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Opinnaytetydssa tutkittiin etatydn tekemisen tilaa asiakasyrityksessd. Etatyot laajenevat koko yhteiskunnassa
jatkuvasti ja yrityksen kilpailukykya ajatellen on kannattavaa tarjota etatydmahdollisuutta tyéntekijéille aloilla,
joissa se on mahdollista. Etaty6t vaikuttavat kaikkiin yhteiskunnan aloihin, kuten myds finanssi ja terveyden-

huollon alaan.

Opinnaytetydssa tutkitaan etatydn nykytilaa suuressa finanssialan yrityksessa, joka operoi suomessa, pohjois-
maissa ja muualla. Yksi yrityksen yksikko valittiin tutkimukseen, joka operoi asiakaspalvelutehtévissa. Tavoit-
teena on selvittaa etatydn nykytilaa teoreettiseen viitekehykseen peilaten seka I6ytda mahdollisia parantamis-
ehdotuksia, jota yrityksen johto voisi hyddyntaa tydssaan. Toimeksiantajana oli finanssialan yritys. Yrityksessa
etdtydt on kasvanut reilusti [dhivuosina ja laajentumista tapahtuu edelleen. Vasta viime vuonna etétyémahdol-
lisuus avattiin suurimalle osalle henkildstdsté ja talld hetkelld tydntekijoilld on lupa tyéskennelld enintdan kaksi
paivaa viikossa. Poikkeuksellisesti Covid-19 takia pakotti melkein kaikki tekemaan toita kotoa. Tydn luonteen
vuoksi etdtydt on tehtdva kotona, eika muissa paikoissa, kuten kahviloissa tai julkisissa kulkuvalineissa.

Tydn teoriaosassa kasitelldan etdtyota ja siihen liittyvia kasitteitd. Myds luottamus nostettiin omaksi osiokseen,
koska se sitoo ylldmainitut aihealueet yhteen olemalla etatydn teon perusta. Kun esimies ja tydntekija eivét tee
tyota fyysisesti samassa paikassa, on tydntekijan tekemisia haastavampi seurata ja nain ollen ansaita luotta-
musta. Etétydskentely aiheuttaa haastetta kommunikointiin, kun suurin osa kommunikaatiosta voi tapahtua
viestien valityksella, eli tekstiksi kirjoitettuna. Kommunikointitavasta riippuen siitd voi jadda uupumaan ilmeet,
eleet ja muu pelkan sanallisen viestin tuoma lisdarvo kommunikoinnille. Eri viestintavalineet seka niiden selkeys
ovat mukana tutkimuksessa.

Etatydn kulmakivien tutkimus toteutettiin kvantitatiivisena tutkimuksena ison yrityksen yhdelle yksikdlle. Yhden
yksikdn koko henkildstolle [ahetettiin sahkdinen kyselylomake, johon 133:sta yli 90 vastasi huhtikuussa 2020.
Tutkimus suunniteltiin teoreettisen viitekehyksen perusteella siten, ettd se antaisi konkreettista tietoa siitd,
mitka eri asiat vaikuttavat etatdiden onnistumiseen tutkittavassa organisaatiossa. Tutkimus osoitti, ettd tynte-
kijat ovat melko tyytyvaisia etatydn nykytilaan. Muutamia kehitysideoita ilmeni myds, muun muassa ohjeiden
selkeys seka tietotekniset valmiudet IT-puolella.
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1 INTRODUCTION

Telework was chosen to be the topic for this thesis, as it is very important and present in today’s
work life, e.g. both business and healthcare services industry. Companies are looking to maximize
profit while at the same time creating a loyal, productive work force, while workers wish to have
more independence and options. The world and business environment today is international, and
this creates the need for travelling and working from different locations. Remote working also re-
duces the time spent commuting to work. Less traffic leads to environmental benefits such as reduc-
ing pollution. People get to work with less disturbances. As a result of all of the afore mentioned,

remote working has slowly become more common. (Melin, 2020.)

For ages work has been something tied to a certain time and place. The ongoing transformation
calls for diverse, self-guided and varied jobs, which require a different kind of management than
before. (Dufva, Halonen, Kari, Koivisto, Koivisto & Myllyoja 2017, p. 17). Organisations are changing
from work-time monitoring towards encouraging results, and the work is not tied in to a certain time

and place similarly than it was before (Dufva et al. 2017, p.20).

Digitalization opens a whole new way of doing things. To be able to achieve the benefits of digitali-
zation, each business area’s core functions should be digitalized enough, and the information sys-
tems must be updated. Along with finance sector, there are other fields of society, which made
preparation for the digitalization. For example, the Finnish Ministry of Social Affairs and Health cre-
ated a digitalization “plan for the future”. These plans can be adopted to other business areas too.
They suggest that company and enterprise management should be open for renewing operations,
structures and legislation to facilitate digitization. It is important to keep the corporate culture dy-

namic, to enable the changes needed for a more digitalized culture. (STM, 2016.)

The author is working in the finance sector and is very business minded, but she has a passion for
healthcare and social services too. Both business and healthcare and social services can utilize the
results from the thesis and sources for the thesis has been drawn from both lines. The author has
worked in a company that operates in the finance sector for over seven years, and the company is
the client for this thesis. The first telework test trials started two years ago in the department where
she works. At first a single volunteer employee, and later on a small group of employee volunteers
tested teleworking and reported to their managers. It worked out well and approximately a year ago
it was possible for the rest of the workers to work remotely from home one day a week. The
amount of remote days was raised from one to two last autumn. The company functions in Finland
and other countries, so there are colleagues located in many different locations. This has led to the
use of virtual groups and even virtual managing on top of the basic teleworking that the author’s
does in their hometown. There is a lot of travelling, a chance to work from another cities office’s

and in some cases the managers might work in another city than the employees.
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As the topic is relatively new and constantly growing in the company, it was an easy and timely de-
cision to start researching the topic. While researching previous studies about telework, the author
decided to delineate the framework for this study around the cornerstones of telework. As the au-
thor is in touch with social- and health sector due to her job and studies, background research from
the area has been used to fill the theory.

After the introduction of the topic, the teleworking theory will follow. In the theory section, there will
be the most essential central concepts presented. These will be the basis for the research. The
framework will present previous researches and findings about the cornerstones of telework. Thesis
research has been done primarily using quantitative methods and is presented in chapter 3. Both
closed and open questions were used in the survey, to help understand the examined phenomena
and to enrich the answers. The theory and the research will be studied and combined while going

through the results. On the last pages of the thesis presents the original survey questions in Finnish.
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2 THEORETICAL FRAMEWORK

This chapter reviews the different concepts of this thesis. It describes the concepts around the the-
sis subject in general and the theoretical framework. In each section, the author will guide you
through the most common terms of the teleworking field, as well as guides you through the previ-
ous researched conducted in the field. Although the theoretical section deals with generic elements
in digitalization using a business company as a case, the change of work concerns other fields too
such as health care and social services.

2.1 Telework

Telework, also known as telecommuting and remote work, is a way of performing a person’s job
tasks remotely using telecommunication technologies. Telework can be located anywhere outside of
the office. (L. Richard Ye, 2012; NakroSiené, Bucitiniené, Gostautaite, 2019, p. 87.) Telework refers
to work that is done outside of the normal organisational space, for example the office. Office auto-
mation technology enables workers to use hardware and software to automate office tasks, so one

must not necessarily be present at the office, to be able to work. (Olson, 1983.)

People often mix the words remote work, telecommuting and telework. Remote work might indicate
that a worker actually lives very far away from the office and therefore is unable to work at the of-
fice. Telecommuting then again might indicate workers who are close to business, but still work
from home or other premises occasionally or permanently. (Marzullo, 2019). The author’s feeling
about the word used is mixed. It seems like many articles, reviews and books uses these words in-
terchangeably. The author has read a lot of literature in Finnish, where the word “etétyd” translates
easily to English “telework”. Telework has been chosen to describe work that is done outside of the
office using necessary technology and internet connection. The word telework usually refers to ena-
bling workers to do some or all of their work at home or in another remote location. (Chmiel 2009,
p. 190-191).

Telework has been a slowly growing trend in recent years (Melin, 2020). Well-developed telecom-
municating technologies enable people to work in other places than the office. Telework offers the
employers a chance to cut costs and increase employee effectiveness. From the employee’s view, it
offers independence, reduces travelling time and air pollution. Telework is usually thought as very
beneficial for both employers and employees, but it is important to keep in mind the possible pit-
falls. (L. Richard Ye, 2012.)

In today’s digitalized world, the technology allows us to work remotely, but still many of us com-
mute to the office very often, if not every day. Many seek independence by working from home, but
others then again miss the human interaction at the work place. (Ratti, Claudel, 2016.) It can be

seen that there is a transformation still going on in the telework area. Some adapt more quickly
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than others. Furthermore, telework is considered “trendy” due to its ecological nature. Sustainable
development, climate change and ecology are transformal issues that affect telework. (Vilkman,
2019.)

2.2 The challenges of telework

Many people dream of spending less time commuting to work, as we live hectic lives and wish to
have more hours in a day. Telecommuting saves time as people are able to work from home or an-
other location possibly closer to home than their employer’s office (Girard, 1997). Telecommuting
offers quieter places to work, since open offices can be distracting. In addition to a potentially qui-
eter environment, telecommuting gives freedom to busy weekdays. The time management is easier
when there is no time spent on commuting to the office. Telework creates the feeling of liberty and
reduces pressure that is caused by commuting. Telecommuting increases the satisfaction of work-
ers. (Eklund, Lindholm, Salminen, 2019, p. 178-179.)

Telecommuting serves the employer too. It improves the employer’s reputation as allowing remote
work is seen as a sign of flexibility. These flexible options can be especially important as companies
compete to attract a young and talented work force. (Eklund et., 2019). Ware and Grantham (2010,
p.6) introduce an interesting statistic about the benefits of telecommuting in terms of cost reduc-
tion. SCAN Health did reduced costs of workforce support by 38%. This was a result of a distributed

work program utilizing telecommuting that took place between 2007-2010. According to the study:

- 40% return on investment for program development and deployment;
- 38% reduction in cost of workplace support;

- 18% increase in productivity;

- reduction in provisioning time from 12 weeks to 3 days; and

- decrease in travel to work by 20% for program employees.

(Chart borrowed from: Best practices for managing a distributed workforce, Ware& Grantham, 2010,
p.6.)

The Ultimate List Of Remote Work Statistics (Simovic, 2019) states that companies which are allow-
ing remote work have 25% lower staff rotation turnover than those that don't have the option for
remote work. This is understandable, as 75% of the people who work remotely do so to minimize
distractions. It is evidence that people who get to work remotely seem to be generally happier, and
86% of these people feel like remote working reduces their stress levels. Many people would be will-
ing to swap vacation days and other perks for more flexible working arrangements. According to the

studies summed up, the time saved with telecommuting is significant.
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All the above-mentioned benefits underscore the need for an organisation’s management to pay at-

tention to remote working possibilities, and to train leaders in how to facilitate this.

According to Saarinen (2016, p.25-26) virtual work offers many benefits to organisations. When the
workers are not tied to a specific place, it is possible to gather expertise together without concern
for the physical location. There may too be benefits like saving money (less travelling, less real es-
tate expenses) and of course the environmental aspect. Younger workers particularly seem to ap-

preciate the balance between the working and personal life, flexibility and independency.

Telecommuting is seen as a means for companies to attract talented workers. According to a study
by Phil Montero (2010), 72% of U.S. employees feel a remote work option at a competing employer
is a reason for them to change jobs. Telecommuting is often seen as work done alone from home.
But virtual teams are remote work and those are popular these days, as remote work is used by
conferences and in virtual teamwork across the globe. Nationwide and international companies ben-
efit by using conference calls instead of gathering the work group in the same geographic location.
(Ware, Grantham, p. 3-4.)

According to Nakrosiene et al. (2019), lack of communication can be both advantage and disad-
vantage of telework. While the lack of communication increases productivity in work tasks, it has
been highlighted as a disadvantage of telework. Their study adds that social interaction decreases,
and the teleworkers can be less aware of their employer’s goals and values. Lack of management
support has been seen as a problem.

2.3 Virtual leadership

Telework and virtual leadership are shaking-up the old way of managing (Asikainen, 2015). In the
Finnish work culture management is often still seen as “managing things”. The transformation pro-
cess towards leading people instead of managing things is an ongoing process. Even though the
process is happening, organisations are still hiring managers who have a long list of expertise jobs
in their CV. Unfortunately, the expertise work history does not give any indication of whether the
person will be an effective manager and especially a good employee leader. (Vilkkman, 2016, p. 22-
23.)

The working environment is changing constantly, and the form of leadership is changing also. Re-
mote leadership brings flexibility to work culture, enabling remote working and virtual teams. The
basics of good leadership remains the same, but with remote leadership there are new ways of
working that must be taken into account. Remote leadership includes leading remote workers, vir-
tual teams, mobile work and work that is not tied to time or place. (Vilkman, 2016, p. 12-15.)

When leading virtual teams, managers should be active communicators. The manager should take

initiative in communicating and also motivate the team members to co-operate and share
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knowledge. Generally, the manager’s role as a team motivator has been seen as important. Another
important managing attribute is to offer support. Usually virtual team members are specialists in
their own field, so instead of focusing on the actual work and its details, the focus should be in sup-
porting, mentoring, understanding and looking after the team members. (Sivunen, 2007, p. 123-
124.)

Well-developed and formal training programs seems to be one of the keys to successful remote
management. These training programs should include the basic IT skills needed to perform remote
work. It is important to teach employees how to be productive, how to communicate correctly
online, and how to maintain trust when people might be scattered everywhere. There is a need for
managers, as well as employees, to learn to work differently, as face-to-face communication that is
less frequent with virtual communication. (Ware, Grantham, p. 15.) Eklund et al. (2019, p.181) un-
derlines the challenges virtual interaction causes. It is crucial for an effective virtual manager to ex-
press clearly mission and vision about their team’s desirable structure and goals. As there is less
ability to apply traditional goal-monitoring-reaction kind of leading, it is important to invest in
strengthening motivation by business culture and benefits. (Eklund 2019, p. 183-184.)

At its best, digital tools offer organisations the means to create more effectively and be more united.
The building blocks have to be assembled properly from the start, because when the management
and the workers are able to learn how to use the digital tools properly, it is possible to achieve the
best results. In order to achieve it all, the management has to be active and keep the processes
transparent. It is said that the knowledge itself is not power anymore, but sharing it is. It is advised
to use strong upper management support in developing remote work and its tools, as well as using
a development group through the organisation, from management level to experts and employees
(Korhonen, Bergman. 2019. P. 140-141.)

2.4 The challenges of virtual leadership

According to Vilkman (2016) “The back bones of virtual leadership are trust, appreciation, openness,
functioning ground rules, open communication and community”. These listed cornerstones all affect

each other and are hard to execute without one another.

De Paoli and Ropo (2015) conducted a literature review of virtual team literature about the leader-
ship challenges in virtual work. They used many semi-structured interviews with project managers
based on the existing research. The challenges their study showed were diverse. They found that
leadership became more formal and disconnected with virtual working arrangements. They claim
that physical meetings are crucial, as it increases trust, sense of belonging, commitment and appre-
ciation. It is suggested that spatial arrangements and present personal experiences have an impact

on the performance, which is why it is important to include face-to-face meetings in telework.
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Ware and Grantham (2010, p.19-20) state in their article “"Best Practices for Managing a Distributed
Workforce” some of the main problems when it comes to remote management. They identify five
main issues: lack of leadership, programs driven from one disciplinary perspective only, rushing to
judgement, giving up too soon and not developing continuous learning systems. It is important to
understand the challenges of remote leading to be able to tackle the problems. According to some
studies, only 40% on teleworkers have received coaching and educating. (Eklund, 2019). Lack of
training is one challenge in leading telework too. Virtual leaders should require training for them-
selves, as well as offer decent training to their employees to enable the best possible telework re-
sults. (Eklund, 2019, p. 180.)

Managing people who work remotely, requires strong commitment and knowledge from the leader.
According to Eklund et al., it is generally known that traditional, authoritative managing styles do
not work well in virtual teams. (Eklund et al., 2019, p. 183-184.) The traditional, authoritative man-
aging style requires a lot of presence and strict monitoring of the employee’s work. That can be

challenging in telework.

Rules Coptlnuous Communality
dialogue
Valuation Trust Transparency

Table 1. The cornerstones of remote managing/Etéjohtamisen kulmakivet (Vilkman, 2016, s.26).

Efficient remote leadership can suffer from authoritative managing style, lack of training (Eklund et
al. 2019), rushing to judgement or giving up too soon (Ware et al. 2010) and lack of trust (Vilkman,
2016). These challenges can be overcome by clear rules, continuous dialogue that flows through the
organisation and communality that brings people together. In addition, trust, valuation and trans-

parency are important factors. (Vilkman, 2016.)
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2.5 Virtual teams

Virtual teaming is one form of remote work. There are many different ways of forming a virtual
team. In an international scale, a virtual team might consist of people from different continents. In a
local scale, people from the same country or even the same city might be a part of a virtual team.
In the smallest picture, a virtual team might consist of people in the same building, but on different
floors, or just one member or a few working remotely from home. The unifying theme is that the
main manner for communicating in a team happens virtually. (Eklund, Lindholm, Salminen. 2019. P.
177.)

In virtual teams, employees work in different locations together towards the same goal. It is possi-
ble that two or more people on the team might be in the same location, but some others are some-
where else. (Vilkman, 2016, p.13.) Virtual teams are a good way of gathering knowledge and exper-

tise over the geographical locations (Morley, Cormican, Folan, 2015, p.2).

Virtual teams can unite expertise and know-how from many locations (Eklund et al, 2019; Morley et
al. 2015, p.2). It brings experts together free from geographical locations and time. In international
business, virtual teams can offer local expertise to the team, to answer the local needs around the
world. (Eklund et al. 2019.)

Virtual teaming is appealing due to its many benefits. Employees appreciate flexibility and improved
opportunities to communicate to colleagues no matter where they are located. Companies wish to
use the best work force with a lower cost, as well as reducing real estate costs. For virtual teams to
work successfully, there are many aspects to consider. Ferrazzi (2014) underlines the importance of
using the right technology (Topi, 2004; L. Richard Ye, 2012; Kowalski et al. 2005), trust (Kaplan
2017; Kowalski et al. 2005; Nakrosiene et al. 2019), open dialogue and team communication (Smith,
2015; Laine and Vogt, 2017).

Ferrazzi (2014) found in his research that there are common challenges in virtual teams. His find-
ings were that virtual communication can be less productive than face-to-face, and employees can
be confused and overpowered by the technology. Virtual teams and teleworking are both virtual
working. Ultimately, virtual working offers experience and expertise effectively and with reduced
cost. The possible negative sides are disengagement, a feeling of isolation, inefficient communica-

tion and even hindering activity. (Pullan, 2016.)

2.6 Ways of virtual communication in telework

Electronic mail (e-mail) is usually the first thing that comes to people’s minds when asking about
virtual communication. E-mail is so widely used that it can be a problem. Constantly receiving e-
mails takes time from the actual work, as many of the arriving e-mails are not necessarily directed

to the receiver. Many organisations try to tackle this problem by channeling information sharing and
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communicating to other communication tools. (Sivunen, 2007, p.127-128.) Rauramo (2018) con-
nects e-mail to non-urgent communication that is targeted and often has to be documented. E-mail

is often used for external communication.

The phone is mainly used for one-on-one communication in virtual teams. The advantages of using
the phone in virtual communicating are simultaneousness and rapidity. Compared to e-mail, the
phone has been described as being more “chatty”, a more informal way of communicating (Sivunen,
2007, p. 132-133.) As explained earlier in this chapter, Vilkman (2018) encouraged adding more
informal communication to cover up for the lack of face-to-face communication. The phone seems

to be a good means for that.

Bulletin boards are suitable for informative communication. Sivunen (2007, p. 134) describes four
different uses for bulletin boards: informing, questions and answers, decision making and storing
information. Bulletin boards are useful for the conversation that is essential to share with others.
Sivunen also noticed in her study that people wish more attendance and comments added to bulle-
tin board discussions. Quite often people seem to read messages, but not reply at all. In those

cases, the writer cannot know if the message has been received by everyone or not.

Social media is more often used in organisations. Social media in organisations operates as a plat-
form, where social interaction takes place. Organisations social media offers a place to replace hall-
way conversations and other face-to-face interaction anywhere and anytime. (Leonardi, Huysman,
Steinfield, 2013.) Social media can include theme groups and crowdsourcing. It often engages peo-

ple and can act as a platform for ideation. (Rauramo, 2018.)

Instant messaging is a functional way of virtual communication, as it offers a way for real-time con-
versations. Instant messages are often fast and informal. (Rauramo, 2018.) Sivunen’s study (2007,

p. 138-139) agrees, instant messaging is seen as an easy and fast way of communicating. It is suit-
able for both work-related and personal matters messaging. Instant messaging is more informal and
therefore it enables a more relaxed atmosphere where feelings can be shared. The study shows that
instant messaging also includes more spelling mistakes, and this is indicative of a more relaxed mes-
saging type. Instant messaging can be used either for one-on-one conversations or in bigger group

messaging.

In Sivunen’s (2007, p. 151) survey it was noticed that video conferences offered a good platform for
humour and seeing other feelings. The benefit of video consultations is that people can see each
other and their facial expressions. This is quite rare in virtual communication. Although it was no-
ticed that the video conferences with groups of participants located in the same room, seemed to
join the discussion and humour more. The ones who joined the meeting from different locations us-

ing video were quiet for long time periods. Negotiations through phone are possible but exclude
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seeing facial and other expressions. Rauramo (2018) emphasizes in TKK’s article that video confer-

encing is suitable for real-time communication and conversations with face-to-face feeling.

"« Non-urgent

ent * Realtime
communication  Fast conversations
* Targeted « informal

* Must be documented
* External

Instant
Messenger

Social Media

* Realtime * Sharing and finding

communication know-how
* Face-to-face feeling * Wider group
» Conversation  Crowdsourcing
¢ Engaging

* |deation

Table 2. Sdhkdinen tydyhteisdviestintd/Electrical work place communication. Rauramo, 2018.

All these afore mentioned virtual tools offer people a platform for the distant work. As people can
work in many different places and therefore communicate virtually, it is important to have required
training and support to perform work and communicate virtually as well as manage risks. Versatile
and efficient technology is the precondition for virtual communication, but usually there is not just
one entity for that. There must be rules and guidelines for the processes that everyone can follow.
The technologies that have been chosen must ensure that the information can be shared, stored
and available easily. Every user has to have the knowledge to use it properly. When everyone knows
exactly what, where and how to share information, it enhances the quality of the decisions, enables

effective use of information, and reduces mistakes. (TKK, 2018.)

Lepsinger and DeRosa (2010, p. 141-142) agree. They state that it is important to “match the tech-
nology to task”. According to them, researchers have been studying communication richness. The
richest way of communicating is thought to be face-to-face communication. But in the virtual envi-
ronment that is not possible, so it is crucial for companies to provide video conferencing and even
having face-to-face meetings when possible. They recommend organisations choose which way of

communicating to use depending on the task being addressed. For example, the decision could be



17 (104)

made based on how much interaction the subject requires. E-mail can be suitable for one-way com-
munication, while video conferencing can be the best solution for problem solving. In worst case
scenarios, companies might do more harm than good by choosing an unsuitable method for tele-

communicating. (Lepsinger, DeRosa, 2010.p. 141-142.)

In all kinds of information sharing, it is crucial to respect the Data Protection Act. In all above men-
tioned virtual communication methods, one must keep in mind what can be shared online, where,
and if the connection is secure. (EU Regulation 2016/679 of the European Parliament and of the
Council, 201.)

Lack of communication leads to weakened collaboration and information sharing. The more trust
different parties have towards each other, the more open and versatile virtual communication can
be. There is less communicating in virtual teams than in face-to-face work, as casual small talk
tends to be less. (Vilkman, 2016, p. 59.) The author (2016, p.65-66) states that by showing emo-
tions in virtual communication more trust can be gained. Therefore, it is important to remember to
include time for free and informal talking in addition to factual communication. Showing emotions in
virtual communication is more difficult, but at the same time it supports a more compassionate and
humane atmosphere. People also seem to accept less differences from each other virtually, than in a
face-to-face environment. NakroSiené et al. (2019) agree with the importance of informal communi-

cation while teleworking.

2.7 Telework cornerstones

This chapter links the previous concepts more deeply into the theoretical part of the thesis. Aca-
demic international articles were reviewed, through three main themes: support, communication,
and trust. These themes helped to clarify the different parts of the theoretical background, as well

as divide the work into clearer units for the survey.

The history of telework research has been introduced by Bailey and Kurland in their review of tele-
work research. According to them, the term telecommuting was first introduced in 1975 by Jack
Nilles. Telework has been seen as a way of reducing organisational costs while responding to em-
ployees’ needs. In Bailey and Kurland'’s review, they searched more than 80 academic studies that
focused on different aspects of telework. Their focus varied from transportation and urban planning
to organisational behaviour and law. This illustrates the variety of research done and the extent of

the perspectives from which telework can be examined. (Bailey and Kurland, 2002.)

The theoretical framework of this thesis will focus on the success factors of teleworking. As stated
earlier in the thesis, trust and communication are the backbones for teleworking. Kowalski and
Swanson (2005) developed a framework based on previous literature about telework, framework for

critical success factors in teleworking. Their goal was to offer a framework to employers who wish to
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start new telework programs or develop existing ones. Their findings collected three critical factors
in developing telework. These are support, communication, and trust. Because some or all of these
three factors have been mentioned in many different studies about telework (Kowalski et al. 2005;
L. Richard Ye 2012; Madlock 2018; Kaplan et al. 2017), the author therefore decided to use this fun-

damental framework for this thesis.

Kaplan, Engelsted, Lei and Lockwood (2017, p.365) developed and evaluated a model that focused
on trust as a basis for manager’s decisions about whether to allow telework or not. They examined
the relevance of trust in relation to other factors managers might consider when making decisions
about telework. These other factors included coordination and communication, equity, and a desire
to accommodate employees. In this thesis, the focus will be on the results from trust and communi-
cation, in order to delineate to the subject of this thesis and its research problems. They conducted
a total of two studies and the results of both were comparable with each other. The study results

will be introduced in the following segments.

Another study was made by Paul Madlock (2018). His study investigated from an insurance business
point of view the different leading styles from managers to teleworkers. Communication was the
leading aspect of this study and its findings. Some of the findings suggested that the communication
satisfaction of the telecommuters in the study was associated with how fast and efficiently the su-

pervisor was able to communicate information when needed.

This study will not aim to create a new theoretical model or theoretical framework, but to add
knowledge to understand the current situation, needs and improvement ideas for management and
the workers in this client organisation’s case. The information gathered from this thesis can be used

to maintain and develop the client organisation’s remote work practices.

Kowalski et al. (2005) stated that there is interrelation between the three factors, trust, communica-
tion and support. Trust is partly gained through good communication. Communication also raises

trust. Support grows trust, and support in information technology raises communication.
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Support

Trust Communication

Table 3. Critical factors for teleworking success, adapted. (Kowalski, Swanson, 2005.)

Technology has developed fast and increased the use of information technology, which has made it
possible for the workers to be able to perform their tasks away from the office. These flexible work
settings, with the support of the institute and managers, enhances the benefits of telework. (Choi,
2017.) According to Kowalski et al. (2005) support is one of the main critical factors in successful
telework. They emphasize in their study that support must come from all levels in the organisation.
The support needed is diverse. From the telework point of view there is a need for support for tech-
nology and tools. Proper equipment and IT support for the use of it is the foundation for telework.
The studies show that efficient technological support leads to lower turnover, even if the employees
would be offered more money elsewhere. At the same time studies show that teleworkers are often
dissatisfied with technology. (Kowalski, 2005.)

Kowalski et al. (2005) suggest that support must come from all levels of the organisation (table 4).
Top management support creates the whole base for support by either allowing or forbidding tele-
working. Technology support is in key position, because without working technology it is impossible
to perform one’s duties at home or elsewhere. The working environment should be as functional
and supported while teleworking just as it is at the office. Middle management support has been
linked to positive results from teleworking. Supervisor support is linked to employee satisfaction. It
was reported that teleworkers who get enough supervisor support perform better and have a supe-
rior relationship with the organisation they work for and have better work/life quality.
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SUPPORT COMMUNICATION TRUST

Results-based perfor-

Top management support mance management sys-
ORGANISATIONAL Formal policy
Technology/Tools tem

Culture based on trust

Supervisor support

Formal and informal com-
MANAGERIAL Managerial training Managerial trust
munication skills

Family support

Set work/family bounda-
EMPLOYEE Social interaction Employee trust
ries

Employee training

Table 4. Critical factors for teleworking success, adapted. (Kowalski, Swanson, 2005. p.240)

Training is part of the support from the organisation, both from top and middle management. The
more trained management is, the more inclined they seem to be towards teleworking. Training for
the employees should include technology support, not forgetting the social and psychological side.
Training should combine all levels of workers and management, to get them on the same page.
When considering support, it must be remembered that it comes from outside of organisation too.
For example, the family can either support and enhance teleworking conditions or worse them if

there is lack of support and understanding. (Kowalski et al. 2005).

L. Richard Ye (2012) conducted a study for implementation for success. His main findings were in
line with Kowalski et al., as they stated that meaningful and trustworthy support is one of the core
requirements of a successful telework program. His article had technology infrastructure support
and teleworker training and help desk support playing a big part. Technology infrastructure includes
security risks, tools, and platforms for performing work tasks, and communicating and enabling re-
mote access to an organisation’s technology. The networks have to function well, so the work tasks
can be performed well. Bad connections slow the worker’s performance and might create security
risks. Organisations must consider whether or not to provide hardware to teleworkers. Back-up
plans are part of the support too. If the whole network goes down, or a specific system, there may
be operational errors if adequate back-up plans are not in place. Teleworker training includes teach-
ing employees to use all the systems independently from a location other than the office. There is
no possibility to telework if the job tasks cannot be performed from home. On top of that, proper
help desk support should be provided, including both technological know-how as well as a personal

approach.
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Topi (2004) described common obstacles in telework, and support was introduced in his paper, in
line with the Kowalski et al. (2005) study. In his paper, the IT support was highlighted. People who
telework need to have above average IT skills and be able to solve IT matters when working away
from the office. Technology support and training must be effective in the organisation, and the sup-
port structure must be updated. Proper technological support, teleworker’s IT skills, effective train-

ing programs and a wide variety of telecommunication solutions are the basis of a functional support

policy.

2.7.2 Communication

Communication has been highlighted as one of the most important factors of teleworking in many
surveys, presented in this chapter. According to Madlock (2012), multiple studies have indicated that
successful organisational communication leads to higher job satisfaction, performance and produc-
tivity. People tend to communicate less virtually, so he emphasizes the need for higher quality com-

munication.

Virtual communication is communicating using technology, for example phone and usually by inter-
net. Communicating is writing, reading, talking and body language which is used through some digi-
tal device. (Layng 2016, p.174.) Virtual communication is the backbone of telework, because when
the workers are not under the same roof with each other and the management, virtual communica-
tion is the only way to interact. (Smith, Patmos, Pitts, 2018.) According to Ulla Vilkman’s article
“Why focus on better communication in remote leadership?” (2018), studies show that virtual com-
munication is more formal and understanding decreases compared to face-to-face communication.
That is why she emphasizes that frequent face-to-face communication is still important. When com-
municating virtually, people tend to communicate about work related matters mostly, which might
lower team spirit. If the employees feel that they do not belong to the group and lack team spirit, it
might negatively impact their commitment, ethics, and collaboration at work. Vilkman (2018) sug-
gests that communication should be more transformational. The informal discussion should be em-
phasized, and the digital environment should be planned carefully to enable information sharing,

idea discussion, and private chatting.

Communication satisfaction has been presented in Madlock’s (2012) study about the influence of
supervisors’ leadership styles on telecommuters. Communication satisfaction is based on various
aspects of organisational communication, in this case virtually. He states that various studies indi-
cate that beneficial organisational communication leads to better job satisfaction and motivation for
employees as well as job performance and productivity. When working virtually, research pointed
out that as teleworkers have lower social presence at work, they experience lower communication
quality. (Madlock, 2012.) Communication is one of the critical telework factors presented by Kow-
alski et al. (2005). Communication is more complicated when people are working from different lo-

cations. Learning new communication skills is important, to prevent feeling isolated and to know
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what is expected from one. They emphasize the importance of both informal and formal communi-
cating. Informal to enhance the teleworkers relationships and unity, and formal for work-related is-

sues.

Smith et al. (2015) found out in their survey that it is important to make a wide bundle of channels
for communicating available for teleworkers. These same channels are important, no matter if the
employees are teleworking or not. It all comes down to unifying the organisation by means that help
employees to feel more connected. Their study highlighted especially the importance of video com-
munication solutions, as those are closest to face-to-face communication. This is consistent with
previous studies that indicate that teleworker’s job satisfaction might be lower if there is deficiency

in face-to-face communication. (Smith, Patmos, Pitts, 2015.)

According to a study made by Kaplan et al. (2017, p. 368-369) two of the main concerns supervisors
have about teleworking are job interdependence and media richness. Media richness addresses
whether the current technology would allow efficient communication with teleworking employees or
not. According to media richness theory, rich media offers better chances for effective teleworking
than leaner media. As an example, video conferences are richer media than e-mails. Rich media en-

ables more nuanced communication.

Communication was highlighted in Laine and Vogt's (2017) article about the future’s leading health
care and social services. The article was based on material that was collected from health care and
social services master’s students in the year 2016. According to the results, interaction skills are im-
portant between managers and employees. Interaction and communication are important in decision
making, as some of the decisions can be unpleasant for the employees, but as long as those are
openly communicated and explained, the decisions will be more easily understood and supported.
Communication skills are emphasized in transition. Communications should be active and honest,
preferably dialogue rather than monologue. Communicating should be even more respectful and

participatory when doing it remotely.

Communication is less frequent virtually and is never as rich as face-to-face communication. There-
fore, it is important to set advisable guidelines that will be used. Short and repetitive communica-
tions with a specific purpose are efficient for workers to bond more virtually. This kind of communi-
cation builds trust. (Layng, 2016.) This is in line with Kowalski et al. (2005) whose research sums up
three teleworking success factors, and how these are linked together. Trust leads to better commu-
nication, as communication leads to trust. Mackenzie’s (2010, p.537) study is in line with this. Ac-
cording to her study, virtual communication decreases face-to-face communication which influences

the development of trust.
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Trust is one of the most important success factors in telework. Trust has to flow across the organi-
sation. Employees have to feel trusted and feel like they are being treated fairly. Managers must
trust that the employees can and will perform their job in satisfactory way. There is an argument
that even if everything else would be excellently organized, lack of trust alone can make teleworking
unsuccessful. Result-based management system requires trust and is something that should be con-
sidered in teleworking. Rather than tracking the hours workers are sitting at their work desk, the
focus should be in measuring productivity based on their performance. Trust is like the cherry on

top of the cake. It brings the whole organisation together. (Kowalski, Swanson, 2005.)

To form an organisational culture of trust, people in an organisation should share a common pur-
pose. Trust is the outcome of shared values followed and supported by an organisation’s leaders.
Leaders can support building trust by creating organisational goals that are shared within the organ-
isation, and by implementing suitable management techniques such as delegation and results-based
performance management. These measures can encourage an environment of trust and to help

people feel valued and treated fairly. (Kowalski et al. 2005.)

According to a study made by Kaplan, Engelsted, Xue and Lockwood (2017, p.365-366), managerial
trust affects how permissive the management is towards telework. They created a model to find out
about how much trust influences whether managers decide to allow telework. They examined the
importance of trust in connection with other decision-making factors in telework, such as coordina-
tion, communication and equity. In the study, they adopted the meaning for telework such as that is
being used in this thesis, and how it is happening for the client company. Telework was also de-

scribed as working away from the office, usually at home, by using ICT. (Kaplan et al. 2017.)

Kaplan (2017) stated that according to studies, companies are well aware of the benefits of tele-
work, but still teleworking is not happening in its full capacity at all. The reason behind this is often
the manager’s resistance to allow employees to telework. Many anecdotal and qualitative studies
show that trust is the central point in manager’s decision-making process. They wrote that the lack
of trust happens when managers are afraid that the employees would not perform as well while tel-
eworking as they would at the office. Managers have to weigh many different factors before decid-
ing whether to approve telework or not. Furthermore, how much teleworking to allow. All of the

mentioned factors are not necessarily equally important.

The results of their studies showed that the manager’s estimations and thoughts about the em-
ployee’s conscientiousness and reliability were the central point when determining telework allow-
ance. It was suggested that organisations who wished to increase telework should focus on man-

ager’s mistrust as one of the factors of the resistance.
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Messenger (2019, p.8) reviewed telework in the 21 century from the evolutionary perspective. His
book was based on the literature about telework over the past decade. In his findings, a culture of

trust was one of the essential best practices when it comes to individual and organisational success.
On top of the "must haves”, trust was also mentioned in a list of means behind success in telework
(Messenger, 2019, p.155-156.)

Nakrosiene, Buciuniene and Gostautaites (2019) study coincided with previously introduced studies.
Supervisor trust was mentioned as a prerequisite for overall telework satisfaction. According to their
study, some of the most important telework factors impacting different telework outcomes were di-
minished communication, trust and support of the supervisors, and the working place suitability at

home.

Functional teamwork is based on trust (Eklund et al. 2019, p.184.) Trust is the biggest challenge in
remote working and managing. A common fear in trusting people to work remotely seems to be
whether management can really trust employees when they are not under one’s watch. There lies a
fear of losing control. Are the employees working hard enough when one cannot see them? When
building trust in people, it is important to keep the communication open. In a virtual working envi-
ronment, it takes four times as much time to build trust than in a face-to-face environment. But to
be able to gain trust, one must show trust. (Vilkman, 2016, p. 26-30.). This is a good reminder to
virtual managers, as they need to show their employees trust before they can actually gain it from

them. This might be challenging at first but will most likely pay the effort back in the future.

The idea of having employees in the same physical location in order to work productively is seen as
an old school-type of management. The thought behind this is the employee could not be trusted to
work from home, because the employees would be less productive. Today there is significant evi-
dence showing that remote workers would actually be more productive and work longer hours than
what they would do at the office. (Messenger, Addati, 2013.) This also is consistent with Vilkman’s
(2016) thoughts about building trust by giving trust. The workers cannot prove to be trustworthy if
they are not given a chance. Vilkkman emphasizes that the best virtual leaders appreciate the im-
portance of giving up from some control. The more freedom management is willing to give to their

employees, the more trustworthy and engaged the employees end up being.

Emotions have to be separated from trust. Trust is something that is built in us during our whole
life, and some people tend to trust more easily than others. Vilkman (2016) encourages people to
trust even without the proof. She suggests people challenge themselves about trusting. She states
that instead of requiring employees to earn the trust, could you actually put it other way around?
Decide to trust until proven wrong. Emotions are important to separate from trust, as our minds can
fool us. We might get subconscious feelings about people and their transparency, but our feelings

can actually significantly mislead us. (Vilkkman, 2016.)
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In conclusion, virtual management consists of all the afore mentioned aspects. Without telework
there would not be a need for virtual management. Telework itself can consist of many aspects,
such as working from home, working on the road, working in different buildings, or working in a vir-
tual team. To be able to tie these all together effectively, trust is one of the most important factors.
And to be able to gain trust, there needs to be open communication. In the next chapter the basis

of the survey will be presented.
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3 SURVEY

In the following chapter the contents describes the client company, objective of the thesis and infor-
mation about the research method and sampling. More over details about forming the questionnaire

and some reliability aspects have been introduced.

3.1 The client company

The goal for the research is to update the current method of teleworking in the client company. As
teleworking is a relatively new way of working in the department, it is important to understand
about the current circumstances. The author is hoping that the survey can indicate the way to move

forward in future telework decisions and education.

The client organisation is a company in the financial services industry. The survey has been con-
ducted in one department in the company. There are employees, experts, and managers in this de-
partment that aim to serve the customers as well as possible. The client organisation has been go-
ing through a lot of changes lately. There have been changes in managerial level, the teams have
been mixed, and company premises have been renovated. Instead of employees having their own
desks, open seating arrangements have been introduced, and remote work has started. The com-
pany has been doing its best to support their workers through these changes. The client organisa-
tion has had test trials for remote work, but they have had not gathered any specific data about it

that could be used in this survey.

There is a lot of telework in the company. There is a basic “work from home” solution offered for
workers with a maximum of twice a week. There is a possibility to work from offices in other cities if
needed. The supervisors can work from home, but not as often as the customer advisors, as their
work requirement is different. There are phone and video conferences on a regular basis, there are
learning environments online, and remote workers can join compulsory meetings via the internet. As
this internet-based remoteness is a relatively new thing (on this scale) in the department, it is im-
portant to assess how it works.

Many different virtual communication tools are being used in the client company. In this thesis, the
focus is on internal communication use. E-mail is one of the most common means of communi-
cating. It has been partly replaced lately by Microsoft Teams. As the flow of e-mails is relatively vo-
luminous, it has been suggested to take off the notifications and just check the e-mail at specific
times each day. This has been suggested to avoid constant interruptions. Teams offers a good plat-
form for replacing the constant flow of e-mails. Phones are usually used to be in touch with the cli-
ents. It is the fastest, simplest and the most secure way to receive information from the clients and
co-operation partners. Instant messaging is used for informal communication. Instant messaging is

possible via Skype. It is also possible to use instant messaging in Teams.
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Video conferencing has been a way of communicating for years now and there have been some up-
dates to it lately. It is possible to join meetings via video conferencing, but the management recom-
mends being present at the office if possible. New business premises are increasingly making it pos-
sible to use this kind of virtual communication. Microsoft Teams has been adopted most recently in
the department. It has been replacing e-mail, and it is easier to find information in MS Teams. There
are different groups for different teams, joint areas, and an ability to chat one-on-one or in groups.
As Teams is a relatively new application in the department, it will be interesting to see if it functions
well for the users.

The survey was conducted in Finnish, since the author did not want to rule out any responses be-
cause of the language barrier. Conducting the survey in Finnish enabled more participants to take
part to the survey. The examinee department is in Finland, and their main language at work is Finn-
ish. The survey questions will be shown in English in the thesis, and the original Finnish survey can
be seen in the appendix at the end of the thesis.

3.2 Objective of the thesis

The goal for this thesis is to illustrate the state of virtual working conditions in the client company’s
specific department. The author wanted to deepen her knowledge about telework and its crucial

cornerstones.

This thesis aims to find out about the state of remote working and its management currently, be-
cause teleworking has expanded rapidly. To dig a little deeper, the focus will be on support, commu-
nication and trust, as those are the back bones of remote working. The author wants to assess the
current state of teleworking at the client company to determine if there is need for improvement
based on her research.

Research questions emerged from the theoretical background of the survey:
What is the current status of teleworking in the client company?

Is there a need or a wish to expand teleworking in the future?

Have the workers received enough training to use virtual communication effectively?

H W=

Is there trust between the management and the workers relating to telework?

3.3 Research method

The research method for this empirical study is mainly quantitative research. According to Heikkila

(2010, p.17) quantitative research answers questions like what, where, how much and how often? It
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requires a big enough sample group. In the survey, there has been left some space for open com-

ments too, to help understand the reasons behind the responses.

The quantitative method is an effective way to research when there is a big group of possible exam-
inees (Heikkila, 2010, p.19). She states in her book that in the same study both quantitative and
qualitative methods can be used to complement each other. Completely qualitative research was not
an option in this case, as the research group is relatively large. It would have been impossible to do
statistical generalizing if the qualitative research method would have been used. Quantitative
method serves this thesis better to find answers to the research questions. This is in line with Heik-
kild (2010, p.14), who wrote that the research problems and the goal of the study mainly resolves

the research method.

3.4 The sample group and the survey type

The survey target group chosen was one department in the company. The author works for this de-
partment, so it was easy to get survey permission and co-operation from there. Because the client
organisation is big and different departments work differently and have their own issues, each
would require their own surveys. This thesis is focusing only on this specific department and its situ-

ation at the time when the survey was conducted.

Obijectivity is important to the author of this study. Because the study is made for the organisation
she works for, the study’s objectivity was particularly important. The author herself thought that an
interesting topic for the thesis was electronic communication and its personal nuances. But after

starting the process, she realized she had strong opinions about the subject, and she found herself
searching information that would prove her opinion right. As soon as she realized it, she decided to
take a completely new direction with the thesis. She read through many studies about telework and
noticed that many of them were emphasizing similar issues. From there it was easier to draw a line

for the study and change the focus to the cornerstones of telework.

This empirical study was conducted as an internet survey, which is a commonly used form of collect-
ing information. Even though a survey might have a relatively low response rate, it is still one major
data collection method in social sciences. (Koivula, Rdsdnen, Sarpila, 2016, p.174.) The benefits of
an internet survey as a data collecting method include low costs, flexibility, anonymity and it enables
large sample groups. The possible challenges are technological issues, information security, ade-

quate guidance and lack of response. (Tiikkaja, 2011, p. 13.)
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The research was open 14.4.2020- 20.4.2020 and it was sent to 133 people working in the client
company. Out of the 133 workers, 93 workers responded to the questionnaire. This makes the re-
spondent rate 70%. While looking at the respondent rate it is important to remember that not 100%

out of the 133 workers do telework at all.

3.5 Composition of the questionnaire

According to Heikkild (2010, p. 48) a good research form consists of many important features.
These are for example clear and well-presented form, simplicity, clear body, easy starting questions,

control questions and a logical procession.

In order to be able to execute the survey questions, it was important for the author to familiarize
herself with topical literature and to think carefully about the research problem and concept differ-
entiation. It is possible to ask the same question in different forms to double check the validity and
reliability. It is crucial to have the goal of the survey clear before composing the survey. (Heikkild,
2010, p. 47-48.) In this thesis, the theory part was written at first. While writing the theory, the re-
search questions took shape into their final form. After that followed research work around the
framework. After completing the theory and the framework, the production so far was introduced to

the thesis instructor who communicated her final thoughts before the final survey was executed.

The author ended up using both open and closed questions in the survey, to receive richer infor-
mation. As the group of respondents is relatively large, it was obvious that a qualitative survey was
not an option. The research questions were based on the general thoughts and experiences around
the telework cornerstones, rather than just a few people’s thoughts about the subject. Based on the
number of respondents, it was decided to use the quantitative method. In this way, it is possible to
form a clear picture of the department as a whole, instead of focusing on just some of the depart-

ment member’s thoughts about the subject.

Heikkila (2010, p. 61) suggested to always run a test trial of the survey. Its function is to find out if
the survey is distinct, unambiguous, functional and to estimate the time needed to answer to the

survey. The author decided to run a test trial for the survey to some colleagues who are on mater-
nity leave at the moment. They cannot provide reliable answers about the company’s current state,
as they have been absent for some time. But they know the field of business very well, so they can

still evaluate the clarity of the survey.

This survey was conducted around the framework learnt from the previous studies. In order to pre-
sent it clearly, it was divided into three parts, following the framework methodology. Three separate
sections made it simpler for the respondents to answer, as well as for the author to create the sur-

vey precisely around the framework. These three sections are: trust, support, and communicatio
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3.6  Validity and reliability of the research

According to Heikkild (2010, p. 29-32) there are some main requirements when doing quality re-
search. Firstly, the research has to be valid. Heikkild states, that if the researcher has not set clear
objectives for the study, it is possible that the person ends up investigating wrong things. In other
words, it stays on the subject. It does not include systematic errors, and it gives on average correct
results. To conduct valid research, it must be planned carefully. The data collection should focus on
the right issues. The response rate should be high and the sample group should represent the entire
group. (Heikkila, 2010, p.29-30.)

The researcher has to critically evaluate the reliability of the research and state all the possible is-
sues that might impact the survey results in a negative way. It is possible to improve reliability by a
large number of respondents (so the results will not be coincidental), and important to make sure
not to expand the results outside its area of relevancy. For example, in this thesis case the results

are not valid to other organisations. (Heikkild 2010, p.29-32.)

The reliability of the research has been ensured by doing the research in Finnish. Even though the
thesis is produced in English, the author realised that a survey conducted in English would not rep-
resent the actual truth from the examinee department. As the workers in the department come from
different backgrounds and it is not obligatory to speak English to perform the job, it was decided to
conduct the survey in Finnish. Heikkild (2010, p. 31-32) also states also that good quality research is
objective, cost-effective, transparent, confidential and useful. Reliability refers to the accuracy of the
results. The researcher has to be critical and precise throughout the whole study. (Heikkila, 2010,
p.30-31.)

To ensure the validity and reliability of this thesis several methods were used. First of all, the validity
has been checked in a collaboration with the thesis instructor and client organisation contact. The
author has consistently involved the instructor and the client organisation contact with the thesis
process. They have added valuable comments and thought throughout the process, to ensure valid-

ity and reliability.

The author wanted to be as objective as possible. To ensure this, the following actions were taken.
She used Webropol survey, so she is not interviewing the respondents by herself. She planned
Webropol questions carefully, making sure not to push the respondents towards any answer or con-
clusion. At the start of the survey, she asked the respondents to answer reliably, and reminded
them that the survey is anonymous. She also checked the questions comprising the survey before-

hand with multiple sources to get a second opinion how the questions had been formed.
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Some of the common problems in quantitative research are an unclear research problem, the re-
searcher not knowing the subject enough, a lot of missing information, and the researcher not being

cautious enough while doing the research. (Vilkka, 2007, p. 100-101.)
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4 THE RESEARCH RESULTS

The survey started by collecting some background information about the respondents. The survey
was conducted completely anonymously, to make sure each respondent can reply honestly. The

background information was collected to see if a wide range of workers replied to the survey.

Total of 133 potential respondents were invited to take part in the telework study. Approximately
70% answered. The actual answer percentage is impossible to find out, but it was at least 70%.
Some people might have been absent during the week of the survey. The quantitative study was

conducted at the company unit described above between the 14™-20™ of April.

What was not anticipated while planning this study was the state of emergency in Finland because
of the Covid-19. The effect of the state of emergency did not put this study to a hold, but it has to
be kept in mind that the workers in the unit were working completely from home. In a normal situa-
tion, the workers have a choice if they want to telework or not. A few workers did still work from
the office, and as they have no experience of teleworking, they replied that they would not take part

in this study.

Question 1
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Chart 1. Have you teleworked? (n=93)

Out of the 92 respondents, 98% (n=91) of them have been teleworking. Only two respondents have
not teleworked.

A few people replied to the e-mail invitation to the survey, that they will not take a part as they
have not teleworked ever. The invitation was sent to 133 people, so 93 replies creates about a 70%

answer rate. This number is not precise but gives a basis for the sampling set.
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Question 2
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Chart 2. Do you want to telework regularly? (n=93)
87% of the respondents are teleworking regularly. This chart, combined to the previous one, states

that 2 people of the respondents does not telework at all and 10 people out of the respondents

seem to telework only because of this state of emergency.

Question 3

Sometimes, No, max 2 times a | don’t want to do
alternately week telework

Chart 3. Would you like to telework more than 2 times a week? (n=93)

Since the company has ruled that the workers are able to telework a maximum of twice a week,
they were asked if they are satisfied with the current amount of telework days allowed weekly. 31%

of the respondents were willing to telework more than twice a week and 46% of the respondents
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were hoping to have a change to telework more than twice a week every once in a while. All to-
gether 77% of the respondents were hoping to have a chance to telework more often than what the
company was offering now. 21% were thinking that the two days a week is enough, and 2% did not

want to telework at all.

Question 4
25
20
15
10
5
0
Under 2 years 2-5 years 6-10 years 11-20 years over 20 years

Chart 4. How long have you worked for your current employer? (n=93)

This graph describes how many years the respondents have been working for the current company.
The number of years worked was relatively steady between the options, which indicates that a wide

range of workers has been represented in the survey.

Question 5
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Chart 5. How old are you? (n=93)
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The age gap is obviously dependant on the actual workers age group. This question was included to
the survey to see if all age groups responded. The distribution of different age respondents seems
to be relatively steady and therefore indicating that the survey results are presenting workers from

all ages.

Populations age distribution in Finland 2019 was as follows. 11,1% were 15-24 years old, 25,6%
were 25-44 years old, 25,3% were 45-64 years old (Kuntaliitto, 2019). In this research, the majority
of the respondents were 26-45 years old, meaning that the distribution between different age
groups was not entirely similar. The respondents were younger when compared to the populations
age distribution, which indicates that the majority of the respondents were internet-savvy millennials

or close to it (Oncioiu, Stanciu, 2017).

Question 6
80
70
60
50
40
30
20
10
: = —

Customer advisor Expert Supervisor

Chart 6. What is the role you work as in the company? (n=90)

The respondents were mainly customer advisors. All together there are 107 customer advisors, 15
specialists and 11 supervisors in the company (3/20). The number of respondents was in a line with
the amount of the workers in each group of workers. 68% of customer advisors, 86% of experts
and 36% of supervisors took part to this study. The low number of supervisors taking part to the
study raised some questions. Was it communicated clearly enough that the survey included supervi-
sors? Were they maybe just too busy to take part? Was there a lack of interest affecting? Unfortu-

nately, those questions will be unanswered.

Generally, the author is pleased with the response rate, even though it is unfortunate that the exact
response rate is impossible to find out. The survey sampling seems to present the organisation’s
unit surveyed relatively well, as all ages, status, and both less and more experienced workers took

part in the study.
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4.1 Support

Question 7
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Chart 7. Have you got enough support to telework? (n=93)

93% felt that they have been getting enough support to telework. 7% did not feel this way. This

question will be opened-up more in the following open questions to get better insight.

Question 8. What kind of good support have you received? (n=86)

This open question helped to understand the answers to question 7 better. The most common an-

SWErs were:

"The support of colleagues, senior advisors and supervisors”

"IT support from Service desk”

"Clear instructions”

"Own skills”

"Tools from the employer (computer, screens, other equipment)”
"Materials offered in intra, common guidelines”

"I have not needed any specific support while teleworking”
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Question 9
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Yes, always Mostly Rarely Never

Chart 9. Are you aware of which platform to use in different situations while teleworking? (n=93)

73% were familiar with what digital tools and platforms to use in a specific situation. 25% felt confi-
dent with the tools most of the time and 1% rarely. This shows that the platforms are relatively

clear to many, but some guiding could be added generally.

Question 10. Evaluate your own digital skills? (n=88)

(What is easy to use, what kind of challenges are you facing, what tools do you prefer/don't prefer)

Only 3 people skipped this open question. Most of the respondents described their digital skills as
good (more than 50% of the respondents). In addition to these, many (about 20%) mentioned that,
on top of the own good skills, only the internet/system failures can cause problems, but solving
those are something we cannot take care of ourselves. MS Teams was mentioned in a few answers
as unclear. So about 70% had good skills, so here I will present some of the open answers about

the problems that did arise:

"If there would be more time to focus on these and to get familiar with these, I would get by just
fine. I think there is too many of these, so it would be good to centralize these to some specific plat-
form.”

"My own digital readiness is not good, but now as I have teleworked, I have noticed that hey I can

manage these, I can make everything work.”
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"My personal digital readiness is not the best possible. That is why there will be challenges with up-
dates and other changes, unless there are good instructions. Occasionally it feels like that the in-

struction makers are not noticing all the smallest details that should be included.”

[ feel that it is stressful and there is too much information in too many different places. Intra,

teams, e-mail and so on. I feel like Teams confused my own skills, and where to find information.”

"Skype and Teams meetings have a bad sound quality sometimes and the connection gets bad, es-
pecially if there are more participants. Sometimes programs won't work and the technological sys-

tems in use might throw you out.”

"My own digital skills are good. But as I am a bit of a new worker, my WP skills are not perfect yet.

It is difficult to find system instructions from intra and other places (how to do something in WP).”

Question11
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Yes, | need more  Quite often Alternately Rarely No
support for
telework

Chart 11. Do you wish to get more support from supervisors/leaders to telework? (n=93)

Based on the study 35% did not wish to have more support to telework and 52% required it just
rarely. 12% needed more telework support occasionally, and 1% felt the need for more support in
telework. All together 87% of the respondents did seem to manage most of the time with the cur-

rent support offered by the supervisors.

This question was double confirming the question 7, to make the survey more valid. As 93% of the
respondents thought they do get enough support to teleworking, this question did emphasize that

as 87% did not require more support from managers at all or just rarely.
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Question 12. What kind of support do you need more of? (n=69)

The respondents wrote what kind of support they would need more. 24 left the comment field
empty, which could indicate that they do not have any specific need of extra support according to
the question 7 and 11. Nearly 30 respondents stated they do not need any more support than what

they are receiving already.

The support needs that were stated in the survey were mostly related to IT support, unofficial meet-
ings/socializing and manager contacts. In this question, it is important to keep in mind the Covid-19
state of emergency, as the respondents had to telework every day. Normally the workers see each

other at the office for socializing at least 3 times a week.

"Basic support to everyday work for new workers”

"More support from supervisors”

"Faster reaction to IT errors and a faster communication to the workers about the errors”
"Unofficial meetings, unformal chatting, breaks with colleagues”

"Freedom to use hour balances and holidays”

"More flexibility”

The answers taken as examples were collected from the answers that has anything to do with tele-
work. Some respondents were commenting on general support needs that are not relevant only to

telework needs. All the answers are seen in the appendix section at the end of this thesis.

Question 13
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Chart 13. Do you receive as much support while teleworking than when in the office? (n=93)
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This part was examining if the workers got as much support from their colleagues and managers
while teleworking as when in the office. 74% (n=69) felt like they did get as much support. 19%
(n=18) did not receive as much support while teleworking, but they did not lack more support ei-
ther. 7% (n=6) hoped to have more support while teleworking and did not receive it as much while

working from home.

Question 14. Do you get the best support from your colleagues, supervisors or others, who?
You can also name people. (n=85)

The results indicate that the best support comes from the colleagues. About 50% of the respond-
ents described sole colleague support as the best support. The rest of the answers were divided be-
tween different combinations, colleagues and supervisors, colleagues and experts, super users and
15 answers were including everyone.

Adding specific people’s name was left as an option, to see if certain names would have come up
repetitively. There were only a few names mentioned and those were mainly super users. These
names did not bring any added value to the research, but the results indicate that the workers often
seek and freely receive support from each other, no matter which group they belong to (customer

advisors, experts, super users).

"I get the most support from my team members, but I feel like I get enough support from my su-
pervisor. Teleworking has made my supervisor more approachable and he/she is more present. It

feels good when the supervisor calls and asks how I am.”

"Colleagues. I try to “distract” others carefully and in turns, so I would not burden anyone too
much. While teleworking it is impossible to know my colleagues work situation or state of mind.
While working at the office it is easier to see the situation and decide who to distract.”

"In actual work matters my supervisor and colleagues help me. My colleagues are always helpful
and ready to answer the questions. I do feel that there is a bigger threshold to ask questions re-
motely than at the office.”

"My colleagues, as they are easily available”

"The support is available similarly to the office”

This support section is consistent with the Kowalski et al. (2005) study that emphasized support

must come from all levels in an organisation, and that from a telework perspective there is a need
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for support in technology and tools. It is seen in the answers that support from other people is at a
good level, but technology creates challenges. The Kowalski et al. study showed that teleworkers
are often displeased with technology, and the same is seen in the survey. This research comes to

similar conclusions as Kowalski’s study.

As mentioned previously, Topi (2004) highlights in his study about technology support, and the up-
dated support structure. Proper technological support, teleworker’s IT skills, effective training pro-
grams and a wide variety of telecommunication solutions are the base functional support policy. The
thesis survey suggests that many of the respondents were satisfied with their own digital skills, but
the internet and system failures causes problems, as those cannot be dealt with at home. This indi-

cates that there is a need for better IT support and development policies.

Kowalski et al. (2005); Topi (2014) and L. Richard Ye (2012) were in line with this study about im-
portance of IT support and Kowalski et al. stated also how teleworkers are often dissatisfied with

technology.

4.2 Communication

Question 15
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towards telework

Chart 15. Is it clear to you, which platform to use in different communications? (n=93)

As there are many different platforms to communicate in the company, it was examined how well
the workers knew which platform was supposed to be used for different kinds of communication.
These platforms are for example e-mail, Teams, different kinds of instant messengers (chats),

phone, intra, work streams.
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56% knew which platform to use in different matters, 33% mostly knew, 9% were hesitant about it,

2% knew less frequently. None of the respondents did not know at all where to communicate.

Question 16

50
45
40
35
30
25
20
15
10

wv

0 0
Yes, it is more challenging to Yes, it is easier to No, both ways of
communicate remotely communicate remotely communicating are similar

Chart 16. Does teleworking affect the quality of the communicating? (Within the company). (n=93)

This part was focusing on the quality of telework communication. 51% (n=47) described that is it
more challenging to communicate remotely and 49% (n=46) felt like the communication is on the
same level in both office work and telework. None of the respondents thought it would be easier to

communicate remotely.

Question 17
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Chart 17. Does teleworking affect the amount of communicating within the company? (n=93)
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Based on results 71% answered that they are communicating less while teleworking. 27% were
communicating the same amount as when working at the office. 2% (n=2) were communicating
more while teleworking. This question raises thoughts about the importance of communication that

will be presented at the end of this chapter.

Question 18
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Chart 18. Do you wish to have more support/training to remote communication? (n=93)

Majority of the respondents, 73% (n=68) did not feel like they needed more training or instructions
for remote communication. 25% (n=23) had the need for more training and guiding sometimes and
2% (n=2) had the need most of the time.

This question shows that even though the majority of the respondents did not have the need for
extra training and guiding, there is still 27% that are lacking it. It is important to make sure that all

the teleworkers feel confident while working, so there is a development idea here for the company.

Question 19. What kind of guidance and education would you wish to receive for remote communi-
cating? (n=58)

Clearly, most of the respondents were happy with the current situation. About 30% of the respond-
ents did not need any more guidance. Also, another approximately 30% left the question unan-
swered, this could also indicate that there is no need for extra guidance. About 20% were hoping
for clearer instructions, mainly concerning where to communicate and when. The development ideas

included the number of different channels and when to use them. It seems to be unclear if there is
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a certain place where is all the instructions for different communication platforms. Teams was also
mentioned in this question by others, and some seem to find it confusing, as it is a relatively new

platform in the department.

"At the moment, we are communicating through multiple channels and there are a lot of messages.

I desire more effective communication -> information in a more compact and distinct way.”

"Clear guidelines to expedite/hurry up requests. It feels like the guidelines are changing all the

time.”

"I don't need training for this, but it would be needed possibly for others. For example, how to con-
sult a colleague who is teleworking (not necessarily to call immediately, but to ask first if I can
call).”

"Maybe what would be the best way to approach a colleague without interrupting too much. On the

other hand, the same problem exists at the office too.”

“Short briefs of what to find and from where.”

"Repeating and reminding already agreed guidelines, how to contact me and in what kind of situa-
tions. Also highlighting in the instructions that even we have a chat, it does not always mean that

there would be immediate response.”

"Maybe tips for tools that help activate people. For example, there are many applications in MS

Teams. How to activate people while on-line?”

Question 20. How to improve remote communication? What needs to be taken into account while

communicating remotely? (n=70)

About 20% of the respondents were thinking that there is some confusion and an information explo-
sion. Some highlighted the need for asking before interrupting colleague’s work with questions, oth-

ers wished to have shorter and more precise messages.

"The tools of communication are in order and alright, but the actual content of the message should
be of better quality.”

"Don’t take for granted that the other party understands non-verbal communication, that is not

emerged in remote communication.”
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"Where to find the instructions. Now there are instructions everywhere, and it has not been commu-
nicated that those even exist. It is just assumed that people have time to surf around and see if
someone has updated something.”

"Teams is a bit unclear, but maybe we’'ll get used to it.”

"We have to many platforms from where the information is coming from. Maybe it would be better if
there would not be that many places, as it takes too much time to keep searching. You remember

that you have seen something somewhere, but you do not remember where.”

As introduced earlier, Vilkman (2016) stated that lack of communication is leading to weakened col-
laboration and information sharing. Trust can be often gained from face-to-face communication, and
in teleworking there is none of that. It is a lot more difficult to show emotions while teleworking,

but informal talking reduces this. As seen from the survey results, there is less communicating while

teleworking, and remote communicating seems to be more challenging for many.

At the same time 75% of the respondents were not hoping for more support or training for telecom-
munication. This indicates that workers are aware of the challenges of remote communication, but
still not feeling like they are lacking any skills. Open answers added some perspective to this. About
20% of the respondents delineated that there are too many platforms for communication and infor-
mation at the moment. This information from the communication could add a useful development
idea to the support part of the thesis. The company could support the communication for the em-

ployees with more distinct instructions of where to communicate and when.

The results of this research empirically prove the theoretical propositions of Layng (2016) on the
significance of virtual communication not being as rich as face-to-face communication, it requires
clear guidelines that should be used. In this thesis research, it seems like there is actually a need for
fewer communication channels with more precise usage guidelines. Then again, this is mixed with
the findings of Smith et al. (2015) who underlined the need for plenty of different communication

channels.

In conclusion, most of the people were communicating less, and it is important to focus on the
meaning of this. These results are in line with previous research, which indicate that there is less
communicating while teleworking (Madlock 2012; Layng 2016; Mackenzie 2010). Madlock (2012)
emphasizes the higher quality communication, workers seem to communicate less virtually. Vilkman
(2018) emphasizes this thought by adding that virtual communication is more formal, and there is
less understanding compared to face-to-face communication. Laine et al (2017) underline active and

honest communication, and that dialogue rather than monologue would be preferable. The authors’
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research indicated that some participants had a feeling of lecture rather than conversation in digital

meetings.

4.3 Trust

Question 21
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Chart 21. Do you feel like your supervisor trusts you as much while teleworking than at the office?
(n=93)

95% out of the respondents felt like their supervisors trusted them as much while teleworking, as
when working on site at the office. Only 5% felt like the opposite, that they do not feel as trusted at

home (n=5).

Question 22
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Chart 22. Is there trusted atmosphere in the department about telework? (n=93)
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53% out of the respondents (n=93) felt like there is a generally trusted atmosphere about the re-
mote work. In other words, this number describes whether the workers feel trusted to telework.
37% felt like there is a trusting atmosphere most of the time. Only 4% answered rarely, 0% an-
swered no and 6% did not know what to answer to this question. This indicates that 90% were at

least most of the time feeling positive about the telework matter.

Question 23. What kinds of policies creates in you the feeling that you are trusted as a teleworker?
(n=84)

This question was chosen to the survey to complete the previous question about trust. Most of the
answers stated that there is trust, since the employees are allowed to telework. Allowing telework

seems to be an indicator of trust for many.

"The attitude is no different than while working at the office.”

"The way I see it we are responsible adults and that needs to be trusted.
It does not matter whether I am at the office or at home. It is even more important to be worthy

the trust while teleworking, as you are not physically seen”

"It would be a sign of trust, that everyone could determine itself the most suitable way of telework-
ing and the amount of telework would not be limited. It would be nice to get rid of the feeling that

one must be more productive while teleworking.”

"My own supervisors trust me, but sometimes I feel like that the higher-level managers might not

trust as much, as there are different policies for telework within the company.”

Trust is that we get to telework. Supervision of work is more challenging while teleworking and at
least my own supervisor has let me work freely, in the way and schedule that I see is best for my

”

work. It is also a big sign of trust to let the workers take expensive work equipment to their homes.

Question 24. This question was for supervisors only: Do you feel that trust affects how much em-

ployees are allowed to telework? What matters affect your own willingness to allow telework?

80% of the respondents clearly expressed that there has to be trust in order to allow telework.
These findings are clearly in line with the previous studies introduced in the theoretical framework of
the thesis. Other meaningful matters of telework allowance were workers skills, functional co-opera-

tion and prioritizing. The response rate of the supervisors was only 36%, so this must be kept in
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mind while thinking about the reliability of this question. Here are some other thoughts picked from

the answers, others than the fact that trust affects to telework allowance:

"To be confident that the mastery and prioritizing of the work and that the usage of the tools/soft-

ware needed is on a good level.”

"Being able to use the tools needed satisfyingly”

"It doesn't matter where the job is done as long as it gets done. The quality of the job is more im-

portant than how much time is spent doing it.”

"There has to be trust and fair co-operation. I believe in the results, not the actual place where

the work would have to be done”

"Both employee and employer have to have trust for teleworking to be possible”

“In principle, telework could be done all the time. But the other aspects are socializing, connecting

and interaction. These require office work.”

Vilkman (2016) and Eklund et al. (2019) emphasized trust as one of the biggest factors in telework-
ing. The more freedom companies are willing to give to their employees, the more companies usu-
ally receive back by creating loyal and trustworthy employees. The workers in the client company
have been allowed to telework, which is a way of showing trust. This can clearly be seen in the sur-
vey answers. Employees seem to be aware of the trust their employer is showing to them by allow-
ing them to telework. 95% of the employees felt like they are trusted as much while teleworking as

when they work at the office.

At the same time, most of the respondents were hoping to be able to telework more often. Kaplan
et al. (2017) found trust affects how much managers allow employees to telework. Kaplan’s study
demonstrated how companies seem to be aware of the benefits of teleworking, but they are still a
bit hesitant to let as much teleworking be allowed as employees seem to want. Trust is definitely
not the only aspect to consider when thinking about allowing employees to telework, but it is one

important part of it.
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5 SUMMARY AND CONCLUSIONS

The situation in the whole world changed a lot during this thesis process. An epidemic made mas-
sive changes to the world economy, people’s freedom, and to teleworking. On the other hand, the
respondents teleworked themselves and the internet data collection seems well-functioning due to

response rate.

According to the studies presented earlier in this thesis, it seems clear that trust, knowing each
other, and some general guidelines had already been developed at the client company before imple-
menting telework. The company wants new employees to stay at the office until they have gathered

enough skills to be able to telework. It looks like this is a right path to follow.

5.1 Personal development process

Thesis process started in autumn 2019 during the final academic year in Savonia. The topic of the
thesis, teleworking in a client company, was developed by combining the work circumstances and
the degree requirement. It was challenging to confine the subject to be narrow enough, as the au-
thor did not have strict order from work. On the other hand, this was challenging in an improving
way, as it forced the author to challenge herself to use the knowledge gained from work and to
combine it with what she learned from her studies. The client company wanted to stay anonymous

and requested to be referred just as a financial company.

The actual writing process started in January 2020. The author had two months study leave from
work that enabled a lot of writing and research that would have been impossible without the leave.
During the leave, the theory of the thesis was prepared. After returning to full-time work in March,
the survey was planned, developed, and conducted. Seeing the survey results was delightful! It was
extremely interesting to see those after learning so much from the theory. Many theoretical issues
made a lot more sense when considered in light of the survey results, and development ideas
started flowing. It was also pleasant to see how positive the survey results were. Many things were

already done correctly in the client company.

The author feels like she has grown professionally. The whole process has been full of new things to
learn, such as how to conduct research and how to take into account all the restrictions, limitations,
rules, permissions, and regulations. Her English skills have improved, even though working with a
foreign language created an extra challenge. Her knowledge about the subject has increased, and

she has been able to collaborate with people all over Finland, completely remotely.

The author was pleased how the research turned out, but there is always room for improvement.

One major challenge throughout the whole process was to maintain the boundary and stay strictly
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on the topic. It would have been easy to start to meander around interesting topics while learning
and figuring out interesting new themes around the main topic. But it was important to be focused
on the topic and just settle for writing down other interesting thoughts for later. The survey could

have been limited to be even more defined.

Challenges came up from combining personal life, work life, and studies. Covid-19 and the lockdown
caused by it did definitely give an extra challenge. The author felt that there was plenty of time for
the writing process in January, but in April the situation was different. The process did teach that as

long as you believe in yourself, anything is possible. Maybe not easy, but possible.

Finally, the world is constantly changing and virtual communicating, working, and leading along with
it. It is important for organisations to keep up with the changes and adjust their procedures to
them. Remote working seems to be a global trend. If organisations wish to attract workers, they
need to follow the trend and develop their virtual tools to enable more flexible working environ-
ments. The author hopes this thesis will show the company’s management the current status of re-
mote work cornerstones, so they can see how teleworking has started in the company and what can
be developed for the future.

5.2 Limitations and ethics of the research

This research has a few limitations that should be considered in the future research. The study took
place during the Covid-19 epidemic. This might affect the survey results, as the employees of the
client company were working from home every day. Normally, telework is allowed in the client com-
pany maximum of twice a week. Generally, this research is directional and is not presenting the

whole truth.

In internet surveys, there is always a risk of the respondent misunderstanding the questions or the
researcher presenting the questions in indefinite manner. Open answers that were left empty can
affect to the survey results. All the closed answers were marked as compulsory. The response rate
was relatively good, at least 70%, but it does not represent the full truth of the telework situation in
the company. Then again, the choice of internet survey as a research method is supported by the

teleworking situation forced by Covid-19 recommendations.

This supports the choice of internet survey for the research method. In a normal situation, the
workers have a choice if they want to telework or not. A few workers did still work from the office,
and as they have no experience of teleworking, they replied that they would not take part in this
study. The author wants to emphasize that the results of the research are not presented as a whole

truth and quantitative research results cannot reveal the deep meanings of matters (Jones, 2000.)
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Furthermore, most of the respondents represent age of 25-44, and they are used to internet and
social media tools, and telework is coming as ‘a new normal’ due to the epidemic period (MELIN,
2020). It is unclear if the older workers did not reply as actively than the younger ones or if the re-

search represents the actual age distribution in the organisation.

Future study could be conducted in a different manner. Telework is a wide subject, with plenty of
research available. Qualitative research with a different kind of approach to the survey questions

could add understanding and validity to the subject.

A research must be done honestly, fairly and without causing any harm to the respondents. As men-
tioned earlier, a research must be reliable, valid and objective. Openness ensures that every partici-
pant understands the reason for the research. All the results are important to propose, instead of

just proposing the ones that are beneficial for the client. (Heikkild, 2010, p.29-32.)

The author did receive quality guidance throughout the process. Necessary documents and permis-
sions were acquired. The author did her best to follow the responsible conduct of research at all
times and the achievement of others have been cited. The data protection legislation has been
taken into account for the client company. The respondents were informed about personal data us-
age and the anonymity of the study. Every single respondent remained anonymous throughout the
study, even the author could not identify the respondents. The participation to the survey was com-

pletely voluntary.

These ethical norms include issues such as requirements for honesty, requirements for informed
consent, anonymization and storage of data, the right of access to data for participants and duty of

confidentiality for all those who undertake research.

The author received support with the language barrier, from both native and bilingual professionals,
that helped to ensure that the survey translated from Finnish to English was accurate and that

translations were in line with the original text.

5.3  Future development ideas for the company

One development idea does include the number of different channels and when to use them. It
seems to be unclear if there is a certain place where all the instructions are for different communi-
cation platforms. Even if it would be impossible to cut down the number of different platforms, it
could be useful to collect guidelines and information about the usage of the different platforms in
one specific place everyone knows about. Teams was also mentioned in some questions. A few
seem to find it confusing, as it is a relatively new platform in the department. This raises questions:
Is Teams a generally unclear platform? Or should there just be more training for the employees how

to use it?
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Previous studies show that companies are aware of the benefits of allowing telework, but still hesi-
tant to allow it in its full capacity. According to the survey results, there are more than 30% of
workers who would actually like to telework regularly more than it is currently allowed, which is
twice a week. All together 77% of the respondents were hoping to have a change to telework more
often sometimes. The management group could consider this option and communicate to the work-
ers why they have the current policies. As employees seem to be willing to telework more, this sub-
ject would be good to hear out and to enable honest and open talk around it. Even if the manage-
ment group would end up sticking to the old routine, communicating the reasons behind it to the

workers could build trust and an open atmosphere.

Eklund et al. (2019, p. 184) described that in virtual working environments, it is important to build
trust. They highlighted that at the beginning of virtual working, it would be ideal if the team would
get to know each other face to face. This is important, as building trust requires sufficient personal
interaction. This has happened naturally in the client company, as everyone has to work at the
physical office when they begin their employment. It is a requirement to be allowed to work re-
motely, to be able to work independently, and not needing help from one’s colleagues most of the

time.

The thesis survey answers had similarities with Smith et al. (2015). They recommend having a lot of
communication platforms available, to unite the staff. They highlighted the importance of video
communication solutions that can lead to better teleworker satisfaction, as those are closest to face-
to-face communication. At the same time the recommendation to have a wide bundle of communi-
cation channels is somewhat mixed with this survey’s results, as some respondents felt like there is
too much information available in different places. What would be interesting to research in the fu-
ture is whether the reason for the confusion lies in outdated guidance, the number of communica-

tion platforms, or in something completely else.

A short conclusion of the research questions is as follows:

1. What is the current status of teleworking in the client company?
According to the survey conducted, the status is relatively good, when compared to the frame-

work studies and their findings.

2. Isthere a need or a wish to expand teleworking in the future?
There seems to be a need/wish from the employees’ side, as 31% of the respondents were will-
ing to telework more than twice a week and 46% of the respondents were hoping to have a
change to telework more than twice a week every once in a while. Altogether 77% of the re-

spondents did wish to have a choice to telework more than twice a week at least occasionally.
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3. Have the workers had enough training for virtual communication, as teleworking has expanded
rapidly?

Yes. 93% of the respondents felt like they have got enough support to telework.

4. Is there trust between the management and the workers relating to telework?

95% out of the respondents felt like their supervisors trusted them as much while teleworking.
53% out of the respondents (n=93) felt like there is a generally trusted atmosphere about the
remote work. In other words, this number describes whether the workers feel trusted to tele-

work. 37% felt like there is a trusting atmosphere most of the time.

The proposals drawn from the research results for the client organisation are following.

Support: Overall support in the researched aspect is in a good state. IT systems usage and support
could be improved and general information that has been scattered in different platforms could be
clarified.

Communication: According to the research and in a line with previous studies, workers communicate
less while teleworking. In the future, it could be researched how does lesser communication affect
employee satisfaction and quality. Some of the respondents were confused where to communicate
and when. This supports the finding from the support section, where it was observable that there

might be some confusion about different platforms.

Trust: According to this research, trust was the only area where there was not a clear need for an
improvement. According to previous studies, trust is one important matter when considering allow-
ing telework. As there was a need from the employees to telework more often than current twice a
week, it can be examined in the client company if trust affects the amount of telework days or if

there are other reasons behind it.

One additional thought came out for future research and development. Sivunen (2007) noticed in
her study that people wish there were more attendance and comments on bulletin board discus-
sions. Quite often people seem to read messages, but not reply at all. In those cases, the writer
cannot know if the message has received everyone or not. It could be useful to examine how this
problem could be addressed. One survey answer also mentioned people’s inclusion in remote meet-

ings and communication. These kinds of little huances could be helpful in the long run.
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APPENDIX 1:

Saatekirje Turku 14.4.2020

Hei tydyhteisoni!

Pyytaisin apuanne opinndytety6tani varten. Opiskelen Savoniassa Master in Business Administration-
linjalla YAMK-tutkintoa. Teen opinndytety6na tutkimusta etatydn kulmakivista, perustuen aikaisem-
missa tutkimuksissa térkeiksi nousseisiin nakdkulmiin. Kysely on jaettu kolmeen eri pdateemaan:

Tuki, kommunikaatio ja luottamus.

Opinnaytetyo toteutetaan kyselytutkimuksena, johon kutsun teidat osallistumaan. Osallistuminen
kyselyyn on vapaaehtoista ja luottamuksellista.

Linkki kyselyyn: https://link.webropolsurveys.com/S/D6A988FO0F868D380

Kyselyyn vastaaminen ei kesta kauaa (testikdyttdjilla keskimaarin 5-10 minuuttia). Kyselyyn vastaa-
malla autatte sekd minua saamaan tutkimuksestani luotettavammat tulokset,

ettd saatte danenne kuuluviin etaty6ta koskevissa asioissa yrityksessa.

Tutkimuksen tekemiseen on saatu asianmukainen lupa. Antamanne vastaukset kasitelldan ni-
mettdmina ja ehdottaman luottamuksellisesti. Kenenkaan vastaajan tiedot eivat paljastu tulok-
sissa, enka nae niité edes itse. Kyselyyn vastaamiseen on aikaa noin viikko. Kysely sulkeutuu maa-
nantaina 20.4.2020 klo 16.

Opinndytety®ni ohjaajana toimii Titta Jarvenpaa Savonia Ammattikorkeakoulusta. Opinnaytetyd tul-
laan julkaisemaan Internetissa osoitteessa www.theseus.fi. Teilld on mahdollisuus saada apua
kyselomakkeen tayttamiseen minulta. Voitte olla minuun koska vaan yhteydessa, joko tydsahkdpos-

tilla, skypelld tai suoraan omaan puhelimeeni.

Ladmmin kiitos ajastanne!

Ystavallisin terveisin

Janika Rundberg

(puhelinnumero)
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APPENDIX 2:
Etatyotutkimus

Vastaajien kokonaismaara: 93

1. Oletko tehnyt etatoita?

Vastaajien maara: 93

n Prosentti
Kylla 91 97,85%
Ei 2 2,15%

2. Haluatko tehda etatoita saannollisesti?

Vastaajien maara: 93

n Prosentti
Kylla 81 87,1%

Ei 12 12,9%
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3. Haluaisitko tehda etatoita enemman kuin max. 2 kertaa vii-

kossa?

Vastaajien maara: 93

Kylia 32%

Joskus, vaihdellen 45%,

En, max. 2 kertaalvko rittaa 21%

En halua tehda etatoita ollenkaan

n Prosentti
Kylla 30 32,26%
Joskus, vaihdellen 42 45,16%
En, max. 2 kertaa/vko riittaa 19 20,43%
En halua tehda etatoita ollenkaan 2 2,15%
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4. Kauan olet ollut taman hetkisella tyonantajalla toissa?
Vastaajien maara: 93

2% 4% 6%

Alle 2 vuotta 17%

2-5 vuotta 23%

6-10 vuotta 19%

11-20 vuotta 21%

yli 20 vuotta 20%

n Prosentti
Alle 2 vuotta 16 17,2%
2-5 vuotta 21 22,58%
6-10 vuotta 18 19,36%
11-20 vuotta 19 20,43%
yli 20 vuotta 19 20,43%
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5. Minka ikainen olet?
Vastaajien maara: 93

0% 5% 10% 15% 20% 25% 30° 35% 40%

18-25 4%

26-35 40%

24%

46-55 17%

56-65 15%

n Prosentti
18-25 4 4,3%
26-35 37 39,79%
36-45 22 23,66%
46-55 16 17,2%
56-65 14 15,05%
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6. Missa roolissa tyoskentelet yrityksessa?
Vastaajien maara: 90

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%

I\ O '..Iv _ o " v:. o O .

Asiantuntija

Esimies

n Prosentti
Korvausneuvoja 73 81,11%
Asiantuntija 13 14,44%
Esimies 4 4,45%

7. Oletko saanut mielestasi riittavasti tukea etatoiden tekemiseen?

Vastaajien maara: 93

n Prosentti
Kylla 87 93,55%

Ei 6 6,45%
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8. Minkalaista hyvaa tukea olet saanut?

Vastaajien maara: 91

Vastaukset

Kollegoilta tukea haastavissa tapauksissa skypen kautta

Aina tarvittaessa saan apua esimiehelta.

Tiimikavereilta tarvittaessa apua

Teknista tukea seka ohjeita etatyoskentelyyn.

Selkeat ohjeet ja toimintatavat paivittyvat saannollisesti materiaalien ja palaverei-

den tiimoilta

Olen saanut valineita jotka mahdollistavat etatyon tekemisen kotona.

Toimivat tyovalineet etatdiden tekemiseen

kolleegat auttavat aina tarvittaessa

It-tukea.

tyovalineet

teknista tukea ja kollegoilta substanssiin.

Olen saanut hyvin tukea etatyovalineiden hankkimiseen ja ohjeisiin. Mikali minulle
on ilmennyt kysymyksia, olen niihin saanut vastaukset.

Skypella on helppo kysya tai soittaa kollegoille jos tarvitsee apua. Myos Teams
on toiminut yleisten asioiden selvittelyssa hyvin (esim toimiiko muilla ohjelmat jos

omat tokkivat) ja intrasta 16ytyy hyvin yleisesti kaikenlaista

Teknista tukea kun kasasin laitteet kotona, ja apua muutenkin tarvittaessa.

viesteja, soittoja

Tekniikan ongelmatilanteissa ehka.

Olen saanut tukea, kun sita olen tarvinnut ja pyytanyt.

Esimies kyselee saannollisesti, miten tyot sujuvat ja onko ollut ongelmia. Hyvat
infot ja palaverit vallitsevaan tilanteeseen liittyen. TyOkaverilta saa aina apua.

Tarvittavat laitteet ja opastus niiden kytkemiseen lahes kadesta pitaen

Kysymyksiin vastauksia myos etana, jotka yleensa toimistolla hoidetaan vieritu-
kena

Neuvoja tyOkavereilta. Etatyoohjeissamme oli ollut vanhaa tietoa, joten lopulta

asia selvisi service deskin kautta.
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Joustavuutta

Selkeat ohjeet etatydon tekemiseen ja laitteiden asennukseen

teknista opastusta kun aloitin seka hyvat tyovalineet esim. 2 nayttda

Neuvoja, jos esim. jokin ohjelma ei toimi.

Ihan samalla tavalla kuin toimistolla ollessa vain eri kanavien kautta ( skype kor-
vaa fyysisen kontaktin )

Hyvat tyovalineet, tarvittaessa apua kollegoilta.

Koneen etayhteyden toimimiseen.

Hyvat ohjeet laitteiden asentamiseen.

Paivittaiset kahvitauot tyokavereiden kanssa

Sinansa ohjeistusta on ollut vain etatydoyhteyden kytkemisessa, mutta eihan tassa

muuta tarvitakaan.

i

senior-korvausneuvojien ja service-deskin apu

En varsinaisesti koe tarvitsevani erityista tukea etatoissa.

Omalla ajalla tapahtunut asiaa koskevan kirjallisuuden ja keskustelun seuraami-
nen ja sielta "ammennus".

Tyoyhteison vinkit ja neuvot.

Apua vaativampien korvausratkaisujen tekemiseen.

mm. naytot ja muut elektroniset tarvikkeet, etta pystyy tekemaan etana

kollegatuki on todella tarkeaa.

Etatoita aloittaessa sain neuvoja ja vinkkeja.
Nyt etatdiden jatkuessa intrasta ja esimiehelta on saanut tauotusvinkkeja ja kan-

nustusta tyon ja vapaa-ajan tasapainon pitamiseen.

En ole tarvinnut apua

Intrassa seka Teamsissa erittdin hyvat ohjeet ja taman lisaksi esimiehilta ja tyo-

kavereilta.

Tarvittaessa voi kysya Skypella/puhelimella apua kollegoilta tai senior advi-
soreilta.

Tarkeimmat asiat ja pelisaannot kaytiin hyvin lapi esimiehen kanssa kaytavassa,
etatdiden aloittamista edeltavassa keskustelussa. Kaytannon tukea ja vinkkeja
olen saanut kollegoilta jotka ovat tehneet etatoita pidempaan. Cuckoo-sovellus on
erinomainen tuki tallaiselle jolta yksin tydskennellessa tauot tahtovat muuten

unohtua.
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Tietotekniikan kanssa Helpdesk auttaa aina. Lisaksi olemme jakaneet kollegoiden

kanssa hyvia vinkkeja etatdiden tekemiseksi.

Ajantasaista tietoa ja valineet, seka joustoa tyon tekemiseen.

Neuvontaa

Yleista opastusta valineiden toimimisessa

esim. lapparivaihdon yhteydessa it-tuki kytki vanhan kakkosnayton telakkaan

Wp kaytossa

vahinkotapauksiin liittyvaa tukea.

Harvemmin jarjestelmaan liittyvaa.

Lahinna VPN:n kayttoohjeet, muuten en ole juuri apua tarvinnut.

Vertaistukea tiimikavereitla viestein, videoskypella yms. Lisaksi esimies soittaa

tietyin valiajoin ja kyselee kuulumisia, yhteiset tiimipalaverit teamsissa

HR jarjesti hyvan webinaarin etatydjohtamisesta, lahikolleegojen kanssa jaettu

kaytantoja

Saanndlliset statukset esimiehen kanssa.

Service Desk ja tyokaverit ovat teknisia vinkkeja antaneet.

Apua mikali ohjelmat eivat toimi, joustavuutta tydaikojen ja mahdollisten keskey-
tysten osalta

teknisia ohjeita, kehotuksia taukoihin

Aktiivisesti yhteydessa kollegoihin skypessa ja teamsissa.

Superjuserit ovat olleet apuna.

chat collegojen kanssa, puhelut esimiehelta nyt erikoistilanteessa

Esimies, kollegat ja asiantuntijat ovat riittavasti tavoitettavissa (etenkin Skype on

erinomainen), koska kysymyksia riittaa.

Selkeat ohjeet ja esimiehen luottamus

Autetaan hyvin alkuun, laitteissa ja ohjelmistojen kanssa neuvomisessa

Olen selviytynyt itse aika pitkalti esim. teknisissa ongelmissa.

Skypen tai teamsin valityksella saan apua, jos sita tarvitsen. Esimies on ollut kan-

nustava ja ymmartavainen.

aina skypen kautta neuvoa, jos on tarvinnut

vinkkeja/apua tyopisteen jarjestamiseen, tydergonomiaan, teknista it-apua,

skypen kautta apua vahinkoasioissa tiimildisilta ja asiantuntijoilta

En koe etta olisin etatyohon tarvinnut sen suurempaa tukea kuin toimistolla tyos-

kentelyynkaan mutta esimiehen tuki etatyon aloittamiseen oli tarkea. Kollegoiden
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kanssa muiden neuvominen ja auttaminen toimii mielestani siina kuin toimistolla-
Kin.

Senorit ovat tukeneet hyvin etatyossa sen jalkeen kun heidat valittiin. Ennen sita

on hyvin saanut tukea kaikilta kollegoilta.

aamu"palavereissa" kaytiin alkuun lapi asioita hyvin. Kauheasti ei tukea tarvinnut
sen jalkeen kun sai koneet toimimaan eli samanlaista tyo on kotoa kun toimis-

tolla.

Yrityis on tukenut hienosti esim. antamalla nyt poikkeusaikana tyovalineita lai-
naksi kotiin (naytot, nappiksen, telakan). Niiden avulla tydnteko onnistuu kuten
toimistollakin. Yrityksen avoimen kulttuurin ansiosta aina saa apua, asiassa kuin

asiassa, jos sita tarvitse.

Kollegoilta saan aika tukea sita pyydettaessa

Etatyota olen tehnyt nyt koronan johdosta. Koska nyt on paljon uusia etatyon teki-

joita on tuki ollut hyvaa.

Tyokalut tydnantajalta.

Laitteiston kayttoon seka erityisesti tyokavereiden kanssa jaettu tietoa.

Tarvittavat valineet (koneet, naytot, nappaimistot jne.). Informointi ja tiedottami-

nen on toiminut hyvin myos etana tyoskennellessa.

Toimivat valineet.
Alussa ohjeistettiin todella hyvin miten esim. naytot ym. asennetaan, jotta on saa-

nut etatyot sujumaan.

Nopeaa ja tarkkaa ohjeistusta esimiehelta.

Saannollinen yhteys esimiehen ja tiimin kanssa. Palaverien pitaminen Teamsin

kautta. On jarjestetty erinlaisia kanavia jota kautta pystyy kysymaan apua.

Aloittaessani etatyot sain 1ahinna kollegoilta teknisia vinkkeja, milla sain koneet

toimimaan.

Esimiehen saanndlliset puhelut, on voinut kysya neuvoa kollegoilta Skypella ja

puhelimitse

Intrassa lukenut mita tehdaan

kayty lapi esimiehen kanssa miten etatdissa toimitaan

Kollegoiden tuki ja esimiehen pitamat statukset

En oikeastaan minkaanlaista tydnanatajalta. Toisaalta etatyd on entuudestaan

tuttua niin en usko, etta olisin tukea edes kaivannut.
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Tarvittavat valineet

valineet on saatu toista (paitsi poyta);ohjeet VPN yms. muodostamiseen; super
userit auttavat yksittaistilanteissa; Service Desk on nopea auttamaan; esimiehet

myOos asiakeskeisia ja karsivallisia.

9. Tiedatko missa tilanteessa kaytat etana mitakin ohjelmaa?

Esim. Teams, Skype, sahkoposti, puhelin, intra, tydjonot, chat..

Vastaajien maara: 93

0% 10% 20° 30% 40% 50% 60° 70% 80

Kylla, aina 73%

Useimmiten 26%

En koskaan

n Prosentti
Kylla, aina 68 73,12%
Useimmiten 24 25,81%
Harvoin 1 1,07%
En koskaan 0 0%
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10. Itsearvio: Millaiset ovat mielestasi omat digivalmiudet? (Mika
on mielestasi helppokayttoista, millaisia haasteita sinulla on, mita

valineita kaytat mielellasi/et halua kayttaa jne).

Vastaajien maara: 91

Vastaukset

Hyvat, yhteydet saattavat olla valilla huonot mutta tyovalineet on hyvat ja toimivat

Omat valmiudet on hyvat. Ratkaisen digiongelmat yleensa itse, en ota yhteytta

service deskiin kuin aaritapauksessa.

Mielestani hyvat. Ei ole viela tullut haasteita, vaan kaikki on toiminut hyvin..

Asteikolla 1-10 vastaan 8

Koen etta omat digivalmiuteni ovat hyvat. Turhauttavia ovat tilanteet mikali ohjel-

mat eivat toimi eika tieda onko vika esim. omissa nettiyhteyksissa vai missa.

Hyvat. En koe, etta jarjestelmat tai tietotekniset haasteet vaikeuttavat etatdiden

tekemista omalla kohdallani.

Mielestani digivalmiuteni on asteikoilla 9-10 luokkaa 8 tai 9.

Peruskaytto sujuu hyvin, haasteita tulee vain jos jarjestelmissa on hankaluutta.

Poikkaustila "ajoi" kaikki tyontekijat koteihin, oli sitten valmiuksia tai ei. Omat digi-

valmiudet on ollut pakko omaksua muutamassa viikossa.

Minulla on hyvat digivalmiudet, kaytan vapaa-aikanakin paljon monia eri kanavia.
Teamsia pitaa viela oppia kayttamaan ja sinne siirtdd enemman sita viestintaa,
joka tulee sahkopostilla. Teamsissa on vaan sen huono puoli, etta sinne tallentuu
kaikki keskusteluhistoria, vaikka monesti se ei ole tarpeen. Skype oli parempi

siind mielessa.

kaikki on ollut helppokayttdisia

mielestani ihan hyvat digivalmiudet.

ihan samat haasteet kuin olisi konttorillakin

Mielestani omaan hyvat valmiudet etatyohon. Haasteenaa saattaa olla jokin virhe
jarjestelmissa, josta ei valttamatta heti saa tietoa. Usein tassa tapauksessa kysyn
kollegoilta onko heilla sama ongelma, vai onko virhe esimerkiksi omassa ver-

kossa.

Digivalmiuteni ovat hyvat. Ei tule mieleen mitdan ohjelmaa tms jonka kanssa olisi
tullut ongelmia. Toki jos joku ohjelma kokonaan kaatuu niin sitten soitan helppa-

riin
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Ohjelmistojen kaytto ok, jos tulee jotain laitekohtaista ongelmaa, joudun ottamaan
yhteytta help Deskiin.

hyvat valmiudet

Olen aina valmis uuteen enka pelkaa tietokonetta. Kuitenkin liikaa erilaisia ohjel-
mia ja sovelluksia yrityksessamme. Kaikissa pitaisi ehtia kayda, johon ei ole mah-
dollisuus. Informaatiotulvaa on liikaa eri paikoissa. Uusin ohjelma Teams mieles-

tani hankala, ei 10yda tietoa.

Osaan kayttaa tyossani vaadittavia ohjelmia luontevasti. Haastavinta on paasta
sisaan uusiin tyokaluihin kuten esim. Teams, eika ole aikaa ja energiaa opiskella

kyseista tyovalinetta. Onneksi kaytantd opettaa.

Hyvat valmiudet, ohjelmia oppii nopeasti kayttamaan. Haasteena lahinna netin

kuormituksen aiheuttama ohjelmien hidastelu.

Etatyossa ei mielestani tarvita juuri lainkaan sen kummempia digivalmiuksia kuin
toimistollakaan. Haastavinta on tydokavereiden kanssa kommunikointi, pelkan
skypen varassa chattailu tuntuu raskaalta ja jostain syysta soittamiseen tuntuu
olevan suurempi kynnys kuin jos menisi vain toimistolla kysymaan ihan naama-

tusten

erittan hyvat, ei ole haasteita

Ihan hyvat, silla kaytan tietokonetta muutenkin. Tyopaikalta sain ihan ok valineet
(naytot + nappis, hiiren ostin itse). Niiden kanssa tyonteko sujuu hyvin, vaikka er-

gonomia ei ole sama kuin konttorilla.

Pidan omaa digivalmiutta hyvana. Se on auttanut tassa uudessa koronatilan-

teessa paljon.

Haasteita ei juurikaan ole ollut. Kaikki on toiminut kuten pitaakin.

eivat ole kovin hyvat mutta onneksi esimies ja tyokaverit auttavat ja lapset niissa

missa voivat

Digivalmiuteni riittavat, jos ohjelmat toimivat normaalisti. Selviydyn myos esim.
jarjestelman paivityksesta etatydssa annettujen ohjeiden mukaisesti (esim. jatan
yoksi koneen verkkoon jne.) Jos ohjelmien toimivuudessa on enemman ongel-

mia, joudun ottamaan yhteytta Service deskiin.

ei ole haasteita, osaan kayttaa kaikkia tarvittavia hyvin

Mielestani minulla on hyvat digivalmiudet, enka ole kokenut ongelmia eri ohjel-

mien kaytossa.

Kaytan kaikkia ohjelmia.
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Aikajarjestys voisi olla Teamsissa uusimmat viestit ensin.

Mielestani minulla on hyvat digivalmiudet ja autan myds muita (helpoissa) tekni-

sissa ongelmissa.

El ole ollut haasteita. Kaytan teamsia ja skypea. digivalmiudet ovat hyvat.

Termit ja niiden syvallinen ymmarrys ovat hakusessa, mutta riittaa, etta klikkailee

oikeat asiat kuntoon, jotta paasee hommiin.

Aika hataralla pohjalla ovat. Koneongelmissa en itse pysty tekemaan mitaan.

Kaytdssa on useita eri ohjelmia joten niiden kaikkien seuraaminen on varsin
haasteellista. Ajankayton vuoksi jatan joidenkin kanavien seuraamisen vahem-

malle. Esim. teamsissa liikaa seurattavia ryhmia.

Varsin hyvat, innokas ja utelias kokeilemaan uusia keinoja ja tapoja etatehda.

Mielestani omat digivalmiuteni ovat ajan tasalla. Jarjestelmat itsessaan aiheutta-
vat joskus haastetta toimimattomuudellaan mutta onneksi se harvemmin on kayt-

tajalahtoista.

Ihan hyvat. Tykkaan myods kysya neuvoa/apua kasvotusten mika ei etana luon-

nista.

jos naihin olisi aikaa tutustua enemman ja niihin koulutettaisin edes hieman niin
selviytyisin vallan mainiosti. mielestani naita on aivan liikaa, niita tuisi keskitata

johonkin tiettyyn alustaan.

Useimmat kaytossamme olevat ohjelmat ja jarjestelmat ovat helppokayttoisia eika

etatyossa ole tullut ongelmia teknisen osaamisen takia.

Osaan kayttaa kaikkia ohjelmia joita tyossani paivittain tarvitsen. En tykkaa video-

palavereista.

Perusosaaminen hallinnassa

Mielestani omaan hyvat digivalmiudet

Muutoin koen ohjelmien kayton helpoksi niin toimistolla kuin etanakin, ja monet
yhteydenpitokanavat helpottavat kontaktia kollegoihin etapaivina. Lahinna Puzze-
lin kanssa tulee joskus haasteita (valillda ohjelman toimimisessa on ongelmia, va-

lilla tarvittavia tietoja on kiireessa hankala 10ytaa).

Hyvat. Uusien ohjelmien kayttaminen ei ole ongelmallista ja autan usein myos
muita. Uskallan kokeilla ja etsia ominaisuuksia eri ohjelmista. Ongelmallista on
se, jos monta ohjelmaa kilkuttaa yhta aikaa viestia ja kaikki haluaisivat viestia sa-

maan aikaan.
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Osaan kayttaa hyvin jarjestelmia ja olen valmis kokeilemaan uusia valineita.

Mielestani kaikki on helppokayttoista ja missaan ei ole valittamista

Ei taydelliset, apua saa tarvittaessa kaikessa

kohtalaisen hyvat, mutta esim. Teamsin kayttoonottovaiheessa siita olisi voinut

tulla enemman opastusta

Englannin kieliset ohjeet ja ohjelmat muuten kaikki ok

omat valmiudet on riittavat tyohoni.

Hyvat, ei ole ollut mitdan ongelmia.

En ole kokenut haasteita sen enempaa mita toimistolla. Olen saanut riittavat oh-
jeet ohjelmien kayttéonottoon, eika ole ollut pulmia. Alun perin mieheni hoiti piu-

hojen kiinnittdmisen nayttoihin yms.

Varsin hyvat. Ei kynnysta kayttaa mitdan ohjelmaa.

Ihan hyvat, ei ole ollut ongelmia.

Digivalmiudet ovat riittdvat, mutta selvaa on, etta opeteltavaa on jatkossakin

vaikka kuinka paljon.

Hyvat. Tyoskentely sujuu samanlailla kuin toimistossa, valilla yhteyksissa ruuh-
kaa jonka vuoksi ohjelmat saattavat hidastella.

kaikki on mennyt hyvin, ei haasteita

Ohjelmat ovat helppokayttoisia kun ne vain toimivat.

Omat digivalmiudet eivat ole hyvat, mutta nyt kun on tehnyt etatoita olenkin huo-

mannut ettd hei minahan hallitsenkin taman, etta saa kaikki hyvin toimimaan.

Mielestani tyo on aivan samaa etana kuin toimistolla. Ei ole ollut mitdan ongel-

mia/haasteita

Jarjestelmat ovat helppokayttoisia ja opin helposti uusien jarjestelmien kayttoa.
Kirjoitan muutenkin mielellani, joten asioiden kysyminen esim. ei kommunikointi-

tavasta johtuen vaikeudun.

Ihan hyvat. Teknisissa ongelmissa saa onneksi apua Service deskilta.

Hyvat

Omat digivalmiudet ovat mielestani erittain hyvat ja osaan kayttaa kaikkia vali-

neita, joita tarvitsen tyossani.

Omat digivalmiudet ovat varmaan keskivertoa. En koe olevani nopein uusien oh-
jelmistojen/valineiden oppija, mutta kaytan kaikkia ohjelmia sujuvasti, mita tulee

tyoni vuoksi kayttaa.

chatia en ole kayttanyt, muita kylla
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Ihan hyvat, perusasiat ja sellaiset mitka on jatkuvasti kaytdssa onnistuu.

Ensimmaisella kerralla etatyopisteen "rakentaminen” oli ehka hieman haastavaa,
tosin puoliso auttoi siina. Muuten en ole huomannut ettd mikaan olisi erityisen

hankalaa. Kaikkien valineiden kayttd sujuu samoin kuin sujuisi toimistollakin.

Koen stressaavana, etta tietoa I0ytyy niin monen lahteen alta. Intra, teams, sah-

koposti jne. Koen etta Teams sekoitti ainakin omaa osaamistani 10ytaa tietoa.

videoyhteytta ei viela ole tullu kaytettya. Muuten kaytan skypea ja teamsia yhtey-
denpidossa kollegoihin.

Mielestani olen hyvin sopeutuvainen ja kaytan kohtuullisen sujuvasti kaikki tyossa
kaytossa olevia etatydhon tarvittavia valineita. Mielestani myos oma avoin uteli-
asuus ja halu oppia kayttamaan niita kantavat pitkalle. Netti on pullollaan ohjeita

kaikista ohjelmista ja sielta kylla I16ytyy apua ja neuvoja, jos sita ei muualta 10yda.

Digivalmiudet hyvat, ei ongelmia. Autan myos tarvittaessa muita.

Omat digivalmiudet eivat ole valtavan hyvat. Nain ollen haasteita tulee uusien
paivitysten ja muiden muutosten suhteen ellei ole hyvat ohjeet. Valilla tuntuu, etta

ohjeiden tekijat eivat huomaa kaikki pieniakin juttua mita ohjeissa pitaa mainita.

Haasteellisia, koska niita on tulee koko ajan lisaa ja tyon kiireellisyyden takia niita

ei ehdi opiskella?

Paaasiassa valmiudet ovat hyvat, haasteita on tuottanut nettiyhteyden riittavyys
kotona.

Melko hyvat. Ohjelmat joita paivittain tyossani kaytan ovat helppokayttoisia. Jos-

kus ohjelmien hitaus tai kaatuminen aiheuttaa ongelmia tyontekoon.

Haasteita tuottaa esim. muistaa osoitteita, joihin laittaa viesteja muille osastoille.
Kaytan tarpeen vaatiessa kaikkia valineita.

Omat digivalmiudet ihan hyvat. En kuitenkaan osaa kayttaa Waypointia aivan tay-
dellisesta viela kaikissa asioissa, kun olen hieman uudempi tyontekija talla osas-
tolla. Intrasta yms on vaikea 10ytaa jarjestelmaohjeita tarkemmassa Waypointin

kaytossa (esim. miten tehda asia X Waypointissa).

Valilla netista johtuen ohjelmia on vaikea kayttaa. Teamsin kayttd on viela haas-
tavaa ja valilla tuntuu etta on vaikea navigoitua oikeaan paikkaan.

Osaan kayttaa tyon tekemiseen tarvittavia ohjelmia, eika kotona tekeminen juuri
eroa toimistolla tekemisesta niiden osalta. En mielellani kayta sellaisia ohjelmia,

jotka eivat liity varsinaisen tyon tekemiseen kuten Yammer, Viima tms.
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Itsella kehittamiskohteena etatyossa olisi sahkoisen kalenterin kaytto, silla toimis-

tolla olen tottunut kayttamaan poytakalenteria.

Skypella ja Teamsilla kokousten aanenlaatu valilla huono ja yhteys patkii, varsin-
kin jos enemman osallistujia. Valilla ohjelmat eivat toimi ja esim. Eko/WayPoint ja
Puzzel heittaa ulos.

Hyvat

ihan hyvat, jarjestelmat ovat yleisesti ottaen hyvin helppokayttoisia

Osaan tehda perusasiat niilla ohjelmilla, joita minun tulee tyossani kayttaa. Tarvit-
taessa pyydan apua johonkin hienouteen, jos haluan sellaista tehda ja seurra-
valla kerralla voin sitten sen osata itsenaisesti. Digivalmiuteni ovat mielestani hy-

valla tasolla.

Hyvat, osaan kayttaa kaikkia jarjestelmia ja parjaan hyvin etatoissa.

Hyvat valmiudet

en koe etta olisi haasteita tyovalineiden kanssa.

keskinkertaiset digivalmiudet; ohjelmia on parikymmenta, opin niita neuvoilla ja
kayttamalla, seka haen aktiivisesti "laiskan" keinoja eli miten voi napparammin
kayttaa ohjelmia (esim. nappainkomennot); hankalin on Workday(!) mutta siihen-
kin saa apua sahkopostitse. Himmentavinta on ohjelmien paivitys kun (nyt) tekee
100% etatyota: ei voi tarkistaa ovatko paivittyneet, pitaa vain illalla pitaa kone lu-

kitus-tilassa ja arvata etta paivitys on onnistunut.
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11. Kaipaatko esimiehelta/johdolta enemman tukea etatoihin?

Vastaajien maara: 93

Kylla, kaipaan lisaa tukea etatoihin :
Melke usein
Vaihdellen
n Prosentti
Kylla, kaipaan lisaa tukea etatoihin 1 1,08%
Melko usein 0 0%
Vaihdellen 11 11,83%
Harvoin 48 51,61%
En ollenkaan 33 35,48%

12. Millaista tukea kaipaisit enemman?Voit eritella tuen tarpeen

esimiehilta/kollegoilta/muilta.

Vastaajien maara: 91

Vastaukset

En usko kaipaavani erityisesti etatdissa enempaa tukea, ainoastaan vaikeim-
missa asiakastapauksissa

en kaipaa enempaa tukea
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Olen tassa lajissa suhteellisen uusi, joten ihan kasittelytyohon liittyvaa apua/tu-
kea.

En kaipaa enempaa tukea

Koen etta kollegat ovat etatdissakin hyvin tavoitettavissa esim. skypen tai team-
sin kautta.

Aluksi kaipasin tukea esimiehelta, mutta en sita saanut. Esimies suhtautui melko
negatiivisesti etatoihin ja totesi ettd ongelmat pitaa selvittaa itse tai tulla tyopai-
kalle.

Telakat, naytot yms tulee kaikki hankkia itse, mutta tyossa on valttamatonta kayt-

taa useampaa nayttoa.

Esimies voisi edes soittaa ja kysya miten menee. Kolleegat ovat olleet suureksi

avuksi.

Keskusteluapu kollegoiden kanssa hankalampaa toteuttaa, mutta onnistuu puhe-

limessa ja nayton jakamisella.

en tarvitse tukea

Service Deskin sivuille tulee viesti jarjestelmavirheista, mutta toki pienella vii-
veella. Toivoisin pikaisempaa reagointia virhetilanteisiin ja pikaista kommunikaa-

tiota siita tyontekijoille.

En kaipaa lisatukea

En tarvitse etatyoskentelya ajatellen enempaa tukea

kaipaisin jotain "hOmppaa" jota tulee toimistolla spontaanisti. tuntuu etta etana

toita tulee tehtya enemman/intensiivisemmin ja tauotus yms. jaa tekematta.

En osaa sanoa. Nyt kyselyn aikana on poikkeustilanne vallalla, joten olemme eri-
laisten haasteiden edessa kuin normaalisti. Nyt poikkeustilanteen aikana asian-

tuntija-apu ns. vierituessa on rajoitettu..

En oikeastaan kaipaa. Tyovalineet toimii ja etatydsaannaot hallussa.

Aina on paikalla joku, joka osaa auttaa ongelmatilanteissa.

Etatydssa kaipaa enemman hyvan ryhmahengen yllapitoa ja "epavirallisia palave-

reja", kun kaikki normaali arjen kanssakayminen ja taukojutustelu on jaanyt pois

En kaipaa etatoissa sen enempaa tukea kuin toimistollakaan

Kaipaan oikeastaan vaan sita, etta ohimennen voi kysya kollegalta mielipidetta.
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en kaipaa enemman

Nyt koronan vuoksi pidemman etatyojakson aikana kaipaan toisinaan sosiaalisia
kontakteja kollegoilta eli tsemppia omaan jaksamiseeni, en niinkaan varsinaiseen

tyontekoon. Koen etatyon toisinaan liian yksinaiseksi.

En kaipaa tukea enempaa , autamme kollegoita hyvin olemme sitten etana tai toi-

mistolla

En juurikaan kaipaa lisatukea etatoihin. Esimiesta tosin vaikea tavoittaa sahko-

postin kautta, joten tahan olisi mukava saada parannus.

en tarvitse tukea, mikali tarvitsen teknista apua, pyydan/kysyn kollegoilta/esimie-
helta.

Mikali tulee haastetta, niin nopea yhteys tyokavereihin on tarkeaa mutta tukea en

muuten kaipaa

En kaipaa tukia, saan sita, jos tarvitsen :)

Selkedmpaa ohjeistusta.

Ei tarvetta erityiselle tuelle. Olen tehnyt etatyota jo pitempaan joten nyt vallitseva

tilanne ei vaikuta tuen tarpeeseen.

Juuri nyt kaikki sujuu hienosti.

En kaipaa.

vapautta kayttaa esim. liukumaa/saldoa. Toki nyt korona-aikaan tata ongelmaa ei

ole, kun saa liukua.

fyysinen tuki on minulle todella tarkeaa. on ihan eri asia jutella fyysisesti.

Kollegoilta tarvitsisi apua useammin hankalissa vahingoissa mutta koska kysya
saa vain tietyilta henkilGilta ja jos he ovat varattuja, niin joutuu odottelemaan.

Tukea en niinkaan kaipaa, lIahinna toimiston sosiaalista ulottuvuutta.

Samoja apuja kuin jos olisin toimistolla
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siihen voisi saada enemman joustoa, eika sen tekemista tarvitsisi selitella tai

puoltaa esim. laakarin todistuksella

Kunnollisen kasikirjan wp:hen

en kaipaa enemman tukea, kuin mita jo saan.

Ei ole ollut tarvetta.

Koen riittavaksi sen, etta pidan kerran paivassa videoskypetauon jonkun kanssa.
Mesettelen Skypessa ja tarvittaessa kysyn neuvoa. Asiat hoituneet hyvin. Koen

saavani paremman tyorauhan kotona kuin toimistolla.

En kaipaa enempaa tukea

En kaipaa tukea taman enempaa.

Teknisen tuen tarvetta on, mutta se ei ole etatyosta johtuvaa, vaan esim. tuo-

tanto-ohjelmista.

en koe tarvitsevani enempaa kuin olen saanut

Sellaista jos jokin jarjestelma ei toimi niin saisin mahdollisimman pian vastauksen

ongelmiini.

face to face kahvihetket :D

Yksittaisista tapauksista jutustelua ja pohdiskelua enemman. Sellainen jutustelu

kun nyt jaa puuttumaan.

€0s

Mikali ollaan paljon etatdissa niin olisi mukavaa olla enemman kanssakaymisessa

esimieheen

Parjaan etatdissa hyvin, joten en kaipaa tukea.

Yhteydenottoja useammin esimiehelta. Esimies on ollut kannustava ja ymmarta-
vainen, mutta hanesta kuuluu harvakseltaan ja etatydssa sita kaipaisi jotenkin

enemman kuin normaalissa konttoritydssa.

olen aina saanut tukea, kun olen tarvinnut. en osaa eritella tarkemmin

Olen tehnyt etatoita vasta kuukauden verran. Tassa poikkeustilanteessa (korona)

olemme lahes paivittain skype-yhteydessa tiimin ja esimiehen kanssa.

En kaipaa enempaa tukea.

Jos olisi aikaa, olisi mukava seniorin kanssa katsoa esimerkiksi pari vahinkoa

kerrallaan, jos on haasteellisempia caseja joissa tarvitsee apua. Aika on rajallista
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ja kysymyksia tulee varmasti paljon, on se ymmarrettavasti hankalaa toteuttaa

useasti.

Riittaa etta ovat tavoitettavissa ja soittelevat kuulumisia silloin tall6in

Ainoa asia mita kaipaan toimistotyoskentelysta on sosiaalinen kanssakayminen
tyokavereiden kanssa. Luonnolliset kohtaamiset pitkin tyopaivaa virkistavat ja

tuovat tyopaivaan elavyytta.

Nyt en osaa eritella

Tulostusasiat ovat haasteellisia, mutta hoituu.

Ei nyt tule mieleeni mitdan mihin en jo saisi tarvittaessa tukea esimiehelta/kolle-

goilta/muilta.

Koen etatyon varsin yksindisena, minka vuoksi en sita jatkossa (normaalioloissa)
olisi kovin innokas tekemaan (paitsi poikkeuspaiving, jos on tarve tai aikatauluun
sopii etaty0 yksittaisina paivina). Aika kuluu myds hitaammin etatyopaivan ai-
kana. Kollegat tuntuvat jokseenkin kaukaisilta, eika hyva tyoyhteiso ole niin ha-
vaittavissa - vaikka meilla erittain hyva tydyhteiso ja tiimi onkin. Tukea voisi olla
tarjolla ns. henkiseen hyvinvointiin liittyen tai keksia ratkaisuja yksinaisyyden

poistoon.

Koen etta saan esimiehelta tarpeeksi tukea. Myos tykavereilta on helppo pyytaa

apua myos etana.

Ehka selkeammista ohjeista esim. tyoaikaleimauksista etana olisi ollut apua sil-

loin, kun aloitin etatyot. Esim. kiky oli sekava asia (toki tama poistumassa).

Enemman vieritukea asiantuntijoilta. Asiantuntijavarteissa asiat kaydaan liian no-

peasti eika niissa ehdi kysya tarkennuksia.

Esimiehiltd osaamista
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vaihtelevasti: kun ohjelmiin tulee muutoksia ja kun tulee uusia ohjelmia. Joskus
apua tarvitaan siihen miten on tarkoitus kayttaa ohjelmaa (Teams on edelleenkin

hiukan sekava). Joskus kaipaa vinkkeja miten voi napparammin kayttaa ohjelmia.

13. Saatko tyokavereilta ja esimiehilta yhta paljon tukea etana,

kuin toimistolla tyoskennellessa?

Vastaajien maara: 93

En saa, mutta en kaipaakaan
etatyotukea enempaa

En saa, mutta kaipaisin
. . 7%
etatyotukea lisaa

Pro-
n

sentti
Saan 69 74,19%
En saa, mutta en kaipaakaan etatyotu-

. 18 19,36%

kea enempaa
En saa, mutta kaipaisin etatyotukea lisaa 6 6,45%

14. Saatko parhaiten tukea esimiehilta, kollegoilta vai joltain

muulta?Voit myos halutessasi nimeta henkiloita.

Vastaajien maara: 90

Vastaukset

Kollegat ja oma esimies

Kollegoilta ja myos esimiehelta

Kollegoilta ja myos esimiehelta jos tarvitsen hanelta tukea.
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Kaikilta yllamainituilta tarvittaessa, paasaantoisesesti Senior advisoreilta pyydan

tukea/neuvoa

Kollegoilta. Samojen henkildiden puoleen joiden kanssa on laheisin toissakin tu-

lee usein myos kaannyttya etatdissa ollessa.

Kollegoilta

kollegoilta seka asiantuntijoilta

kollegat auttavat aina

Kollegoilta, koska eniten yhteisia toita. It-asioissa tietenkin it-puoli auttaa.

saan mielestani kaiken saman tuen kun konttorillakin. Perehdyttaminen kuitenkin

on helpompaa konttorilla.

Kaikilta haluamiltani henkil6ilta saan tukea tarpeeksi. Eniten kollegoilta.

Kollegoilta.

Itse tyohon ja vahinkoihin liittyvissa asioissa kysyn kollegoilta ja esim tyosuhtee-

seen ja yleisiin asioihin kysyn esimiehelta

Senior korvausneuvoijilta, mutta tuki on tydnormaalia korvauskonsultaatiota, ei

liity sinansa etatyoskentelyyn

saan tukea seka esimiehelta etta kollegoilta

Parhaiten kollegoilta

Saan erittain hyvin tukea kollegoiltani. Soitamme tarvittaessa skypella ja jaamme
nayton ja koen, etten saisi konttorilla ollessani yhtaan enempaa tyostani irti. Koen

parjaavani hyvin etana.

Parhaiten tukea saan kollegoilta.

kollegoilta, pyrin itse "hairitsemaan" muita tasapuolisesti, jottei huomaamattaan
kuormittaisi ketaan liikaa. Etana on melkeinpa mahdotonta tietda kenenkaan tyo-
tilannetta ja mielentilaa, kun toimistolla tydskennellessa voi kayttaa paremmin pe-
lisiimaa ja katsoa, etta kenelta menisi kysymaan mitakin

Kaikilta saa tukea ja apua kun sita pyytaa

Kollegoilta, koska kaivatut neuvot koskevat yleensa nimenomaan tyota, ei tyos-
kentelya etana.

Kollegoilta.

kollegoilta ja asiantuntijoilta

kollegoilta ja esimiehelta
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Esimieheni on ollut yhteydessa minuun tarvittaessa. Kollegoilta olen kysynyt apua
soittamalla tai viestilla, useimmiten korvausasioihin liittyen. Olen aina saanut

apua riittavan nopeasti.

Ihan samalla tavalla, enimmakseen kollegoilta kuten toimistollakin

Kollegoilta parhaiten.

kollegoilta

Kollegoilta

Esimiehelta ja kollegoilta

Jos minulla on tyohoni liittyva selvitettava asia, otan ihan samalla tavalla yhteytta

kontaktiverkostooni kuin ennenkin.

P

aika yksin tassa on

Kollegoilta

Kollegat.

Kollegoilta.

Kollegoilta

kollegoilta

Vaihtelevasti esimieheltd, kollegoilta ja asiantuntijoilta.

kollegoilta

Molemmilta

Kollegoilta / senior advisoreilta

Nopeiten tukea saa kollegoilta, teknisissa asioissa superusereilta.

Kollegoilta saan apua parhaiten, silla korvauslakimiehet ja korvausasiantuntijat
ovat tavoitettavissani, kunhan sovimme, etta miten milloinkin kommunikoimme

kummallekin sopien. En ole kokenut tukemisessa ongelmia.

Saan apua kaikilta kuten toimistollakin, jos tarvitsen

kollegoilta

XXX

kollegoilta.

Ei vain ole ollut juuri tarvetta, mutta saan kylla tarvittaessa seka esimiehelta etta

kollegoilta neuvoa/tukea yhta lailla kuin toimistollakin.
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Eniten tukea saan tiimikavereilta, mutta koen saavani riittavasti tukea esimiehel-
tani ja etatyo on tuonut esimiehen helpommin lahestyttavaksi ja tavallaan han on

enemman lasna. Tuntuu hyvalta, kun esimies soittaa ja kysyy, ettd mita kuuluu.

kollegojen kanssa parhaiten tulee jaettua asioita

Seka kollegoilta etta esimiehelta saan helposti tukea ja apua.

Esimerkiksi X, mutta ei tama tuen tarve etatyosta johdu.

Kollegoilta, he ovat mielestani paremmin tavoitettavissa

kaikilta tarvittaessa

Kollegat yleensa riittavat. Haastavissa tapauksissa asiantuntijat ja esimiehet aut-

tavat.

kollegat ja esimiehet ja superuserit

collegoilta parhaiten tukea

Kollegoilta, eli niin kuin pitaisikin olla.

Esimiehelta ja muutamalta kollegalta

Kollegoilta

Pyydan tukea lahinna itse tyohon liittyvissa asioissa esim. korvausratkaisuissa

kollegalta, asiantuntijalta.

Kollegoilta varmaankin parhaiten.

seka etta

kollegoilta

Kollegoilta saan samalla tavalla kasittelyyn tukea kuin saisin toimistollakin, mutta

melko harvoin kaipaan tatakaan tukea.

kollegoilta

kollegoilta

Saan mielestani tukea kaikilta niilta, joilta olen sita pyytanyt ja toivonut saavani

Kollegoilta.

Kollegoilta saan aina tarvittessa tukea seka service deskista.

Kollegoilta

Parhaan tuen saa yleensa tyokavereilta, joiden kanssa voi olla paivan aikana yh-

teyksissa.

Saan parhaiten tukea kollegoilta.

Pitaa nimeta seniorimme, heilta saa aina apua :)
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Itse tyOnteossa olen saanut hyvin apua seka esimiehelta etta kollegoilta. Kollegat
ovat aina avuliaita ja valmiina vastaamaan kysymyksiin. Koen kuitenkin kynnyk-

sen kysya apua korkeampana etatyossa kuin toimistolla.

Kollegoilta saa parhaiten tukea tyon tekemiseen.

Eniten tukea/apuja etatdissa tarvitsen ja saan kollegoilta koskien substanssiasi-
oita. Pienia asioita, joita toimistolla tulee ohimennen kysaistya kollegalta. Naita

kysymyksia pitaa esittaa etana esim. skypen kautta.

TyoOasioissa paras tuki kollegoilta ja asiantuntijoilta

Esimiehen tuki muissa asioissa

Kollegoilta

kollegoilta tukea saa aina kun tarvitsee ja yleensa myos hyvin nopeasti. Ei ole

eroa silla, onko toimistolla vai etana, koska puheyhteyden saa aina

Kollegoilta

Kollegoilta, omalta perehdyttgjalta saa aina avun

Riittavasti niiltd kenelta sita kulloinkin tarvitset

kollegoilta

esimiehilta parhaiten kun tulee uusi ohjelma; super usereilta yksittaisissa tilan-

teissa. Joskus kollegat.
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15. Onko sinulle selvaa, missa ohjelmassa kuuluu viestia mitakin
asiaa?(esim. sahkoposti, teams, intra, chat, puhelin, tydjono)
Vastaajien maara: 93

0% 60

10% 20% 30% 40% 50%

Useimmiten, mutta koen
9%

epavarmuutta asian suhteen

Harvemmin

Pro-
n

sentti
Kylla 52 55,92%
Useimmiten 31 33,33%
Useimmiten, mutta koen epavarmuutta

. 8 8,6%

asian suhteen
Harvemmin 2 2,15%
Ei 0 0%

16. Vaikuttaako etana oleminen mielestasi kommunikoinnin laa-
tuun?(Firman sisalla, eli tyokavereiden ja esimiesten kanssa)

Vastaajien maara: 93
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Kylla vaikuttaa, on haastz

Kylla vaikuttaa, on helpompaa
kommunikoida etana

Ei1 vaikuta, kommunikointi sujuu
samalla tasolla toimistolla ja etana

49%

ampaa 51%
kommunikoida etana <
n

Pro-
sentti
Kylla vaikuttaa, on haastavampaa kom-
47 50,54%

munikoida etana

Kylla vaikuttaa, on helpompaa kommuni-
0 0%
koida etana

Ei vaikuta, kommunikointi sujuu samalla
o 46 49,46%
tasolla toimistolla ja etana
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17. Vaikuttaako etana tyoskenteleminen mielestasi kommunikoin-
nin maaraan?(Firman sisalla, eli tyokavereiden ja esimiesten
kanssa)

Vastaajien maara: 93

Kylla, kommunikein enemman

Ei, kommunikoin saman verran
etana ja toimistolla

27%

i e n-:“ﬁ;l;::lj
etana
n

Pro-
sentti
Kylla, kommunikoin enemman etana 2 2,15%
Kylla, kommunikoin vahemman etana 66 70,97%
Ei, kommunikoin saman verran etana ja
25 26,88%
toimistolla
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18. Kaipaatko lisaa koulutusta/ohjeita etana tapahtuvaan kommu-
nikointiin?
Vastaajien maara: 93

0% 10% 20% 30% 40° 50% 60%

Kylla, useimmiten

n Prosentti
Kylla, useimmiten 2 2,15%
Joskus 23 24,73%
Ei, en ollenkaan 68 73,12%

19. Minkalaista koulutusta/ohjeistusta kaipaisit etana tapahtuvaan
kommunikointiin?

Vastaajien maara: 91

Vastaukset

En mitaan

en kaipaa

En kaipaa koulutusta/ohjeistusta.

En kaipaa

Ehka miten olisi paras tapa lahestya kollegaa ilman etta hairistee toisen tyota (toi-

saalta sama "ongelma" myos toimistolla).
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Tarvitsen tietoja siita, missa ohjelmassa kuuluu viestia mitakin asiaa esim. sah-

koposti, teams, intra, chat, puhelin, tydjono). Mista ohjeet I0ytyvat?

Teamsia olisi hyva oppia kayttamaan enemman.

Talla hetkella kommunikaatio toimii useamman vaylan kautta ja viesteja tulee iso
maara. Toivoisin tehokkaampaa kommunikointia-> informaatiota tiivistyneemmin

ja selkeammin.

en mitaan

en kaipaa enempaa koulutusta

Selkeat ohjeistukset esim kiirehtimispyyntojen valittamiseen. Tuntuu, etta ohjeis-

tus muuttuu vahan valia.

Ehka viela enemman esimiesvetoista ohjausta esim. jonkunlainen taukochat-tila,
mihin voisi matalalla kynnyksella liittya. Talla hetkella vaikkapa yhteisten taukojen

sopiminen tuntuu melko haastavalta

En kaipaa taman enempaa mita jo nyt on

en osaa nyt sanoa

En kaipaa lisdkoulutusta.

en mitadan

En kaipaa tahan koulutusta itselleni, mutta mahdollisesti muille. Esim. miten kon-
sultoidaan kollegaa, joka on etana (esim. ei valttamatta heti soiteta, vaan kysy-

taan ensin, voinko soittaa jne).

en kaipaa ohjeistusta

En kaipaa koulutusta.
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Olen tyytyvainen nain, kommentoisin kysymysta 17 siten, etta tarpeelliset asiat

tulevat kommunikoiduiksi.

5

Viestintakanavien oikea kayttd. Opastusta ylipaataan, miten uusia ohjelmia kayte-

taan.

Ei tarvetta

Viestintavalineiden syventava ja laaja-alainen kaytto

Varsinaista koulutusta en kaipaa, joskus haastavissa tapauksissa olisi mukava
olla se vieressa olevan kokeneemman tuki, mutta esim. skype-puheluilla sekin

hoituu.

pienia brieffeja siita mita mistakin [0ytyy.

En minkaanlaista.

Ehka kaipaisin enemmankin selkeaa linjanvetoa, mita kanavaa yritys kayttaa mis-
sakin tarkoituksessa, esimerkiksi Yammerin merkitys on jaanyt vahan mysteeriksi

ja siella tulee kaytya harvakseltaan.

Sovittujen pelisaantojen kertaamista, mita kautta minuun otetaan yhteytta ja mil-
laisissa tilanteissa. Ja myOs sita, etta ohjeistuksissa painotettaisiin, etta vaikka
kaytossa olisi chat, ei se aina tarkoita valitonta vastausta, jos jokin tarkea tyo on
juuri silla hetkella kesken.

Olisi mielenkiintoista nahda erilaisia vaihtoehtoja ja mahdollisuuksia miten etana

voisi kommunikoida verrattuna nyKkyisiin valineihin ja tapoihin.

Ehka naiden esim. kuvaruutujen jakamista toiselle ja naita perusasioita, joita ei

ole aiemin tarvinnut

teamsin ominaisuuksista voisi saada enemman opastusta

En mitaan erikoista

Vaikea sanoa.

En nae tarvetta.

en koe tarvitsevani
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Ehka vinkkeja osallistaviin tyOkaluihin, esim. Teamsin takana monia sovelluksia.

Milla voisi palavereissa aktivoida linjojen paassa olevaa porukkaa.

en mitaan

miten esim teams palaverit voi varata ryhmalle

en kaipaa

Ohjeet ovat olleet selkeita ja etenkin Teams on todella kateva ja monipuolinen ko-

munikointivaline, etenkin mitd enemman sita oppii kayttamaan.

€e0s

Mielestani kommunikointi sujuu ok.

En juurikaan kaipaa.

lajipalaverien tyyppista

en kaipaa koulutusta

En kaipaa lisaa ohjeistusta vaan kommunikoin samoilla periaatteilla kuin muuten-
kin kommunikoisin. "Ylimaarainen" muuten vaan jutustelu on toki etana vahai-

sempaa.

en kaipaa

En kaipaa lisaa koulutusta.

En kaipaa koulutusta

En osaa sanoa

Saantgja siihen, milloin ja milla valineella voi kommunikoida.

Ehka pienta paivitysta, etta kaikki sujuu niin kuin pitaakin.

Uskon, ettd moni osaa kommunikoida etana. Kysymys mielestani saattaa olla se,
ettd kommunikointia on yleisesti vahemman etana ja suurin osa tyontekijoista on

enemman omissa oloissaan.
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Esimiehelta saa hyvin ohjeistusta, joten en talla hetkella koe etta tarvitsin enem-

paa ohjeistusta.

En aina tieda, mika on jarkevin tapa lahestya asiantuntijaa. Siihen voisi olla lisaa

ohjeistusta.

Mita ohjelmaa kuuluu kayttaa missakin kommunikoinnissa

Ei mitaan

koulutus/ohjeistus on itselleni riittava

20. Miten etaviestintaa voitaisi mielestasi parantaa?Mita etaviestin-

nassa tulisi ottaa huomioon?

Vastaajien maara: 91

Vastaukset

Mielestani viestinta on hyvalla tasolla

Saanndllisyys

Mielestani tahan sopii sama kuin konttorillakin, eli tervehditaan ensin skypella, ja

kun vastaus saatu, kysytaan onko aikaa

Tarkeaa etta kukin tietaa mita kautta voi olla yhteydessa esim. ongelmatilanteissa
ja etta kynnys yhteydenottoon omaan esimieheen varsinkin haastavissa tilan-

teissa olisi mahdollisimman alhainen.

Alz oleta etta toinen ymmartaa sanattoman viestinnan, mika ei kay ilmi etaviestin-

nassa.

Mista ohjeet Ioytyvat. Nyt ohjeita on joka puolella, eika niiden olemassaolosta ole
laitettu mitaan viestia. Oletetaan vain etta kaikilla on aikaa surffailla etsimassa,

jos joku olisi sattunut paivittamaan joitain ohjeita jonnekkin.
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Pitaa esim. hetki jonka kayttaa monen asian lapikaymiseen kollegan kanssa pu-

helimessa.

Pitaa huomioida palavereissa monen ihmisen kanssa, etteivat kaikki puhu paal-

lekkain.

Teams ehka vahan sekava viela, mutta ehka siihen tottuu.

Toivoisin tehokkaampaa kommunikointia-> informaatiota tiivistyneemmin ja selke-

ammin. Lisaksi etapalaverit ovat tarkeita.

Etana on vaikeampi selittaa asioita jos kirjoittaa. ltse siksi usein soitan kollegalle

jos kaipaan apua. Helpompi ymmartaa puhuen kuin Kirjoittaen

Mielestani kollegoiden kesken kommunikointi toimii etana oikein hyvin.

viestintdkanavia on liikaa, niiden seuraaminen ei onnistu

En osaa sanoa

Selkeat linjat siihen, mita viestitaan mitakin kanavaa kayttaen.

Etana jaa helpommin ulkopuoliseksi, parinkymmenen hengen massaskypepuhe-
luista ei tule oikein mitaan. Mieluummin lyhyempia "vartteja" pienemmalla poru-

kalla

Etaviestinnassa tulee huomioida se, etta tieto saavuttaa kaikki, myos he, joille

etatyd on vahemman tuttua

Samalla lailla kommunikointi toimii kuin konttorillakin eli en née parantamisen tar-
vetta. Ylipaansa kommunikoinnissa esim. skypen valityksella on hyvin ristiriitaisia
kaytantoja. Naita on yritetty yndenmukaistaa, mika mielestani vaan sotkee tilan-

netta ja hairitsee tyota enemman kuin ennen "virallisia" ohjeita. Mielestani tulisikin

huomioida yksilOlliset tavat, eika ohjata kaikkia samaan muottiin.

Tassa koronatilanteessa, jossa tehdaan suurin osa toista etana, kaipaisin lisaa
normaalia kahvitaukokeskustelua. Nyt kollegoita nakee harvoin ja asia liittyy aina
tyohon. Jos kyseessa olisi normaali tilanne, jossa etatoita tehtaisiin noin kerran
viikossa, en usko, etta kaipaisin sen enempaa keskustelua.

En osaa sanoa

meilla on liikaa erilaisia kanavia mista tietoa tulee ja I0ytyy olisi ehka parempi etta
ei olisi niin monta eri paikkaa mista tietoja I0ytaa, valilla menee aikaa etsimiseen

kun muistaa etta jossakin sen on nahnyt mutta missa
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Huomioon tulisi ottaa se, etta pienet ja ehka itsestaan selvatkin muutokset tulee
informoida kaikille, koska tieto ei kulje kollegalta toiselle samalla tavoin kuin toi-

mistolla.

toimii nytkin hyvin

en O0Saa sanoa

Selkeat pelisaannot etaviestinnalle.

Joskus ohjelmistot ovat hitaita ja kuuluvuus on huonoa

Ehka se, etta nyt ei vildakkorumpu samalla tavalla vie tietoa eteenpain, vaan tar-

peelliset asiat taytyy viestia kaikille niita tarvitseville.

5

Liikaa kanavia. Kertaus tarpeellista, koska joku tarkea tietoi voi jaada huomioi-

matta tai kokonaan I0ytymatta.

En osaa sanoa

Tyorauha

Mielestani viestinta paaosin toimii sujuvasti.

Tulisi ottaa huomioon, etta tarkeat viestit julkaistaan kanavalla tai tavalla, miten

se ei jaa vahingossakaan keneltakdan huomaamatta

infomaatiotulva on mieleton. pitaisi pystya priorisoimaan mika on tarkeaa ja mika

ei ja miten ja missa asiasta tiedotetaan.

Talla hetkella viestintaa on useissa eri kanavissa. On selkeampaa, mikali esimie-
hilta ja yritykselta tuleva info olisi yhdessa paikassa. Esimerkiksi Teamsiin erilai-

set viestit ja muut tuntuvat hukkuvan kaiken sekaan.

Mielestani infoa tulee nyt jo ihan tarpeeksi.

Etaviestinnassa selkeys on tarkeinta, eli etta tieto saavuttaa oikea-aikaisesti
kaikki ne joille se on tarkoitettu. Jos on liikaa viestintakanavia kaytdssa, voi olla
valilla vaikea hahmottaa mista |0ytyy mitakin ja mika on tarkeaa tietoa (olen joutu-
nut esim. hiljentamaan joitakin Teams-kanavia kun ilmoituksia saapuneista vies-

teista on tullut vahan valia).

Yhteisia pelisaantoja voisi tarkentaa ja niiden kiinni pitamisesta pitaa jokaisen
kiinni. Toisen tyotilanne on helppo huomioida konttorilla, muttei etana, kun ei nae,

miten nappaimisto "paukkuu” juuri, kun otat yhteytta.
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Etaviestinnan tulisi olla todella selkeaa, koska mahdollisuuksia kerrata asiaa tai
nahda viestin valittymisen tehokkuus ei ole. Eli viestin selkeytta voisi parantaa
seka jollain tavalla olisi hienoa 16ytaa mahdollisimman monelle hyvin sopiva tapa

kommunikoida etana.

mielestani se on aika hyvalla tolalla nyt jo, mutta valilla voisi tarkemmin harkita,
onko tarpeen selvittaa omia asioita koko tiimille

Paatetaan milla sitéd annetaan teams/skype

vaikea sanoa.

Esim. jos tarvitsee apua/neuvoa, ei aina kysy samalta henkildlta (ellei ole pakko),
jottei ko. henkilo kuormitu/hanta keskeyteta jatkuvasti. Ensisijaisesti kannattaa

yrittaa etsia tietoa itse ja jos ei sita I0yda, vasta sitten kaantyy toisen puoleen.

Kuulumisia kannattaa vaihdella myds muiden kuin sen tutun kahviporukan
kanssa, kun siihen on sopiva aika (aivan kuten toimistollakin tulee vaihdettua pari

sanaa aina valilla).

Vuorotellen puhuminen. Valilla puhelun laatu on heikko ja toinen kuulostaa robo-
tilta.

kulttuuria videoiden kayttamiseen olisi hyva kasvattaa. Toisaalta sitten videot vie-

vat verkkokaistaa melkoisesti, joten sopiva tasapaino.

Mielstani se toimii talla hetkella hyvin. Kaytdssa on monia eri ohjelmia joiden

kautta voi kommonikoida myos laajemmin yhtion sisalla

selkea artikulointi jotta asia tulee kerralla selvaksi

se etta se tulee sellaiseen yhteiseen paikkaan josta siihen voi uudelleen palata.

Etaviestinta on usein hyvin yksipuolista ja etenkin kokouksissa kaikki ovat mikit ja
kamerat pois paalta, jolloin se tuntuu enemman luennolta kun luonnollisia kom-
mentteja jne. ei tule. Ehka silloin talldéin kameran kera ja avoin keskustelu voisi

olla parempi, mutta sehan on aivan itsesta kiinni eika vaadi yrityksen linjauksia tai
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jarjestamista. Eri viestintataulut Teamsissa ovat hyvia, jotta tietotulvaa voi ohjailla

ja siita on helpompi karsia tiedot, jotka eivat itsea koske.

mielestani toimii nyt ihan hyvin

Vaikka viikoittaista tai useammin tapahtuvaa viestintaa.

En osaa sanoa, koska on eri vaihtoehtoja etakommunikointiin, jOlloin oikea ka-

nava riippuu asiasta.

Ei tule mieleen ideoita.

hyva ajoitus

ei suoraan soittoa toiselle vaan ensin tiedustelu onko sopiva hetki tms

Olen kokenut viestinnan jo nyt varsin toimivaksi. Pitkalla aikavalilla tietenkin mi-
kali moni tekisi paaasiassa etaa niin tiimilaisten kanssa ei ehka olisi enaa niin |a-
heinen mita tahan asti. Silloin pitaisi ehkd enemman panostaa muuhun kuin tyo-

hon liittyvaan yhteydenpitoon.

Pidin enemman sakopostitse tapahtuvasta viestinnasta aiemmin. On hyva etta
teams on kaytossa yleisiin asioihin, mutta tuntuu hélmalta etsia tietoa monelta eri
kanavalta. Mielestani oman tiimin sisalla viestinta olisi hyva tapahtua s-postilla,
jota itsella ainakin tulee katsottua enemman ja huomaisi asiat hel[pommin. Team-

siin infotut asiat hukkuvat muun infon joukkoon.

en O0Saa sanoa

Etaviestinnassa pitaa mielestani muistaa olla entistakin selvasanaisempi ja yksi-

tyiskohtaisempi, koska vaarinymmarrysten mahdollisuus kasvaa. Monilla on kyn-
nys kysya monen henkilon palavereissa ja toisaalta asian selvaksi saaminen ker-
ralla kirjallisessa viestinnassa on haasteellista. Mielestani jokainen voisi kiinnittaa

tahan enemman huomiota ja tekemalla oppii :)

En osaa sanoa

Turhat "hopinat" pois.

Etaviestinnassa, mikali se tapahtuu vain kirjallisesti tai puhelimella, jaa puuttu-
maan tarkea osa viestinnasta eli kehonkieli ja iimeet. Nain ollen viestintaa voi-
daan tulkita virheellisesti tai puutteellisesti. Ehkapa videota voisi taman vuoksi li-

sata kommunikointi valineena.

Saanndlliset status palaverit, jotta kaikki ovat perilla ajankohtaisista asioista ja

mahdollisista muutoksista.




97 (104)

En osaa sanoa.

En osaa sanoa

Jos laittaa viestia Skypella, on hyva aluksi kysya, etta saako hairita tai onko ok,

jos soitan sinulle. Silloin mahdollista my6s sanoa ei, jos on huono hetki.

En osaa sanoa

Viestinta valineet ovat kunnossa ja hyvat, mutta viestin sisaltoon tulee saada li-

saa laatua.

olisi hyva aina muistaa kysya ensin Skypella onko ok hairita ennen kuin soittaa

Asia tavoittaa kaikki, joita se koskee. Tama toive myos toimistolla tyoskennel-
lessa.

Kaikki tiedot olisivat samassa paikassa, kaikille samat tiedot samaan aikaan.

iimeet ja eleet ovat sanoissa! On tarkeaa tunnistaa milloin/miten lisamerkit ja
emojit vaikuttavat luettavuuteen ja fiiliksiin. Kun on kamerayhteys, on tarkeaa

huomioida etta kuva-/aanilaatu on heikompi kun livena nahdessa.

21. Koetko esimiehesi luottavan sinuun yhta paljon etana kuin toi-

mistolla tyoskennellessa?
Vastaajien maara: 93

n Prosentti

Kylla 88 94,62%

Ei 9 5,38%
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22. Vallitseeko tyopaikalla yleinen luottamuksen ilmapiiri etatyota

ajatellen?
Vastaajien maara: 93

0% 10% 20% 30° 40% 50% 60%

Useimmiten 37%

En osaa sanoa 6%

n Prosentti
Kylla 49 52,69%
Useimmiten 34 36,56%
Harvoin 4 4,3%
Ei 0 0%
En osaa sanoa 6 6,45%

23. Millaiset asiat luovat sinulle olon, etta sinuun luotetaan eta-
tyontekijana?

Vastaajien maara: 91

Vastaukset

Annetaan tyoskennella vapaasti eika tydomaaria vahdita vaan luotetaan siihen,

etta tyoteho on vahintaan samalla tasolla
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Yhteydenpito saannodllisesti

Samalla tavalla tekemista pystytaan kontrolloimaan kuin konttorillakin tehtya
tyota.

On tunne, etta tyon tekemista ei kytata (varmasti seurataan, mutta siita ei mai-

nita)

Mielestani mahdollisuus tehda etatdita on jo osoitus luottamuksesta tyon tekoon.

Kukaan ei kysele minka verran toita on tehty tai oltu linjoilla.

Esimiehelta ei ole tullut mitaan yhteydenottoja

Etta etapaivia on useammin kuin 1/ vk.

tydaikoihin ei palata tai niita ei kytata. tyotulos pysynyt samana ja siita saatu pa-
laute.

Avoimuus ja joustavuus. Ylityot ja liukumat jos olisi sallittuja etatydssa normiai-

kana (pl.korona -aika)

Se ettei tekemaani tyota ns. kytata.

Tydntekoani ei ole kyseenalaistettu etana eika toimistolla joten koen etta siihen

luotetaan.

Esimieheni on sanonut minulle niin. Ja oletuksena on, etta luotetaan, koska etana

voi tydoskennella (lukuunottamatta nyt pakotettua tilannetta)

toimitaan kuten toimistolla tehtavissa toissa, ei ryhdyta pyytamaan "tekemislis-
toja" tai kysella mita kukakin on saanut aikaan paivalla, esimies ilmaisee suoraan

etta tietaa minun tekevan tyoni normaalisti

Palautteen saaminen

Talla hetkella koen, ettd minuun luotetaan tyontekijana, olen sitten toimistolla tai

kotona. Teen annettut tyotehtavani ja noudatan etatyosaantoja.

Saan tehda tyoni rauhassa omaan tahtiin ilman, etta kukaan hengittaa niskaan.

Suhtautuminen ei eroa toimistolla tydskentelysta

Mielestani tydnantajan pitaisi lisata etatyomahdollisuutta 2 paivan sijaan 3-5 pai-
vaan viikossa, sellainen muutos antaisi olon, etta luotetaan etatyontekijoihin.Jois-
sin vakuutusyhtioissa 100% etatyo on ollut jopa 10 vuotta mahdollinen, siksi en
ymmarra, miksi meilla jarrutellaan etatyomahdollisuuksia. Korona-aika on osoitta-
nut, etta tyot hoituu ihan yhta hyvin 100 % etana kuin toimistolla. Etatoissa jopa

paremmin.
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Se, ettei sanella mita pitaa tehda, eika kytata tekemisia - eli kuten tahankin asti
on saanut tehda toita rauhassa. Tiedan, etta minuun luotetaan, joten haluan

osoittaa olevani luottamuksen arvoinen jatkossakin.

Esimieheni ottaa yhteytta ja antaa palautetta tyostani.

Tyon tekemista ei tietddkseni ns. kytata jatkuvasti eli luotetaan siihen, etta myos
etand hommat hoidetaan kuten pitaakin. Lisaksi on luovuttu etatyolistasta eika

etatyopaivista tarvitse enaa ilmoittaa etukateen.

on vaan se tunne, uskon etta kylla esimies nakee etta tyot vahenen tyojonossa ja

asiakkaat ovat tyytyvaisia niin uskon etta luottamusta on

Voin itse vaikuttaa jonkin verran tyoaikaani myos etatyossa.

Katson, etta olemme aikuisia ja kannamme vastuumme kuten pitaakin ja siihen
pitaa pystya luottamaan. On ihan sama olenko toimistolla tai etana. Etana on
ehka jopa vielakin tarkeampaa olla vastuun arvoinen , koska ei ole fyysisesti nah-

tavilla .

Etdihin/etapaiviin ei juurikaan puututa, vaan annetaan tehda toita normaalisti.

en ole huomannut, etta tyontekoani kyseenalaistettaisiin, esimies tietaa tyomo-

raalini

Etta saan tehda etatoita.

Ei kyttailla tekemisia

En osaa tata kommentoida, koska pidan niin itsestaan selvana, ettd minuun luo-

tetaan olinpa kotona tai konttorilla.

5

Jatkuva seuranta toisaalta auttaa ja toisaalta ahdistaa.

Lahtokohtaisesti ei pitaisi olla mitaan eroa luottamuksen suhteen siina missa pai-
kassa tyotekija tekee tyotaan. Vastuu tyosta on sama tyopaikalla ja etana.

Omat kollegat ja esimies ovat tavoitettavissa, asiat etenevat ja kehitysta tapahtuu

seka asiakaspalvelu hoituu mallikkaasti.

Annetaan mahdollisuus ylipaataan olla etana. Luotetaan siihen, etta tyot hoituvat
seka etana etta tyopaikalla yhta sujuvasti.

saan tehda etatoita ylipaatansa

vietinnasta sen nakee.

TyOntekoa ei tarkkailla sen enempaa kuin toimistollakaan. Tietysti tuloksia saa ja

pitaakin seurata, mutta en koe, etta tyontekijoita erityisesti kytattaisiin.

Se ettei soitella jatkuvasti peraan ja kysella miten tyonteko sujuu.
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Ei ole sellaista oloa etta "kytattaisiin" seka ylipaataan etatodiden tarjoaminen on

merkki luottamuksesta.

Esimies on sanonut, etta hanen mielesta etatyota voitaisiin lisata ja on pitanyt sita

hyvana asiana.

Luottamuksen osoitus olisi se, etta jokainen saisi maarittaa etatyoskentelynsa it-
selleen sopivimmalla tavalla eika paivia olisi rajoitettu. Olisi my6s mukavaa
paasta eroon tunteesta, etta etatdissa on saatava enemman aikaan kuin toimis-

tolla.

Esimiehen viestinnasta ja siita, etta tyot sujuvat, eli pystyn myos itse konkreetti-
sesti osoittamaan, etta olen hommia tehnyt, jos joku sita kyseenalaistaisi. Minulle
ei ole tullut missaan vaiheessa oloa, ettei luotettaisi, siksi on hieman vaikea sa-

noa, mika luo olon, ettd minuun luotetaan?

Se, etta annetaan tilaa tehda t6ita, mutta ollaan kuitenkin kiinnostuneita tyon si-

sallosta ja siitd miten tyo edistyy ja miten minulla menee.

Se, etta annetaan tehda toita etana. Luotetaan, etta tyot tulee tehtya

Koska olen saanut luvan tehda sita.

olen saanut tehda etatyota jo vuosien ajan

Olen saavuttanut asetut tavoitteet

Se etta koen, etta saan rauhassa keskittya tyon tekoon.

Olen voinut tydskennella etana aivan kuten toimistollakin, en nae siind muuta
eroa, kuin etta etana on fyysisesti yksin. Ei ole kyselty tai seurattu mitenkaan

poikkeuksellisesti tai en ainakaan ole sellaista huomannut.

Esimies antaa hyvaa palautetta.

Eipa juuri kysella peraan

Kukaan ei kyseenalaista suoritumista etana.

En ole ajatellut, etta luottamusta ei olisi.

Etatyota voi tehda silloin ku se itselle sopii, ei tarvitse raportoida omista tekemi-

sista

tilastot puhuu

Vastuut

pysyn olemaan tyOkavereiden tukena samoin kuin konttorillakin.

Toitani ei vahdata, vaan sanaani luotetaan




102 (104)

Esimies ei kysele koko ajan tekemisista, vaan luottaa ettd hommat hoituu. Hyva
valilla kayda statusta lapi ja tottakai, jos huomataan ettei joku suju, otettaisiin asia

nopeasti esille.

Uskon etta esimies tietdd minun tekevan parhaani.

Ylipaataan mahdollistetaan etana tyoskentely

Oma esimieheni luottaa tekemiseeni, mutta joskus tuntuu, ettéd ylemmalla tasolla
ei luottamusta ole, koska talon sisalla on erilaisia kaytantoja mita etatoissa saa
tehda esim. ylityot.

Tyot ovat jatkuneet normaalisti, ihan kuin konttorillakin.

saa tehda itsenaisesti tyota

[ahinna se ettd annetaan mahdollisuus tehda etatoita

Se etta ylipaan saan tehda etatoita. Oletan myos etta mikali tekemani tulos olisi
etatoissa heikentynyt niin asia olisi kanssani otettu puheeksi.

Ylipaataan se, etta etatyota saa tehda.

Kun huomaa itse etta tyo etenee eika kysella mita olet tehnyt tms

Ylipaataan, etta sallitaan tehda etatoita. Tyonohjaus etana on haasteellisempaa
ja ainakin oma esimieheni on antanut minulle todella vapaat kadet toteuttaa tyo-
tehtaviani parhaaksi katsomallani aikataululla ja tavalla. On myos iso luottamus

antaa arvokkaita tyovalineita kotiin.

Ensimmaisen luottamuksen tunteen tuo, etta saa tehda etatyota.

Annetaan tehda etatoita suhteellisen rauhassa.

Ylipaataan se, etta voi tehda kokopaivaisesti etatyota.

Mahdollisuus valita minulle itselle sopiva ajankohta milloin etatyota teen (eli ei ra-

jattuja paivia esim ti-to, jolloin voi tehda vain etana).

Ei ole kylla kovin paljon palautetta tullut suuntaan eika toiseen, joten olettaa siis

vain voin, etta kaikki sujunut suunnitellusti.

Ei ole ollut yhtakaan asiaa joka olisi viitannut siihen, etteikd minuun luotettaisi.

En osaa sanoa.

Koen, etta esimies luottaa vahvasti tyontekijoihin toimistolla ja esim. tyotehtavien
aikatauluttaminen ja priorisointi on tyontekijan vastuulla. Esimies antaa niihin vain

raamit. Etatoissa tilanne on ihan sama kuin toimistolla.

Esimiehelta tuleva palaute
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Ei milloinkaan

esimiehen kanssa on puhuttu asiasta

Se, etta etatydmahdollisuus tarjotaan / sita suositellaan, eika paivasta tarvitse ra-

portoida.

Annetaan tyorauha, yleinen ilmapiiri ainakin nyt poikkeusaikana etatoihin ja niiden

sujumiseen, ollaan tavoitettavissa puolin ja toisin.

Ei toistaiseksi ole ilmaistu huolta tydsta suoriutumisesta

minuun suhtaudutaan samoin kuin konttorilla ollessa; tulokset ja tekemiset puhu-

vat puolestaan.

24. Kysymys vain esimiehille:Koetko luottamuksen vaikuttavan sii-
hen, kuinka paljon alaiset voivat tehda etatoita?Mitka asiat vaikut-
tavat omalla kohdallasi siihen, kuinka usein voisit antaa tyonteki-

joiden tyoskennella etana?

Vastaajien maara: 9

Vastaukset

Varmuus siita, etta tdiden hallinta ja priorisointi sujuu ja etta tyovalineiden osaa-

minen on hyvalla tasolla.

Todella haastavat kysymykset, ja laajat. Mutta yritan vastata edes osittain. Ensin-
nakin koen etta toki luottamus vaikuttaa etatdiden tekemiseen. Mutta erityisesti
siita nakokulmasta, etta luotan itse seka henkild luottaa omaan osaamiseen, jotta
etatdissa parjaa. Etana tukea on saatavilla kuten toimistollakin, mutta se on eri-
laista joten on tarkea etta lahtokohtana on luottamus siihen etta parjaa, jotta tyot

sujuvat.

Itse olen sita mielta, etta periaatteessa toita joita teemme voisi koko ajan tehda
etana. Vaakakupin toisella puolella on taas yhteisollisyys, sosiaalisuus seka vies-
tinta/oppiminen - koen etta naita asioita tukemaan tarvitsemme vuorovaikutusta

"lahikontaktissa", jolloin taas jatkuva etatdiden tekeminen ei ole jarkevaa.
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llman muuta pitaa olla hyva ja reilu yhteistydsuhde, ja luottamus. Kylla asioilla on
taipumus tulla myos julki, esim jos et tee etatoissa toita samalla tavalla. ltse edus-
tan sitd nakokulmaa esimiehena, etta kiinnostavampaa on se, etta tyot tulevat
tehtya laadukkaasti eika kuinka paljon tunteja kaytetaan. Siis tulokset, ei aika, rat-
kaisee.

llman muuta luottamus vaikuttaa. Jos heraa epailys siita, etta etana ei tehda kun-
nolla toita, sen pystyy kylla helposti lukujen kautta tarkastamaan ja tilanteeseen
puuttumaan. Kunhan tyot sujuvat, on aivan sama, tehdaanko tyota kotona vai
konttorilla.

Kylla




