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ABSTRACT 

The changes in the labour force, the economic growth, and the digitalization process 

caused a shift towards the use of non-monetary compensations, such as flexibility, to 

attract and retain talents. One of the most adopted flexible practices has been remote 

working, fostered by the necessity of social distancing caused by the spread of SarsCov2 

disease, that also had several negativities on employees’ psychology. This reorganization 

has been more challenging for some sectors, because of their rigid structure, such as the 

Italian Public Administration. For this reason, it has been chosen as context of analysis. 

Motivated by these considerations, the purpose of this research is analysing the effects of 

remote working on employees’ psychological wellbeing in the Italian public 

administration. Using a combination of qualitative -literature review- and quantitative 

investigations – statistical analyses based on a survey-, this thesis has been able to answer 

to the research question, finding that remote working has a positive impact on employees’ 

psychological wellbeing. A point of analysis is the positive relationship between work-

life balance and work engagement, since most of the scholars focused on the effects this 

outcome has on work-life balance but not the opposite. Moreover, the overall model 

represents a newness because the public administration sector is less analysed than the 

private one and the pandemic was born in the last years. The implementation of remote 

working also has practical implications, leading to a new public administration, more 

attractive, with younger workforce and a higher use of digital tools. The adoption of this 

flexible practice can be a steppingstone for the introduction of smart working. Moreover, 

it leads to the fulfilment of some sustainable goals of the Agenda 2030, such as the 

increment of innovation, growing economy, and the reduction of inequalities.  

Keywords: remote working, Public Administration, Autonomy, Time flexibility, Work-life 

balance, Psychological wellbeing, Job satisfaction, Work engagement, COVID-19 
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SOMMARIO 

I cambiamenti della forza lavoro, la crescita economica e il processo di digitalizzazione 

hanno causato uno spostamento verso l'uso di compensazioni non monetarie, come la 

flessibilità, per attrarre e trattenere i talenti. Una delle pratiche di flessibilità più adottate 

è stato il lavoro da remoto, favorito dalla necessità di distanziamento sociale causato dalla 

diffusione del morbo SarsCov2, che ha anche avuto diversi effetti negativi anche sulla 

salute psicologica dei dipendenti. Questa implementazione è stata più impegnativa per 

alcune organizzazioni, a causa della loro struttura rigida, come la Pubblica 

Amministrazione italiana. Per questo motivo, è stata scelta come contesto di analisi.  Lo 

scopo di questa ricerca è quindi analizzare gli effetti che il lavoro da remoto ha sul 

benessere psicologico dei dipendenti nella pubblica amministrazione italiana. Utilizzando 

una combinazione di analisi qualitative - revisione della letteratura - e quantitative - 

analisi statistiche basate su un questionario -, questa tesi ha potuto rispondere alla 

domanda di ricerca, dimostrando che il lavoro a distanza ha un impatto positivo sul 

benessere psicologico dei dipendenti. Un importante contributo è dato dalla relazione 

positiva tra il work-life balance e il work engagement, dato che la maggior parte degli 

studiosi si è concentrata sugli effetti che questo risultato ha sul work-life balance ma non 

il contrario. Inoltre, il modello complessivo rappresenta una novità perché il settore della 

pubblica amministrazione è meno analizzato di quello privato e la pandemia è nata negli 

ultimi anni. L'implementazione del lavoro a distanza ha anche implicazioni pratiche, 

portando ad una pubblica amministrazione nuova, più attraente, con una forza lavoro più 

giovane e un maggiore uso di strumenti digitali. L’adozione di questo tipo di flessibilità 

può essere un trampolino di lancio per l'introduzione dello smart working. Inoltre, il 

lavoro da remota porta al raggiungimento di alcuni obiettivi sostenibili dell'Agenda 2030, 

come l'aumento dell'innovazione, la crescita economica e la riduzione delle 

disuguaglianze.  
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EXECUTIVE SUMMARY 

The last years have been signed by an element that changed the way of living and, 

consecutively, working in Italy. COVID-19 pandemic started at the beginning of 

December 2019 in China and arrived in Italy at the end of February 2020. The 9th of 

March 2020 the Italian Prime Minister declared the first national lockdown and the 

population has been forced to stay at home to avoid the spread of the virus. This provoked 

the necessity to adapt the way of working for most of the sectors. Companies decided to 

put in place remote working to overcome the lockdown, where possible.  

The use of flexible practices already was an ongoing employees’ request, sped up by the 

pandemic. In fact, the changes in the labour force, the economic growth, and the 

digitalization process caused a shift towards more organic organizations, in which 

employees have more responsibilities and are perceived as essential for the company. 

Organizations started a “war of talents” to increase productivity. To acquire the best 

workforce of the market they must leverage on the necessities of employees and the non-

monetary compensations, like flexibility.  

Remote working is the type of flexible work arrangement experienced by employees 

during the pandemic. It indicates the discretion over the working time and space achieved 

through digitalization. Remote working can increase autonomy and reduce commuting 

time and time pressure. This construct has also a dark side since some scholars found an 

increment of negative feelings such as isolation and the perception of being always at 

work. Moreover, most of the scholars agree on considering remote working negative 

affecting work-life balance, because the boundaries between work and family are more 

blended.  

The implementation of remote working during the difficult period of lockdown primarily 

has a psychological impact on employees. The combination of anxiety and fear caused 

by the pandemic and the perception of always being at work can disrupt well-being, 

defined as the quality of the employees’ experience at work (Warr, 1987), especially on 
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the psychological side, resulting in “unhappy” employees. This has also consequences on 

organizations since wellbeing has a direct impact on employees’ productivity. 

The purpose of this research is, therefore, analysing the effects of remote working on 

employees’ psychological wellbeing in the Italian Public Administration, to understand 

if the relationship is positive or negative. 

This specific environment of the public administration has been taken into consideration 

because the introduction of remote working implies a challenge for the organization. In 

fact, the Italian public administration is based on the Napoleon bureaucracy, with a rigid 

hierarchical structure. In this context, flexibility and autonomy are at their minimum. 

Some measures have been introduced to make the public administration less rigid. For 

example, the European Union introduced the eGovernment Action Plan to implement best 

practices and Agenda 2030, the sustainable plan for a growth based on the SDGs, the 

goals aiming at increasing environmental, social, and economic sustainability. In 2017, 

direttiva Madia set the basis to the implementation of remote and smart working with the 

purpose of increasing work-life balance.  

To acquire the information needed, a literature review has been conducted. This passage 

has been vital to understand the context and the elements that characterize the research 

question. This is the starting point of the qualitative section of this thesis. The research 

has been conducted majorly on Scopus, using research keys. The papers have been then 

catalogued and carefully analysed. 

First, the research question has been decomposed to find which constructs add to the 

model. 

Remote working is defined as working from anywhere at any time (Kurland and Bailey, 

1999). This definition directly encloses the concepts of time and spatial flexibility. 

Flexibility is defined as “the discretion over where and when work is completed” (Allen 

et al., 2013, pp.349), indicating respectively spatial and temporal flexibility. This 

definition introduces the concept of “discretion”, the freedom of choice, autonomy. It is 

then possible to add autonomy as element of remote working since employees must have 

autonomy to experience flexibility. Spatial flexibility has been excluded from the analysis 
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since employees were forced at home because of the lockdown, therefore they did have 

not the possibility to experience this construct. In conclusion, in this thesis remote 

working has been considered as the combination of temporal flexibility and autonomy.  

The benefits of flexibility and autonomy for employees are majorly due to the possibility 

of balance personal and professional lives. In fact, thanks to the increment of work-life 

balance caused by these two constructs, employees can experience job satisfaction and 

work engagement.  

Due to this consideration, the effects of remote working on psychological wellbeing are 

mediated by work-life balance. Work-life balance is the combination of the satisfaction 

maximization and the minimization of the conflicts that may arise managing different life 

spheres. Employees able to balance their lives perceive themselves as more stable, 

fulfilled, and gratified. Overall, work-life balance is able to increase work-related 

outcomes, such as job satisfaction, nonwork-related outcomes, such as family 

satisfaction, and to reduce stress-related outcomes, like exhaustion. Who experience 

work-life balance is satisfied by life, increasing their performances in all the areas of their 

life. 

Psychological wellbeing is composed by two elements. The first is hedonic and indicates 

the subjective experience of pleasure. The latter is the eudaimonic and defines employees’ 

fulfilment and realizations. These two components are represented, respectively, by job 

satisfaction and work engagement. Now on, the constructs will be considered as the 

representation of psychological wellbeing and will constitute the outcomes of the 

research. The concepts of work engagement and job satisfaction are mutually influenced 

by each other. This means that employees that experience work engagement are likely to 

experience job satisfaction and vice-versa. 

Work engagement and job satisfaction, through flexibility and autonomy, have impacts 

on organizations’ health. Thanks to the ability of better managing time and resources, 

employees are more satisfied and engaged at work. Companies experience an increment 

of profitability because employees are able to work better, with higher levels of 

effectiveness and efficiency. This reduces the risk of having employees that start working 
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late, with low effort and develop an antisocial behaviour. Moreover, companies become 

more attractive since they have seen as supportive of employees’ personal needs.  

After the description of the constructs of the model, it is possible to have a look on the 

relationships between the variables. The majority of them have been widely studied in the 

private area but constitute an element of novelty in the public sector. The research aims 

at filling the gaps found identifying, for example, the perception of work engagement and 

job satisfaction in the public administration. The relationship between work-life balance 

and work engagement, instead, has not been studied neither in the private sector. This is 

one of the main contributions that this thesis gives.  

The relationships proposed represent the hypotheses of the model, summarized in the 

table below with the reasoning that brought to the formulation of the hypothesis. 

HYPOTHESIS FINDINGS 

H1: time flexibility 

positively affects work-

life balance 

Work-life balance is one of the major outcomes of time 

flexibility. Employees can better manage time allocation 

and reduce conflicts. It might create a bend of boundaries, 

reducing work-life balance. Some scholars consider this 

relationship only indirect, mediated by autonomy. 

H2: autonomy positively 

affects work-life balance 

Autonomy is the main antecedent of work-life balance. 

Employees have the freedom to organize their work, 

giving them the possibility to efficiently manage their 

work and non-work life. 

H3: work-life balance 

positively affects the job 

satisfaction 

Trough work life balance, companies are seen as 

supportive and family friendly, increasing employees’ 

satisfaction. Work life balance must be pursued to avoid 

that work-to-family reduces job satisfaction. 
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H4: Work-life balance 

positively affects work 

engagement. 

Scholars consider work engagement affecting work-life 

balance but not the opposite. This hypothesis arises from 

an Aristotelian syllogism: “WLB and JS are positively 

related” (H3), “JS and WE are positively related” (as 

explained before) then “WLB and WE are positively 

related”. 

 

Table 1:The hypotheses of the model and related findings 

The first two hypotheses represent the inner hypothesis of positive relationship between 

remote working and work-life balance. This point is another contribution apported by this 

thesis since differs from the negative relationship proposed by most of scholars, as 

explained before. 

The other two hypotheses indicate the effects of work-life balance on psychological 

wellbeing, both in its hedonic and eudaimonic terms. The effects of work-life balance on 

psychological wellbeing are little-studied and constitute another gap that this thesis fulfil. 

Since work-life balance has life satisfaction as ultimate outcome and life satisfaction 

encloses the concept of happiness- that is psychological wellbeing- it is possible to 

consider the hypothesis of positive relationship supported by the literature. 

Some control variables have been added to the model to understand if the constructs have 

an external influence besides the relationships proposed.  

 

Figure 1: The model 
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Building the model has been the starting point of the quantitative section of this research. 

The hypotheses proposed have been tested according to statistical analyses performed 

using the software STATA14. The numerical information needed have been taken 

proposing a survey to a data sample composed by employees of the National Firefighters’ 

Brigade. The main purpose of the association is the public rescue and the fire prevention 

and extinction.  

The survey gave two main information: the generalities of the respondents, such age and 

gender, and the answers to the items constituting the constructs. Since the purpose of this 

research is analysing the effects of remote working, only employees that had the chance 

to experience it have been included in the final sample. This kind of employees are 

associable to standard office workers of the Public Administration. The big size of the 

sample -1550 respondents after the skimming- gives solidity to the statistical results. 

All the items are based on 1-5 Likert scale and, for this reason, the results are comparable. 

The questions related to the constructs have been selected and analysed according to 

certificate scales, to give a theoretical consistency. This validation makes the results more 

reliable since the items are attributed by the literature to the specific constructs that are 

under analysis. The table below indicates the number of items of each construct and the 

scale associated. 

CONSTRUCT 
N° OF 

ITEMS 
SCALE 

FH 3 Work culture scale (Campbell Clark, 2001), 

JA 3 
Work design questionnaire (Morgeson and Humphrey, 

2006) 

WLB 4 
satisfaction with Work-life-balance and work interference 

with personal life scales (Banu and Duraipandian, 2014) 

JS 4 
Michigan organizational assessment Package (Berg et al., 

1975) 

WE 3 Utrecht Work Engagement scale (Schaufeli et al., 2002). 

Table 2: The constructs’ composition and referred scales 
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The constructs have been evaluated with some statistical instruments. The Cronbach’s 

Alpha analyses the statistical reliability of the construct. The structural equation modeling 

(SEM) tests the hypotheses based on the relationships of the model with the Path analysis, 

and the fitting of the model with the Confirmatory factor analysis. Moreover, some 

descriptive statistics have been added to the analysis to have a better look on the 

generalities of the respondents. This allowed us to interpret the numbers depending on 

the characteristics of the respondents. 

The level of Cronbach’s Alphas and the SEM led to the acceptance of the model and the 

items that constitute the constructs. In addition, the mean values of the constructs show 

that all of them are over the sufficiency level (3), demonstrating that employees 

experience all the constructs proposed. 

The confirmatory analysis shows that, overall, the constructs represent the reality, even 

if the values of job autonomy and job satisfaction might be improved. 

In addition, some fit indices have been included, to understand if the model fits with the 

data or not. The indices are in the range of acceptance, leading to the conclusion that the 

model is a good representation of the reality. Despite this, the results are not totally  

optimal, showing that there is room for improvement. 

The p-value indicates whether it is possible to accept the relationship or not. It is the 

indicator of the null hypothesis – that express no relationship between the variables. If 

this value is low enough to refuse the null hypothesis, the relationship is confirmed.  

The path coefficient represents the correlation between the independent variable – the one 

that is manipulated to identify the effects it has on another variable- and the dependent 

variable – the one whose variations are studied. The sign of this value indicates if the 

relationship is positive or negative. 

The acceptance of the hypothesis followed a two-steps approach. The p-value has been 

used to confirm the relationships while the path coefficient indicates the positivity of the 

relationships. Since the p-values are all 0 and the path coefficient is positive in each 

relationship, all the hypotheses are confirmed. 



20 
 

The results show that time flexibility and autonomy have a positive impact on work-life 

balance also in the public sector. In particular, the relationship between work-life balance 

and autonomy is the strongest among the antecedents, as suggested by the value of the 

path coefficient. This result is in line with the findings in the private sector, since many 

scholars consider work-life balance a direct consequence of autonomy. Time flexibility 

has an impact slightly lower than autonomy. Despite this, the direct relationship is 

confirmed, contrasting with the idea that flexibility influences work-life balance only 

through autonomy. It is important to underline that temporal flexibility is the construct 

with the lowest mean value and the highest standard deviation, indicating that employees 

had some difficulties in experiencing the flexibility expected. Therefore, this may have 

twisted the final result, giving autonomy a higher impact on work-life balance than 

flexibility. 

Overall, work-life balance is positively influenced by remote working. This finding is 

contrasting with most of the scholars, that highlighted the negative impact it has on 

balance. Employees did not experience an increment of work-family conflict, as it is 

possible to see from the high mean value of the item that indicates this feeling (WLB3). 

It is also true that work-life balance has an impact on psychological wellbeing, both in 

terms of job satisfaction and work engagement.  

The relationship between job satisfaction and work-life balance in the public sector is in 

line with the findings on the private one.  

Due to its newness, one of the main contributions is given by the verification of the 

hypothesized relationship between work-life balance and work engagement. The 

hypothesis is strong since it has the highest value of path coefficient. The only negativity 

encountered is on the item of work engagement representing vigor. This might be a 

symptom of burnout, probably caused by the pandemic.  

Overall work-life balance has been able to contrast and overcame the negative 

psychological implication of the pandemic - such as fear, anxiety, loneliness – bringing a 

positive contribute to employees’ psychological wellbeing.  
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In conclusion, the findings are consistent with prior research done in the private sector 

but, in addition, they give further contributions to the literature, analysing the constructs 

in the context of the public administration. The implementation of remote working in this 

field is not well-studied, mainly due to the newness of the topic. Moreover, it represents 

a challenge since this practice is in contrast with the rigid and hierarchical structure of the 

public administration. 

The results show that public administration employees perceived a good level of remote 

working since the mean value of the antecedents are over the sufficiency level. Moreover, 

they also took advantage of the implications of this practice, as suggested by the high 

mean values of the outcomes and the mediator. Flexibility and autonomy increase the 

perception of being valuable and reduce red tape, increasing, overall, employees’ 

psychological wellbeing also in the public administration. 

In light of all the consideration done it is possible to state that the research question has 

been verified: remote working has a positive impact on psychological well-being. The 

initial hypothesis of negative relationship is then denied, proving that remote working’s 

positive implications are higher than the strain caused during the pandemic. 

Even if this relationship is not studied, it is possible to extrapolate some supportive 

considerations from the literature. The Job Demand Resource model indicates flexibility 

and autonomy as two key resources able to contrast the strain caused by job demands, 

increasing employees’ psychological wellbeing. Moreover, autonomy is recognized as 

essential need in the Self Determination theory, able to influence both the hedonic and 

the heudaimonic meanings of psychological wellbeing.  

The relationship is then confirmed also by the literature, even if indirectly. This element 

is another point of newness since it solves the biggest gap encountered, indicating some 

possible psychological effects of the pandemic and also a key to solve them. 

This research has some practical implications too. The analysis of the descriptive statistics 

highlighted some negativities experienced by the youngest workforce, probably because 

of the inconsistencies between their expectations and the old-style management typical 

of the public administration.  
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The implementation of flexible practices will lead to a change of the public administration 

structure. Other than increasing their productivity, the organization will be seen as more 

effective, efficient, and dynamic. The care of the non-monetary compensations will attract 

new young talent, reducing the average age of workers of the organization, that nowadays 

is an “old PA”, compared with other Countries. The increment of young workforce will 

have a positive impact also in the implementation of new digital practices since they are 

more used to digital tools.  

The contribution is given also in terms of useful leverages to thwart phenomena that might 

lead to negative consequences, like the pandemic. In fact, the high value of work life 

balance indicates that the positive feelings provoked by the balance between work and 

non-work life have been able to overcome the negativities caused by the pandemic. 

This test on remote working might be seen as a starting gate for the introduction of real 

smart working practices, not experienced during the pandemic because of the absence of 

some leverages, such as spatial flexibility, physical layout, and – most important – a 

change of leadership style.  

Lastly, it leads to the fulfilment of some SDGs of the sustainability Agenda 2030, 

reducing inequalities, fostering economic growth and the innovation. 

This research has some limits, mainly derived from endogenous and exogenous factors. 

The analysis of the model during COVID-19 pandemic might have twisted some results, 

and the pre-constructed survey reduced the possibility to analyse some elements, such as 

the managerial style adopted.  

The limits of the thesis arise other important questions to be analysed in further research, 

such as the leadership style adopted by PA managers or if employees experienced low 

levels of vigor due to the pandemic or other factors. Moreover, the organizations point of 

view might be adopted, analysing more in deep the monetary and non-monetary effects 

remote working has. 



23 
 

1 INTRODUCTION 

During the last decades employees increasingly asked for tailored working conditions, 

distant from standardized duration-location and hierarchical corporations (Beers, 2000). 

This change is mainly requested to better fit their personal necessities, balancing work 

and private life (Rousseau et al., 2006). The necessity of new working conditions is 

caused by, for example, an increment of women in the labour force, dual-earner families, 

increment in employees’ education or seeking of personal interests (Cahill et al., 2014). 

These kinds of employees have significant responsibilities both at work and with private 

life (Campbell Clark, 2001) and require a job that can give them a balance in their lives.  

This necessity shown by employees is fulfilled with the implementation of flexible work 

arrangement practices, incrementing autonomy, satisfaction, and sense of belonging. 

Moreover, from the company point of view, continuing in keeping the classic working 

conditions is reducing productivity and innovation and it is promoting undesirable 

behaviours (Digital Leaders 2014), increasing employees’ disengagement and 

unsatisfaction. The trend of shifting from a mechanic into an organic vision of the 

companies1 is lifting up the figure of professional employees, with unique capabilities 

and knowledge. The “war for talent” has become a key challenge for organizations 

(Pfeffer, 2001). For this reason, organizations decided to improve their attraction (Lievens 

et al., 2001), giving “the envisioned benefits that a potential employee sees in working 

for a specific organization” (Berthon et al., 2005, p. 156). A company that takes care of 

the needs of its employees is more able to attract high-level workers, that increases the 

profitability and creates a competitive advantage for the company itself. In fact, possible 

future employees do not only consider the monetary compensation, but also other non-

monetary factors, such as work conditions and a balance between work and private life 

(Boswell et al., 2003). 

 
1 In the organic company employees are perceived as an active part of the organization, an organ, 
not just a mere gear of the company-machine like in the case of the mechanic view. 
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For these reasons, companies have incentives in satisfying what demanded by employees. 

Organizations are becoming leaner and more agile with less hierarchical structure, less 

authoritative, and continually reorganizing (Lee, 2016).  

Nowadays, this shift towards new work conditions and flexible practices have been 

possible primarily thanks to the rise of digitalization.  

Digitalization is the usage of digital technologies to innovate a business model, providing 

new opportunities (Parida et al., 2019).  

The adoption of digital technologies to follow the changing environment is leading to 

radical changes in the business (Lyytinen and Rose, 2003). For example, ICT availability 

is changing work and employment. It allows employees to choose where and when to 

work, as well as how to work, giving the possibility to exploit flexibility and autonomy 

(Lee, 2016). Moreover, new patterns of communication are emerging, and hierarchical 

structures are being reduced (Burke and Cooper, 2006).  

Information and communication technologies change the nature of work, allowing a wide 

range of possibilities to move away from the strict and preconstructed work standards 

(such as work 5 days a week, 8 hours per day) and move towards a flexible and employee- 

oriented environment.  

The processes have been innovated, employees have been empowered, knowledge 

shared, and the management has become more human-centred (Lee, 2016).  

Human centricity and the shift toward flexible practices have been fostered by the arising 

awareness on the sustainability issue. Sustainability is often associated with the 

environment, as impact of society on the planet and possible solutions. Nevertheless, 

sustainability can be divided in three main pillars: environment, social and economic. 

Environmental and economic are related to the usage and consumption of resources, in 

an ecologic way for the former, and controlled and efficient way for the latter, to ensure 

an operational profit that sustain the company in the long run. Social sustainability, 

instead, refers to social wellbeing, overcoming barriers and transforming the society in 
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human-centred. This last type of sustainability is the one more in line with the trends 

analysed before and helps in achieving the cultural shift caused by the changing 

environment. The focus on sustainability is important not only for the creation of a new 

idea of working in people’s mindsets, but also because institutions have been directly 

involved, introducing plans and laws on sustainability. For example, the European Union 

has drawn up a sustainable development plan (Agenda 2030), based on Sustainable Goals 

(SDGs)2. The three pillars are taken into account, giving to each EU Nation the 

achievement of these goal as objective for 2030. The social goals related to this change 

in the work environment are, for example, gender equality and decent work conditions, 

ensuring the good balance between the work and non-work life. 

In conclusion, the requests of new work practices have been satisfied thanks to the joint 

influence of different trends, such as the increment of consciousness of human centricity 

and the social sustainability. 

These two trends have been supported by the technological innovation, that offers a 

solution to adopt the new practices. Thanks to these trends, employees’ well-being has 

been central for organizations.  

This shift towards human centred practices has been facilitated and fostered by a new 

global challenge, the COVID-19 pandemic. The adoption of containment measures 

drastically modified the lives of all. Organization has been forced to change the way of 

working and introduce some flexible practices, such as homeworking. It has not been 

possible to implement all the flexible practices available, like spatial flexibility since 

people were forced to stay at home. 

For this reason, an explanation of this phenomenon will be provided to better understand 

the environment of analysis. After a general overview of the topic, the economic and 

 
2 The SDG are 17 goals, to be fulfilled within 2030. In detail, they are: No Poverty, Zero Hunger, 
Good Health and Well-being, Quality Education, Gender Equality, Clean Water and Sanitation, 
Affordable and Clean Energy, Decent Work and Economic Growth, Industry, Innovation and 
Infrastructure, Reduced Inequality, Sustainable Cities and Communities, Responsible 
Consumption and Production, Climate Action, Life Below Water, Life on Land, Peace and Justice 
Strong Institutions, Partnerships to achieve the Goal 

https://www.un.org/development/desa/disabilities/?page_id=6226&preview=true
http://www.un.org/development/desa/disabilities/envision2030-goal2.html
http://www.un.org/development/desa/disabilities/envision2030-goal3.html
http://www.un.org/development/desa/disabilities/envision2030-goal4.html
http://www.un.org/development/desa/disabilities/envision2030-goal5.html
http://www.un.org/development/desa/disabilities/envision2030-goal6.html
http://www.un.org/development/desa/disabilities/envision2030-goal7.html
http://www.un.org/development/desa/disabilities/envision2030-goal7.html
http://www.un.org/development/desa/disabilities/envision2030-goal8.html
http://www.un.org/development/desa/disabilities/envision2030-goal9.html
http://www.un.org/development/desa/disabilities/envision2030-goal9.html
http://www.un.org/development/desa/disabilities/envision2030-goal10.html
http://www.un.org/development/desa/disabilities/envision2030-goal11.html
http://www.un.org/development/desa/disabilities/envision2030-goal12.html
http://www.un.org/development/desa/disabilities/envision2030-goal12.html
http://www.un.org/development/desa/disabilities/envision2030-goal13.html
http://www.un.org/development/desa/disabilities/envision2030-goal14.html
http://www.un.org/development/desa/disabilities/envision2030-goal15.html
http://www.un.org/development/desa/disabilities/envision2030-goal16.html
http://www.un.org/development/desa/disabilities/envision2030-goal16.html
http://www.un.org/development/desa/disabilities/envision2030-goal17.html
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psychological effects of COVID-19 pandemic on people will be analysed since they affect 

employees’ well-being. 

1.1 COVID-19 PANDEMIC 

The severe acute respiratory syndrome coronavirus-2 (SARS-CoV-2) is one of the most 

severe worldwide pandemics in recent history.  

Covid started at the beginning of December 2019 in China, and rapidly spread all over 

the world.  

Italy has been one of the most affected countries in Europe -4,26 mln (Dong et al., 2020)- 

and the second for number of deaths -127.000 (Onder et al., 2020).  

At the beginning of March 2020, the World Health Organization (WHO) officially 

declared the COVID-19 outbreak a pandemic. All the Governments have progressively 

adopted restrictive measures. The 9th of March 2020, the Italian Prime minister Giuseppe 

Conte announced the beginning of a national lockdown in Italy to contrast the 

advancement of the virus. During the period of lockdown, the population has not been 

allowed to go outside without a necessity. Most of the companies have been forced to set 

home-working practices to respect the lockdown. Privates have been forced to stay at 

home, the use of the mask has become mandatory, and all the non-essential businesses 

have been suspended in the entire Nation, including schools.  

1.1.1 Economic effects 

Pandemics have severe economic consequences. COVID-19, for example, caused a 

global economic contraction of 5% in 2020 (International Monetary Fund, 2020).  

Carlsson-Szlezak et al. (2020a), Carlsson-Szlezak et al. (2020b) and Jonas (2013) 

identified three main impacts. The first is the direct impact, consisting in hospitalization, 

medical costs, and sanitization measures. The second one is the indirect impact, related 

to the supply chain. The indirect cost is related with loss of labour and production as 

major effect, but also to the disruption of services as cascading effect. Pandemics led to 

prolonged periods of lay-offs and rose unemployment. The third one is the avoidance 
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reaction, which is the reduced consumption of goods and services. During the pandemic 

there has been a reduction of consumption that can become a change in the citizens’ 

habits, keeping the consumption low even after the pandemic.  

Some measures have been taken by the Italian government as economic support. One of 

the most important is “cura Italia” with, for example, payroll subsidies, financial aid, and 

freezing of mortgages (Bassan et al., 2021).  

1.1.2 Psychological effects 

Italy has been one of the first countries starting the fight against the pandemic. The 

restrictions taken were based on previous knowledge but with a certain degree of 

uncertainty of results. During the first tide, hospitals were saturated since the number of 

hospital patient requiring incubation was higher than the number of machineries available 

(Tundo, 2020). This caused anxiety, a sense of unprotection and the fear of losing the 

loved ones, especially the elderly, the most vulnerable. One of the most important 

symbols of the scarfs that the pandemic will leave in Italians’ mind is the parade of 

military vehicles moving the coffins from the Bergamo cemetery since there were no 

space left there (Bassan et al., 2021). 

The pandemic is not finished yet. This means that it is very difficult to have a clear vision 

of the psychological diseases that it is causing. People may experience an increased sense 

of efficacy, adapting to the situational needs and remaining effective in their work and 

families (Marjanovic et al., 2007). However, others may experience adverse mental states, 

worsening pre-existing psychopathology or developing psychiatric symptoms, especially 

depression, anxiety, post-traumatic stress disorder (PTSD) and suicidal ideation 

(Marjanovic et al., 2007), fostered by the economic- state uncertainty and the fear of be 

infected or lose the loved ones.  

To have a more detailed information, it is possible to analyse the psychological effects on 

people starting from the past pandemics. For example, the SARS outbreak in 2003 

reported an increment of anger, emotional exhaustion, low mood, and irritability. In these 

conditions, people may report fear, nervousness, sadness, guilt, frustration, and boredom 

due to confinement, loss of usual routine (Marjanovic et al., 2007).  
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Despite the considerations that it is possible to take from the evidence of the past, very 

few research indagate the effects of COVID-19 pandemic on the psychology of 

employees (Castellini et al., 2021). 

 

1.2 PURPOSE AND ARTICULATION OF THE RESEARCH  

This research aims at understanding the effects of remote working on employees’ 

psychological wellbeing during the difficult period of COVID-19 pandemic in the context 

of public administration. In fact, during this period, negative feelings and fear can disrupt 

their well-being in both private and professional employees’ lives, reducing satisfaction, 

engagement and, then productivity for companies. Giving employees time flexibility and 

autonomy might be a possible solution to mitigate the negative effects and foster the 

positive ones. In this way, the balance between the different life spheres can be re-

established and employees can find stronger incentives to have positive feelings towards 

their job.  

In order to answer to this research question, different steps will be performed.  

First, a literature review will be conducted to understand the theoretical background. The 

conceptual evolution of each variable will be investigated, and the related effects on 

employees and organizations will be analysed.  

After the definition of the theoretical background, the focus will be put on the context: 

remote working in public administration. Public Administration works differently from a 

private company since the primary purpose is not to maximize profit. Moreover, it is 

affected by over bureaucracy, strong hierarchies, and low employee-orientation. After the 

analysis of the sector, remote working practices will be introduced, with a focus on the 

effects it has on employees and organizations. 

The second chapter concerns the explanation of the model created to answer to the 

research question, with the definition of the main elements that compose the model, the 

relationships, and the control variables. In this chapter the hypotheses and other general 

gaps found will be presented. 
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The third chapter is the starting point of the empirical section of this thesis. In fact, the 

method used to perform the quantitative analysis will be described in this section.  The 

analyses will be performed using STATA14. In detail, the explanation of the referring 

sample, the survey and the classification, and the type of statistical analysis done on the 

survey will be introduced. 

After the definition of the model and the methods used, the results have been presented 

in the chapter four, including the descriptive analysis, the validation of the hypotheses, 

the control variables and the model as a whole.  

The results have then been discussed in the fifth chapter, comparing the findings of the 

literature with the empirical evidence obtained from the statistical analysis performed on 

the survey. In particular, the theoretical contribution that this research provide will be 

presented as well as the practical implications of the research question. This chapter also 

includes the limits of this thesis and a cue for future analyses related to the topic.  

The last chapter concern the conclusion of the thesis, with a summary of the steps 

performed to solve the research question. The main contributions will be highlighted.  
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2 THEORETICAL BACKGROUND 

In this chapter an analysis of the theoretical background is conducted, with a focus on the 

variables of examen and the referring context.  

It represents the first explanation of model. In particular, remote working is defined in the 

meanings of time flexibility and autonomy, while psychological wellbeing is articulated 

in work engagement and job satisfaction.  

The literature has been reviewed following a procedure, as presented in the paragraph 

below. 

2.1 METHODOLOGY 

The literature review has been carried out in order to deeply understand the effects of 

remote working on public administration employees’ wellbeing in the Italian public 

administration during the pandemic. An analysis of the constructs of the model has been 

executed (see 2.2 The constructs), with a focus on the definitions provided and the effects 

that each construct has on employees and organizations. The analysis of the context has 

been fundamental, since it is a peculiar and new field of study. 

Moreover, the constructs have been compared to each other in order to find the most 

relevant relationships for the model (see section 3.3 Hypotheses). In this way it has been 

possible to highlight the effects of the combination and some eventual lacks in the 

literature.  

This review has been performed analysing books and scientific papers. The research of 

the documents has been mainly conducted on Scopus and partially on ResearchGate and 

Google Scholar, depending on the availability of the paper of interest. Additional papers 

have been selected directly from other papers’ bibliography, when the authors cited other 

papers as cornerstone of literature in some topics.  

Generic knowledge, such as the Italian history or the theory related to the statistical 

analyses, has been researched also on encyclopaedias, books and online articles.  
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First, the definition of the variables and the context has been performed. After this step, 

the relationship between the variables has been explained, to give a theoretical validity 

and find some gaps in the literature.  

To perform the first part of analysis, the papers have been found with the use of keywords 

such as “work-life balance”, “job satisfaction”, “flexible work arrangement”, 

“autonomy”, “work engagement”.  

After this analysis, articles related to the context have been searched using words such as 

“public administration” and “public sector”. For what concern remote working, the 

number of keywords is higher, since the concept has different and equivalent names (see 

2.3.2 Remote working), such as “remote working”, “teleworking”, “telecommuting”, 

“home working”. A small analysis on smart working has been carried out to explain why 

this leverage has not been used for the analysis.  

Moreover, the section related to the relationships has been developed searching for a 

combination of keywords, such as “work engagement AND work-life balance”.  

The approach during the analysis has been always the same. The general research has 

been executed in order to have a first look on the variables and on the macro elements of 

the thesis. After this phase, a specific analysis has been performed, to find reliable articles. 

Then, the articles have been selected depending on the abstract proposed. A bookshelf of 

articles has been created, ordered in an excel file with title, authors, publication year, 

abstract and important elements arisen during the lecture. The important information have 

been taken from the articles, quoted directly and indirectly and reported in the 

bibliography chapter.  

2.2 THE CONSTRUCTS 

A literature review has been conducted in order to build the necessary body of knowledge 

to better understand the phenomenon studied. In this part, all the constructs that will be 

empirical tested are analysed.  

After the definition of the practices given by organizations, their effects on employees 

and companies are analysed. Work-life balance is one of the biggest benefits that workers 
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experience, connected to work engagement and job satisfaction as ulterior positive 

consequences. 

It is important to underline that the implications that the construct has on employees have 

a reflection on companies and vice-versa. For example, the implementation of autonomy 

and flexible practices is positive for employees because they feel part of the company and 

recognized as specialists. This sense of empowerment and attachment is translated in 

improved performances, that is beneficial for the company (Chen and Fulmer, 2018).  

2.2.1 Antecedents 

Remote working is the most experienced flexible practice of the last years. The pandemic 

forced companies to adopt abrupt decisions to keep working despite the lockdown.  

Remote working is defined as working from anywhere at any time (Kurland and Bailey, 

1999). This directly implies the concepts of spatial and temporal flexibility. It is possible 

to add another hidden element to the definition because flexibility is allowed by the 

freedom in choosing when or where to work, in other words the autonomy of choice.  

Spatial flexibility has been excluded by the analysis since the lockdown forced most of 

employees to homeworking, cancelling this type of flexibility.  

For this reason, the focus has been directed only on autonomy and time flexibility, that 

have been the remote working practices most applied during COVID-19 pandemic. These 

two variables are allowed thanks to the use of digital platforms, providing the possibility 

to perform a wide variety of tasks online. Digital platforms, such as Teams, Zoom, etc., 

enhance the sense of flexibility and autonomy enabling to work from anywhere and at 

any time (Rani and Furrer, 2020). 

Further research on remote working has been conducted in the section 2.3.2 Remote 

working.  

2.2.1.1  Temporal flexibility 

The raising of information and communication technologies (Rani and Furrer, 2020), the 

increasing attention on employees’ wellbeing (Montano, Hoven, and Siegrist, 2014), the 
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necessity of a fast adaptation of a changing environment and dramatic changes in 

workforce demographics (Chen and Fulmer, 2018) have contributed to the raising of 

flexible practices.  

In literature, the concept of flexibility is a macro element composed by different aspects 

and it is known as Flexible Work Arrangements. Flexible work arrangements refer to 

“work options that permit flexibility in terms of where work is completed (often referred 

to as telecommuting or flexplace) and/or when work is completed (often referred to as 

flextime or scheduling flexibility)” (Allen et al., 2013, pp.345). “Where” and “when” 

indicate respectively time flexibility and space flexibility. From the definition given by 

Allen et al. (2013), the connection with teleworking, considered a flexible practice, 

appears clear.  

One of the major benefits of flexibility is an increment of work-life balance, since FWA 

enables employees to decide how and where to allocate time, attention, and energy 

resources, reducing the strain of balancing the different life roles (Allen et al., 2013). 

Moreover, Scandura and Lankau (1997, pp. 379) consider flexibility as “psychological 

contract between employer and employee”. When companies offer flexible practices, 

employees feel the need to respond by offering, in return, higher commitment, loyalty, 

and job performance. 

There are also individual benefits from the introduction of FWA practices, such as 

improved employees’ health and well-being. This influences work-life balance, job 

satisfaction and work engagement because the positive attitude is spread in all the social 

role of the individual (Rudolph and Baltes, 2016). 

Space flexibility allows employees “to perform tasks at places other than their primary 

workplace during their normal work schedule.” (Chen and Fulmer, 2018, pp.384). This 

means have “discretion over […] where work is completed”, according to the necessities 

(Allen et al., 2013, pp.349).  

However, during the COVID-19 pandemic individuals could not have chosen where to 

work because forced to stay at home. Thus, it is not possible to analyse the space 

flexibility of workers during the pandemic. In light of this restriction, a further limitation 
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in the concept of flexibility must be made, not considering the whole set of flexible option 

given, but focusing only on flexible hours.  

Working time, which for many decades was kept under control by regulation, is becoming 

very heterogeneous (Seifert, 2001).  

Introduced in the 1960s, “flexible working hours” means that employees have the 

“discretion over when […] work is completed, enabling employees to determine the best 

way to allocate time, attention, and energy resources” (Allen et al., 2013, pp.349).  

The term flexible working hours includes a series of sub-concepts, such as schedule 

flexibility, flextime, telecommuting, and shift work (Michel et al., 2011), depending on 

where the control is. For example, flextime provides the freedom to menage working 

hours in relation to the personal needs of employees (Baltes et al., 1999). Schedule 

flexibility, instead, is more based on day-off and working days. In other words, flextime 

refers to the management of the own time during the week, whereas schedule flexibility 

refers to schedule of the working week.  

Effects on employees and companies  

Flexible working hours allow employees to vary the time of start and finish during the 

day and choose when doing overtime and when having a day off. Both companies and 

employees can benefit from this practice.  

Companies have the possibility of saving money and increasing profitability -an 

employee that works better is more efficient and effective-. For example, this flexibility 

reduces overtime bonuses and the costs of recruiting and training temporary workers 

(Burdin and Pérotin, 2019). Offering temporal flexibility may signal that the organization 

is supportive of employees’ personal needs (Casper & Buffardi, 2004). This creates more 

attractivity and increases employees’ well-being. In fact, organizations that provide 

temporal flexibility result more attractive than organization that does not (Schmoll and 

Süß,2019). Summarizing, such practices are important for organizations since attract, 

motivate, and retain key talent (Hill et al., 2008). 
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Moreover, workers able to decide when to work are more likely to choose only productive 

hours. In this way to job will not be affected by malaise or non-work-related distress, 

helping in minimizing lost working hours, reducing sick leave and absenteeism (Perlow, 

1997) and limits human error arising from overwork (Gonsalves, 2020). This generates 

benefits for both, employees and companies, enhancing the level of job satisfaction and 

the performances of the employees. 

From the employee’s perspective, flexible working-time arrangements increase job 

security (Kossek et al., 2006). Moreover, flextime policies are likely to provide 

employees a higher sense of control (Kossek et al., 2006). This promotes a better work-

life balance by allowing employees to vary their working times according to personal 

needs (Seifert, 2001). Time flexibility also increases work engagement, productivity 

(Baltes et al., 1999), job satisfaction and organizational commitment by fostering work-

life balance and helping the worker to feel more autonomous and valued (MacEachen et 

al., 2008).  

Even if it is true that FWAs have a positive impact on work-life balance, it is necessary 

to isolate the various components, to better estimates this relationship. Allen et al., (2013) 

highlighted that temporal flexibility is most strongly related to the achievement of work-

life balance than other types of flexibilities (Allen et al., 2013). In fact, flexible working 

hours permit employees to adjust their schedule to better manage their other spheres of 

interest, to reduce time spent commuting to and from the workplace, and to increase 

personal productivity. (Allen et al., 2013). Nevertheless, some scholars do not consider 

this kind of flexibility as a direct mean to achieve work-life balance but more an indirect 

one. For them, employees’ work life balance is achieved thanks to the autonomy derived 

from the ability to choose when to work, does not lie in the time flexibility itself. 

Moreover, the relationship between temporal flexibility and work/family balance is 

moderated by additional work and family characteristics that determine when flexibility 

is functional. (Campbell Clark, 2001; Bohen and Viveros-Long, 1981).  

The concept of time flexibility may also lead to negative consequences, such as an 

intensification and extensification of work, caused by a fear of appearing not committed, 
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or the willingness to demonstrate more presence (Perlow 1997). This contributes to 

increase stress and reduce job satisfaction (Burchell, 2006), negatively effecting security 

and health (MacEachen et al., 2008). 

2.2.1.2 Autonomy  

Autonomy is one of the five core job characteristics -skill variety, task identity, task 

significance, autonomy, and feedback- (Job characteristic model; Hackman and Oldham, 

20073), a form of work enrichment (Hackman & Oldham, 1975).  

It is characterized by the two following aspects: 

• The level of autonomy that workers use to control the conditions of their own 

work, also called Operational Flexibility (Sue Campbell Clark, 2001). This 

includes having the autonomy to decide how the work is to be done without 

unnecessary monitoring or restrictions (Bailyn, 1997). 

• The level of autonomy that the company provides to the worker. Autonomy 

Availability refers to “the degree to which the job provides substantial freedom, 

independence, and discretion to the employee in scheduling the work and in 

determining the procedures to be used in carrying it out” (Hackman and Oldham 

1975, pp. 162).  

 

In this research, the latter is taken into consideration as definition of autonomy, because 

it is more in line with the purpose of this study which aims at investigating the effects of 

flexibility and autonomy given by the companies. 

 

 

 

 
3 The five core characteristics of the Job characteristic model developed by Hackman and Oldham 
(1976) are: skill variety, task identity, task significance, autonomy, and feedback. The model 

provides indications on keep and increase employees’ motivation and engagement at work. 
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Effects on employees and companies 

Autonomy has been recognized as one of the basic human needs and an important driver 

of intrinsic motivation and well-being (Ryan & Deci, 2000). 

It plays a fundamental role on the individual scale with perception of importance, sense 

of belonging and personal satisfaction of the worker. “As a core job characteristic, 

autonomy causes individuals to feel responsible for achievements and failures. If 

followers have a high level of autonomy, they tend to believe that job outcomes are a 

result of their personal efforts, not the leader’s instructions or adherence to standardized 

rules. In this regard, autonomy provides followers with more satisfaction and motivation 

as they seek to develop as individuals.” (Gözükara & Şimsek, 2016, pp.74).  

The term autonomy, thus, encloses a wide range of concepts, such as freedom and 

independence, sense of belonging and importance. These are important highlighters of a 

cultural shift from a mechanic (Baase, 1997) into a more organic point of view, 

empowering the job enrichment and enlargement (see 1. Introduction). 

 With greater autonomy, individuals are better able to conduct work activities according 

to their own preferences, which can reduce exhaustion by alleviating strain and mitigating 

energy depletion and thus exhaustion (Bakker and Demerouti, 2007).  

In this way the professionality is enhanced, leading the worker to feel satisfied by his job 

and engaged in it (May et al., 2004). Jobs with strong core job characteristics provide 

individuals with the incentive to bring more of themselves into their work or to be more 

engaged (Kahn, 1992). This is positive also for companies, since satisfaction and 

engagement help in increasing profitability (see 2.2.3 Outcomes). 

2.2.2 Work-life balance 

Work- life balance is an important area of research in organizational behaviour, human 

resource management, and quality-of-life studies (Sirgy & Lee, 2018, pp. 230). The issue 
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of work-life balance was earlier raised by the working women during the 1960s and 1970s 

in the UK (Anuradha and Pandey, 2016). 

Work-life balance has a double definition, one in terms of enriching satisfaction and the 

other in reducing conflicts. Enrichment is defined as ‘‘achieving satisfying experiences 

in all life domains, and to do so requires personal resources such as energy, time, and 

commitment to be well distributed across domains’’ (Kirchmeyer, 2000, pp. 81). A person 

domain is composed by several spheres that might create conflicts if not managed 

properly. As stated by Clark (2000), work-life balance is “satisfaction and good 

functioning at work and at home with a minimum of role conflict’’ (pp. 349) 

Sirgy and Lee (2018) propose an integrative conceptualization of work-life balance. The 

authors defined work-life balance as “a high level of engagement in work life as well as 

nonwork life with minimal conflict between social roles in work and nonwork life” (pp. 

232). 

The fact that this construct has a double facet leads to considering the enrichment of the 

maximization of engagement and the minimization of conflicts as major requisites to 

achieve work-life balance.  

The positive effects of one domain are transferred to the others, as well as the skills and 

experiences, that improves role performance in other life domains. High level of 

engagement in work life contributes to positive personal outcomes (Sirgy and Lee, 2018). 

Being engaged in work life is not enough, there must be an equal engagement in nonwork 

life (Voydanoff, 2005), Work-life balance is achieved when people are fully committed 

in their various social roles in work and nonwork life (Sirgy and Lee, 2018). 

On the other hand, role conflict reflects the degree to which role responsibilities in one 

life domain and another life domain are incompatible (Greenhaus and Beutell, 1985) and 

the resources are used to meet the demand of one role at the expense of another (Sirgy 

and Lee, 2018). 
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Effects on employees and organizations 

Individuals with a high engagement in different life domains experience augmentation of 

power, prestige, resources, and emotional gratification from their multiple roles (Sieber 

1974). These roles give a sense of role privileges, overall status security, resources for 

status enhancement, and enrichment of the personality and ego gratification (Sieber 

1974). Thus, individuals highly engaged both in nonwork and work life have access to 

resources not otherwise available to those who are focused mostly on work life (Rozario 

et al. 2004). 

According to Allen et al. (2000) the effects generated by this construct can be divided in 

three categories: 

• work-related outcomes: work-life balance of employees increases job 

performance, job satisfaction, organizational commitment, career, development 

and success. It reduces job malfunction, job burnout and alienation, absenteeism, 

and turn over intention. 

• nonwork-related outcomes: increment of employee’s life satisfaction, marital 

satisfaction, family performance, family satisfaction, parental satisfaction, and 

leisure satisfaction. Reduction of poor health condition, cognitive problems, and 

conflicts with family members. 

• stress-related outcomes: work-life conflict increases stress such as anxiety, 

irritability, exhaustion etc., and manifestation of illness symptoms like somatic 

complaints, high blood pressure and cholesterol, and alcohol abuse.  

The three outcomes are interrelated: the reduction of work-life conflicts lowers the stress 

level, increasing both job and life satisfaction (Netemeyre et al. 1996).  

The work-related outcomes have a bigger impact on organizations, increasing 

performances and reducing absenteeism. Stress and nonwork related outcomes, instead, 

impact more on the personal sphere. As stated in the introduction of the chapter, the two 

areas are connected. For example, if an employee experiences stress, such as anxiety or 
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exhaustion, they will have lower performances, that has a big repercussion on the well-

being of the company. On the opposite, if the employee experience satisfaction and 

commitment, they will be more productive.  

The ultimate outcome of work-life balance, however, can be considered life satisfaction. 

To understand the reasoning behind this statement, a definition is given: “life satisfaction 

is determined by cumulative satisfaction experienced in important life domains such as 

satisfaction in work life, family life, social life, leisure life, spiritual life., community life, 

etc.” (Sirgy and Lee, 2018, pp. 243). It appears clear that this concept encloses all the 

aspects cited before. In conclusion, the more the employee is committed and engaged 

across various social roles in multiple life domains, the more likely that they would 

experience positive behavioural outcomes such as life satisfaction (Sirgy and Lee, 2018).  

Work-life balance has positive effects also for companies, majorly indirect. According to 

Sirgy and Lee (2018), work engagement is a fundamental requisite for achieving work-

life balance. High levels of engagement make the employee successful in work and non-

work goal attainment, improving performances. Poelmans et al. (2008) have shown that 

highly engaged employees transfer their knowledge, skills, and experience in all the 

domains of their lives, increasing performances.  

2.2.3 Outcomes 

The overall outcome of the research is constituted by employees’ psychological 

wellbeing. 

Well-being is the quality of the employees’ experience at work (Warr, 1987) and consist 

of “a person’s psychological, physical, and social functioning” (Grant et al., 2007; 

pp.52).  

In particular, the psychological sphere is about “happiness” (Grant et al., 2007; pp.52). 

This sphere has two main components: hedonic and eudaimonic (Ryan & Deci, 2001). 

The first is a subjective experience of pleasure and is represented by job satisfaction, 

defined as the employees’ subjective judgements about their work (Locke, 1976). The 
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eudaimonic area regards employees’ fulfilment and realization and is expressed through 

work engagement, considered as feeling of purpose in employees’ efforts and fulfillment 

(Wrzesniewski et al., 2003). 

Overall, the balance between work and life gives employees the possibility to experience 

more power, gratification, security, and sense of fulfilment (Sieber 1974), leading to life 

satisfaction. According to Diener et al. (1999), life satisfaction can be described as 

happiness. Since this term is used to characterize also psychological wellbeing (Grant et 

al., 2007) it is possible to assume that work-life balance leads to psychological wellbeing 

too (Haider et al., 2018) 

The increment of well-being is translated into positive outcomes for organizations. In 

fact, it fosters effort and productivity in employees, that are happier with their job (Fisher, 

2003). This makes companies more appealing since workers perceive the organization as 

a desirable place to work in. Moreover, it has an impact on costs since employees 

experience a reduction of absenteeism and turnover (Spector, 1997).  

2.2.3.1 Job Satisfaction 

Job satisfaction is one of the main subjects in management literature. It is a cross- 

disciplinary concept faced by psychology, social sciences, economics, management, and 

health sciences. 

It refers to “how an individual feels about his or her job and various aspects of it usually 

in the sense of how favourable—how positive or negative—those feelings are” (Rainey, 

2009, pp. 298). According to Locke (1976), it is a self-reported emotional state, derived 

by how the individual needs are fulfilled by the work environment.  

Satisfaction depends on several factors such as personality, the influence of society, the 

situation in the workplace and values, that differ from one individual to another (George 

and Jones, 1999). This means that something that satisfy one employee may not affect 

another, or even dissatisfy them. However, Johnson (2012) points out that job task 

characteristics -skill variety, task identity, task significance, autonomy, and feedback- are 

the principal source of an employee satisfaction. 
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Effects on employees and companies  

Employee satisfaction is vital for ensuring the long-term efficiency and effectiveness of 

organizations in both the public and private sectors (Tomaževič et al., 2014). 

Job satisfaction is positively connected to organizational productivity, reducing 

absenteeism and turnover (Spector, 1997). A satisfied person is a more successful 

individual able to perform more efficiently, achieving the goals of the organization and 

contributing to its effectiveness (Gorenak and Pagon, 2006). In addition, employees show 

a better work effort, are more effective, and more to the point when companies offer 

benefits. The most recognized benefits are better opportunities for employees to 

participate in decisions, greater emphasis on higher skills, more opportunities for training, 

greater autonomy and a structure that gives workers inducements, such as performance-

related payments (Appelbaum et al., 2000).  

Job satisfaction is related to various performance indicators. Satisfied workers come to 

work on time, are more productive, are happier in their lives and are healthier, whereas 

dissatisfied workers come in late, intend to leave and develop antisocial behaviour (Vigan 

& Giauque, 2016). Therefore, job satisfaction leads to a competitive advantage (Luo et 

al., 2016). When the majority of employees experience satisfaction the advantage is 

maximised (McShane and Von Glinov, 2007). For this reason, companies have strong 

incentives in pursuing job satisfaction at its maximum level and the as spread as possible.  

Moreover, job satisfaction has a positive impact on work engagement. According to what 

stated by Guglielmi et Al. (2016), there is a mutual influence between job satisfaction and 

work engagement. This means that not only job satisfaction may be an outcome of work 

engagement, but also vice-versa. It is also possible that satisfied employees could identify 

themselves more easily with their job and be strongly committed to their tasks (Guglielmi 

et al., 2016).  

2.2.3.2 Work engagement 

Engagement is a positive work-related state of mind, defined by Kahn (1990, pp. 694) as 

“the behaviour by which people bring in or leave out their personal selves during work 
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role performances”. Engagement in work let employees express physically, cognitively, 

and emotionally during work (Kahn, 1990). 

Work engagement is characterized by vigor, dedication, and absorption (Bakker and 

Schaufeli, 2008): 

• Vigor means that the individual experiences a high level of energy during work 

and is mentally resilient. 

• Dedication refers to the employees’ high work involvement and sense of 

importance, enthusiasm, and challenge. 

• Absorption means that the individual is completely immersed in the work with 

minimal mistakes. 

Work engagement is therefore a relatively permanent state of mind that refers to the 

simultaneous investment of personal energy in work experience or success (Žnidaršič, 

Bernik, 2021). 

The feeling of engagement depends on the psychological experience of work (Hackman 

and Oldham, 1980), influenced by the interpersonal roles in the organization.  

The main psychological sources of influence on work engagement are (Kahn, 1990): 

• Psychological meaningfulness, that is a sort of return of investment (pp. 703) of 

the energy and effort put at work. Employees experiencing meaningfulness feel 

worthwhile and valuable.   

• Psychological safety, that means to act not being afraid of repercussions on their 

status, image, or career. Safety is experienced when employees feel trusted. This 

sphere is highly connected with the interpersonal roles within the organization and 

the supportive and resilient managerial style. One of the most important aspects 

of safety are the norms, since the performances in which the employee feels safe 

must be inside the boundaries decided by the organization.  

• Psychological availability, that means to have the physical and psychological 

resources to engage. Availability depends on physical and emotional energy, that 

means being physically and emotionally able and ready to perform a task. 

Availability is also negatively influenced by insecurity. People secure of their job 
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and status are more willing to be available to engagement. On the other hand, 

anxiety derived from insecurity consume energies that would not been used for 

engagement.  

Moreover, following the Demands-Resources (JD-R) model4, developed by Demerouti et 

al. (2001), it is possible to understand the factors that cause betterment (engagement) and, 

in the other direction, job strain (burnout). Burnout is usually defined as a syndrome of 

exhaustion, cynicism, and lack of professional efficacy. Engagement, instead, is 

characterized by energy, involvement, and efficacy, the direct opposite of the three 

burnout dimensions (Maslach, Schaufeli, & Leiter, 2001). The authors (Demerouti et al., 

2001) state that there are two main sets of work conditions: 

• Job demands, called “the things that have to be done”. “They refer to those 

physical, social, or organizational aspects of the job that require effort and are 

therefore associated with certain physiological and psychological costs (e.g., 

exhaustion).” (Demerouti et al., 2001, pp. 501). These elements may enter in 

contrast with the employees’ private life and then become a source of stress. When 

the job demand is too high, burnout may arise, also causing absenteeism as a form 

of escaping from negative work conditions.  

• Job resources offered by the job to the employees. They “refer to those physical, 

psychological, social, and organizational aspects of the job that may be functional 

in achieving work goals, reduce job demands at the associated psychological and 

physiological costs, stimulate personal growth and development.” (Demerouti et 

al., 2001, pp. 501) Thanks to a motivational process, job resources foster work 

engagement and increase the working goals achievement, since they satisfy the 

need of autonomy, competence, and relatedness. 

Employees will exhibit higher levels of work engagement if they perceive to possess the 

necessary job resources to successfully tackle the demand (Bakker and Schaufeli, 2008).  

 
4  The model identifies the relationships between the inputs and the positive – wellbeing – and 
negative – burnout – outcomes that work produces. 
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Effects on employees and companies  

There is a double benefit in pursuing work engagement practices for companies. As 

proposed by Kahn (1992), engagement leads to both individual and organizational level 

outcomes.  

From the organizational point of view, engagement fosters growth and increases 

productivity. The level of engagement and the positive emotions experienced by the 

workers lead to efficiency, proficiency in performing tasks and committed. An engaged 

employee is aware if business context and works to improve their performances for the 

benefit of the organization (Patro, 2013). This is translatable in positive work outcomes 

and positive monetary consequences for the organization (Saks, 2006), such as the 

increment of profit. 

In addition, as supported by several scholars, such as Saks (2006) and Shaufeli (2009), 

the relationship between job satisfaction and work engagement has been verified as a 

strong mean to increase the profitability.  

The individual benefits are mostly related to quality of work and job satisfaction. in fact, 

employees who are generally highly engaged in their work most probably experience 

higher levels of job satisfaction (Guglielmi et. al, 2016). This leads to better psychological 

conditions for employees (Saks, 2006). Employees benefits also from the leverage put in 

place by organizations to increase engagement, with the purpose to have better 

profitability. For example, employees will have more responsibilities and control and will 

be more included in the decisional process of the organization, feeling valuable and 

worthwhile (Patro, 2013). The benefits may be also monetary, because companies can 

increase compensations. In this way employees will have the feeling of being recognized 

for their work and feel more attached to the organization (Patro, 2013).  

Moreover, one of the main outcomes of work engagement is the reduction of Job Burnout. 

In fact, if a company does not persecute engagement, there is not only a missing 

opportunity to exploit the positive effects, but, often, even a collateral effect, burnout (see 

2.2.3.2. Work engagement). 
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2.3 THE CONTEXT 

The purpose of this paragraph is to analyse in depth the context of Public Sector in which 

the research has been carried out. 

According to the NACE classification, the statistical classification of economic activities 

in the European Community, the public sector can be divided in:  

• public administration, like ministries, federal bodies, local authorities. 

• welfare state public organizations focus on health, social work, and education. 

• other categories such as state-owned transport or energy companies. 

The focus of the thesis is on a particular kind of federal body (the Italian national fire 

brigade). First, an initial analysis of the referred context has been carried out, with an 

explanation of the characteristics of the public administration system. A possible solution 

has been presented to increment the level of the constructs considered, in line with the 

New Public Management. After a general overview, the attention has been directed on 

the Italian Public administration, that represents the specific context of analysis. 

The cultural changes and the trend of implementing digital practices in the Public 

Administration leads to the adoption of flexible arrangements based on technology. One 

example is the remote working (de Vries et al., 2017), that will be introduced and 

explained in the next section. This practice will be explained in its definitions and in the 

effect that it has on organizations and employees, generating both positive and negative 

outcomes. After that, the adoption of teleworking practices during COVID-19 pandemic 

will be analysed.  

2.3.1 Public administration 

The Public Administration is a detailed and systematic application of laws (Wilson, 

1887), consisting in a set of actions act at the fulfilment or enforcement of public policy 

(White, 1926).  

The Public Administration sector is a set of “establishments of federal, state, and local 

government agencies that administer, oversee, and manage public programs and have 
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executive, legislative, or judicial authority over other institutions within a given area. 

These agencies also set policy, create laws, adjudicate civil and criminal legal cases, 

provide for public safety and for national defense” (Naics, 2012) 

The public sector is well known to be a non-flexible environment (Di Francesco and 

Alford, 2016), mostly directed to organize and provide standardized services (Palmi et 

al., 2020). In fact, the model used in Public Administration is bureaucracy-based, a rigid 

“mechanic organism”, with high levels of efficiency, rationality, and stability of own 

organizational processes, based on standardization and formalization (Levinthal and 

March, 1993). Public employees are typically stereotyped as demotivated (Osborne and 

Gaebler, 1992). The level of autonomy perceived in the Public Administration, and, in 

particular, in federal agencies, is very low (Lægreid and Verhoest, 2010).   

Several scholars found out that public servants present higher levels of dissatisfaction 

with their job (Baldwin and Farley, 2001; Rainey, 1989; Steel and Warner, 1990) 

compared to private employees.  

One of the causes of low level of flexibility, autonomy and dissatisfaction is attributable 

to the high bureaucracy system of the public administration. This hampers autonomy and 

creativity, and potentially jeopardizes and limits employees’ realization (Thompson, 

2000). 

According to De Simone et al. (2016), the level of job satisfaction may be increased 

thanks to the Public Service Motivation (PSM), making the relationship positive. PSM is 

defined by Perry and Wise (1990) as “an individual’s predisposition to respond to motives 

grounded primarily or uniquely in public institutions and organizations” (Wise, 1990, 

pp. 368). It can increase job satisfaction through the civil service, that provides ample 

opportunities to serve the public interest, matching between personal values and interests, 

and the nature of the work (Tang and Baumeister, 1984).  
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The positive effects of PSM are defined through Relational Job characteristics5, attaining 

a higher degree of impact on and contact with the beneficiaries of their work (Taylor, 

2014). Employees with high PSM levels have a higher job satisfaction when they are 

convinced that their jobs allow them to have a positive impact on and/or contact with 

citizens (the relational job characteristic of Taylor, 2014) or when their tasks satisfy their 

basic psychological needs (Deci and Ryan, 2008). 

Lavigna (2013, 2015) argued that the complex bureaucratic organizational structures in 

public organizations, the frequent changes of political leadership, and specific 

motivations to work as a public servant might influence work engagement. 

Borst et Al. (2017) adapted the JD-R model6 to the Public Administration, adding some 

peculiar elements: 

• A key job demand called Red Tape. It is the perceived unmanageable paperwork 

by public servants. When public servants encounter rules, regulations, or 

procedures that seem pointless yet burdensome, they become alienated of their 

work, less creative, and less productive (DeHart-Davis & Pandey, 2005). Red tape 

has a significant negative impact on work engagement in this sector (Bozeman, 

1993). The red tape also affects the relationship between PSM and job satisfaction, 

limiting employees’ ability to deliver effective public services (Bozeman, 1993). 

• A clustering of the job resources in work-related resources such as teamwork and 

autonomy, and organization-related resources like supervisory support, 

developmental opportunities, and performance measurement. Several studies 

have shown that public servants are more motivated by work characteristics than 

by organization-related characteristic (Buelens and Van den Broeck, 2007). A 

good exploitation of work-related resources has a strong positive impact on work 

engagement of PA employees.  

 
5  Relational job characteristics are some peculiar characteristics, mainly present in the public 
sector, and contribute to the cultivation of prosocial motivation. 
 
6 The one developed by Demerouti et al. (2001) 



49 
 

Borst et Al. (2017) discovery is that high level of red tape can be mitigated by high level 

of work-related resources.  

2.3.1.1 Solution 

The 21st century has decreed the end of the bureaucracy era, seen as inefficient, fastidious, 

and devoid of charm since its beginning (Palmi et al., 2020). The necessity to adhere to 

new social challenges and the arise of technology created the basis to a radical change in 

this sector. Thanks to the development of the “Sustainable Development Goals (SDG)” 

(United Nations, 2015) by the European Union, the focus on wellbeing and decent work 

conditions of the workers has been a booster for the development of new practices, also 

in the Public Sector (Palmi et al., 2020).  

Work–life policies have been introduced to support employees in combining work and 

personal/family life, such as flexible work arrangements, care arrangements -including 

financial support-, referral services, and domestic services (den Dulk and Groeneveld, 

2012). In most countries, public sector organizations are taking the lead regarding the 

introduction of workplace work–life policies that supplement existing legislation, such as 

leave arrangements and flexible working hours that support the integration of paid work 

and personal life (den Dulk and Groeneveld, 2012).  

Even though the lack of market pressures leads to a relatively high degree of WLB support 

in public sector organizations (Organization for Economic Cooperation and Development 

[OECD], 2001), the positive trend in enriching work-life balance lies in the institutional 

pressure. This pressure is based on government standards and norms that are more than 

economic reasonings since the latter are more powerful for the private sector. The more 

public sector organizations are subject to political pressure the more they will take policy 

measures in this direction (Appelbaum et al., 2005). According to the sub-categorization 

of the public sector proposed by NACE -Statistical Classification of Economic Activities 

in the European Community, public administration is the sector with stronger political 

authority and is expected to put more emphasis on public values. For this reason, it is the 

sub-categories more involved in the support of the WLB of their employees (Antonsen 

and Jørgensen, 1997).  
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One of the most important theories that can constitute a solution to the bureaucracy and 

hierarchy problems is the New Public Management. 

New public management (NPM) theories rose in the 1980s and 1990s to advance a need 

for flexibility, innovation, managerialism, and responsiveness in the public sector, which 

challenged the basic tenets of bureaucratic/mechanistic organizational forms (Miles et al., 

1997). The New Public Management “comprehends a cluster of theories and studies 

regarding the modernization of PAs through the introduction of specific management 

logics belonging to the private sector” (Iacovino et al., 2017, pp. 64). Summarizing, 

through New public management, the public administrations try to internalize the culture 

and the mindset of the private sector. The reforms that introduced NPM’s principles have 

been carried out in different ways from country to country. 

Thanks to the advent of New public management, autonomy in public organizations has 

been emphasized (Olsen, 2015). The high levels of originated autonomy contribute to 

increase performance and desirable results (Verhoest et al., 2010). An organization with 

a high level of autonomy has a “primacy of managerial practices over bureaucracy” 

(Lægreid and Verhoest, 2010, pp.90). 

Thanks to the practices of New Public Management, in which there is a tendency to act 

like the private sector, public job has perceived as more appealing, with more growth 

possibilities. This leads to an increment of engagement and job satisfaction, that  foster 

work-life balance (den Dulk and Groeneveld, 2012). Moreover, also the opposite is true, 

considering work-life balance as a mean to make the public industry more appealing. In 

fact, the support originated by the balance in the different life spheres may serve as one 

of many instruments to attract and retain talents in the public sector (den Dulk and 

Groeneveld, 2012).  

Institutional pressure is the most important driver for public organizations to offer a 

support over work-life balance. For the public administration, this type of pressure is 

larger than for other public subsectors.  



51 
 

Nowadays, the triggering event for a radical change is represented by the pandemic due 

to COVID-19. Technology has been used extensively to allow remote working and social 

distancing, and the governments are putting in place financial measures to support 

families and businesses. As a result of this last point, the public sector pursues the 

objective of reducing costs by maximizing utility, rethinking, and redesigning work 

structures, and processes (Palmi et al., 2020). Flexible practices have been highlighted, 

since are a mean to increase service effectiveness (Powell and Cortis, 2017), also in terms 

of accountability for achieving results (Di Francesco and Alford, 2016).  

A shift from a mechanic to an organic perspective of organizations has reduced the 

formalization and standardization characterizing mechanic model and has increased 

freedom of decision and creativity (Levinthal and March, 1993). 

2.3.1.2 Italian Public Administration 

To better understand the heterogeneity of this sector, it is important to shortly present the 

Italian history regarding the born of the Nation. Italy, as institution, is relatively new. It 

has been unified in 1861, merging the different reigns present in the country at that 

moment. In fact, Italy was a politically fragmented conglomeration of states. During the 

French invasion, the bureaucratic Napoleonic traditions have been adopted, suffering the 

influence of the French State model. Before the unification, Italy was divided into: 

• Lombardy and Venetia kingdom, with an Austro-Hungarian derived 

administration. 

• the Piedmont-Sardinia kingdom, with bureaucratic Napoleonic traditions. 

• the Vatican State and the kingdom of the Two Sicilies (south Italy). 

 After the unification, the royal family of Piedmont-Sardinia has been the new ruling 

monarchs of Italy (Salvadori, 2018)7.  

After this excursus, it is possible to understand the roots on which the Italian 

administration is based. The Italian public administration is composed by a mix of these 

 
7 All the Italian historical excursus has been taken from Salvadori (2018). 
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different administrative cultures with the major influence of the Napoleonic bureaucracy, 

since the rulers at that time were based on that tradition. Local government in Italy rank 

with the ‘Franco group’ of local government systems since they are characterized by few 

functional responsibilities and a predominance of the state in matters of local 

administration. 

The Italian system is then based on the Weberian model of “a classic bureaucratic 

organization characterized by hierarchies, highly specialized and rigid institutional 

structures, and low employees’ responsibility. Administrative procedures are primarily 

rule bound and legally oriented; performance management systems and economic 

incentives (performance-related pay and so on) are largely lacking” (Kuhlmann, 2010, 

pp. 118).  

This system adopted in Italy produces high bureaucracy inertia -red tape-, reducing the 

implementation of innovative practices (Merlicco, 2008). 

Nevertheless, during the last decade in the 20th century, also Italy faced severe pressures 

coming from public expenditure rationalization and citizens’ demand for better services, 

efficiency, and accountability (Pollitt and Bouckaert, 2017). For this reason, it entered a 

phase of intense transformation and profound change.  

A primary initiative in the reformulation of regulations has been introduced by Bosetti e 

Gatti Law (no. 241/1990). It relates to administrative procedures, in terms of better 

information, access to services and transparency. The public administration is then 

defined with a specific purpose: “the administrative activity shall pursue the purposes 

determined by law and shall be governed by criteria of economy, effectiveness, 

impartiality, publicity and transparency, in accordance with the provisions of this Law 

and other provisions governing individual proceedings, and the principles of Community 

law.” (Bosetti and Gatti, 1990; art. 1- translated from Italian).  

The fragmentation of the Italian Public administration system is added to existing PA 

inefficiencies. This system is composed of a complex hierarchy of intertwined bodies and 

at times has unclear and overlapping competences. As a result, services for citizens are 

sometimes based on processes not fully integrated and supported by automation, and 
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personal data are replicated in several, frequently inconsistent, databases (Pratim et al., 

2020).  

Fostering a digital transformation in the Italian public administration appears the only 

way to solve the continuing and upcoming doldrums (Pratim et al., 2020). 

In the 1990s, the implementation of New public management practices started with the 

privatization of most of the public banks, followed by the institutional decentralization 

from the state administration (Bassanini laws from 1997 to 2001). This last is the core of 

the implementation of NPM in Italy. The introduction of the New public management 

system aimed at shifting from a bureaucratic model based on norms to a managerial model 

based on performance (Marino, 2010). The NPM adopted in Italy has been called “New 

public amangement through law”, since Italian NPM’s reforms have been dictated by 

national and regional legislation, providing legal prescriptions and formal rules that 

precisely defined the instruments and reform measures that were to be implemented by 

local governments (Kuhlmann, 2010).  

To reduce inefficiencies and promote transparency, the European Union stepped in. In 

2010 the EU proposed a digital transformation across all the states members. The results 

are the “EU 2011–2015 eGovernment Action Plan” to implement best practices and 

increase public service access, and “Europe 2030 Agenda”, based on smart, sustainable, 

inclusive growth, by raising employment, R&D, energy efficiency, education, and 

income (Pratim et al., 2020).  

One of the best digital practices arose in the last decade and boosted by COVID-19 

pandemic is remote working. 

In 2017, Direttiva Madia implemented the law8 “Deleghe al Governo in materia di 

riorganizzazione delle amministrazioni pubbliche”. The Italian Prime Minister 

(Presidente del consiglio dei Ministri), enacts the law on the usage of practices to promote 

work-life balance in Public Administration.  

 
8 Law of the 7 August 2015, n.124, article 14, comma 3 
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In 2015 the Italian Prime Minister (Presidente del consiglio dei Ministri), enacts the law 

of the 7 August 2015, n.124, article 14, comma 3 “Deleghe al Governo in materia di 

riorganizzazione delle amministrazioni pubbliche”, implemented by Direttiva Madia in 

2017 (Madia, 2017). 

It defines the guidelines for the usage of practices to promote work-life balance in Public 

Administration. Teleworking practices have been defined in the Public Administration 

and the smart working has been proposed. It aims at increasing job flexibility and 

digitalization, to foster work-life balance in the sector.  

2.3.2 Remote working  

Telework (Gray et al., 1993), also known as distance work, telecommuting (Nilles, 1994), 

or remote work (Hamblin, 1995), is a type of flexible work arrangement (Nilles et al., 

1976).  

It started to be a studied topic in the 1970s as “work away from the office”, and became 

one of the most prevalent bases of flexibility programs in the 1990s (WorldatWork, 2015). 

Thanks to this practice, “employees perform all, or a substantial part of their work 

physically separated from the location of their employer, using IT for operation and 

communication” (Baruch, 2001, pp. 114).  

Nevertheless, teleworking is also defined by Kurland and Bailey (1999) as working from 

anywhere at any time, and Sardeshmukh et al. stated that it “alters the time and space of 

traditional office work” (2012, pp.194). These definitions differ from the first since not 

only spatial flexibility is considered, but also the temporal one. This component is part of 

the teleworking practices, but it is often hidden, overshadowed by the spatial flexibility. 

Telework allows flexibility in both spatial -where work is conducted- and temporal -when 

work is conducted- boundaries (Rau and Hyland, 2002). In addition, another variable can 

be added to the concept of remote working, even if only indirectly since it is not included 

in the exact definition. If remote working is possible thanks spatial and temporal 

flexibility, it is the true that it must require autonomy in order to be performed. Flexibility, 

in fact, is defined by Allen et al., (2013, pp. 349) as the “discretion” over the place and/or 
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the time of working. This word has been used by Hackman and Oldham (1975, pp. 162) 

to define autonomy (see 2.2.1.2, Autonomy). It is then possible to consider flexibility and 

autonomy strictly interrelated since flexibility is reachable thanks autonomy, and a way 

to perform autonomy to is through flexibility.  

In conclusion, it is possible to consider this construct as an updated version of the classic 

remote working experienced by employees, a remote working 2.0. 

Teleworking is based on the use of digital instrument, such as computers and smartphones 

(Bailey and Kurland, 2002). The changes in the society and the technological evolution 

generated a shift from industrial-based national economies to an information-based global 

economy. Telecommunications and computing costs have plummeted, increasing their 

power. These trends generate the employees’ power of choice in where, when, and how 

work is accomplished and changed the managerial style (Useem & Harrington, 2000). 

There are different types of teleworking (Daniels et al., 2001):  

• home-based telework, in which work is carried out at home. 

• teleworking from remote offices, that means that work is done at offices that are 

different from the main one. 

• mobile telework, in which work usually involves travel and/ or spending time on 

customers’ premises and for this reason the work-location is not the office. 

The most common and used is the home-based teleworking (de Vries et al., 2018). This 

will be the form studied in this research since it is the only possible due to COVID-19 

restrictions. 

2.3.2.1 Smart working vs teleworking 

Teleworking is often used erroneously as a synonymous of “Smart Working”. 

To understand why it is not possible to talk about Smart Working practices in this contest 

of analysis, a definition and explanation of the SW practice will be provided. Moreover, 

an analysis of all the aspects that constitute SW will be performed, highlighting the SW 

elements that have not been fulfilled in teleworking practices.  
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Smart working is defined as “non-conventional organisational models that are 

characterized by higher flexibility and autonomy in the choice of working spaces, time 

and tools, and that provides all employees of an organisation with the best working 

conditions to accomplish their tasks” (Gastaldi et al., 2014, pp. 338). The adoption of SW 

practices mostly aims at increase employees’ productivity and their work-life balance. 

SW is constituted by four levers (Smart Working observatory, 2020):  

1. the usage of technology, about competences and the way to communicate. 

2. the innovations in the organisational model, regarding working time, space, and 

tool choice flexibility. 

3. the reconfiguration of the workplace, that affects the workers’ psychology. In this 

regard, the 4C model has been developed, to create a workplace that can respond 

to the needs of the employees: 

a. Collaboration, for brainstorming 

b. Communication, for face-face and acoustic isolation 

c. Concentration, calm place in which it is possible to be focused 

d. Contemplation, creating an inspiring, cosy and relaxing environment 

4. a change in the leadership style, one of the most important levers, since only a 

good leadership can create the right environment to let the SW to be adopted and 

absorbed. The leader is in charge of guiding employees towards the shift required 

to adopt SW. 

The leadership needed must lead to: 

a. Sense of community, that is represented by the Sense of belonging and 

trust among people. 

b. Empowerment, in the meanings of collaboration and engagement. 

c. Flexibility, as total flexibility in planning and choosing how to work. This 

kind of flexibility is called “border-free work”, that differs from the mere 

flexibility in time (when to work) or workspace (where to work).  

d. Virtuality, that is the ability in choosing the right mix of physical and 

digital technology and channels. 
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The shift toward Smart working practices is very important, since Smart working has 

several interconnected benefits, both for employees and the organizations (Smart working 

observatory, 2020). In fact, flexibility and autonomy increase employees’ work life 

balance, giving the possibility to optimize the life-resources management. Moreover, SW 

promotes meritocracy. In this way workers perceive to be an active part of the process, 

valuable and trusted. This implies an increment of work engagement and job satisfaction. 

All these positive effects on employees make the companies more attractive, giving them 

the possibility to add competent and worth personnel to their workforce. These employees 

ensure a higher quality of work, increasing the productivity and the welfare of the 

organization.  

Thanks to this analysis, it is now possible to highlight the differences between real SW 

practices and the flexible arrangement adopted during COVID-19 pandemic.  

The absence of the third lever (physical layout) seems clear in the case of teleworking. 

Teleworking practices do not involve an optimization of the working layout, but only the 

choice in where to work. Moreover, during COVID-19 pandemic, most of the workers 

have been forced to work from home, excluding the possibility to have a layout draft 

according to the 4C model. Many workers do not have suitable workstations at home and 

may have family-work conflicts due to the constraint of being all at home (Palumbo, 

2020). This imply the impossibility to have a place in which it is easy to be focused, 

relaxed and with a good acoustic isolation. Moreover, employees perceive a loss in 

communication activities since they are isolated from supervisors and colleagues. All of 

these aspects result in an increment of stress and a reduction of work-life balance (Kniffin 

et al., 2020). 

A hidden difference resided in the adoption of the correct leadership style. Teleworking 

practices imply a small change in the management style, to enable the right level of 

flexibility, very different from the change requested by SW, that implies a change from a 

hierarchical to a relationship leadership style. In the specific case of flexibility, the 

“border-free work” is not achieved practicing remote working, reaching only a forced 

homeworking. 
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2.3.2.2 Effects of remote working on employees and organizations 

In this section, an analysis has been performed regarding all the effects that teleworking 

has both on the private and on the organizational sphere. These causes are usually 

interconnected and may create both positive and negative outcomes. The effects depend 

on how this practice is implemented, managed, and perceived: a good leadership structure 

and managerial support must be considered as the basis to achieve the positive results, 

mitigating the negative ones (Choi, 2017).  

First of all, the effects on employees have been detected, both in terms of positive and 

negative implications. 

Barack Obama stated that “attracting and retaining employees who are more productive 

and engaged through flexible workplace policies is not just good for business or for our 

economy—it’s good for our families and our future” (The White House, 2010).  

Teleworking practices have positive effects on: 

Autonomy. Employees experiencing teleworking have greater autonomy in comparison 

to their in-office colleagues. The formers are psychologically and spatially away from 

direct supervision, and they have spatiotemporal flexibility (Sardeshmukh et al., 2012). 

Scholars expect teleworking to increase employees’ autonomy as they are not in the direct 

supervision of their managers and supervisors, gaining a sense of increased freedom over 

their work tasks (Nakrošienė et al., 2019) and reducing exhaustion (Dolce et al., 2020). 

Thanks to the increment of autonomy during teleworking, it is also possible to increase 

employees’ work-life balance (Perry et al., 2018).  

Commuting time. Teleworking saves the stress and strain of lengthy commutes that 

otherwise contribute to exhaustion. By reducing travel to and from the office, telework 

also conserves time. This offers the opportunity to apply saved time to other work or 

personal tasks, easing time pressures. Telework is associated also to a reduction of the 

“be on time” pressure (Sardeshmukh et al., 2012). 
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Time pressure. Time pressure is reduced by the adoption of flexible practices, and the 

saved commuting time. In fact, even if teleworkers work longer hours (Baruch, 2000), 

the flexibility offered by teleworking to manage the task demands during the time 

available can reduce the time pressure (Mann and Holdsworth, 2003), easing mental 

fatigue and decreasing exhaustion (Bakker et al., 2004).  

Communication. Digital networks may offer employees better communication lines with 

management and with co-workers. A good communication may help in feeling part of the 

decision-making process, since it is easier to reach manager and influence them. 

Moreover, employees experience an increment on the information level about relevant 

facts in their jobs and in the organization. A better level of knowledge empowers 

employees and give them autonomy.  

Work-life balance. The effects of teleworking on work-life balance are not shared 

between all the scholars, and they may depend on the personal characteristics of the 

individuals (Palumbo, 2020). WLB can be considered positively affected by teleworking 

only indirectly. In fact, as stated before, the autonomy achieved thanks remote working 

increases WLB.  

Telecommuting may also have negative outcomes:  

Isolation. Employees can suffer of isolation both from a professional and social point of 

view. Professionally, employees fear that working at another place than the office may 

reduce their possibilities for promotion and organizational rewards (Choi, 2017). 

Socially, employees highlight the lack of informal interaction with colleagues (de Vries, 

2019). Teleworkers may experience psychological problems such as insecurity about 

their job, and perceived deprivation of job opportunities due to the isolation (Baruch, 

2001). Social isolation leads to lack of career opportunities and depression, causing the 

feeling of work monotonicity (Tavares, 2017). As the employees are away from the 

workplace, their inability to control and affect work content and practices often limit their 

engagement with work. 
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Physical presence. Cooper & Kurland’s analysis (2002) highlighted that telecommuter 

miss three types of developmental activities that occur frequently in a conventional 

workplace:  

• interpersonal networking with others in the organization. 

• informal learning that enhances work-related skills and information distribution. 

• mentoring from colleagues and superiors.  

Nevertheless, they observed differences in the private and public sectors: private 

organizational employees appeared much more concerned about telecommuters missing 

employee development opportunities than did public organizational employees (Cooper 

& Kurland, 2002). Therefore, the article considers the public sector less likely to have 

these negative effects.  

Role stressors. Teleworking increases role ambiguity because of the constrained 

communication associated with telework, creating an overall reduction of satisfaction and 

performances. This can be solved increasing clarity in job design and communication 

(Sardeshmukh, 2012).  

Work- life balance. Teleworking has also negative effects on work-life balance. For 

example, those who have a family experienced a great difficulty in dealing both with 

working and parent lives and create a big strain. Personal and professional lives are 

affected by each other. This increases work-family conflict with the perception of “no 

stop” working that increase the sense of stress takes time away from family activities. 

Moreover, family-work conflict is boosted too since taking care of the children distracts 

the worker, who is continuously interrupted or work at less productive times of the day 

(Pirzadeh and Lingard, 2021). Telecommuting nullifies temporal and spatial boundaries. 

This creates a blurring of roles, caused by the absence of specific setting or time for work 

and, particularly, the difficulty to find symbolic markers delineating the roles (Rau and 

Hyland, 2002). Blurring of roles may also cause interruptions “out of role”, distractions 

that increase the work-family conflict and lower productivity. Nevertheless, remote 

working may determine an extensification of work, as well as an overlapping between 

private life and work commitments (Hyman and Baldry, 2011). This creates greater 
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contamination between private life and work, which generates life-to-work conflicts 

(Palumbo, 2020), reducing work–life balance and mental well-being (Kniffin et al., 

2020). For example, workers experienced: 

• a difficulty in shifting from the “house” mode into the “work mode”. 

• difficulty in “shut off” work, because of a constant thought about work and the 

connection also outside standard working hours. 

• overwork, since they may invest part of their non-working time to finish their job, 

subtracting into the other life activities (Baruch, 2000). 

• Emotional overlapping: thoughts and emotions from the work sphere are spilled 

over into the household domain (Mirchandani, 2000).  

In conclusion, it is possible to state that literature considers teleworking as negatively 

affecting Work-life balance, since the majority of authors proved this connection and 

analysed the effects. Despite this, Literature is not consistent in discussing the 

implications of working from home on work-life balance in the public sector (Palumbo, 

2020). For this reason, one of the purposes of this research will be understanding the 

correlation between home-working and work-life balance in the Public Administration 

sector.  

Communication. Teleworking has also a negative effect on communication. The online 

communication is perceived less effective than the face-to-face one. Difficulties in 

communication increase role ambiguity, that is uncertainty about the expectations 

involved in performing a task or carrying out activities in one’s role. This negative effect 

leads also to isolation, due to the feeling of being “cut off” and increase uncertainties 

about how to react to events in the office.  

Standardization. Technology enhances the creation of pre-constructed tasks, reducing 

the autonomy of the employee. When the standardization and the pre-construction are at 

the maximum level, may happen that machines perform the entire task, reducing the need 

of a specialized employee, that will become only a third parties (Brey, 1999). When 
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autonomy is reduced, workers perceive to be treated as machines -the mechanic view that 

brings alienation- and not an important part of the organization (Baase, 1997). 

Teleworking may also cause some favourable and unfavourable outcomes on companies.  

The most evident outcome is the increment of profitability. In fact, teleworking may 

increment productivity, caused by a better environment in which the employees will 

work, by the feeling of being an active part of the organization and the overall satisfaction 

they have (Breaugh and Farabee, 2012). Nevertheless, teleworking induces more 

overtime (Peters and Van der Lippe, 2007), that is positive connected to productivity and 

then profitability. This is true only in case of a correct implementation of teleworking and 

a good management of this practice.  

Employees who perceive benefits are more likely to demonstrate higher satisfaction with 

their organization and lower intention to leave it (Choi, 2017). It results in overall costs’ 

reduction, since the costs sustained to implement teleworking practices are lower than the 

benefit taken from the reduction of turnovers, that counts as 150% on an annual salary 

(Stavrou, 2005). 

Moreover, the autonomy given to employees not only increase the profitability but works 

also from a psychological point of view. In fact, autonomy may also be a symbol of the 

trust that employers have in employees. This leads to a greater motivation in doing the 

job well. Increasing job motivation is seen as a strategic priority, since it is linked with 

organizational success (Hill and Weiner, 2003).  If the employee is motivated, they will 

likely use individual talents and discretionary time to achieve organizational objectives 

(Hill et al., 2003) and put extra effort to help the company succeed.  

Masuda et al.’s research (2017) shows that employees who had the opportunity to work 

from home were more engaged at the end of the work year, contrasting with the common 

thought of teleworkers are less motivated and effective. The authors also suggest that the 

benefits are not only direct, but also indirect, such as the reduction of work-family 

conflict, even if they have a smaller impact. Despite this, very few authors examined how 

telecommuting relates to work engagement (such as Masuda et al., 2017; Sardeshmukh 

et al., 2012; Vries et al., 2019). 
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This flexible practice is used by organizations also to attract and retain talented employees 

(Saltzstein et al., 2001). The conditions offered are in favour of the employees and give 

them the possibility to manage both private and professional life at the same time. For 

example, telework gives organization the benefit of recruiting and retaining the best 

employees even though they may live far away or are unable or unwilling to commute 

(DiMartino and Wirth, 1990; Kelly, 1988; Kossek, 2001; Neal et al., 1993) 

However, teleworking also present a dark side. For example, managers fear a loss of 

control when workers are outside the office. This can lead to employees’ lower 

performance evaluations, which in turn can influence their chances of promotion and 

upward career mobility (Masuda et al., 2017). As a consequence, digital networks may 

be used to reinforce the monitoring system put in place by the organization in terms of 

performances, time spent at work, location etc. This reduces both the control, autonomy, 

and the moral autonomy (van den Hoven, 1995). Moral autonomy is a self-concept, a 

psychological perception of autonomy. It may happen that managers continue to monitor 

and control employees, practicing a direct supervision (Sewell and Taskin, 2015), or that 

employees who have a well-developed sense of self-determination at work are likely to 

perceive telework as a loss of autonomy (Singh and Verma, 2020). This reduction of 

autonomy can cause monotonicity and routineness (Loukidou et al. 2009). Moreover, 

telework can create an employees’ physical and psychological separation from their 

workplace. Therefore, employees are apt to identify less strongly with the work 

organisation, viewing themselves as more independent, reducing their belonging to the 

organisation (Wiesenfeldet al., 1999). In this research, the opposite will be verified, 

considering a positive connection between teleworking and work engagement, despite the 

isolation created by the pandemic situation. 

2.3.2.3 Possible solutions 

Some solutions can be detected. For example, it has found that a good level of 

communication can increase autonomy given by the workers. The organization does not 

perceive a loss of control over employee (Quoquab and Malik, 2013) and does not 

introduce initiatives that reinforce the dependency to the supervisor and additional 
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monitoring and reporting mechanisms (de Vries et al., 2019). Despite the reduction of 

communication caused by the implementation of week teleworking practices, a focused 

study to improve this tool is essential to foster positive effect and mitigate the negative 

ones, both from a personal and organizational point of view.  

Communication is one of the most important and contemplate elements of Smart 

Working. Therefore, the shift from remote working to real smart working practices will 

solve the main problem of this flexible arrangement. 

2.3.2.4 Remote working during COVID-19 pandemic 

The COVID-19 pandemic accelerated the trend of the use of teleworking practices. A key 

difference is that during the pandemic it has not been possible to let employees choose 

depending on their preferences, forcing them into mandatory home working (Kniffin, 

2020). The negativities behind teleworking are then accentuated. Especially who does not 

live alone experienced drastic reduction of work-life balance. For example, rather than 

giving employees a better balance between professional and private life, home based 

telecommuting involves an intensification of work (Kelliher and Anderson, 2010), that 

means a reduction of resources for the private sphere.  

One of the most important negative effects caused by Covid-19 pandemic is the 

psychological implication. This causes negative outcomes for the individuals, that are 

then reflected in negativities for the organization, such as with losses of productivity and 

poor-quality work. In fact, it has proved that high-quality social interactions are essential 

for mental and physical health (Mogilner et al., 2018), element that is missing during the 

pandemic. The ultimate outcome of the loss of communication quality generates 

“loneliness”, a psychologically painful emotion that results from people’s feelings that 

their intimate and social needs are not adequately met (Cacioppo et al., 2006). Research 

shows that requiring people to isolate themselves to eliminate the risk of infection was 

damaging to mental health in previous pandemic scenarios (Brooks et al., 2020).  

Most employees reported elevated psychological distress, depression, and anxiety, which 

was attributed to feelings of uncertainty about the future and financial concerns. The 

psychological strains and feelings of social isolation can lead to deteriorating work 
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conditions (Pirzadeh et Lingard, 2021) commitment and performance (Ozcelik & 

Barsade, 2018). Psychology affects both the private and the organizational side. These 

factors can increase the risk of job burnout—a chronic stress syndrome that causes 

permanent feelings of exhaustion and a distant attitude toward work (Demerouti et al., 

2010) 

Despite this, employees identified some benefits of home-based teleworking. For 

example, some workers prefer working from home. Reasons for this preference may be 

the ability to save time associated with getting ready for work and commuting, feeling 

safer at home and less exposed to the risk of infection, being able to work  flexibly and 

having more time available for family and other nonwork activities (Pirzadeh et Lingard, 

2021).  

Moreover, one possible result of COVID-19 measures is that it will permanently lead to 

an increment in the incidence of working from home and considerably accelerate and 

maintain the greater use of the internet (Tisdell, 2020). The use of digital tools has been 

fostered during the pandemic. This provides a window of opportunity for the permanent 

integration of these tools since it has been proved that can substitute many physical work 

interactions adequately.  
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3 MODEL 

This chapter aims at introducing the model that has been used to answer to the research 

question. In particular, the elements that constitute the model has been identified starting 

from the cause-effect relationships found in the literature. The structure of the model will 

be then presented with its main sections, the newness it has, and the control variables.  

The hypotheses are presented in this section, with a detailed analysis of each relationship 

proposed to give a theoretical robustness to the proposals. 

3.1 STRUCTURE OF THE MODEL 

As emerged from the analysis of the theoretical background, there is the need of studying 

the effects of remote working since COVID-19 pandemic has made necessary the 

implementation of this practice. The context of public administration has been chosen 

because its rigid structure made the introduction of flexible practices more challenging 

than in private companies.  

Time flexibility and autonomy have been the expressions of remote working during the 

pandemic. The first block is then constituted by these two constructs, defined as 

antecedents. Temporal flexibility has been recognized by Kurland and Bailey (1999) and 

Sardeshmukh et al. (2012) as a direct element of remote working, together with spatial 

flexibility. Autonomy, instead, is an indirect element, since it is flexibility and remote 

working’s most important consequence (Sardeshmukh et al., 2012). Temporal flexibility 

and autonomy are strictly related, since choosing when or where to work is an 

autonomous decision (Campbell Clark, 2001). It has not been possible to include spatial 

flexibility in the analysis (see 2.3.2 Remote working), even if it is one of the most 

important aspects of remote working. Despite this, research showed that spatial flexibility 

is less beneficial than temporal flexibility in terms of conflict reduction (Allen et al., 

2013). Spatial flexibility, in fact, blurred boundaries and may reduce the perception of 

autonomy and control. Moreover, there is the fear of social and professional isolation 

(Cooper & Kurland, 2002). For these reasons, the absence of spatial flexibility in this 
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research is justified and does not represent a missing point since this construct has a 

weaker leverage effect.  

Remote working and the pandemic had a strong impact on the psychology of employees. 

This led to the interest in analysing the effects remote working had specifically on the 

type of well-being related to feeling, the psychological one, that represent the outcomes 

of the model. According to Gant et al., (2007), job satisfaction and work engagement are, 

respectively, the hedonic and eudaimonic meanings of employees’ psychological well-

being. Some managers only consider job satisfaction when they analyse well-being. 

Despite this, achieving it is more complex than that and it must include engagement (Gant 

et al., 2007). The consequences are not only related to the individual, but also with the 

well-being of the organization. Work engagement, for example, is characterized by 

elements such as vigor, absorption, and dedication. These characteristics impact the 

productivity of the employee, having a direct and strong effects on the organizations 

(Saks, 2006). Examining both satisfaction and engagement, it is possible to have an 

overall view of the effects of remote working both on individual and organizational basis, 

even without measuring the profitability and other financial KPIs.  

From the analysis of the literature has emerged that the main effect of autonomy and 

flexibility is the betterment of the balance between work and non-work life, that mediate 

the impacts they have on employees’ psychological wellbeing. For this reason, a mediator 

has been added to the model. Work-life balance is the pivotal point of the model, 

mediating the relationship between the antecedents and the outcomes. When employees 

perceive the given flexibility and autonomy, they are more able to balance all the aspects 

of their lives (Seifert, 2001; MacEachen et al., 2008). Thanks to a good work-life balance, 

employees are more engaged and satisfied with their job (MacEachen et al., 2008). 

Therefore, the outcomes generated by the antecedents are majorly thanks to the action of 

the mediator. For example, the positive impact of telecommuting on job satisfaction is 

primarily due to a greater possibility to meet a balance between work and non-work tasks 

(Virick et al., 2010). Another example is the effect of flexibility, that acts on job 

satisfaction and work engagement balancing professional and personal life (Perlow, 

1997). This has positive consequences also on the well-being of the organization, since 
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employees are more productive and increase the profitability of the company (Burdin and 

Pérotin, 2019; Gonsalves, 2020; see 2.2.1.1 Flexibility). For this reason, companies are 

incentivized in allowing these practices. 

 

Figure 2: The draft of the model-antecedents, mediator, and outcomes 

 

3.1.1 Control variables 

Control variables have been included in the model.  

“Control variables provide an important means of controlling for endogeneity in 

econometric models with non-separable and/or multidimensional heterogeneity” (Newey 

and Stouli, 2021, pp. 73). To say in other words, control variables are important to rule 

out other explanations for the observed relationships (Klarmann and Feurer, 2018).  

If the relationship hypothesized is still verified after adding control variables, it means 

that it does not depends on them. At the opposite, if the relationship varies introducing 

the control variables, it means that it suffers of endogeneity and does not represent the 

entire sample but just a part of it (Klarmann and Feurer, 2018).  

The control variables have been introduced in the model thanks to the SEM analysis 

performed in STATA 14.  
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Figure 3: The structure of the model 

 

The first control variable is age. Some authors (such as Hayes et al., 2019) developed 

surveys to understand if the effects of the constructs are stronger on younger or older 

people or are independent. especially in the context of remote working, some doubts may 

arise considering the difficulties that older people may have in dealing with technology 

(Morris et al., 2005).  

The second control variable is gender. It is interesting to check if there are differences in 

perceiving work-life balance, job satisfaction and work engagement depending on the 

gender, since women are still more connected to family duties. Some authors consider 

women more affected by work-life balance because are more able to manage children and 

family (Greenhaus et al., 2003), instead men are more satisfied at work (Lindorff, 2011).  

The last control variable is connected to the Unit of the firefighter’s brigade. The 

operative roles have been excluded, as explained in section 4.2.1 Sample, so they are not 

part of the analysis. The units took into considerations are then “logistico/gestionale” and 

“tecnico/informatico”. The purpose is to understand if some units are more sensitive than 

others.  
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3.2 GENERAL GAPS FOUND IN THE CONTEXT 

Some general gaps have been identified during the analysis of the literature. These 

elements represent a support to the hypotheses and together constitute the contribution of 

this thesis. 

Remote working and psychological wellbeing: this relationship represent the main 

research question of this thesis. No significative analyses have been found on this topic. 

The reason of this lack may lie in the radical increment of the implementation of remote 

working due to COVID-19. Since the pandemic has several psychological repercussions, 

it is fundamental to analyse the effects this practice has on employees’ psychological 

wellbeing and if it is able to overcome the negativities of the pandemic. 

Remote working in PA: even if it is an already known practice, remote working has been 

implemented majorly during the pandemic. The newness of the context creates a lack of 

studies in this field. 

Autonomy & flexibility in PA: the majority of the articles found do not give an 

explanation of the effects of employees’ autonomy and flexibility in the Public 

Administration. They are more focused on the managerial autonomy and on the 

decentralization of autonomous organs of the PA (e.g., Bernier and Deschamps, 2020; 

Verschuere and Barbieri, 2009). In this research, the effects of given autonomy and hours 

flexibility on public administration employees will be tested.  

Engagement in PA: despite the attention for work engagement in public organizations 

across the world, there is a dearth of research examining work engagement in the public 

administration literature (Borst et al., 2017). 

Job Satisfaction in PA: some authors, such as Cantarelli et al. (2015) or Steijn (2004), 

argued that there is a lack of analysis of job satisfaction in the Public Administration field, 

with few notable exceptions.  

Work life balance and remote working in PA: most of the scholars contrast in finding 

the effects of remote working on work-life balance, snice some of them consider a 
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positive relationships, while others found a negative consequences on this construct (see 

2.3.2. Remote working).  

Job satisfaction and remote working: the effects of remote working on job satisfaction 

are controversial. There are scholars, such as Baruch (2000), that sustain that the 

relationship is positive. Others, instead, claim the opposite. In fact, the feeling of isolation 

(Cooper and Kurland, 2002), possible new sources of stress (Scott and Falcone, 1998), or 

mental ill health (Mann and Holdsworth, 2003) given by this practice can lead to a lower 

level of satisfaction.  

Work-life balance and psychological wellbeing: some authors consider work-life 

balance as predictor of psychological wellbeing (Gröpel and Kuhl, 2009) and others, such 

as Ryff (1989) defined wellbeing as “achieving a state of balance which was affected by 

both challenging and rewarding life events” (pp. 581). Nevertheless, the relationship is 

not well studied, as also sustained by scholars such as Gröpel and Kuhl (2009), or Kossek 

et al. (2014). 

These gaps found are important to justify the choice of the public administration as 

context of analysis. One of the biggest contributions, in fact, is given by analysing the 

model in this particular field. 

The findings will not be translated into hypotheses. Despite this, the considerations that 

can fill them will be done in the Discussion section, analysing what are the effects of the 

constructs on PA employees. 

3.3 HYPOTHESES 

The purpose of this research is investigating how remote working could impact the well-

being of employees through job satisfaction and work engagement.  

The model proposed to solve the research question encloses several newness. 

The literature analysis has been conducted to understand the existing connections 

between the presented constructs and possible lacks or contradictions.  



72 
 

The relationship between flexibility and autonomy with work-life balance has been 

studied by several scholars, as well as the effects of work life balance on job satisfaction 

(e.g., Sirgy and Lee, 2018; Carlson et al., 2009). One of the major points of this research 

is the analysis of the effects of work-life balance on work engagement since a lack of 

research has been encountered. Moreover, even if the connections between these 

constructs are well known, the environment of study -public administration employees in 

a pandemic context- is unique and actual. This element makes the research innovative 

and give a strong contribution to the literature. First, few scholars demonstrate the effects 

of these constructs in public administration employees. Moreover, COVID-19 pandemic 

drastically changed the work-world, affecting companies, employees, and legislators. 

Because of the newness of the topic, the studies on this field are scarce. In addition, there 

are no research on this field that consider well-being in both its meanings9. Overall, the 

model presented is unique and represent a consistent contribution to the literature, giving  

After the explanation of the theoretical findings, a hypothesis has been formulated 

regarding each relationship taken into account by this study.  

3.3.1. Flexibility and Work-Life Balance 

Time flexibility is the sub-category of Flexible work arrangements that effects the most 

work-life balance (Possenriede and Plantenga, 2014), thanks to the possibility to choose 

when dedicating time to work and when using it to other personal interests. The ability of 

balancing work and non-work life is one of the major outcomes of time flexibility. In this 

way employees are more able to manage all the aspects of their lives in an efficient way. 

In fact, employees can choose to work at times most convenient to them, which serve to 

minimize roles’ conflict and increase engagement in all the domains (Sirgy and Lee, 

2018) 10. 

 
9 The hedonic and the eudaimonic meanings. 
 
10 For example, they can choose to go to the gym or the supermarket when there are less people, 

reducing the time used for these activities and the stress related.  
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Moreover, employees that seek out working hours that fit their private needs are more 

likely to invest their capabilities fully at work, since it gives them more energy and makes 

them more productive. This result in a greater work-life balance (Wessels et al., 2019). 

This practice creates positive outcomes especially in employees that have a family and 

children, since the level of engagement in the family-sphere is higher and the constraints 

are more incisive (Kersley et al., 2005). An analysis on families shows that, thanks to 

temporal flexibility, employees have more time for the family and this decrease 

individuals’ perceptions of work/family interference (Christensen & Staines, 1990). For 

example, employees can spend more time with their children, and manage the work time 

to take them to and from school (Perrakis & Martinez, 2012).  

Time flexibility may have negative consequences for employees’ work-life balance and 

lead to more work-related stress in employees’ private lives. Flexibility may bend 

boundaries, reducing freedom and reducing the time dedicated to other life spheres. In 

fact, time flexibility might make it easier to work overtime or to ponder over work during 

family or leisure time (Mirchandani, 2000).  

Some authors (Bohen and Viveros-Long’s, 1981; Campbell Clark, 2001) consider the 

relationship between time flexibility and work-life balance only indirect. According to 

them, time flexibility gives autonomy to the employees, and this autonomy give them the 

possibility to better balance their work and non-work life. For example, Campbell Clark 

(2001) did not find a relationship between time flexibility and WLB in the quantitative 

study conducted for the article. According to the author, the reasoning lies in the fact that 

the impact of temporal flexibility is primarily reflected in the freedom and autonomy it 

gives employees.  

H1: time flexibility positively affects work-life balance  

3.3.2. Autonomy and Work-Life Balance 

Work-life balance is influenced by the five core job characteristics -skill variety, task 

identity, task significance, autonomy, and feedback (Hackman and Oldham, 2007).  
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Employees’ work-life balance can be influenced by the amount of control they received 

at work (Ng et al., 2017). According to Campbell Clark (2001), autonomy is the 

dimension most often associated with work-life balance since it influences both work 

satisfaction and family well-being. 

Well-being, for example, is obtained also thanks to the mediation of the feeling of self-

control (Gerdenitsch et al., 2015; Karasek, 1979), derived from the given autonomy.  

Mas-Machuca et al., (2016) consider individual autonomy as an antecedent of work-life 

balance. Autonomy, in fact, reproduces the extent to which a job permits an employee’s 

self-determination, freedom to organize his/her own work or make decisions (Hackman 

and Oldham, 1975), giving them the possibility to efficiently manage their work and non-

work life. 

Autonomy affects WLB in both its exceptions, increasing work-life enrichment and 

reducing work-life conflicts (Badri and Panatik, 2020). According to the author, job 

autonomy acts as an important resource for employees to efficiently manage varying 

demands from work and family responsibilities, improving their overall condition of 

work-life balance. Job autonomy does not only foster a good balance between work and 

family domains but also reduce the inter-roles conflict between work and family (Badri 

and Panatik, 2020). 

Sirgy and Lee (2018) found out that the fulfilment of the need of autonomy is not enough 

to achieve work-life balance, since it must be completed by the satisfaction derived from 

the achievement of this need.  

Moreover, Bailyn (1993) claimed that fostering WLB through autonomy creates positive 

outcomes also to the organizations. Allowing autonomy, organizations will have more 

satisfied and productive employees. Moreover, these employees will have the freedom to 

manage their family life in ways that will lead to higher family functioning and 

satisfaction with family life. Since the work and family lives are strictly connected and 

influence each other, this implies also better work performances.  

H2: autonomy positively affects work-life balance  
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3.3.3. Work-Life Balance and Job Satisfaction 

Work-life balance (WLB) positively affects job satisfaction (Haar et al., 2014; Carlson et 

al., 2009). Companies in which work–life balance programs are available may be 

perceived by employees as more supportive and family-friendly. Those perceptions, in 

conjunction with leadership practices, affect job satisfaction (Jang et al., 2011). 

The definition of Work-life balance given by Campbell Clark (2001) is: “Work/family 

balance is defined here as satisfaction and good functioning at work and at home with a 

minimum of role conflict” (pp. 349). It is possible to notice that a satisfaction both in job 

and personal life is included in the meaning of the concept.  

From this statement, it is possible to also notice the presence of another concept: the role 

conflict. It has been proved that conflict reduces the level of employees’ job satisfaction 

(Campbell Clark, 2001). In fact, the relation between work and life can have a positive 

exception, enrichment, and a negative one, conflict. The conflict can be “work to family” 

and “family to work”. It has been highlighted that the category that negatively effects Job 

satisfaction the most is the second, since family may create negative interferences with 

work (Carlson et al., 2000).  

According to Mas-Machuca et al. (2016), the relationship between work-life balance and 

job satisfaction is indirect and mediated by organizational pride, that consist in high 

appreciation for and a strong emotional attachment to the organization. Perceiving 

balance between work and non-work life can cause strong pride emotions to employees. 

Organizational pride enhances commitment to customer service, enthusiasm, or 

creativity. Employees who are identified and proud to work within the own company are 

also satisfied in their jobs (Van Dick et al., 2004). 

Pattusamy and Jacob (2015) highlighted that the relation work life balance-Job 

Satisfaction is reversable. That means that high levels of job satisfaction led to a balance 

between work and non-work life, improving life satisfaction. According to the authors, 

both job and life satisfaction must be accomplished to have work life balance: “career 

and family focused individuals feel balanced when they are highly satisfied and effective 
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in their job and family roles. Any inconsistencies in the dual roles may lead to imbalance” 

(Pattusamy and Jacob, 2015, pp. 4).  

H3: work-life balance positively affects the job satisfaction  

3.3.4. Work-Life Balance and Work Engagement 

Sirgy and Lee (2018) consider engagement as fundamental prerequisite to achieve work-

life balance. The purpose of this analysis, instead, is to evaluate the reversed association, 

the effect of Work life balance on work engagement.  

According to Žnidaršič and Bernik (2021), there is a lack of research on the direct effects 

of work-family balance on work engagement. The authors suggested a positive 

relationship between these two constructs based on related studies, since the direct effects 

have not been tested yet. For example, Žnidaršič and Bernik took into consideration that 

family friendly organizational measures, that have a direct impact on work-life balance, 

can increase employees’ work engagement. In conclusion, the authors stated that the 

perception of work-family balance is related to the individual’s feeling of being supported 

by the organization, that leads to work engagement.  

The relationship between work life balance and work engagement is not supported by the 

literature. In order to give a justification to the relationship hypothesized, some theoretical 

considerations can be done. 

Work-life balance is the reflection of work wellbeing in the private sphere, deriving from 

a general sense of physical and mental health (Ferreira, 2020). Since work well-being 

majorly depends on work engagement and job satisfaction (Rothmann, 2008) and work-

life balance depends on work wellbeing, it is possible to state that these three variables 

are strictly connected to each other. However, even if this relationship seems intuitive, 

the understanding of the relation between work-related and nonwork-related feeling and 

attitudes remains unclear (Ferreira, 2020). 

In light of this last consideration, the relationship between job satisfaction and work 

engagement can be considered in order to understand if work-life balance and work 

engagement are related. If the two variables are connected, and considering job 
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satisfaction as positively affected by work life balance, then it will be possible to suggest 

that work engagement is positively affected by work life balance.  

H4: Work-life balance positively affects work engagement. 

To give an easier understanding, it is possible to connect work-life balance, work 

engagement and job satisfaction, using an Aristotelian syllogism: 

WLB and JS are positively related 

JS and WE are positively related 

Then 

WLB and WE are positively related 

 

This suggestion of positive relationship follows a two-steps approach: 

a. Evaluate the relationship between job satisfaction and work engagement and vice-

versa. 

b. Confirm the connection between WLB and job satisfaction. 

The link between job satisfaction and work engagement, and vice-versa, has been 

explored through various studies. Since it has been widely studied and proved, this 

relationship will only be considered theoretically. In fact, it is needed only to give an 

understanding of the hypothesis formulated between WLB and WE, it is not a part of the 

model. 

Saks et al. (2006), Schaufeli et al. (2008), and Bakker et al. (2008), for example, showed 

that work engagement has a significant positive relation with organizational outcomes 

such as job satisfaction. 

JS → WE Firstly, Job satisfaction will be considered as an antecedent of work 

engagement. Employees that experience job satisfaction are likely to be more energic, 

dedicated and absorbed in their job. The satisfaction drives them into a motivational state, 
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that lead them into a engage state. In synthesis, when employees are satisfied of their job, 

they experience increased levels of work engagement (Yalabik et al., 2016).  

WE → JS The relationship is also reversable, considering Job satisfaction as an outcome 

of work engagement. Engaged employees enter an interactive mode of challenges, 

inspirations, and pride. This increases their job satisfaction. Employees who are strongly 

and positively engaged with their work with energy and dedication, perceive satisfaction 

from their job consequently (Garg et al., 2018).  

Since the bilateral relation is strong and well supported by the literature, it is possible to 

conclude that when job Satisfaction is achieved, employees will experience also work 

engagement and vice-versa.  

The second step is already supported by previous literature (see 3.3.3. Work-life balance 

and Job satisfaction) and proposed as a hypothesis to be tested (H3; see section above). 

The formulation of this hypothesis completes the framework between work-life balance 

and work engagement. The combination of the two hypotheses leads to an inner 

hypothesis of positive relationship between work-life balance and wellbeing, filling the 

gap encountered by Ferreira (2020). 

 

Figure 4: The relationships and the hypotheses 
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4. METHODOLOGY 

The methodology approach adopted for this research is explained in this chapter. The aim 

is providing a clear vision of the objective and the steps encompasses to reach the goal of 

this thesis. 

The approach chosen is a combination of qualitative and quantitative analyses, in order 

to have both a theoretical and empirical validation of the hypotheses. This thesis can be 

divided into two parts. The first is the literature review, that is the qualitative analysis, in 

which the description of the context and the main variables has been conducted 

theoretically. The second section is the analysis of the survey, to give statistical 

consistency to the model and evaluate the hypothesis on a numerical base. The choice of 

using a quantitative approach is justified by the willingness of testing and validating the 

formulated hypotheses thanks to the use of the mathematical support and an objective 

analysis. 

The definition of the objective and the general steps is the starting point of the chapter. 

The most consistent section of the chapter is the presentation of the survey, with the 

referring sample, how it has been developed and the manipulation done. For example, 

two skims have been performed: on the sample, to consider only the actors that fit the 

model, and on the questions, inserting only the ones that are related to the constructs or 

useful general information.  

A section is dedicated to the explanation of the measures used to create the constructs 

starting from the questions of the survey. The items have been created starting from 

certificate scales, to give theoretical solidity to this analysis. 

All the statistical analyses have been performed using STATA 1411. 

 
11 Stata is a complete, integrated software package that provides all your data science needs—data 
manipulation, visualization, statistics, and automated reporting (Stata, n.d.) 
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4.1. OBJECTIVE 

The steps performed during this research are reported in Figure 5, in which the 

methodology adopted is summarized. More information will be given in the chapter. 

 

 

Figure 5: The steps 

The literature review has been essential in creating a solid theoretical foundation. It has 

been the starting point of the understanding of the main elements that influence workers 

attitude towards personal and professional lives. Moreover, it helped in the finding of 

lacks in literature, to make the research innovative and contribute to the development of 

this topic. 

The objective is to test the hypotheses defined during the explanation of the model (see 

3.3. Hypotheses).  

HYPOTHESIS 

H1: time flexibility positively affects work-life balance 

H2: autonomy positively affects work-life balance 
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H3: work-life balance positively affects the job satisfaction 

H4: Work-life balance positively affects work engagement. 

 

Table 3: The hypotheses 

Even if some relationships proposed in the model are well-known in literature, they have 

not been studied in the referring context12. Because of this lack, the interest has been 

focused on the analysis of these relationships within the public administration.  

Because of the newness of the referring context, the found lack is consistent, giving a 

large room of choice. This room has been partially reduced by two elements. First, 

COVID-19 drastically reduced the possibility to apply real smart working practices. For 

this reason, the shift from Smart Working to remote working has been proposed. 

Secondly, the availability of a preconstructed questionnaire reduced the possibility of 

investigating interesting areas that have not been covered by the questions, such as the 

leadership style.  

4.2.  SURVEY 

The survey has the purpose of testing the hypotheses empirically. It is used as a detection 

tool because it gives the possibility to statistically validate the hypotheses developed in 

this thesis.  

The questions of the survey have been classified to identify the constructs of the model. 

Therefore, each construct is composed by a set of items, used in literature to represent it. 

In addition, an analysis on the reliability of the constructs has been performed using the 

statistical software STATA 14, analysing the Cronbach’s alphas.  

 In this way the model has both theoretical and statistical consistency. 

 
12 remote working practices in public administrations. 
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Moreover, the survey is widely used in social studies, such as in the economic or 

psychology fields. It gives the possibility to collect information with a standardize method 

and reach a big sample on which build a matrix to analyse.  

It is important to highlight that all the data have been collected during a pandemic 

situation, in which people have been particularly susceptible to feelings of loneliness, 

uncertainty, fear of infection, and financial concerns and then are more likely to 

exacerbate all the negative effects related to the situation (Newby et al., 2020).  

4.2.1. Sample 

The National Fire Brigade is a civil state structure born in 1939 with the Regio decreto 

legge of 27 February 1939. The purpose of the brigade is "public rescue and fire 

prevention and extinction services throughout the national territory, as well as other 

activities assigned to the National Corps by laws and regulations, as provided for in this 

legislative decree." (The national fire corps, n.d., pp. 5374) 

The Department is composed by eight central directorates, eighteen regional offices and 

one hundred provincial commands, with around eight hundred stations throughout the 

country. National Fire Corps is one of the four Department that depends on the Ministry 

of the Interiors. 

The central organization is divided into Central Directorates and Department Offices 

(Canazza, n.d.).  

The peripheric structure is articulated in: 

• Regional Directorates of Public Rescue and Civil Defence Fire Brigades, aimed 

at performing regional implementation of institutional functions. 

• Provincial commands, to perform in the provincial sphere of institutional 

functions. 

• Districts, permanent and voluntary secondments and supervisory posts under the 

provincial headquarters. 

• Special units and departments, to perform activities requiring the use of trained 

personnel, with the possible aid of special equipment or animals.  
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The brigade can be generally divided in (Governo sul territorio: le Prefetture, 2021): 

• Operational staff, the emergency teams that work through the country. It is the 

first line, the front end, in direct contact with the emergencies. 

• The head of the department of Firefighters. This figure is a prefetto, the peripheral 

administrative body that oversees the security apparatus and the economic and 

social life of the province. 

• The administrative staff (Computer Technician Administrative Service): the back 

end, that supports the operational staff in all administrative and accounting tasks.  

 

Table 4: The composition of the National Firefighters brigade (Canazza, n.d.) 

 

During the pandemic in Italy, emergency workers, such as firefighters, have been in first 

line, with gruelling work shifts that were long and full of tension, facing both objective 

and emotional difficulties. This can cause anxiety and exhaustion, with the possibility of 

leading to the development of secondary trauma (Maiorano et al., 2020).  

4.2.1.1.Composition 

The sample was initially composed by 8325 respondents. Including only the workers who 

had worked remotely and who have answered entirely to the questionnaire we have 

obtained a final sample composed by 1550 respondents.  
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Only some kind of organs have been included in the analysis. This is due to the fact that 

the operative section of firefighters is facing emergencies, the flexibility is intrinsic in the 

job and not decided by workers. For this reason, this category cannot experience remote 

working and flexible practices, more in line with office jobs. 

 Instead, the other sections act as general employees of the public administration, with the 

office job that better fits with the remote working, not different from the other members 

of PA, such as who works in municipalities and so on. 

4.2.2. Structure of the survey 

The survey analysed has been developed by a research project conducted by the Smart 

Working observatory of Politecnico di Milano. The survey has been spread in October 

2020 remotely through e-mails and it requires 10minutes to be completed. 

The survey is divided in two parts. 

The first part of the survey is dedicated to the generalities, such as age of workers, gender, 

job position, and region of origin.  

Some questions of this section have not been included in the analysis, since are not 

considered relevant. In particular, the generalities analysed are age, gender and unit. Such 

information will be used to compose the control variables. 

The second part of the questionnaire is the biggest and consist in 63 questions related to 

Smart Working during COVID-19 pandemic. Thanks to this slot of questions, it has been 

possible to select the items that compose the constructs of the model that will be analysed 

statistically, that have been reported in the table below. 

Not all the employees that answered have done remote working. For this reason, a gate 

question to divide the answers has been proposed: 

“In the last months, have you worked in Smart Working modality?” 

Only the employees that answered “Yes” to this question have been took into 

consideration. 
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A clarification must be done. In the survey, the construct is called Smart working by the 

developers. However, in the section 2.3.2. has been clarified that it is incorrect to refer to 

SW in this context. For this reason, during the explanation the construct will be called 

teleworking or remote working, even if in the questions it will remain SW. 

A manipulation has been necessary to work on the dataset.  

From a starting dataset of 147 questions, only 43 have been selected, 9 of generalities and 

34 referring to the variables of the model.  

The big delta between before and after is majorly determined by two main reasons:  

• there were questions not attributable to specific constructs. In fact, the constructs 

considered relevant from the literature analysis have been included in the model. 

The questions to detect them have been selected from the one available in the 

survey and the others have been discarded. 

• a part of the questions was directed to who answers “no” to the gate question. 

Since the focus of the analysis is teleworking, that questions have been excluded. 

In order to allow a statistical analysis with particular software, questions have been 

renamed.  In this way the questions related to the same construct have the same initial 

code. This passage helped also in rearranging the order of the questions in the dataset and 

it allowed a first look analysis on excel.  

4.2.3. Measurement 

The questions extrapolated from the questionnaire refer to a specific construct in the 

literature. The questions have been chosen basing on certificate scales13. This gives a 

theoretical robustness to the analysis since in this way it is more likely to have a better 

interpretation of the constructs. 

 
13 It means that some authors defined specific questions to ask in order to detect that particular 
construct. The classification is then recognized in the literature.  
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The method used is the same of the literature review, searching for documents in which 

there were present the constructs to investigate. The documents containing the cited scales 

have been searched separately, mostly on Google scholar and ResearchGate. 

All the measures were assessed using a five-point Likert scale14, from 1 (strongly 

disagree) to 5 (strongly agree).  

The items have been compared with the ones of the survey of analysis and then attributed 

to a scale. The components of the construct have been summed to represent the final 

index. The Cronbach’s alphas will be indicated in the details of each scale. 

Flexible Hours was measured with the five-item Work culture scale (Campbell Clark, 

2001), majorly using the exceptions of flexitime and schedule flexibility.  

Cronbach’s alpha= 0.8211 

N° 

Item 
Survey’s questions Scale’s questions 

FH1 
Sono libero/a di scegliere in quale 

fascia oraria dover lavorare 

I am free to work the hours that are 

best for my schedule 

FH2 

Mi sento più responsabilizzato 

senza un controllo preciso 

dell’orario e del lavoro svolto 

I would easily take a day off or work, 

if I wanted to. 

FH3 

Posso stabilire con una certa 

autonomia l’orario di inizio e di 

termine dell’attività lavorativa, 

garantisco il risultato più che 

l’orario 

 

I am able to arrive and depart from 

work when I want. 

 

Table 5: The items of FH and comparison with the certified scale 

Job Autonomy has been measured using the Work design questionnaire (Morgeson and 

Humphrey, 2006), based on “Work Methods Autonomy” and “Decision-Making 

Autonomy”, as defined by the authors.  

Cronbach’s alpha= 0.6856 

 
14 This scale is mainly used to identify how much the respondent agree or disagree with the 
question proposed. Using different sizes of the scale gives the possibility to go further than a 
simple yes/no answer. 
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N° 

Item 
Survey’s questions Scale’s questions 

JA1 

Posso scegliere in modo autonomo 

come raggiungere gli obiettivi che mi 

vengono assegnati dai miei superiori 

The job gives me considerable 

opportunity for independence and 

freedom in how I do the work. 

JA2 

Mi sento a mio agio nel prendere 

decisioni autonome all’interno delle 

mie responsabilità 

The job allows me to make a lot of 

decisions on my own. 

JA3 

Posso distribuire i miei compiti e il 

mio carico di lavoro, nell’arco di una 

giornata lavorativa, in maniera 

autonoma 

The job allows me to make my own 

decisions about how to schedule my 

work 

 

Table 6: The items of JA and comparison with the certified scale 

Work-life balance is assessed by the SWLB (satisfaction with Work-life-balance) and 

WIPL (work interference with personal life) scales, developed by Banu and Duraipandian 

(2014). The use of two different scales is due to the WLB double nature. In fact, this 

construct measures both enrichment and work-family conflict, classified thanks to SWLB 

and WIPL respectively.  

Cronbach’s alpha=0.8048 

N° 

Item 
Survey’s questions Scale’s questions 

Dimension 
(Banu and 

Duraipandian 

2014) 

WLB1 

Attualmente sento di riuscire a 

dedicare sufficiente tempo sia 

al lavoro che alla famiglia 

 

I am successful in 

managing my home and 

work demands 

 

SWLB 

WLB2 

Sono soddisfatto di come il 

tempo a mia disposizione mi 

consenta un corretto equilibrio 

tra vita provata e professionale 

 

 

I am satisfied with the way 

I divide my time between 

work and personal life 

 

SWLB 

WLB3 

Sento di non riuscire a gestire 

e concludere gli impegni 

familiari nell’arco della mia 

giornata 

 

as I have to spend more 

time in my work domain, I 

often fail to fulfil my family 

responsibilities 

 

WIPL 
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WLB4 

Il lavoro da casa è uno 

strumento che aumenta la 

flessibilità del lavoro e la 

possibilità di mettere 

d’accordo esigenze di servizio 

e personali 

 

I am satisfied with my 

ability to meet the needs of 

my job with those of my 

personal life 

 

SWLB 

 

Table 7: The items of WLB and comparison with the certified scale 

Job Satisfaction is measured by the MOAQ scale (Michigan organizational assessment 

Package) developed by Berg et al. (1975). This scale has been developed to create a 

package of instruments designed to assess planned change in organizations (Berg et al., 

1975). The sections took into consideration are general job satisfaction, Experienced Skill 

Adequacy, and internal turnover.  

Cronbach’s alpha=0.7814 

N° 

Item 
Survey’s questions Scale’s questions 

JS1 

Sono soddisfatto del ruolo che occupo 

attualmente all'interno dell’Organizzazione, 

non vorrei 

appartenere ad un'altra 

 

in general, I like working 

here + " I am proud on the 

work that I do" 

 

JS2 

Il mio ruolo all’interno del Corpo Nazionale 

dei VVF risponde bene ai miei bisogni e 

capacità 

 

I have all the skills I need 

in order to do my job. 

 

JS3 
Il lavoro che faccio ha una grande importanza 

 

The work I do on my job 

is meaningful to me 

 

JS4 

Nonostante il periodo difficile, il mio lavoro 

mi piace molto 

 

I am enthusiastic about my 

job 

 
 

Table 8: The items of JS and comparison with the certified scale 
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Work Engagement is represented by the UWES (Utrecht Work Engagement scale) 

developed by Schaufeli et al. (2002). This scale encloses the three dimensions of work 

engagement identified by Bakker and Shaufeli (2002; see 2.2.3.2 Work engagement)15.  

Cronbach’s alpha=0.7445 

N° 

Item 
Survey’s questions Scale’s questions 

WE 

dimensions 
(Shaufeli et al., 

2002) 

WE1 

Al lavoro mi sento 

frequentemente pieno di 

energia 

 

At my work, I feel 

bursting with energy 

 

vigor 

WE2 

Sono appagato dal lavoro che 

sto svolgendo 

 

I feel happy when I am 

working intensely 

 

absorption 

WE3 

Sono entusiasta del mio lavoro 

e mi ci dedico con passione 

 

I am enthusiastic about 

my job 

 

dedication 

 

Table 9: The items of WE and comparison with the certified scale 

4.3.  DATA ANALYSIS 

This section is developed to give a theoretical explanation of the techniques used for the 

analysis of the information obtainable from the survey.  

The Cronbach’s alpha, in section 4.2.3, and the SEM, in section 5.3.2., have been the 

methods used to statistically validate the model.  

All the questions and answers have been imported in an Excel file. In order to allow a 

statistical analysis with particular software, questions have been renamed.  In this way 

the questions related to the same construct have the same initial code. This passage helped 

also in rearranging the order of the questions in the dataset and it allowed a first look 

analysis on excel.  

 
15 vigor, dedication, and absorption. 
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All the empty cells have been cleaned in order to allow the software to work properly. 

Some answers have been inverted since the question was negative.  

The answers that were not in numbers have been translated in order to be analysed by the 

software.  

The theoretical information of this section has been taken from McClave et al., 2005, 

excluding where otherwise indicated. 

4.3.1. Cronbach’s Alpha 

Define some relationships and verify hypothesis is possible thanks to scales. These scales 

must have some validity characteristics, such as reliability. Reliability is an “indicator of 

consistency of measurement values repeated under same circumstances” (Ercan et al., 

2007, pp.291). This indicator can be measured by the Alpha coefficient method 

(Cronbach, 1951), especially for Likert scale items.  

Cronbach’s alpha is a statistical method used to measure reliability of unobservable items, 

for example to give internal consistency to surveys (Christmann and Van Aelst, 2006). 

The robustness of the model is given by the correlation level between items of the same 

construct.  

Cronbach’s alpha is a weighted mean based on standard deviation. It is obtained dividing 

the K items in the scale to the general variance.  

𝛼 =
𝑛

(𝑛 − 1)
 [1 − 

∑ 𝜎𝑌𝑖

2𝑛
𝑖=1

𝜎𝑥
2

] 

n: number of items 

σYi

2 : ith item’s standard deviation 

σx: general standard deviation 

 

The values can be between 1 and 0. The more the value is close to 1, the more the items 

are correlated. This means that the construct is supported by statistical evidence. Vice-

versa happens for values close to 0, that means a low correlation between items. If low 

values are detected, the construct must be reformulated (Cho and Kim, 2015).  
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In this analysis, the Cronbach’s alpha has been measured for each construct to give it 

robustness. The software used is STATA 14.  

4.3.2. Zero-order correlation matrix 

The correlation between two variables indicates the relationship between them. In 

particular, the zero-order correlation is the correlation between two variables without the 

influence of other variables.  

The table represented in 5.3.1. is a correlation matrix, that indicates the relationships 

between the variables using the Pearson coefficient. The diagonal is empty since the 

correlation among the same variable is always 1. 

The coefficient presents in the zero-order correlation analysis is called Pearson 

Correlation Coefficient. It measures the linear relationship between the variables. The 

value of the coefficient can be between -1 and 1. In particular, |1| indicates a perfect linear 

correlation – negative in case of -1-, while 0 indicates no linear correlation. The closer 

the value is to |1|, the stronger is the relationship between the variables. 

4.3.3. Structural equation modeling (SEM) 

The structural equation modelling (SEM) is a comprehensive statistical approach for 

testing hypotheses about relationships between observed and latent variables (Ying et al., 

2013). 

SEM is composed by a measurement and a structural part. The measurement model is a 

multivariate regression, describing the relationship between the dependent variables 

observed and the continuous latent variables. It indicates how the constructs are related 

to the measurable variables. The structural model, instead, is described by a set of linear 

regression equations of the dependent variables and identifies the relations between 

constructs (Muthén & Muthén, 1998-2012).  

It includes various multivariate procedures, such as factor analysis and regression analysis 

(Hox and Bechger, 1998). 
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This model is commonly described by path diagrams, to give a visual view of the model. 

Thanks to these diagrams, it is possible to understand the relationships among the 

variables. A path diagram is composed by squares and circles connected by arrows.  

The purpose of this analysis is to prove that the model represents a good approximation 

of the real world. If the validity is not verified, the model must be changed to eliminate 

the errors.  

The section analysed in this research is the structural part, to understand the relationships 

between the constructs of the model, independently from the control variables. The 

software used is STATA 14. 

4.3.3.1.Confirmatory factor analysis 

Factor analysis is used for modelling observed variables in smaller numbers of underlying 

latent – unobservable - factors. The factors are a broad concept of the description of a 

certain phenomenon. 

In particular, the confirmatory factor analysis (CFA) is multivariate statistics. It is used 

to test the correspondence between the variables and the number of the constructs. In 

other words, CFA is a method to confirm or reject the measurement theory. 

To assess this analysis, some coefficients have been evaluated. 

 

Figure 6:The confirmatory factor model 
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First of all, the factor loadings have been calculated. It indicates the relationships of each 

variable with the underlying factor. Thanks to this coefficient it is possible to establish 

whether the items associated to the construct correctly contribute to the right 

measurement of the latent variable. When the factor loading is >=0.7 it means that the 

factor extracts sufficient variance from the variable. 

These coefficients have been used to evaluate the convergent validity. The convergent 

validity confirms that two measures that assess the same construct are related. It is 

measured using two indicators: AVE and CR.  

The average variance extracted (AVE) reveals how much variations in the items can be 

explained by the construct or by the latent variable.  

 

𝐴𝑉𝐸𝑗= 

∑ 𝐿𝑖
2𝑝

𝑖=1

𝑝
 

J= number of constructs 

P=number of items in the construct 

Li=standardized factor loadings for the ith item 

It is calculated for each construct starting from the sum of the squared standardized factor 

loadings of the items that constitute the construct. This value is then dived the number of 

items present in the construct. When AVE is >0,5 it is possible to state that there is an 

adequate convergence. If the value is less than 0.5 it might indicate that the items explain 

more errors than the variance of the construct. 

The second coefficient is the composite – or construct- reliability (CR). It is an indicator 

of the shared variance among the observed variables of the latent construct (Fornell & 

Larcker, 1981). 

𝐶𝑅𝑗 =  
(∑ 𝜆𝑖

𝑝
𝑖=1 )2

(∑ 𝜆𝑖
𝑝
𝑖=1 )2 +  ∑ 𝑣 (𝛿𝑖)

𝑝
𝑖

 

λi= standardized factor loadings for the ith item 

V(δi)= variance of the errors for the ith item 
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P= number of items in the construct 

 

CR of each construct is calculated considering the squared sum of the factor loadings 

divided the sum of the squared sum of the factor loading with the sum of the errors of the 

items. 

To verify high internal reliability, CR must be higher than 0.7.  

4.3.3.2.Path analysis 

The path analysis is used to support or refuse a hypothesis. The coefficient involved in 

this analysis are the path coefficient and the p-value. 

In order to explain the meaning of the path coefficient, the notion of dependent and 

independent variable must be given.  

The independent variable is manipulated to observe the effects on another variable, the 

dependent, also called outcome. Therefore, the dependent variable depends on the 

fluctuations of the independent variable. During experimental research, the manipulation 

of the independent variables enables to identify the correlation cause-effect between the 

variables.  

The path coefficient defines the correlation between the dependent and the independent 

variable (Muthén and Muthén, 1998-2012) This number indicates the response of the 

dependent variable to a unitarian change of the independent one, considering the other 

variables constant (Bollen, 1989). The correlation can be positive if the dependent 

variable increases its value due to the change of the independent, or negative if the value 

of the dependent variable decreases (Muthén and Muthén, 1998-2012).  

The P-value, or probability value, is used to validate a hypothesis, supporting or rejecting 

the null hypothesis. The null hypothesis is that there is a null relationship between the 

variables of interest (Glen, n.d. a). 

The smaller the P-value, the stronger is the evidence to reject the null hypothesis. To 

consider the null hypothesis rejected, the P-value should be P<0.05. When P<0.001 there 

is a high statistical significancy -less than one in a thousand chance of being wrong. 
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 If the p-value invalidate the null hypothesis, it means that the relationship between the 

variables is verified, confirming the hypothesis. 

To give an example it is possible to consider the hypothesis H1: 

H1: time flexibility positively affects work-life balance 

The p-value is used to reject the hypothesis: 

H0: there is no relationship between time flexibility and work-life balance 

Since the P-value is 0, the null hypothesis is rejected, validating H1 instead.  

4.3.3.3 Model fit indices  

Some absolute and relative indicators have been reported to test if the model fit the data. 

The coefficient analysed in this section are RMSEA, CFI, TLI and SRMR. 

The Root Mean Square Error of Approximation (RMSEA; Steiger, 1990) is an absolute 

indicator and represents the average standardized residual per degree of freedom. In other 

words, “it assesses how far a hypnotized model is from a perfect model” (Xia and Yang, 

2019, pp. 409). The model is considered a reasonable proxy of the reality when the value 

of this coefficient is less or equal to 0.08. The values less or equal to 0.10 are still 

considered acceptable but not optimal. If RMSEA<0.05 the model represents a “close fit” 

(Xia and Yang, 2019, pp. 409). 

The Standardized Root Mean Square Residual (SRMR; Bentler, 1990) is the second 

absolute indicator took into consideration. It evaluates “the standardized residuals 

between the hypnotized and the observed covariance matrices” (Cangur and Ercan, 2015, 

pp. 156). The value is considered acceptable when smaller than 0.10 but it is an indicator 

of good fit when it is lower than 0.05 (Cangur and Ercan, 2015). 

The Comparative Fix Index (CFI; Bentler, 1990) and the Tucker-Lewis Index (TLI; 

Tucker & Lewis, 1973) are incremental fit indicators that compare the baseline model 

with the hypnotized one. CFI indicates the best approximation of the population for a 

single model. When the value is greater than or equal to 0.09 it indicates a good fit. TLI, 

instead, measures “the relative reduction in misfit per degree of freedom” (Shi et al., 2019, 
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pp. 313). The value of this indicator can be also negative or higher than 1. If TLI>=0.95 

the model is considered good.  

The indices described in this section have been used both for the factor and the path 

analyses. 
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5. RESULTS 

The aim of this chapter is to analyse the results of the questionnaire, especially to provide 

a statistical validity to the model. In particular, a first paragraph with the evaluation of 

the distribution of the sample (age, gender etc.) is presented, followed by descriptive 

statistics in order to give a general overview of the constructs considered and their 

relationships. In the final section hypotheses are tasted through the implementation of 

SEM analysis.  

5.1.  THE SAMPLE 

This section provides an overview of the results regarding the respondents’ 

characteristics.  

The questionnaire has been administered to 8325 employees. This size has been reduced 

using some filters. In the final sample we have included only those employees who had 

practiced remote working during the pandemic. The final sample is composed by 1550 

respondents.  

5.1.1. Age 

 

 

Figure 7: Age distribution 
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Almost half of the respondents are between 50 and 59 years old. 

A further analysis can be done reducing the scale to only three bigger groups, young -less 

than 40, adults – between 40 and 59 -, and elder – more than 60 (Villerot, 2015)16. 

Considering this classification, the majority of workers are adults, as emerged also from 

the initial analysis. The difference between the three groups is significant, since the adults 

represent almost the totality of the sample and only the 21,9% is composed by the other 

two groups.  

What it is possible to highlight now is that the elders are almost twice the young workers.  

5.1.2. Gender & Unit 

 

 

 
16 The ranges have been adapted due to the one proposed in the survey.  

 

Figure 8: Gender and unit distribution 



99 
 

Figure 9: unit distribution divided by gender 

The gender is almost equally distributed, with a slight majority of women in the sample 

and the respondents work in the managerial unit more than in the technic one.  

 

Analysing the data per gender, almost the totality of women works in the 

logistic/managerial section – 89%-, with a low percentage of female employees in the 

technical unit – 11%. Men are more equally distributed, with the 66% that works in the 

managerial section and the remaining 34% that works in the IT unit. 

The table below gives an overview of the distribution of the gender in the units.  

 Logistic/Management Technic/IT TOT Gender 

Male 501 256 757 

Female 705 88 793 

TOT Unit 1206 344  

 

Table 10: Gender and Unit distribution 

The managerial unit has a more equal division, with the 58% of the jobs occupied by 

woman and the 42% by men. The distribution of the technical division, instead, is more 

unbalanced, since most of the employees of this area are men, with only the 26% of 

women.  
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5.2.  RESULTS FROM THE QUESTIONNAIRE 

This paragraph provides a general overview of the constructs considered in the model.  

The table reports the number of valuable observations, the mean, the standard deviation, 

and the minimum and maximum values of each construct.  

All the constructs are based on the same scale17. For this reason, the results are 

comparable. 

A particular attention is given to the mean and standard deviation of both the general 

index representing the construct and the single items that constitute it. This passage could 

be useful to extrapolate necessary information for the understanding of the data as a 

whole.  

The mean gives information regarding the average value of the answers.  

The standard deviation, instead, represents the variability of the answers. This means how 

much the answers are far from the average value. The variability can be low (<=1) or high 

(>1), depending on how the single values deviate from the mean (McClave et al., 2005). 

Two variables can have same values of mean but different standard deviations. This gives 

different explanation to the values of the two variables.  

For a better explanation, an example is proposed. 

 The table below represents two samples composed by the same number of answers. 

N. observations Sample A Sample B 

1 2 1 

2 2 0 

3 2 2 

4 2 5 

5 2 2 

6 2 1 

 
17 1-5 Likert scale 
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7 2 3 

Mean 2 2 

St. deviation 0 1,51 

 

Table 11: Standard deviation example 

In both of the cases the mean is 2, but the standard deviation shows that the answers of 

the first sample are more in line with the average. This means that there is no variability 

in the data and all the respondents of the sample A. the answers of the sample B are very 

variable. Looking only at the averages, no differences would be detected between the two 

samples. The standard deviation highlights that the answers of the second sample differ 

between each other and the average is only a combination of low and high values.  

It is important to underline that all the answers can be biased by the environment in which 

the sample is since it changes the perception of the constructs. An example is the COVID-

19 pandemic, that modified the professional and personal routine of the respondents.  

As it is possible to see from the table, the number of observations of Work-life balance is 

different from the others. In fact, in this case not all the respondents answered to all the 

questions. For this reason, the non-complete answers have been not included in the count.  

CONSTRUCT ITEM N.OBS MEAN STD. DEV. MIN MAX 

Flexible hours 

FH1 1550 3,56 1,24 1 5 

FH2 1550 3,81 1,18 1 5 

FH3 1550 3,81 1,22 1 5 

Autonomy 

JA1 1550 3,84 0,934 1 5 

JA2 1550 4,01 0,83 1 5 

JA3 1550 3,92 1,04 1 5 

Work-Life 

balance 

WLB1 1548 4 0,96 1 5 

WLB2 1550 3,97 0,99 1 5 

WLB3* 1550 4,05 1,11 1 5 

WLB4 1550 4,05 0,95 1 5 

Job Satisfaction 

JS1 1550 3,91 1,09 1 5 

JS2 1550 3,71 1,08 1 5 

JS3 1550 4,27 0,7 1 5 

JS4 1550 4,26 0,83 1 5 

WE1 1550 3,6 0,94 1 5 
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Work 

Engagement 

WE2 1550 3,91 0,98 1 5 

WE3 1550 4,02 0,89 1 5 

 

Table 12: Number of observations, mean, std. dev., min., and max. of each item 

*Reversed item 

The highest mean value is reached by JS3, that has also the lowest value of standard 

deviation. This means that all the respondents answered with a high value, with a delta of 

only 0,7. The lowest mean number is the one of FH1, with the highest standard deviation. 

In this case, the difference between the values of the answers is higher and the mean is a 

combination of low and high values. Combining the high standard deviation with the low 

mean, it is possible to realise that the number of people that answered on a scale from 1 

to 3 is higher than who selected 4 or 5. 

The question WLB4 gives the possibility to have a look on the direct appreciation of 

remote working by respondents.  

In the table below the overall values have been reported.  

CONSTRUCT N.OBS MEAN 
STD. 

DEV. 
MIN MAX 

Flexible hours 1550 3,74 1,09 1 5 

Job autonomy 1550 3,93 0,76 1 5 

Work-life balance 1548 4,11 0,83 1 5 

Job satisfaction 1550 4,29 0,69 1 5 

Work engagement 1550 3,86 0,81 1 5 
 

Table 13: Number of observations, mean, std. dev., min., and max. of each construct 

All the means are over the sufficiency level (3). This means that, on average, employees 

experience all the constructs reported in the model, perceiving time flexibility, autonomy, 

balance, satisfaction, and engagement. The highest mean is reached by job satisfaction, 

while the lowest is referred to flexible hours.  

In general, the standard deviation is medium-low, meaning that the respondents agree 

between each other on the level of perception of the construct. The only exception is time 

flexibility, with a level of standard deviation higher than 1. In this case not all the 
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respondents agree on the questions and the on average value is the result of “high” 

answers (4-5) combined with “low” answers (1-2). Therefore, this data is explanatory of 

the difference in temporal flexibility experienced by the respondents.  

The further discussion will be focused to only the significative elements of the two tables. 

In particular, there will be an understanding of the constructs with the lowest and highest 

overall mean – respectively flexible hours and work-life balance. Moreover, some 

particular items that shows some peculiarities will be analysed, such as FH1 and WE1, 

with low levels of average, and JS3, that has the highest mean and the lowest variance.  

5.2.1. Contingency analysis 

Segmenting the sample in classes, it is possible to analyse the answers depending on the 

generalities of the respondents. In particular, in this paragraph the answers have been 

analysed depending on the age, gender and unit. 

5.2.1.1 Age 

 FH JA WLB JS WE SAMPLE AVG. 

>=60 3,81 3,89 3,98 4,23 3,82 222 3,95 

50-59 3,76 3,93 4,10 4,30 3,89 759 3,99 

40-49 3,73 3,94 4,20 4,30 3,84 451 4,00 

30-39 3,44 3,98 4,09 4,32 3,74 95 3,91 

<30 3,87 3,87 4,22 4,26 3,74 23 3,99 

HIGHEST <30 30-39 <30 
50-59 & 

40-49 
50-59 

LOWEST 30-39 <30 60-69 >=60 
30-39 & 

<30 
 

Table 14: Mean value of each construct analysed by age 

The table shows the average answer given by each group for each construct.  

The second-to-last column indicates the size of the sample. Only one person older than 

70 and only four workers younger than 20 answered to the questions. Since the difference 

between the samples is too big, these two classes have been included in the nearer 

category, creating a class “>=60” and one “<30”.  
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The deltas between the values are very low. This means that all the ages perceive the 

construct more or less at the same way.  

Considering the age, the mean values are similar to each other. Nevertheless, even if the 

differences are minimal, it is possible to detect the highest and the lowest values, 

represented in the table with green and red colours respectively. The age with the highest 

mean is 40-49, while the one with the lowest is 30-39. 

For each construct it is also possible to highlight the lowest and the highest numbers. 

Unlike the highest numbers, it is visible that the recurrent age class that has the lowest 

value is the 30-39 years old, as highlighted in the calculation of the general average per 

age.  

In the paragraph 5.1.1, the ages have been reallocated in three macro-groups. The table 

below represent the regrouping for a more general understanding of how the constructs 

have been perceived among the different ages. Also in this case it is important to keep in 

mind that the elder and the young are a small percentage of the total, even if slightly 

bigger than before, due to the grouping.  

 FH JA WLB JS WE AVG. 

elder 3,81 3,89 3,98 4,23 3,82 3,95 

adults 3,75 3,94 4,14 4,30 3,87 4,00 

young 3,53 3,96 4,12 4,31 3,74 3,93 

HIGHEST elder young adults young adults 

LOWEST young elder elder elder young 

∆% 8,1% 1,69% 4,00% 1,78% 3,67% 
 

Table 15: Mean value of each construct analysed by age - grouped 

The highest delta is the one of time flexibility, while the lowest is Job autonomy. 

As before, the colours in the last column represent the lowest and highest value. The class 

with the highest average is the one of the adults, while the lowest is the young. The last 

information is indicated also by the analysis of the single constructs. Equally to the 

considerations on the previous table, the lowest for each construct has a recurrency, the 

young.  
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5.2.1.2 Gender 

The second analysis is performed filtering by gender.  

 FH JA WLB JS WE AVG. 

FEMALE 3,736 3,916 4,127 4,285 3,856 3,984 

MALE 3,742 3,947 4,131 4,295 3,850 3,993 

HIGHEST M M M M F 

LOWEST F F F F M 

∆% 0,16% 0,78% 0,09% 0,22% 0,14% 
 

Table 16: Mean value of each construct analysed by gender 

M=male; F= female 

The deltas are very low, even more that in the case of the analysis per age. For this reason, 

it is not possible to derive considerations based on the differences among the constructs 

with this classification. In general, men and women had the same perception of the 

constructs.  

5.2.1.3 Unit 

The last analysis is conducted by Unit. In the managerial area works the majority of 

employees. For this reason, this is only a rough analysis, even if the values might not be 

totally comparable due to the difference in size of the samples.  

 FH JA WLB JS WE AVG. 

IT 3,802 3,980 4,134 4,404 3,919 4,048 

MAN 3,721 3,918 4,106 4,257 3,838 3,968 

HIGHEST IT IT IT IT IT 

LOWEST Man Man Man Man Man 

∆% 2,17% 1,58% 0,067% 3,45% 2,09% 
 

Table 17: Mean value of each construct analysed by Unit 

Analysing the deltas, it is possible to see how small the one of work-life balance is. Time 

flexibility is, again, the one with the highest difference. One peculiarity is the high value 

of the delta of Job satisfaction. in general, the highest values are related to the IT unit, 

while the lowest refers to the logistic/managerial. 
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Despite these small considerations, no further analyses can be done on the differences 

between the two units because, like the case of the gender, the deltas are too low.  

It is possible to summarize the three analyses using the deltas of each table.  

∆% FH JA WLB JS WE HIGHEST LOWEST 

Age 8,1% 1,69% 4,00% 1,78% 3,67% FH JA 

Gender 0,16% 0,78% 0,09% 0,22% 0,14% JA WLB 

Unit 2,17% 1,58% 0,067% 3,45% 2,09% JS WLB 
 

Table 18: Deltas of the mean values of each construct by age, gender, and unit 

In general, all the values are very low. This means that the answers are in line with the 

average value. However, age is the one whit highest deltas, while gender has the lowest.  

The last two columns indicate the highest and the lowest delta of each classification. It 

appears clear that work-life balance is the construct with the lowest differences among 

the classes. 

5.2.1.4 Analysis of the most significative items 

In this section, the items with a particularity have been analysed, segmenting the answers 

per classes.  
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The dotted line represents the mean value. As it is possible to see from the graphs above, 

WE1 and JS3’s answers are in line with the mean value. 

5.3.  MODEL 

This paragraph shows the statistical analyses conducted in order to test and validate the 

model. In particular, a correlation matrix has been created to understand if  a linear 

relationship exists between the variables investigated. Therefore, a SEM analysis has 

been performed to assess the validity of the hypotheses (Muthén and Muthén, 1998-

Figure 10: Contingency analysis on the main items of interest (FH1, WE1, and JS3) 
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2012). The internal consistency of each construct has been already proven by the 

Cronbach’s alpha coefficient, shown in section 4.2.3. Measurement. 

5.3.1. Zero-order correlation analysis 

The table below indicates the zero-order correlation matrix. As explained in the section 

5.3.2., it indicates the relationship between two variables. 

 FH JA WLB JS WE MEAN ST. DEV. 

FH  0,5918 0,4166 0,1884 0,2327 3,74 1,09 

JA 0,5918  0,4515 0,3176 0,3926 3,93 0,76 

WLB 0,4166 0,4515  0,2026 0,2325 4,11 0,83 

JS 0,1884 0,3176 0,2026  0,6297 4,29 0,69 

WE 0,2327 0,3926 0,2325 0,6297  3,86 0,81 
 

Table 19: Zero-order correlation matrix 

Looking at the coefficients, it is possible to state that there is a positive relationship 

between all the couples analysed and that none of them is close enough to zero to refuse 

the relationship. The strongest correlation is the one between job satisfaction and work 

engagement, while the lowest is the one between Job satisfaction and time flexibility.  

Since not all these relationships are part of the model, it is possible to do a further 

skimming, considering only the useful correlation.  

FH-WLB JA-WLB JS-WLB WE-WLB 

0,4166 0,4515 0,2026 0,2325 

 

Table 20: Pearson coefficients of the relationships analysed in the hypotheses 

The correlations between the antecedents and the mediator are stronger than the ones 

between the mediator and the outcomes. On average, the first correlations are the double 

with respect the last ones.  
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5.3.2. SEM analysis 

In order to verify the hypotheses, a SEM analysis has been conducted. In particular, the 

path coefficient and the p-value of each relationship have been reported in the table below.  

5.3.2.1.Confirmatory factor analysis 

The confirmatory factor analysis is represented in the tables below. In particular, the first 

table indicates the factor loading of each item and the AVE and CR of each construct. 

The second table refers to the fit-indicators with a 5-factors model. All these indicators 

are explained in the sections 4.3.3.1 and 4.3.3.3. 

CONSTRUCT ITEMS 
FACTOR 

LOADING 
AVE CR 

FH 

FH1 0,805 

0,612 0,824 FH2 0,675 

FH3 0,856 

JA 

JA1 0,684 

0,437 0,689 JA2 0,456 

JA3 0,797 

WLB 

WLB1 0,917 

0,576 0,834 
WLB2 0,955 

WLB3 0,544 

WLB4 0,503 

JS 

JS1 0,758 

0,490 0,788 
JS2 0,775 

JS3 0,468 

JS4 0,753 

WE 

WE1 0,451 

0,519 0,753 WE2 0,862 

WE3 0,783 

 

Table 21: Confirmatory factor analysis with factor loading, AVE, and CR 
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The values of CR are all bigger than 0.7, exception made for Job Autonomy, which is 

slightly under the limit. The values of AVE are a little bit less fitting, since both the values 

of job autonomy and job satisfaction are slightly under the limit of 0.5. Overall, the values 

are acceptable, but JA and JS might be better represented. 

For a better understating, an analysis of the main fit-indicators has been performed, using 

a 5-factor model.  

Model RMSEA CFI SRMR TLI 

5 factors 0,077 0,925 0,060 0,906 

 

Table 22: Fit indices for the CFA 

Starting from the considerations done in the section 4.3.3.3, it is possible to compare the 

results with the limit values, to understand the goodness of the 5-factor model. 

RMSEA and SRMR are in the acceptance range even if not totally optimal since are in 

the range between 0.05 and 0.1. CFI indicates a good fit since it is higher than 0.9. The 

only indicator that suggests that the model is not so fitting is TLI, that is slightly under 

the acceptance lower limit.  

Overall, considering that the only non-in-range value is very close to the acceptance limit, 

it is possible to consider the 5-factor model fitting.  

5.3.2.2. Path analysis 

The statistical validation of the hypotheses follows two steps, the validation of the 

relationship using the p-value and the validation of the positive connection between the 

variables using the sing of the path coefficient.  

The table below reports the results of this statistical analysis. 

Hypothesis 
Path 

coefficient 

P- 

value 

Statistical 

validity 

H1: time flexibility positively affects 

work-life balance 
0.354 0.000 SUPPORTED 
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H2: autonomy positively affects work-life 

balance 
0.567 0.000 SUPPORTED 

H3: work-life balance positively affects 

job satisfaction 
0.741 0.000 SUPPORTED 

H4: Work-life balance positively affects 

work engagement 
0.828 0.000 SUPPORTED 

 

Table 23: hypotheses validation 

The P-value is 0 in all the hypotheses. This means that the null hypothesis of non-

relationship between the variables is always rejected and that the variables are connected 

in all the hypotheses proposed in this research. 

In order to verify if the relationship is positive or negative, the path coefficient must be 

analysed. Since the path coefficients are positive, the positivity of the relationships is 

verified for all the hypotheses.  

In conclusion, the hypotheses presented in the model are all statistically supported and 

validated.  

The fit indices have been calculated in order to understand if the model fits the data. The 

results are reported in the table below. 

Model RMSEA CFI SRMR TLI 

5 factors 0,062 0,939 0,078 0,919 
 

Table 24: Fit indices for the path analysis 

The results are similar to the ones of the CFA 5-factor analysis. The value of RMSEA 

and SRMR are acceptable but not optimal since are in the range between 0.05 and 0.1. 

Also in this case, CFI is over the lower limit of 0.9, indicating a good fit. The value of 

TLI, instead, is higher than 0.9, that is the threshold. Since all the indicators are 

statistically acceptable, the model is considered a good representation of the data. 
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To have a better graphical understanding, the model is presented. Path coefficients and 

the standard errors are reported. The relationships that are not statistically supported are 

highlighted with a dotted line, the verified one, instead, are represented by a continuous 

line.  

The standard error explains how spread out the data are. In other words, it is an indicator 

of the reliability of the mean. Considering a regression, the standard error is a measure of 

variability, of dispersion of the data from the line (Glen, n.d. b).  

 

Figure 11: The model with path coefficient and standard error in the parentheses 

* means p<=0,1 

** means p <=0,05 

*** means p <=0,01 

Nothing means p > 0,1 

The ovals indicate the constructs. The antecedents and the outcomes are put in column 

because they represent the two macro-constructs of remote working and psychological 

wellbeing. The rectangles are the three control variables, and the relationships are 

depicted by arrows. On the arrows the path coefficient is reported. The asterisks represent 

the range in which there is the standard error.  
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The standard errors are all in the same range, as it is possible to see from the fact that the 

arrows present only one star key. This means that the standard errors of the relationships 

are similar. 

The dotted lines are not present in the model, since all the hypotheses are verified, as 

explained above. 

5.3.2.3.Control variables 

The control variables define if the relationships between the variables are influenced by 

some exogenous factors (see 3.1.1. Control variables).  

In the tables below the p-values and path coefficients are presented.  

P-value Work-life balance Job satisfaction Work engagement 

Age 0,000 0,001 0,021 

Gender 0,018 0,675 0,339 

Unit 0,689 0,127 0,069 

 

Table 25: P-value of the control variables 

 

Path coefficient Work-life balance Job satisfaction Work engagement 

Age 0,077 -0,104 -0,068 

Gender 0,053 0,013 0,028 

Unit 0,009 0,049 0,055 

 

Table 26: Path coefficient of the control variables 

The p-value is shown to identify the possible relationships between the variables and the 

control variables. If the p-value is higher than 0,05, it is possible to conclude that there is 

no correlation between the two elements. This means that the variation of the variable is 

not affected by the control variable.  

The path coefficient has been reported to identify if the correlation is positive or negative 

and if it is strong. 
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The cases in which the p-value is low enough to refuse the zero-hypothesis are highlighted 

in yellow and identify a relationship between the construct and the correspondent control 

variable.  

The values of the path coefficient are very low. This means that for a unitarian change in 

the age, for example, job satisfaction only changes of 0.107.  

The relationship between Gender and Work-life balance presents the lowest path 

coefficient. Moreover, from the analysis on the contingency factors, emerges that the 

difference in gender is too low to be commented – the delta is only 0.09%. For this reason, 

it will not be discussed in the section 4.3.5 Control variables. Some considerations will 

be reported in the section 4.3.3 Mediator. 

 

 

 

 

 

 

 

 

 

 

 

 

  



115 
 

6. DISCUSSION 

Starting from a review of the literature and an understanding of the context, a model has 

been proposed. The spread of the survey has been vital in order to collect data to be 

analysed. Thanks to the information obtained by the statistical analysis performed on the 

data, it has been possible to give a mathematical support to the model.  

The aim of this chapter is to interpret the results obtained, giving a solid theoretical 

contribution, explaining some practical implications, and the limits of this research, 

followed by a suggestion of future point of analysis. 

The theoretical section is based on the analysis of the relationships between the 

antecedents, the mediator, and the outcomes. Deep considerations have been performed, 

based also on the finding of the descriptive analysis and on the specific answers of the 

survey. After that, the model has been throughout discussed, giving a final explanation of 

the research question. 

The effects of remote working on wellbeing are also practical and related to the happiness 

of employees, that is then translated into an increment of productivity and a reduction of 

sickness and absenteeism. Moreover, the contribution in the achievement of some SGDs 

will be analysed and discussed.  

6.1. THEORETICAL CONTRIBUTION 

The main theoretical contribution is determined by the newness of the context. The 

pandemic opened a gate of investigation, generating new unknows to fulfil. Moreover, 

the public sector is less analysed than the private one. Hence, it has been possible to have 

a wide range of movement to bring a theoretical contribution to the literature. 

Several gaps have been found in the public sector, especially on how the constructs act in 

the public administration field. Thanks to the analysis of the constructs in the referring 

context of the public administration, a consistent contribution to the literate has been 

apported, solving the gaps found in the literature (section 3.2 General gaps found in the 

context), identifying, for example, the PA employees’ perception of job satisfaction and 
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work engagement, and the connection between remote working and psychological 

wellbeing. 

Moreover, in this specific context of analysis, all the hypotheses of the model are 

unknown and constitute a contribution. The literature presents a solid discussion on 

almost all the proposed relationships, but majorly in the private sector.  

An exception is the relationship between work-life balance and work engagement, which 

is not well studied neither in the private sector. Scholars focused their attention on the 

effects of work engagement on work-life balance, but not the opposite. This research 

gives a strong theoretical contribution on this specific relation, analysing the effects of 

work-life balance on the eudaimonic psychological well-being, represented by 

engagement. 

The model itself represent a contribution since it is unique and, for the first time, analyse 

both the effects of autonomy and flexibility on psychological wellbeing, with the 

mediation of work-life balance. Moreover, this research considers both the meanings of 

wellbeing18. 

Going deeper on the analysis of the survey, results show a good perception of all the 

constructs analysed by respondents since the mean is always over the sufficiency level, a 

threshold that in this case is considered 3. Moreover, the medium-low level of standard 

deviation indicates low disbalancing between different kind of employees. Taking into 

considerations values of central tendency we have observed, for example, that temporal 

flexibility has the lowest mean, but is still over the sufficiency level. This means that the 

respondents perceive to have experienced more autonomy than temporal flexibility.  

The constructs will be analysed according to the division adopted in the model. The 

pivotal point of this analysis is work-life balance, in relation to its antecedents and the 

outcomes. WLB is one of the constructs with the highest mean, giving consistency to the 

 
18 The two meanings are hedonic and eudaimonic, respectively represented by job satisfaction and 
work engagement 
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remarks done. In fact, this means that it is possible to really analyse the effects it has on 

the outcomes and the contribution given by the antecedents.  

The discussion is based on the comparison between what found in the literature review 

(section 3.3 Hypotheses) and the results of the analysis performed on the survey.  

6.1.1. Antecedents 

The statistical analysis confirmed the first and the second hypotheses. The antecedents – 

time flexibility and autonomy- have a positive impact on balancing personal and 

professional lives.  

This result was expected since several scholars defined autonomy and temporal flexibility 

as job resources (Bakker et al. 2007) able to increase work-life balance (Demerouti et al. 

2001; Hill et al., 2001; Russell et al., 2009; Lott, 2014). Job resources, together with job 

demands, compose the Demands-Resources (JD-R) model. Job resources represent the 

way to reduce exhaustion and increase personal growth. Job demands indicate the 

psychological and physiological effort required by the job (see 2.2.3.2 Work 

engagement). The action of the antecedents fosters the positive effects of work-life 

balance on the outcomes, mitigating the negative implications of job demands.  

In conclusion, since work-life balance is one of the constructs most experienced by 

employees, it is then true that the antecedents have positive effects on work-life balance.  

Analysing the values of the single hypotheses, it is possible to make some considerations 

on the two specific relationships.  

6.1.1.1 Autonomy positively affects work life balance 

Autonomy-work-life balance is the relationship with the highest path coefficient among 

the antecedents. This means that the relation cause-effect is strong. This founding is 

supported by previous literature. For example, Campbell Clark (2001) defines autonomy 

as the dimension most often associated with work-life balance because of the influences 

it has on both the professional and private domains. The freedom given by autonomy is 

vital to manage the work and non-work lives (Hackman and Oldham, 1975).  
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It is important to remark that the confirmatory factor analysis shows that job autonomy is 

not optimally represented by its items (see 5.3.2.1 Confirmatory factor analysis), meaning 

that some results might be twisted. Despite this, the findings are consistent with the 

literature related to the private sector and, for this reason, are considerable reliable. 

6.1.1.2 Flexible hours positively affect work life balance 

Time flexibility has a positive direct impact on work life balance. Time flexibility is able 

to reduce stress components, increasing the overall work-life balance, as sustained by 

several scholars (Wessels et al., 2019; Sirgy and Lee, 2018). According to Kersley et al. 

(2005), the benefits of time flexibility on work-life balance are more visible in employees 

with family and children. The mean age to have a child in Italy is at 31,3 years old 

(Eurostat, 2021). This information leads to the conclusion that people over 30 are more 

likely to have a family to manage. The values of work-life balance on the sample agree 

on this assumption, since adults have the highest mean value of work-life balance.  

However, the results show that the effects of time flexibility on work-life balance are 

positive but not so strong, contrasting with the assumptions found in the literature (e.g., 

Possenriede and Plantenga, 2014). Through the path coefficient’s values it is possible to 

observe that autonomy influences work-life balance more than time flexibility. Moreover, 

autonomy has a higher indirect impact also on the outcomes, as it is possible to see from 

the zero-order correlation matrix.  

The explanation may lie in the strong relation between time flexibility and autonomy. In 

fact, the Pearson Coefficient is 0.5918, one of the highest of the zero-order correlation 

matrix. Many authors consider time flexibility as a strong mean to reach autonomy, 

influencing work-life balance only indirectly (Campbell Clark, 2001; Bohen and Viveros-

Long, 1981; see 2.2.1.1 Temporal Flexibility). This thesis is halfway with the two theories 

since flexibility has a direct impact on work-life balance but also an indirect one mediated 

by autonomy.  

Despite this possible reasoning, it is important to remember that flexible hour is the 

construct with the lowest average and the highest standard deviation. This means that 

employees experienced a -relative- low level of time flexibility, especially with respect 
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to autonomy. Therefore, this data may have twisted the final result, giving autonomy a 

higher impact on work-life balance than flexibility. 

In particular, the flexible item that has the lowest mean value and highest standard 

deviation is the one that might perfectly fit with the concept of flexible hours -FH1, the 

freedom in choosing the hours in which the employee can work. The standard deviation 

indicates that some employees perceive to be less free than others. As it is possible to see 

from the contingency analysis (see 5.2.1. Contingency analysis), the “freeless-

employees” are young employees. The reasons of this low perception of freedom for 

younger employees may be caused by the old-style management of the public 

administration. Freedom is majorly given by those employees that are more reliable, have 

more experience. Managers might fear the loss of power and for this reason they reduce 

the flexibility for those employees that work for the company for less time (Masuda et 

al., 2017). It is important to remember that we are talking about a psychological 

perception, not a mathematical analysis on the effective flexibility employees have. 

Therefore, the differences may be caused also by the expectations employees have on 

flexibility, or the necessities. For example, it is more likely that younger employees have 

children and need more flexibility to deal with unforeseen events and child-related issues.  

6.1.2. Mediator 

Work-life balance is one of the constructs most experienced by the respondents. This 

information is very important since it gives consistency to the hypotheses, that are all 

based on the mediator.  

Employees positively answer not only to the satisfaction with Work-life-balance items, 

but also the one of work interference with personal life (Banu and Duraipandian, 2014). 

It is then possible to conclude that work-life balance has been really achieved since both 

the requisites- maximization of engagement and minimization of role conflict - are 

satisfied. 

Moreover, this is the construct with the lowest deltas between the gender and the units. 

This means that there is a good balance between the different roles and genders, and it 

supposes a low level of unfair given privileges. The last information is surprising, since 
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in the literature it appears that usually women suffer more a bad balance between personal 

and professional life (Adisa et al., 2014; Rothbard, 2001). This is due to the expectation 

that the society has on women, that are seen as the backbone of the family, but they are 

also expected to perform well at work (Liu et al., 2021). The gender equality in work-life 

balance is supported by several studies (Liu et al., 2021; Starmer et al., 2019; Baptiste et 

al., 2017). This might be explained by the economic growth and the social progress, that 

reduced the gender discrepancies, such as in salaries, career development or employment 

opportunities (Zhou, 2018).  

The lack of differences may also be caused also by the mitigating role of flexible 

practices. In fact, if in general women suffer more of role-family conflicts than men, it is 

also true that flexible practices have a better balancing between work and private lives, 

especially for women (Van der Lippe et al., 2018).  

6.1.3. Outcomes 

The p-value and the high positivity of the path coefficients leads to the statistical 

acceptance of the hypotheses three and four. The path coefficients of the hypotheses of 

relationships between the mediator and the outcomes are significantly higher than the 

ones of the antecedents. Therefore, it is possible to not only accept the hypotheses, but 

consider work-life balance having a strong positive impact on both the hedonic and 

eudaimonic sides of psychological wellbeing. 

6.1.3.1 Work life balance positively affects Job satisfaction 

The relation between work-life balance and job satisfaction was expected since it has been 

verified by the literature several times19. The majority of the scholars consider work-life 

balance an essential element to reach job satisfaction and then life satisfaction (Haar et 

al., 2014; Carlson et al., 2009). According to Campbell Clark (2001), employees’ 

satisfaction is implicit in the concept of work-life balance.  

Achieving job satisfaction through work-life balance leads not only to better work 

conditions, or higher productivity but also to a betterment of life, since it is possible to 

 
19 Referring to the private sector. 
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manage all the domains optimizing time and resources (Allen et al., 2000). Job 

satisfaction is the construct most experienced by the respondents, followed by work-life 

balance (see 5.2 Results from the questionnaire). This adds solidity to this hypothesis that 

includes both the concepts.  

Job satisfaction encloses the very important concept of how much employees consider 

their job important. It is represented by the item JS3, that is the one with the highest mean 

(4,27) and the lowest standard deviation (0,7) in absolute. This indicates that the most 

perceived feeling is that they are doing an important and valuable job. In fact, directly or 

indirectly, these employees are doing a vital job, like saving lives or preventing disasters, 

and they are aware of that. Since no differences have been detected in the contingency 

analysis (see 5.2.1. Contingency analysis), the perception of importance is spread among 

all the ages, units, and genders. 

6.1.3.2 Work life balance positively affects work engagement 

One of the biggest theoretical contributions to the literature is given by the findings 

regarding the relationship between work-life balance and work engagement.  

Most of the scholars studied the effects that work engagement has on work-life balance, 

since work-life balance is achieved through the engagement both in work and non-work 

domains (Sirgy and Lee, 2018).  

If it is true and intrinsic that work engagement leads to work-life balance, the theoretical 

analysis of the two constructs taken individually verified also the opposite, even if no 

correspondence has been found in the literature, as sustained by Žnidaršič and Bernik 

(2021). 

High levels of work engagement are reached through the psychological feelings of 

involvement, energy, and immersion on the job (Bakker and Schaufeli, 2008; see 2.2.3.2 

Work engagement). In particular, employees must have the right amount of energy to be 

involved and focused on job-objectives in order to persecute engagement. To do so, it is 

indispensable to have a good balance between both work and non-work activities.  
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Moreover, the formulation of the hypothesis of a relationship between work-life balance 

and work engagement has been based on the hypothesis H320- already verified- and on 

the connection between the latter and job satisfaction. The Pearson Coefficient of this 

connection is the highest of the matrix (0.6297), giving a numerical corroboration to the 

theoretical assumptions (see 3.3.4 Work life balance and work engagement).  

In this research the positive relationship between work-life balance and work engagement 

is verified and the p-value is at his lowest (0). Moreover, this hypothesis is the one with 

the highest path coefficient, giving ulterior solidity to the relationship. 

The only negative point is represented by the item WE1, identifying vigor. This relative 

low value (3.6) might be a sign of burnout, the negative feeling opposed to work 

engagement.  

Vigor is the characterization of work engagement that indicates the energy that employees 

have while working (Bakker and Schaufeli, 2008). According to the bipolar view, vigor 

is opposite to exhaustion, as two poles of the same dimension, “energy” (Demerouti et 

al., 2010). It is then possible to conclude that, usually, they are mutually exclusive: who 

perceives low levels of vigor also perceives high level of exhaustion and vice-versa 

(Sonnentag et al., 2012; Mäkikangas et al., 2013).  

Exhaustion is the lack of energy and the feeling of fatigue (Maslach et al., 1996). It is the 

main characterization of job burnout, that is indeed defined as a syndrome of exhaustion 

that has negative implications, increasing absenteeism and reducing job satisfaction and 

work engagement (Maslach et al., 2001).  

Therefore, the encountered low level of vigor may be an indicator of burnout. 

The pandemic may have played a vital role in the growth of the burnout syndrome also 

for those roles that where not directly exposed to the virus like the healthcare sector. The 

reasoning can be found in the concern about the pandemic, the uncertainty it causes, the 

fear of being infected (Rodríguez-López et al., 2021). Moreover, previous research on 

 
20 The hypothesis H3 refers to the positive relationship between work-life balance and job 
satisfaction 
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2003-SARS found out that one the most important and common consequence is 

exhaustion (Marjanovic et al., 2007), which is also the leading cause of burnout. 

Burnout symptoms vary depending on workers’ life stage. This is  due to different work 

requirements or demands, as well as different levels of work-family conflicts that 

employees experience at the different stages of their lives.  

The most affected by low vigor are the employees between 30 and 39 years old. The 

causes may be reconducted to the fact that younger employees may face greater pressure 

at work since they are at a lower career stage, with less responsibilities and compensation. 

Moreover, age is associated with higher skills, authority, social support at work, and lower 

insecurity and irregular work schedules (Marchand et al., 2015). All these factors 

contribute to reduce burnout in older employees. 

Most studies (e.g., Maslach et al., 2001; Rožman, 2019) confirmed that younger 

employees have higher level of burnout than older due to pressure, stress, and anxiety and 

that burnout decreases after middle age. In fact, burnout is associated to private life 

phases, such as family responsibilities and the family life cycle (Rožman, 2019; LaFaver 

et al., 2018). Unlike young workers between 20 and 29 years old, it is more likely that 

30-39 age group perceive greater stress derived from the family and the higher 

responsibilities. The level of work-life balance confirms this statement, since it is lower 

for this class than the one between 20 and 29 years old.  

Despite these considerations, there are not researches that connects Covid-burnout and 

public administration employees. Moreover, the relationship between vigor and 

exhaustion is not well studied. For these reasons, it is not possible to detect a certain cause 

of the low vigor, since further studies must be done, such as a comparison between the 

level of vigor before and after the pandemic, or specific research on this topic.  

In addition, according to Demerouti et al. (2001), the lack of resources leads to a 

disengagement, while job demands are predictors of exhaustion. Time flexibility is 

considered a solution of a particular job demand, that is time pressure (see 6.1.5. General 
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Model). The reasoning behind this possible experience of exhaustion may be connected 

to the low21 perception of temporal flexibility (see 5.2. Results from the questionnaire).  

It is important to remember that the analysis has been conducted during the pandemic. 

This means that work-life balance has been able to augment the two outcomes despite the 

COVID-19 negative implications. Moreover, the value of the item is still over the 

sufficiency level. This means that, even if experienced, the exhaustion perceived is not 

high. 

6.1.4. Control variables 

The analysis on the control variables shows that some constructs are influenced by the 

exogenous factors indicated. The values of interest are the ones of the relationships with 

a p-value <=0.05.  

Age is the control variable that has the highest influence on the constructs. This result 

was expected because the contingency analysis shows that gender and unit have less 

variations in respect with age. In particular, it has an impact on job satisfaction, work 

engagement, and work-life balance. 

Age affects both job satisfaction and work engagement, that are the two elements that 

compose the psychological wellbeing. For this reason, the overall wellbeing is influenced 

by age. 

Despite the possible considerations, the size of the sample of young and older is extremely 

smaller than the one regarding adults. The sum of the two categories represents only the 

22% of the sample. For this reason, the result of a connection between age and the 

constructs can be twisted, since the answers given by the few young/old employees may 

be the truth of a small group and not of the whole category.  

 

 
21 As explained, the low perception is only relative. Time flexibility is the construct with the 
lowest mean value, but it is still over the sufficiency level. 
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6.1.4.1. Job satisfaction 

Job satisfaction is affected by the age of the respondents. 

The relationship Age-Job Satisfaction is negative. The scale of the age has been 

manipulated in order to be analysed, transforming the scale with values from 1 to 7, with 

1= “age > 70” and 7 = “age < 20”. Therefore, the highest number of this scale is assigned 

to the lowest age. This inversion of the scale is translatable in a linear positive relationship 

age-job satisfaction, indicating that job satisfaction decreases when the age decreases. 

This means that older employees are more satisfied with their job.  

The expectations were at the opposite, considering young employees as more engaged, 

since they have more technological skills (Barth et al., 2020), necessaries to perform the 

job remotely.  

The literature is ambiguous in this area. Some studies found the same positive linear 

connection and considered age as antecedent of job satisfaction (Davis, 2004; White and 

Spector, 1987), others found out a curvilinear shape (Clark et al., 1996), for other scholars 

there is no connection between the two (Brief, 2002; Weaver, 1978).  

Older employees have more experience. This gives them higher objectivity on some 

aspects that may cause dissatisfaction in other employees, and they acquired more specific 

skills to perform their job easily (Carrillo-García et al., 2013). In addition, they may have 

stronger sense of achievement and more realistic expectations about the job (Gyekye and 

Haybatollahi, 2015).  

Moreover, seniority gives them a better treatment from other workers, since they are seen 

by their younger co-workers as superior. This trait gives them also more stability in the 

job, in terms of risk and uncertainty of the tasks. (Gyekye and Salminen, 2009).  

Young workers, instead, may experience more difficulties in performing tasks. This may 

be due to the fact that they are new in the job environment, and they do not possess jet 

the specific skills necessary to make the job more manageable, acquirable making 

experience on the field. Moreover, these difficulties can cause higher turnover intentions 

(Gyekye and Haybatollahi, 2015).  
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This reduction of job satisfaction in younger employees might be caused also by the 

different expectations they have compared to what offered by the organization, as 

explained in the section 6.1.1.2. 

6.1.4.2. Work engagement 

Also work engagement is affected by the age of respondents and in the same way of job 

satisfaction. The p-value of this relationship is lower than 0.05 but is not strong as the one 

of age and job satisfaction. The path coefficient is negative, showing that work 

engagement increases with aging. Moreover, this coefficient has a very low value, 

indicating that the increment of work engagement is low. Other studies discovered that 

engagement increases whit age. The experience acquired increases emotional and 

intellectual involvement. These factors motivate employees in doing their best, giving 

them the possibility to experience work engagement in all its meanings (James et al., 

2012; Towers Perrin, 2005). It is important to underline that engagement increases when 

an employee works for the same organization for several years – 10 or 20 years (Dalal et 

al., 2012). Older employees are more likely to have such a long relationship with a 

company and this might explain the reasoning of this connection. Since there is no 

information concerning how long they have been working for the PA, no further 

consideration can be derived from this result.  

6.1.4.3. Work-life balance 

The p-value -that is zero- indicates that Work-life balance is strongly influenced by age, 

even if the increment is very low. The path coefficient positivity indicates that work-life 

balance is more experienced by young workers and less by the elders. Even the 

contingency analysis highlights the differences of the mean value of this construct among 

the ages. The connection between work-life balance and the age might be interpreted as 

a difference of necessities depending on the steps of the life. In fact, it has been proved 

that values, priorities, and attitudes change over the life (Klimchak et al.,2019). Young 

employees are more based on long-term goals, such as acquiring knowledge, and extrinsic 

benefit, such as the quality of the job. On the other hand, older people seek intrinsic 

benefits, such as caring responsibilities and the professional and social relationships 
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(Klimchak et al.,2019). Some scholars (Richert-Kazmierska and Stankiewicz, 2016; 

Žnidaršič and Bernik, 2021) consider that young employees, that are more likely to have 

young children, should have lower level of work-life balance. It is important to remember 

that this thesis aims at analysing the effects of a change – the introduction of remote 

working – and not a generic “as-is”. Young employees, that usually face with difficulties 

in balancing all the aspects of their lives, have now the possibility to better manage time 

and resources. This results in a ΔWLB higher than the one experienced by elders, that 

might have higher levels of previous balance, but did not find big differences with the 

new level of work life balance caused by autonomy and flexibility. 

6.1.5. General model 

Using the data of the survey, this study aims at investigating the effects of remote working 

on public administration employees during COVID-19 pandemic.  

The statistical analyses conducted to verify if the model fit the reality that this thesis 

analyses show that all the indicators are good, even if not optimal. For this reason, it is 

possible to consider the information derived reliable but with room for improvement. 

Overall, the results are consistent with prior research done in the private sector but, in 

addition, they give further contributions to the literature, demonstrating a connection 

between work-life balance and work engagement, giving an overall answer to the research 

question, analysing the effects of balance on psychological wellbeing, and investigating 

the constructs in the context of the public administration. These elements represent the 

main innovativeness of the research, since big gaps have been found in the literature.  

The model has been analysed in the context of the Public Administration. This study is 

important not only because it brings a consistent contribution in a field that is not enough 

studied and has big room for investigation, but also because it highlights an important 

challenge. The Public Administration structure is in contrast with the characteristics of 

remote working of flexibility and autonomy and the analysis on how it reacted to this 

flexible practice gives a basis on the change towards a new Public Administration 

(discussed in 6.2 Practical Implications). Remote working has been implemented in the 

public administration majorly during the pandemic. For this reason, the effects that this 
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practice has on public administration employees are still not studied. The results indicate 

that employees had a good experience of remote working and have drown positive 

implications from it, such as the increment of job satisfaction and work engagement. 

Theoretically, the result of positive implications on employees was expected. In fact, 

public administration is typically seen as not flexible (Di Francesco and Alford, 2016) 

and with risk of producing red tape, a negative job demand caused by over-bureaucracy 

(Borst et al., 2017). Red tape reduces the innovativeness of the organization (Merlicco, 

2008) and employees’ wellbeing, that has consequences on productivity and may cause 

alienation (Bozeman, 1993; DeHart-Davis & Pandey, 2005). Remote working, thanks to 

the use of flexibility and autonomy, is able to reduce job strain because it has proven that 

it creates balance between personal and professional lives (Perry et al., 2018). Moreover, 

the control over their work generated by remote working (Nakrošienė et al., 2019) 

empathises the perception of employees of being valuable for the organization, increasing 

psychological wellbeing (Bozeman, 1993) and reducing red tape (Buelens and Van den 

Broeck, 2007). This research demonstrate that employees not only feel autonomy and 

freedom but are aware of the importance of their job (JS3- see 6.1.3. Outcomes), proving 

that these employees also experience public service motivation22 (De Simone et al., 2016). 

Taking into consideration the results, the main research question of this thesis is verified: 

remote working has a positive impact on employees’ psychological wellbeing.  

This finding apports a big contribution to the literature because of the newness of the 

study and the importance of the topic. In fact, the quantity of research on the relationship 

between remote working and psychological wellbeing during COVID-19 pandemic is not 

significant. Moreover, remote working is a focus of attention because of the exponential 

increment in its adoption. It is therefore essential to determine the effects it has. The 

combination of the psychological outcomes of the pandemic and remote working must be 

deeply analysed to understand which leverages can be used to manage negative feelings 

and foster positive emotions, that have a direct impact on productivity and the welfare of 

the organization (Pirzadeh et Lingard, 2021). In fact, remote working can cause sense of 

loneliness, time pressure, and increase exhaustion (Baruch, 2001; Cacioppo et al., 2006), 

 
22 It is a type of motivation that derives from the satisfaction in helping the society. 
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especially if combined with the fear atmosphere of the lockdown. The analysis on the 

survey shows, instead, that remote working has been capable of overcoming such 

negativities, bringing an overall positive contribution to psychological wellbeing. In fact, 

the values of job satisfaction and work engagement are far greater than the sufficiency 

level, indicating a good level of the two constructs that constitute wellbeing. 

To theoretically support this result, it is possible to use two tools: the JD-R model 

(Demerouti et al, 2001; see 2.2.3. Outcomes), and the Self Determination Theory (Deci 

and Ryan, 2000).  

Demerouti et al. (2001), sustain that there are two main elements in the job, demands and 

resources. Job demands cause stress in employees, since they must be accomplished. Job 

resources, instead, are leverages to cope with these demands. Overall, employees’ 

wellbeing is determined by a balance between resources and demands (Schaufeli and 

Taris, 2014). One common job demand is time pressure, the feeling that the available 

amount of hours in a day is not enough. The introduction of temporal flexibility can lower 

this feeling, reducing then the strain of this demand and increasing employees’ wellbeing. 

Moreover, remote working is also composed by autonomy, that is recognized as job 

resource in the model. The combined action of the increment of resources – because of 

autonomy- and a reduction of demands – due to flexibility- lead to an augmentation of 

the levels of engagement and satisfaction, that would have been lower with the use of 

only one of the two leverages.  

Autonomy is also considered a fundamental need (DeCharms, 1968) in the Self-

Determination theory (SDT). This theory is based on human motivation and highlights 

the importance of humans’ inner resources for personality. The SDT explains the effects 

of autonomy on wellbeing. Together with competence and relatedness, they form the 

innate psychological needs of the SDT, which purpose is to foster personal wellbeing 

(Deci and Ryan, 2000). This type of wellbeing is more related to its hedonic part, 

identifiable in job satisfaction. in fact, the SDT is based on the concept of intrinsic 

motivation, that is “doing an activity for the inherent satisfaction of the activity itself” 

(Deci and Ryan, 2000; pp. 71). Despite this, also work engagement is involved, since the 

three needs have a direct impact both on satisfaction and engagement (Deci et al., 2001).  
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Moreover, the World Health Organization defined freedom and control as essential 

components to reach psychological wellbeing (Juchnowicz and Kinowska, 2021). These 

two components are strictly connected with flexibility and autonomy, that give employees 

freedom and control in choosing when and how to work. Remote working is then directly 

associable to psychological wellbeing as a practice to achieve freedom and control and 

reach self-determination. 

In conclusion, these theories agree with the hypothesis of connection between the 

variables that compose remote working and psychological wellbeing and constitute a 

solid theoretic confirmation to the research question. Thanks to these considerations, it is 

not only possible to confirm the connection between remote working and overall 

psychological wellbeing but also with both the meanings of wellbeing, identified by 

engagement and satisfaction. 

In detail, the research focused the attention on the antecedents - time flexibility and job 

autonomy – that have been the most experienced practices related to remote working 

during the pandemic. The statistical results confirm all the hypotheses: the antecedents 

have a direct positive effect on the mediator – work-life balance -, that has an impact on 

the outcomes – work engagement and job satisfaction.  

 

Figure 12:  The general model 
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The antecedents have strong effects on the mediator. In fact, according to scholars such 

as Seifert (2001), Allen et al. (2013), and Bakker and Demerouti (2007), the introduction 

of flexibility and autonomy directly leads to an increment of balance between the different 

life-spheres. This has a consequence on the level of work engagement, job satisfaction, 

and life satisfaction.  

As stated in the section 2.2.1 Antecedents, time flexibility and autonomy are considered 

as the main components of remote working in this research. It is then possible to consider 

remote working as positively effecting work-life balance. The literature is controversial 

on this topic, even if the negative aspects were highlighted more than the positive ones 

(see 2.3.2 Remote working). In fact, remote working is accused of removing boundaries 

between work and private life, giving employees the feeling of no-stop working (Pirzadeh 

and Lingard, 2021), increasing both work-to-family and family-to-work conflicts 

(Palumbo, 2020). Moreover, this also creates difficulties in focusing on the job, reducing 

productivity and mental wellbeing (Kniffin et al., 2020). The results of this research, 

instead, show that work-life balance has been strongly experienced by public 

administration employees during the adoption of remote working practices. Moreover, 

the confirmation of the relationships between remote working components and work-life 

balance excludes the randomness of the cause-effect connection. Contrary to the 

literature, the item that measures work-family conflict- WLB3- has a very high mean 

value (4.05), indicating that employees did not experience this type of conflict. It is then 

possible to state that that work-life balance has been augmented by remote working, due 

to the reduction of time pressure and a better management of time and resources. 
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Figure 13: Relationships’ Path coefficients 

The correlation between work-life balance and the outcomes is stronger than the one with 

the antecedents, as it is possible to see from the Path coefficients. This information 

explains how important work life balance is, since it is able to overcome the negativities 

of possible phenomena, such as the strain caused by the pandemic. In fact, the fear-

atmosphere during the lockdown resulted in more anxiety, a feeling that is in contrast 

with job satisfaction and work engagement (Demerouti et al., 2001), having a strong 

negative psychological impact on employees. Nevertheless, the respondents positively 

answered to the questions related to the outcomes, showing that the positive effect of the 

mediator has been stronger than the negativities caused by the pandemic. This element is 

another point in favour of this research since it gives a first draft of the psychological 

effects of COVID-19 on employees and also a key element to solve them. 

Going deeper, the positive relationship between work-life balance and job satisfaction 

found in this research is in line with the previous literature, considering work-life balance 

a strong mean to reach job satisfaction. The connection between balance and the 

eudaimonic meaning of psychological wellbeing, instead, represents one of the main 

newness of the model, since it is not well studied neither in the private sector, as explained 

in 6.1.3. Outcomes. This research proves that a better management of resources allows 

employees to be more absorbed in the job, with more energy, and with the feeling of being 

important for the company- the main components of work engagement.  
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Overall, the assumption that work-life balance leads to an increment of employees’ 

psychological wellbeing (see 2.2.3 Outcomes) is then confirmed. Some scholars consider 

work-life balance a predictor of psychological wellbeing (Ryff, 1989; Gröpel and Kuhl, 

2009). Despite the contribution of the cited authors, the issue is little-studied, as explained 

in the section 3.2 General Gaps found in the literature. With the deep analysis of the 

relationship between work-life balance and the two components of psychological 

wellbeing, this thesis demonstrates the effects that work-life balance has on it, giving a 

solid contribution to the literature. 

6.2. PRACTICAL IMPLICATIONS 

This thesis gives a precious practical contribution to the public administration 

enhancement thanks to the newness of the research and the important findings.  

Theoretically, it has been proved that remote working practices have a positive impact on 

employees’ wellbeing. 

 Employees that experience remote working are more able to balance their lives. This 

leads to an increment of positive feelings and performances, directly translatable in 

augmentation of employees’ psychological wellbeing.  

Consequently, remote working has positive implications on the organization itself, 

increasing the productivity, the quality of the job and improving the overall profitability. 

The Country economic relaunching is essential after the contraction caused by the 

pandemic and also involves those organizations, like PA, whose interest is more 

governmental than economic per-se.  

Moreover, the test on remote working is a good gate to start implementing real smart 

working practices. The public administration will experience a transformation into a more 

technological, effective, efficient, and dynamic company.  

These implications are translatable in a betterment of the attractivity of the PA, that can 

see an increment of the young workforce, since this category bases its choices in non-

monetary compensations, such as flexibility, autonomy and growth.  



134 
 

The nowadays medium age of the respondents (40-60 years old) is in line with the one of 

the general public administration employees, that is fifty years old (ForumPA, 2021). 

Comparing Italian PA with other Countries, it is possible to state that Italy has an “old 

PA”.  

The low percentage of respondents older than 70 years is due to Italian retirement laws, 

with the legal retirement at 67 years old (Varrella, 2021).  

What is surprising is the low percentage of young people. The presence of mostly adults 

and older people is justified by some scholars (Bright, 2010) by the differences in desire 

of work opportunities. In fact, older people prefer security of employment and stable 

monetary compensation more than younger, that seek for growth opportunities (Bright, 

2010). The characteristics of the current public administration are more in line with what 

required by older people (as explained in section 2.3.1 Public Administration). 

Moreover, young employees are the group experiences more problems. The results show 

that, overall, young employees have a lower perception of the constructs in comparison 

with the older co-workers, even if some flexible practices have been implemented. Job 

satisfaction and work engagement are more perceived by older people. This may indicate 

that the current public administration is not appealing for young workers and the one 

present in the organization may leave for another job that better satisfy  their necessities 

and expectations.  

The implementation of the New Public Management, especially with flexible practices, 

is a strong leverage to increase the non-monetary compensation seek by workers (see 

2.3.1 Public Administration). This thematic is influencing the job-choice especially of 

young workers, increasing the engagement and the satisfaction. For this reason, it is 

possible to expect that this age-group will be more present in the workforce of the public 

administration, alongside with the fact that soon the majority of the actual employees will 

reach the retirement limit, causing a generational turnover. 

Overall, the number of employees working for a managerial/logistic unit is higher than 

the ones working for the IT section. The public administration has a fixed structure 

(Levinthal and March, 1993) and it requires a strong managerial section. Moreover, it is 
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essential to have coordination inside and outside the territorial unit. This requires effort, 

especially on the logistic side. Considering the distribution of men and women in the two 

units, it is possible to detect low presence of female employees in the IT unit. This 

information can be caused more by a career preference than an internal choice of the 

organization. This hypothesis is supported by the number of women graduated in 

informatics in Italy, that is only the 12% for the bachelor (Montegiovine, 2021).  

This low presence of the IT section will be reduced. In fact, the increment of young 

workforce will have an impact also on the implementation of digital practices. Younger 

are more familiar with new digital practices and software than older (Barth et al., 2020). 

Thanks to the constant use of digital tools and informatic courses at school, young 

workers are more used to digital practices and are able to learn fast how to use the needed 

technology (Barth et al., 2020). Therefore, companies can introduce digital practices with 

low scepticism among workers, short response time and high enthusiasm. This will give 

the possibility to adopt practices like smart working quite easily (Finn and Donovan, 

2013). Moreover, the use of these flexible practices will make the industry more 

appealing, as stated before, increasing even more the willingness to work for youngers.  

Thanks to this mutual transformation, the public administration might lose the title of 

“old” and start to be seen as young, innovative and worker-oriented organization, as 

supported by Batini et al. (2006) and the percentages of workers assigned to the sections 

will be more balanced, since the IT section will be increased.  

The practices of remote working put in place during the pandemic reduced the perception 

of PA as bureaucratic and non-flexible. This directly leads to an increment of job 

satisfaction and work engagement (Taylor, 2014; Lavigna, 2015). The outcomes have 

been heightened also by the discussed Public Service Motivation (PSM; De Simone et 

al., 2016; see 2.3.1. Public administration) since the respondents were in first line in 

helping people in a delicate moment like the pandemic. The hard work of the firefighters’ 

brigade has been recognized by the President of the Republic, Sergio Mattarella, that 

honoured their job during the pandemic in a speech. This had a strong impact on the 

increment of the PSM, since the brigade perceive the work as valuable, important and 

recognized (Mattarella, 2020).  
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This thesis gives a suggestion on the managerial style to adopt. The expected changes in 

the age of the employees require a new managerial style because young employees’ 

necessities discord with the management of the “old” public administration.  

Moreover, it gives a contribution in understanding how to mitigate possible negative 

implications. For example, the high experience of work-life balance leads employees to 

perceive themselves as more gratified by their lives. They will experience positive 

outcomes in both work-related and non-work-related domains (Allen et al., 2000; see 

2.2.2. Work life balance). The third category of outcomes– stress related- indicated by 

Allen et al. (2000), have been thwarted by the negative effects of the pandemic. This 

indicates that managers have an important leverage to overcome phenomena able to bring 

negative consequences. This suggestion is confirmed by the high levels of the path 

coefficients that the mediator has with the outcomes.  

Lastly, the shift towards NPM and flexible practices has an impact also on the SDG 

(Sustainable development Goals). As explained in the introduction, a section of the 

Agenda 2030 is dedicated to the social sustainability, in terms of wellbeing and work 

conditions. In detail, the SDG directly achievable are:  

• Good health and well-being: the achievement of the psychological wellbeing has 

positive implication also on health, reducing anxiety, exhaustion, and psychological 

repercussions. 

• Decent work and economic growth: the introduction of flexible practices started the 

betterment of work conditions. This will attract more talents to the companies, leading 

to an economic growth due to increments of efficiency and effectiveness. 

• Reduced inequalities: flexibility gives employees the freedom to work wherever and 

whenever is more suitable for them. This will destroy the geographical boundaries, 

permitting talent acquisition from all over the world. Moreover, flexibility and 

freedom allow employees to better manage professional and personal duties, reducing 

inequalities caused by their personal life, such as have children. 

• Industry, innovation and infrastructure: the talent acquisition will transform the 

shape of the organizations. Qualified and motivated employees will produce more 

innovative and sustainable ideas.  
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The goals related to economy and environment are still achievable, but indirectly23. For 

example, remote working is usually intended as homeworking by employees. this will 

reduce the Co2 emissions due to the reduction of commuting24. Moreover, the resource 

optimization can give employees the possibility to better manage also their finances, 

increasing the goal number 12, responsible consumption and production. 

6.3. LIMITS AND FURTHER RESEARCH 

The research presents some structural -or endogenous- and exogenous limits. The first 

have an impact on the structure of the research, while the other are an element of 

distortion.  

The structural limit is determined by the use of a pre-existing survey, that has been then 

modelled to fit the research question. Nevertheless, not all the possible and useful 

questions were present in the questionnaire. This implied the impossibility in conducting 

some ulterior research. For example, the questions related to the leadership were 

incomplete and more focused on the supervision, not useful to create a construct able to 

detect the leadership style adopted during the pandemic. Moreover, some aspects of 

remote working have not been analysed, such as the positive or negative effects it has, 

such as commuting time, isolation, role stressors, and communication. Furthermore, the 

survey leaves unknown some aspects regarding the gender distribution of the sample. In 

particular, the analysis on the respondents shows that the share of women and men is 

similar, but there is no information regarding the salary, or the grade. In other words, it is 

not possible to understand if there really is equity in the public administration. This 

missing data are vital to have a better reading of the results on work-life balance and then 

on well-being. 

The main exogenous limit is the pandemic itself. If on one hand it gave the possibility to 

analyse the reactivity of employees in a peculiar situation and a room of analysis, on the 

 
23 Means that they are not a direct and certain consequence. For this reason, they are analysed 
only generally and not in detail. 
 
24 This has an impact majorly on goal number 13, Climate action. 
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other hand twisted the results. As a matter of fact, strong psychological factors were 

involved, such as anxiety and distress.  These elements are known to reduce balance and 

well-being, contrasting the positive effect of the flexible practices put in place. Moreover, 

the topic is very recent and, therefore, the literature lacks completeness. This element 

reduced the possibility to understand some aspects of the pandemic, such as the long term 

effects on employees and organizations.   

The contribution of this research is given not only by the gaps filling, but also on the 

questions that it highlights. For example, this last limit leaves room for further research, 

apt to increase the quality of the studies on the topic. In addition, the context of analysis 

is wide and gives the possibility to focus on other elements, such as the previously 

mentioned leadership style, or the possible burnout experienced during the pandemic. 

During the analysis, a hint of burnout has been found. It has not been possible to 

understand if the causes are related with the pandemic or structural problems within the 

organization, due to both endogenous and exogenous factors. The effects of burnout have 

been mostly studied by previous literature in the healthcare sector since these employees 

have been and still are in first line in the fight against the virus. Research on the 

connection of job burnout and public administration employees have not been conducted 

yet and this thesis might be a starting point for a deepening in this field. Burnout should 

then be analysed with a specific survey to detect all the possible causes and solutions and 

without the distortion of the pandemic. 

Another possible point of discussion is the perspective of the organizations. The 

consequences of the implementation of remote working practices should be analysed also 

in term of productivity, absenteeism and attractivity. In fact, one of the main objectives 

of the companies, besides the profit, is the talent acquisition. More valuable employees 

ware more effective and efficient, leading to consistent improvements. This element is a 

cue to further research, focus on understanding if the implementation of flexible practices 

leads to an increment of attractivity, especially for younger employees, that are more 

attracted by non-monetary compensations, such as work conditions and professional 

growth. 
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7. CONCLUSION 

This last chapter aims at summarizing the findings of this research.  

The purpose of the study is understanding the effects of remote working experienced 

during the pandemic on psychological wellbeing of employees within the public 

administration in Italy.  

The pandemic forced organizations to adopt some flexible practices, such as remote 

working, to keep working overcoming the constraint of the lockdown. The introduction 

of these practices fit with the ongoing trend of requirement of more flexibility by 

employees. 

Remote working is defined as working from anywhere at any time (Kurland and Bailey, 

1999; Sardeshmukh et al., 2012). Starting from its definition, it has been deconstructed 

and analysed through time flexibility and autonomy. Space flexibility has not been 

included since the pandemic forced employees to homeworking, nullifying the possibility 

of choice. Autonomy is added to the definition since flexibility is expressed by the 

freedom of choice and vice-versa. 

The pandemic had economic and psychologic effects. These two spheres are connected 

since happier and satisfied employees are more productive and increase the overall 

profitability. Studies on previous pandemics show that they increase fear, anxiety, and 

exhaustion, feelings that are opposite to those necessary to the fulfilment of economic 

objectives.  

Moreover, remote working has a strong impact on some psychological factors, both 

positive and negative, such as increment of freedom due to autonomy or fear of isolation 

because of flexibility.  

For this reason, the focus has been directed on the psychological effects of remote 

working on employees during the pandemic: the psychological wellbeing.  
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Psychological wellbeing is defined as the feeling of happiness and is represented by job 

satisfaction from a hedonic perspective and by work engagement by an eudaimonic point 

of view (Grant et al., 2007).  

The choice of analysing the Italian public administration is determined by its rigid and 

bureaucratic structure, poorly adaptable to the ongoing change. This gap between 

flexibility and the public administration caused a lack of study on this field, fulfilled by 

this research. 

All of these elements gave the possibility to build a solid model, constituted by the 

antecedents- time flexibility and autonomy- the mediator – work life balance- and the 

outcomes – job satisfaction and work engagement. In the model are present all the 

hypotheses apt to answer to the research question.  

In detail, the hypotheses are: 

H1: time flexibility positively affects work-life balance  

H2: autonomy positively affects work-life balance 

H3: work-life balance positively affects job satisfaction 

H4: Work-life balance positively affects work engagement 

The picture below is a graphic representation the model, with the constructs and the 

relationships that constitute the hypotheses.  

 

Figure 14:  The model with the hypotheses 
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The theoretical section has been tackled with an analysis of the single constructs 

constituting the main elements related to the chosen field, to understand the possible 

effects they have on employees and organizations. The mainly used databased has been 

Scopus. The empirical part is based on statistical analyses. In particular, the model has 

been tested on a sample of public administration employees and the answers have been 

analysed using the software STATA14, performing some descriptive analyses and a SEM 

apt to validate the hypotheses and the model and to understand if it fits with the reality.  

The low p-value and the positivity of the path coefficient led to the acceptance of all the 

hypotheses proposed, and the goodness of the fit indices proved the robustness of the 

model. The confirmatory analysis showed that the constructs well indicate the reality, 

exception made for job autonomy and job satisfaction that might be represented by better 

items. 

Remote working, in the meaning of time flexibility and autonomy, has a positive impact 

on work life balance, that lead to a betterment of employees’ psychological wellbeing, 

despite the possible negative implications of the pandemic.  

One of the main theoretical contributions to the literature is given by the acceptance of 

the hypothesis H4 since there is a lack of the literature in this specific relationship even 

in the private sector. However, in the contest of public administration all the hypotheses 

were unknown and represent a contribution to the literature. Even if not translated into 

hypotheses, other gaps were found and solved. For example, this thesis contributes to the 

understanding of how job satisfaction, work engagement and autonomy are perceived by 

public administration employees. The introduction of remote working in the public 

organization has been a challenge. This organization has a rigid a hierarchical structure, 

in contrast with flexibility and autonomy given by remote working. The results show that 

public administration employees experienced a good level of remote working, and they 

took advantages from it, increasing their psychological wellbeing. This finding gave a 

strong contribution to the literature since the topic is not well-studied, probably because 

remote working has been whidely implemented only during the pandemic. 
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Moreover, it sets a foundation on the analysis of the positive impacts of remote working 

on work-life balance since most of the scholars highlighted the negativities of this 

construct on the balance between personal and professional lives. The biggest theoretical 

contribution is given by the answer to the research question, proving that remote working 

does not lower psychological wellbeing, but it increases employees’ happiness.  

The findings of this thesis are also practical. Employees that experience a gain of 

psychological wellbeing are happier, leading to an overall state of personal fulfilment and 

enhancement. These feelings have a positive impact on the organization because 

translated into betterment of performances and productivity, and a reduction of costs due 

to absenteeism and turnover. Adopting flexible practices, public administration started its 

transformation of NPM, reducing its fixed and bureaucratic structure. This will be 

translated into an increment of attractivity of the organization and a possible shift towards 

real smart working practices. 

The introduction of flexible practices has also an impact on sustainability, helping the 

public administration in reaching some important goals of the Agenda 2030, such as the 

gain of well-being or the economic growth.  
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APPENDIX 

The table below provides the questions from the survey used to create the constructs.  

The number of questions proposed was higher, but a skimming has been necessary in 

order to assign the right items to the constructs.  

CONSTRUCT 
N° 

ITEM SURVEY’S QUESTIONS 

FH 

FH1 
Sono libero/a di scegliere in quale fascia oraria dover 

lavorare 

FH2 
Mi sento più responsabilizzato senza un controllo preciso 

dell’orario e del lavoro svolto 

FH3 

Posso stabilire con una certa autonomia l’orario di inizio e 

di termine dell’attività lavorativa, garantisco il risultato più 

che l’orario 

 

JA 

JA1 

Posso scegliere in modo autonomo come raggiungere gli 

obiettivi che mi vengono assegnati dai miei superiori 

JA2 

Mi sento a mio agio nel prendere decisioni autonome 

all’interno delle mie responsabilità 

JA3 

Posso distribuire i miei compiti e il mio carico di lavoro, 

nell’arco di una giornata lavorativa, in maniera autonoma 

WLB 

WLB1 

Attualmente sento di riuscire a dedicare sufficiente tempo 

sia al lavoro che alla famiglia 

 

WLB2 

Sono soddisfatto di come il tempo a mia disposizione mi 

consenta un corretto equilibrio tra vita provata e 

professionale. 

 

WLB3 

Sento di non riuscire a gestire e concludere gli impegni 

familiari nell’arco della mia giornata 

 

WLB4 

Il lavoro da casa è uno strumento che aumenta la 

flessibilità del lavoro e la possibilità di mettere d’accordo 

esigenze di servizio e personali 

 

JS 

JS1 

Sono soddisfatto del ruolo che occupo attualmente 

all'interno dell’Organizzazione, non vorrei 

appartenere ad un'altra 

 

JS2 
Il mio ruolo all’interno del Corpo Nazionale dei VVF 

risponde bene ai miei bisogni e capacità 
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JS3 
Il lavoro che faccio ha una grande importanza 

 

JS4 

Nonostante il periodo difficile, il mio lavoro mi piace 

molto 

 

WE 

WE1 
Al lavoro mi sento frequentemente pieno di energia 

 

WE2 
Sono appagato dal lavoro che sto svolgendo 

 

WE3 
Sono entusiasta del mio lavoro e mi ci dedico con passione 

 

 

Figure 15: the questions of the survey that compose the constructs 

 


