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Abstract: Remote work (also known as home office) is a growing in popularity in many organizations. While it is 

becoming a daily occurrence for some, for others it remains a novelty, innovation or an attractive benefit for 

employee retention. Over the past few years, the routine of working in an office for 8 hours a day has gone much 

further thanks, in part, to the implementation of new technologies and the introduction of relevant provisions in 

the Labour Code. Since the outbreak of the Covid pandemic, there has been much debate about the advantages 

and disadvantages of such a work model.  Home office has a major impact on employees' approach to work, as 

well as their ability to self-actualize. Among the benefits of remote working is maintaining a work-life balance. 

For managers, this poses a challenge to developing and managing teams, as well as recruitment of staff. The 

workplace has become virtual not so much physical and has resulted in organizational culture being redefined.  

There has been an increase in job listings addressing three work systems for consideration by both the employer 

and employee: remote, hybrid and office. Working remotely requires managers to have developed soft skills and 

emotional intelligence to support the development and engagement of the employee, thus providing needed support 

and security. 
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1. Introduction 

 

In today's rapidly changing world, remote working is becoming an increasingly common and 

significant phenomenon. Working in this model is referred to as virtual officing, remote work 

or networking (Sęczkowska, 2019). It is related to the way employment and contracts are 

established, affecting the place of work and the performance of duties. It refers to activities 

performed outside the employer's premises (Jeran, 2016). This may include the use of a contract 

of mandate or contract for work, or other solutions adopted in the workplace. 

To make remote working solutions effectively operate in the workplace, it is necessary to 

implement strategies to motivate employees and develop a strong organisational culture. For 

many employees, remote working has become an integral part of their employment. When 

discussing this topic, it is worth focusing on the social, economic and technological factors that 

continuously create and support this trend. Through an interdisciplinary approach, both the 

positive perspectives of this system as well as the challenges it presents to both employee and 

employer, can be taken into account. The understanding thus aims to explore the essence of the 

implications of this phenomenon in the context of modern private and professional life. 

The article aims to present a comprehensive analysis of the nature of remote working and 

its importance in the context of contemporary economic approaches in the labour market. 

Various aspects of the remote working model will be discussed, including its definition, 

methods of its use and key advantages and risks. When considering the phenomenon of the 

increasing popularity of home office working, it seems important to understand its impact on 

employees and managers and, more broadly, on society as a whole.   

2. Remote working and its conditions 

 

The concept of remote working first appeared in Polish legislation in 2020. For a long time, it 

was referred to as remote work or, more precisely, telework. Article 67 of the 2007 Labour 

Code said that it was 'work performed regularly outside the workplace using electronic 

communication means'. Jack M. Nilles argued that the emergence of the concept of teleworking 

was born of mundane economic reasons, saving fuel and caring for the environment. The above 

concept was therefore based on finding a way to eliminate communication problems - 

commuting to/from work (Nilles, 2003, Bailey, Kurland. 2002). 
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The definition of teleworking is described in more detail in Article 67 5 § 1 of the Labour 

Code. In order to address the topic of telework, however, it is still necessary to mention the 

concept of teleworker, which is contained in § 2 of the aforementioned article. The delivery of 

outcomes is emphasized and transmitted electronically,. In summary, the provision of work in 

the form of telework was not only evidenced by the mere fact of performing work away from 

the workplace, but also by the manner in which the outcomes of the work would be transmitted 

to the employer. It can be deduced from this that, at the time, not every employee performing 

work duties at home was considered a teleworker by the Act. 

Remote working began to be defined in Poland in Article 3 of the Act of 2 March 2020 

on special solutions related to the prevention,  and combating of Covid-19, other infectious 

diseases and crisis situations caused by them. The situation of continuation and development of 

remote working after the epidemic time either under the same or much more broadly codified 

conditions, i.e. their entrenchment in the Labour Code, was not considered at the time. Because 

of the above-mentioned premise, changes to labour legislation became necessary. This is 

because the Covidium Act did not introduce a clarification and proper understanding of the 

definition of remote working. 

On 6 February 2023, the law of 1 December 2022 was promulgated, which introduced 

the concept of remote working into the Labour Code, while repealing the existing regulations 

on the aforementioned telework. On 7 October 2023, the transitional period ended and the new 

definition is still in force today. Remote work consists of performing work wholly or partially 

at a place indicated by the employee (including at the employee's home address) and agreed 

with the employer on a case-by-case basis, in particular using means of direct communication 

at a distance. 

The Labour Code provides for both total remote working and hybrid remote working 

(partly at home, partly at the company office), according to the needs of the individual employee 

and the employer. 

The new regulations have imposed additional obligations on the employer, i.e. to provide 

the employee performing remote work with the work materials and tools, including the 

technical equipment required to perform remote work, to provide the employee with the training 

and technical assistance necessary to perform remote work, to cover the costs related to the 

installation, service, operation and maintenance of work tools and electricity, as well as 

telecommunication services. 
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According to data from the Central Statistical Office, obtained during the 'Demand for 

Work' survey, and concerning the impact of the Covid-19 epidemic on selected elements of the 

labour market in Poland, in the fourth quarter of 2020, the proportion of people who worked 

remotely due to the epidemic in the total number of employees was highest at the beginning of 

the pandemic and in the period to 31 March was 11%. In the following two quarters, the share 

gradually decreased to 10.2% in the second quarter and 5.8% in the third quarter to again reach 

a level very close to that at the beginning of the pandemic, i.e. 10.8%, at the end of the year.  

The remote working system, especially in Poland, is conditioned by many factors, both 

social, economic and technological. Here are some of the key determinants: 

• Legal regulations: In Poland, there are regulations on remote working, defining, inter 

alia, the terms of employment contracts in this mode, the employer's responsibility for 

providing the necessary resources for remote working and the obligation to pay 

remuneration. These regulations have an impact on the organization of home office 

work. 

• Technological infrastructure: Effective use of remote working requires access to a stable 

internet connection and appropriate communication and remote working tools. In 

Poland, the availability of broadband internet and technologies supporting this working 

model is increasing, but there may still be local deficiencies in connection quality and 

stability. 

• Organizational culture: The introduction of remote working may require a change in the 

organizational culture within companies. Some organizations may be more open to this 

form of collaboration, while others may prefer traditional office working methods. 

• Data security: Remote working requires that adequate data security measures are in 

place, especially if employees have access to confidential information. Companies must 

ensure that appropriate technological safeguards and procedures are in place to protect 

confidential data from unauthorized access. 

• Social issues: Remote working can affect the social aspects of work, such as 

relationships between employees and the sense of belonging to a team. Therefore, it is 

important that employers take measures to build engagement and cooperation among 

remote workers. 

• Work-life balance: Remote working can bring benefits in terms of greater time 

flexibility, but at the same time can lead to difficulties in separating work and private 
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life. It is important that employees and employers understand the important issue of 

maintaining a healthy balance. 

• Availability of technical support: Remote workers may need technical support for 

problems with their work tools. Companies need to ensure that adequate technical 

support is in place to ensure smooth operations within the organization. 

• Communication and project management: Effective communication and project 

management are key to company performance. Therefore, organizations need to use 

appropriate communication tools and project management methods to ensure effective 

collaboration between remote workers (Urbaniec, 2022). 

 

As the author has already mentioned, the emergence of the Covid-19 pandemic assured a 

new approach to remote working, which was also linked to the prevention, prevention and 

control of infectious diseases. The data approaching from this period becomes a determinant of 

new norms and conclusions. The graph below of employed women and men in the 25-59 age 

bracket between 2019 and 2023 and usually working in a home office model clearly shows an 

increase in the trend of remote working in 2020. The graph below of employed women and men 

in the 25-59 age bracket between 2019 and 2023 and usually working in a home office model 

clearly shows an increase in the trend of remote working in 2020, when, through the outbreak 

of the pandemic, the percentage of remote workers reached its peak. In the following years, 

relatively high levels of those performing their duties from home are observed to be maintained, 

suggesting a lasting impact of the pandemic and changing attitudes towards remote working. 

These data confirm the growing importance of this system as an alternative employment model, 

which we already know has long-term implications for work organisation and the labour market 

as a whole. 
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Source: own elaboration based on (www10) 

 

Source: own compilation based on (www6) 

The Eurostat data above was intended to show what the percentage distribution of remote 

working frequency looked like over several years, including 2020 for the same group of 

employees as in the previous chart. The data demonstrated that workers were only marginally 

affected by the difference at the point of lockdown and restriction. Considering the other 
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statistics, namely the age of employees of both sexes, between 35 and 49 in the April-May 2020 

period, and their response to the question on the frequency of remote working before the 

pandemic outbreak, there is a clear difference in attitude. 

Prior to the pandemic, the majority of respondents, 58.4%, had no experience of working 

remotely, suggesting that the desk-based working model was dominant for them. There was a 

group of respondents who worked remotely with varying frequency, from occasional to daily, 

suggesting that there was a degree of flexibility in some workplaces. Despite the low percentage 

of people always working remotely before the pandemic, there was already a group of people 

who used this working model, which may indicate a growing interest in this form of performing 

their professional duties. This supports the thesis that the Covid-19 pandemic has significantly 

influenced attitudes towards remote working, as well as the frequency with which it is 

performed (Sidor-Rządkowska, 2021). This is also evidenced by the Future Business Institute 

Report, showing that a large proportion of staff prior to the pandemic, as much as 30%, did not 

carry out work in this way. The report also shows that as a result of Covid-19, remote working 

became a continuous solution for 73% of employees, with only 7% of respondents declaring 

that they did not work in this system for a single day. 

3. Consequences of remote working 

 

Remote working involves mediated communication and the way in which this is assessed is 

largely linked to the quality of the internet, the reliability of the links and available bandwidth.  

The following advantages and limitations of remote working from an employer's perspective 

can be identified (Lorenz, 2011). 

 

Tab. 1 Advantages and disadvantages of remote working 

Advantages of remote working Disadvantages of remote working 

Reduction in office maintenance costs (device, 

utilities, rent). 

The need to secure sensitive data and protect it from 

possible leakage from the organization. 

Challenge of the employee's identification with the 

company and the need to belong to a group. 

The chance to hire specialists, without the need to 

relocate and the additional costs involved. 

The possibility of introducing an employee's 

accountability for the completion of a task without 

accruing any overtime. 

Establishing contact with clients for whom face-to-

face contact was important. 

 

Wider pool of potential job applicants and 

therefore the possibility to negotiate a lower 

salary. 

Lack of direct control over the employee. 
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 Lower staff turnover due to, for example, relocation, 

commuting problems, etc. possible technical failures 

preventing contact with the employee. 

Source: own elaboration based on (Lorenz, 2011, s. 155-156) 

 

Remote working has a high impact on reducing employment costs. From the employer's 

perspective, it is an option, allowing for the levelling of needed equipment or dedicated space 

(Sęczkowska, 2019). Flexibility, production and also upskilling can also be influenced in this 

way (Carillo et al. 2021). 

Furthermore, remote working reduces the frequency that employees take  holidays and 

sick leave. For employees, it represents a solution that reduces, among other things, the cost of 

commuting to the workplace (Biron, Peretz, Turgeman-Lupo. 2020). It is also associated with 

certain psychosocial benefits, including: lower stress levels, flexibility of work, adaptation to 

needs and abilities, higher levels of satisfaction, balance of personal and professional life 

(Sęczkowska, 2019). However, as many as 36% of people surveyed declare that flexible 

working hours are a significant benefit for them. The opportunity to spend more time with loved 

ones is the overwhelming advantage of remote working for only 10% of the employees 

surveyed. This may indicate a significant shift in society, where personal convenience and 

independence in the form of flexible working hours or the ability to work from any location are 

of greatest value to the modern employee. 

Social aspects such as family or daily meetings at work are much further down the 

statistics (Smoder, 2021). According to Eurofound, in 2021, 16.6% of employees in European 

countries declared that they prefer this system of performing work duties. 

Ensuring work is effectively organized will result in more leisure time being made 

available, which also has a bearing on the overall psycho-physical workload (Sęczkowska, 

2019). In practice, it is also very important to reduce noise, noise, which promotes 

concentration, creativity, speed of work performance. 

It has been observed that there are not only benefits associated with remote working, there 

are also disadvantages. This could be  due to the generally reduced in-person contact of 

employees (Jeran, 2016). This may lead to difficulties with effective communication or personal 

conflicts ( Petts et al., 2021, Clark et al., 2020, Biron et al 2020). The following data, however, 

shows that the isolation enforced by the introduction of covidien restrictions was not a problem 

for as many as 26% of respondents in Poland. Only 9% of employees aged 35-49 indicated that 

they always feel uncomfortable in the mentioned situation. 
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Source: (www7) 

However, in  extroverted individuals, this phenomenon may translate into decreased 

energy and reluctance to work (Dolot, 2020). It has been suggested that this may lower 

productivity and in the longer terms, wages may decrease (Sikora, 2012, Toscano, Zappalà, 

2020). 

4. Conclusions 

 

Remote working occupies an important place in the contemporary workspace. It presents 

challenges for employers, but also has financial, cost-saving benefits (Sęczkowska, 2019). It 

has been observed to improve levels of satisfaction, motivation and job and life satisfaction 

(Lorenz, 2011). Referring to the Kantar TNS report, it can be seen that 90% of people who do 

their work in this way are satisfied with their work (Aguenza, Som, 2012).  It therefore presents 

a higher rate than that of those who are employed as an office worker (Kantar, 2018). With less 

stress, commitment to duties, tasks can increase at the same time, shaping loyalty (Slazak, 

2012). 

From the employees' perspective, remote working can bring many benefits in the form of 

a flexible workplace, higher levels of motivation, satisfaction, productivity. However, how 

remote working affects each individual employee is yetto be determined. Much depends on his 

or her predisposition, temperament and way of life (Jeran, 2016). 
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Much of the available evidence suggests that remote working is a benefit for employees 

as well as employers. However, it can bring challenges, becoming a routine that also has some 

drawbacks and risks.  

In conclusion the most flexible working model is a hybrid system. It consists of a 

combination of remote and stationary work. According to the report '2022 Hybrid Ways of 

Working Global', this type of work has been introduced by 45% of respondents from 6 different 

countries.  The ability to complete tasks remotely is an important element in choosing a future 

employer. Research, conducted in March 2022, confirms that as many as 74% of respondents 

say they will look for an organization that will allow them to operate in a remote working model. 

Remote working offers an attractive employee benefit and in any case, is becoming the norm. 

While remote working provides significant advantages, the hybrid system combines the best of 

both worlds, ensuring balance and maximizing the benefits for employees and employers alike. 

The hybrid model of working is better than remote working in the 21st century because it 

provides a balanced approach, allowing employees to enjoy the flexibility of remote work while 

maintaining the social interaction and collaborative benefits of in-office work. This model also 

helps mitigate the isolation and communication challenges often associated with full-time 

remote work. Additionally, the hybrid system allows for better work-life balance and 

adaptability to individual preferences and job requirements. 
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