00% 6 15.00% 3 35.00% 7 15.00% 3 20 

2 

If I had the 
possibility to 

go back to the 
traditional 

way of 
working, I 

would do so 

15.00% 3 30.00% 6 10.00% 2 15.00% 3 30.00% 6 20 

3 

I feel well 
informed 
about the 
ongoing 

change to a 
virtual 

workplace 

0.00% 0 35.00% 7 20.00% 4 35.00% 7 10.00% 2 20 

4 
I can contact 
management 

and HR when 
I need it 

0.00% 0 5.00% 1 20.00% 4 40.00% 8 35.00% 7 20 

5 
I have regular 

contact with 
my supervisor 

0.00% 0 5.00% 1 5.00% 1 40.00% 8 50.00% 10 20 

6 
I have 

everything I 
need for my 
home office 

5.00% 1 5.00% 1 0.00% 0 55.00% 11 35.00% 7 20 
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7 

My 
supervisor is 

satisfied with 
my 

performance 
when I work 

remotely 

5.00% 1 10.00% 2 15.00% 3 30.00% 6 40.00% 8 20 

Q5 - Did you take part in the social initiatives before the change? 

# Field Minimum Maximum Mean Std 
Deviation Variance Count 

1 Did you take part in the social 
initiatives before the change? 1.00 2.00 1.11 0.31 0.09 19 

# Answer % Count 

1 Yes 89.47% 17 

2 No 10.53% 2 

Total 100% 19 



 

 

 

 

243 

Q6 - Would you join online social gatherings? 

 
 

# Field Minimum Maximum Mean Std 
Deviation Variance Count 

1 Would you join online social 
gatherings? 1.00 3.00 1.50 0.59 0.35 20 

 
 
 

# Answer % Count 

1 Yes 55.00% 11 

2 Maybe 40.00% 8 

3 No 5.00% 1 

 Total 100% 20 
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Q7 - Have there been any online social events in your team? 

# Field Minimum Maximum Mean Std 
Deviation Variance Count 

1 Have there been any online social 
events in your team? 1.00 2.00 1.80 0.40 0.16 20 

# Answer % Count 

1 Yes 20.00% 4 

2 No 80.00% 16 

Total 100% 20 
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Q8 - How many days would you like to work remotely on average per week? 

# Field Minimum Maximum Mean Std 
Deviation Variance Count 

1 
How many days would you like to 

work remotely on average per 
week? 

1.00 6.00 3.95 1.28 1.65 20 

# Answer % Count 

1 0 days 5.00% 1 

2 1 day 10.00% 2 

3 2 days 15.00% 3 

4 3 days 35.00% 7 

5 4 days 25.00% 5 

6 5 days 10.00% 2 

Total 100% 20 
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Q9 - How many days did you work remotely (in non-covid times) per week? 

 
 

# Field Minimum Maximum Mean Std 
Deviation Variance Count 

1 
How many days did you work 

remotely (in non-covid times) per 
week? 

1.00 6.00 1.84 1.53 2.34 19 

 
 
 

# Answer % Count 

1 0 days 63.16% 12 

2 1 day 21.05% 4 

3 2 days 5.26% 1 

4 3 days 0.00% 0 

5 4 days 0.00% 0 

6 5 days 10.53% 2 

 Total 100% 19 
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Q10 - Which subsidiary do you work at / belong to? 

# Field Minimum Maximum Mean Std 
Deviation Variance Count 

1 Which subsidiary do you work at / 
belong to? 1.00 3.00 1.30 0.56 0.31 20 

# Answer % Count 

1 Belgium 75.00% 15 

2 Denmark 20.00% 4 

3 Lithuania 5.00% 1 

4 Other 0.00% 0 

Total 100% 20 
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Q11 - What is your current job position? 

# Answer % Count 

8 IT development / software development 23.81% 5 

9 Sales / Business consultant 47.62% 10 

10 Marketing 0.00% 0 

11 Human Resource 0.00% 0 

12 Finance 0.00% 0 

13 Business development / R&D 0.00% 0 

14 Operations / Customer Service 23.81% 5 
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15 Other 4.76% 1 

Total 100% 21 

Q12 - If other, please state what your current job position is 

If other, please state what your current job position is 

Operations Manager 

Q13 - How long have you worked for Navitrans 

# Field Minimum Maximum Mean Std 
Deviation Variance Count 

1 How long have you worked for 
Navitrans 1.00 4.00 2.05 1.02 1.05 20 

# Answer % Count 

1 Less than 5 years 40.00% 8 

2 6-11 years 25.00% 5 

3 12-19 years 25.00% 5 

4 Over 20 years 10.00% 2 

Total 100% 20 
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Q14 - Do you see yourself as an 

# Field Minimum Maximum Mean Std Deviation Variance Count 

1 Do you see yourself as an 1.00 3.00 1.70 0.78 0.61 20 

# Answer % Count 

1 Extrovert 50.00% 10 

2 Introvert 30.00% 6 

3 I don't know / neither 20.00% 4 

Total 100% 20 
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Q15 - Choose relevant age group 

# Field Minimum Maximum Mean Std Deviation Variance Count 

1 Choose relevant age group 5.00 10.00 6.60 1.28 1.64 20 

# Answer % Count 

4 20 or younger 0.00% 0 

5 21-30 20.00% 4 

6 31-40 35.00% 7 

7 41-50 20.00% 4 

8 51-60 20.00% 4 

10 61 or older 5.00% 1 

Total 100% 20 
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Q16 - Choose relevant gender 

# Field Minimum Maximum Mean Std Deviation Variance Count 

1 Choose relevant gender 1.00 2.00 1.20 0.40 0.16 20 

# Answer % Count 

1 Male 80.00% 16 

2 Female 20.00% 4 

3 Other 0.00% 0 

Total 100% 20 
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Q17 - Do you have any additional comments regarding the transition from a 
traditional workplace to a mainly virtual one? 

Do you have any additional comments regarding the transition from a traditional workplace to a mainly 
virtual one? 
We need to transition our processes records from mailboxes to other platforms (even more than before) 
and try to adopt a working-out-loud culture to have important instructions/information available up-to-date 
in a self-evident location 
More focused work as well as flexability, but would appreciate some sort of virtual get togethers with 
colleagues. 
No good transition. 100% working remote is not the way to go. A mix between workplace & remote is 
more desirable 
At this point I still go to the office every day although I'm there alone most of the time. I have no desire to 
work from home because it's not good for my mental health since I live by myself. 
no 
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Appendix 25 - Cronbach's Alpha Reliability Statistics; Component 1 
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Appendix 26 - Cronbach's Alpha Reliability Statistics; Component 2 
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Appendix 27 - Cronbach's Alpha Reliability Statistics; Component 4 
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