










same level for 43 respondents (24%), only 6% of
respondents felt a higher level of motivation to
work, and 2% recorded a significant progression of
motivation.

Motivational factors constitute a highly
significant aspect of productivity, and at the same
time a large number of them was based on bonuses

used and applied in a stationary manner. After
introducing the lockdown, employees lost the
possibility to benefit from many positive aspects of
their employment in a given company. More than
half of the people participating in the study say
that the motivational factors at the time of
changing the mode of work turned out to be
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Figure 3
Respondents’ assessment concerning the organization’s ability to carry out remote work

Source: own study.

Figure 4
Assessment of the respondents concerning the motivational factors offered by employers

Source: own study.



insufficient (Figure 4). They were sufficient
according to 27% of the respondents, good for
15%, and very good only for 7%. Currently, the
situation has slightly improved; 39% of the
respondents assess the motivational factors
offered by employers as sufficient, 26% as good,
and 11% as very good. However, despite the
passage of time, 24% of respondents still believe
that they are insufficient.

Table 8 presents the real attitude of employees
towards the new form of employment; 1.5 years
after introducing the changes, each respondent is
aware of the privileges and difficulties resulting
from this state of affairs, so the answer is based on
these experiences. Almost all respondents (94%)
expressed their approval for maintaining the
possibility of working remotely the pandemic ends,
2% of respondents object to it, while 4% have no
opinion on the matter. This represents the
dimension of the overall assessment of this topic
and the willingness to continue with the current
form of work.

Verification of statistical
hypotheses 

The verification of statistical hypotheses has
been carried out using the test of one mean value
of the normal distribution. Tests for the mean
consist in a group of statistical tests used to infer
the average value in the population from which the
random sample comes (Agarwal, 2006). 

We denote the null and alternative hypotheses
as follows: 
Â H0: µ = µ 0.

It assumes that the unknown mean in the
population µ is equal to the hypothetical mean µ 0

Â H1: µ ≠ µ 0 or H1: µ > µ 0 or H1: µ < µ 0.
It is a contradiction of H0, it occurs in three
versions depending on the formulation of the
studied problem.
The hypothesis is tested by test statistics, which

constitutes a function of the results of a random
sample. The form of the test function (so-called
statistics) depends on three conditions:
distribution of the feature in the population,
knowledge of the value of the standard deviation
in the population, and sample size (Thomas,
2014).  

Table 9 presents hypothesis testing. On the
basis of the statistical verification of the
hypotheses, the following was determined:
1. Employees over the age of 50 express more

difficulties in adapting to the sudden need to
change the form of work to remote work.

2. Remote work has significantly contributed to
improving the independence and the ability of 
a given employee to organize working time.

3. Performing work in remote form may result in
deteriorating communication between
employees due to the lack of direct contact.

4. The popularization of remote work (a —
lockdown) did not contribute to increasing the
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Table 8
Structure of respondents’ responses to maintaining
the possibility of remote work after the pandemic

Source: own study.

Answer Number Percentage
of respondents share

Yes 169 94

No 4 2

No opinion 7 4

Table 9
A list of verification of the hypotheses

Source: own study.

Mean Standard Sample HypothesisHypothesis H0 H1 sample deviation Test µ
value value size confirmation/rejection

Hypothesis 1 µ = 0 µ > 0 1.421053 8.7063 180 2.19 Hypothesis confirmed

Hypothesis 2 µ = 0 µ > 0 1.083333 54.3783 180 0.27 Hypothesis confirmed

Hypothesis 3 µ = 0 µ < 0 0.538889 43.3105 180 0.17 Hypothesis rejected

Hypothesis 4a µ = 3 µ <3 3.200000 95.7114 180 0.03 Hypothesis rejected

Hypothesis 4b µ = 3 µ > 3 4.255556 193.4692 180 0.09 Hypothesis confirmed

Hypothesis 5 µ = 0 µ < 0 –0.966670 68.3645 180 –0.19 Hypothesis confirmed



preparation of organizational units in terms of
the possibility to perform work in this form. The
popularization of remote work (b — currently)
has contributed to increasing the preparedness
of organizational units concerning the
possibility of performing work in this form.

5. The limited forms of employee motivation
resulted in a significant decrease in employee
motivation, which translated into a decrease in
their efficiency.

Summary

The subject of the article consists in assessing
the efficiency of an employee during remote work,
which was introduced as a result of the COVID-19
pandemic. Its purpose was to research the impact
of factors that constitute an indispensable part of
this manner of work organization on a given
employee's efficiency, and thus to assess this
efficiency during remote work. The second goal
consisted in a comparative assessment of this
system of work on two time planes: at the time of
introducing remote work on a mass scale as well as
1.5 years from that time — at the time of
conducting the survey. Even though it was
impossible to obtain collective data concerning the
performance of employees from a given company,
the goal was achieved by applying the selection
test method and conducting a self-assessment
among employees. Behavioural and personality
competences have been assessed. Selecting the
assessed criteria consisted in collecting universal
competences that have a direct impact on
efficiency, and at the same time concern all white
collar workers who worked remotely. 

The goal was achieved by conducting empirical
research in the form of an online survey — 180
people who worked remotely during the COVID-19
pandemic participated in the study. The obtained
empirical evidence in the form of data underwent
processing in a graphic and descriptive manner,
and then thoroughly analysed in terms of statistics
and quantity. In the course of this, the previously
presented hypotheses were verified. 

One of the formulated hypotheses was rejected.
Deterioration in communication between employees
due to the lack of direct contact has not been
determined. Thanks to numerous communication
channels tailored to different needs, the quality of
communication underwent significant improvement. 

Out of the remaining hypotheses, 4 were
confirmed and the following conclusions were
formulated: 
Â The difficulty of an employee adapting to a new

form of work organization, consisting in remote
work, increases with the employee's age.

Â As a result of introducing remote work on 
a mass scale, the soft skills of employees related
to independence and the time organization
have improved.

Â The popularization of remote work has
contributed to better coordination and
developing organizational units — the ability to
introduce remote work has now significantly
increased, in relation to the first lockdown.

Â The limited forms of motivating employees
resulted in a significant decrease in employee
motivation, which translated into a decrease in
their efficiency.
The research shows the actual attitude of

employees towards the new form of employment.
1.5 years after introducing changes, each
respondent is aware of the privileges and
difficulties resulting from this state of affairs, 94%
of respondents are in favour of maintaining
remote work after the pandemic ends.

This article addresses a new problem that
constitutes a consequence of the current global
situation. The insights gained may serve employers
and organizational units in noticing the reasons for
the reduced employee efficiency and in finding 
a solution to the problem. The paper also reveals
the needs of employees and shortcomings in
preparing enterprises for the new reality. The
drawn conclusions constitute a part of a new
chapter in the concept of human resources
management, dealing with universal remote work. 

Seeing how the subject under discussion
touches on a relatively new global situation, this
article may constitute a starting point for further
in-depth research on the corresponding subject.
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Notes/Przypisy
1 There is no relevant equivalent of this English term in the Polish language. Lockdown stands for a mass isolation of society, shutting down the

economy in as many branches as possible in order to prevent the transmission of the virus.
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