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Abstract

This research investigates the experience of young professionals remote working in
Jersey's finance sector. It explores their perception and experience of their social-
connectivity and sense-of-belonging. While existing literature highlights the importance
of colleague support and structured communication in fostering belonging, it does not
address these dynamics in the specific context of Jersey's finance sector. A
phenomenological methodology using semi-structured interviews was used. Through
analysing interview data, key themes emerged, including communication and
connectivity, work-life-balance, team dynamics, well-being, productivity, and the
challenges of remote-work. This research reveals that while digital tools can help
maintain connectivity, they may not fully replace the informal interactions typical of an
office environment. Findings also highlight the need for tailored hybrid-work models
that consider the unique needs of young finance professionals. This study contributes
to the literature by providing a localised perspective on remote-work in a highly
structured and competitive industry, challenging the assumption that remote-work is
universally beneficial. While remote-working offers practical recommendations for
employers and policymakers in Jersey to enhance social-connectivity and career
development in remote and hybrid-work settings, this research emphasises that
remote-work may lead to social isolation, weaker professional networks, and a

diminished sense-of-belonging for young professionals.



Chapter 1: Introduction

Within this dissertation the aim is to present the background and rationale for the
research topic, the research design, findings and discussion including
recommendations for future research. The purpose of this chapter is to introduce and
outline the background, research problem, question, aim, objectives and significance
of my research. | will conclude the chapter with an overview of the structure of the

dissertation.

1.1 Background

Due to the COVID-19 pandemic many people now work remotely, which has altered the
nature of the workplace (Hobbs and Mutebi, 2022). Young adults working in Jersey’s
finance sector have been especially affected by this change in working practice. Tens of
millions of people around the world were forced to work from home due to quarantines,
lockdowns and self-imposed isolation, which accelerated a workplace experience that
had previously had trouble gaining traction (Lund et al 2020). It is essential to
comprehend how remote work affects organisational culture and interpersonal
dynamics, more so now with many large UK organisations such as Price Waterhouse
Coopers, Santander and ASDA advocating for a ‘return to office’ work model, citing

strengthening of corporate culture and increased employee engagement (WTW, 2024).

Cerullo, (2024) highlighted that major employers such as ASDA and Amazon are
pushing for a return to office-based work, emphasising the importance of collaborative
culture. ASDA’s chair criticised the lack of efficiency in remote-work and argued that
hybrid-working has overly favoured employees (Cerullo, 2024). Amazon mandated that
employees return to the office five days a week. This shift indicates a changing balance
of power, with the financial and public sectors also reinforcing office work (Cerullo,
2024). However, there are multiple concerns that compelling employees to return to

the office may drive talent to seek better opportunities elsewhere (Partridge, 2024).

The push for a return to office-based work sets a significant context for my research into

the effects of remote-work on social-connectivity and the sense-of-belonging among



young adults in the finance sector in Jersey. Both ASDA and Amazon stress the
importance of a collaborative culture and networking opportunities, which are often
more effectively supported in an office environment. This aligns with the focus on social
connectivity, as face-to-face interactions enhance team cohesion and interpersonal
relationships. Furthermore, return-to-office policies are frequently justified by the need
to strengthen company culture, and fostering a better sense-of-belonging among
employees. However, concerns arise that strict enforcement of these policies may
disrupt the work-life-balance many have adapted to, potentially driving employees to

seek opportunities elsewhere.

Obordo (2025) found that returning to the office disrupted work-life-balance for
accountants and highlights how this transition impacts well-being, raising concerns
such as increased commuting costs. In contrast, working from home allowed for better
management of family responsibilities, like dropping off the children and working
flexibly when it suited them. Some even said that relocating might be a more suitable
option. On the other hand, another individual noted the excitement of returning to face-
to-face interactions with colleagues, while also mentioning feelings of reduced
productivity and isolation when working from home (Obordo 2025). This context
underscores the complexity of the return to office work, where the needs and

preferences of employees can vary significantly.

1.2 Terms used for remote working
There are variations in terminology for remote-working (Table 1.1) and throughout this

dissertation these will be referred to as ‘remote-working’.

Table 1.1 Remote-working

Term How the literature views this

Remote working Remote working allows employees to perform their work outside
the traditional office, often from home. This arrangement has
gained popularity, especially post COVID-19, as it allows
flexibility and work-life-balance. Hobbs and Mutebi (2022) report
indicated that it could boost productivity and job satisfaction,




although challenges such as team cohesion and remote
management continue.

Work-From- Remote working allows employees to perform their work outside
Anywhere (WFA) the traditional office, often from home. This arrangement has
gained popularity, especially post COVID-19, as it allows
flexibility and work-life-balance. Hobbs and Mutebi (2022) report
indicated that it could boost productivity and job satisfaction,
although challenges such as team cohesion and remote
management continue.

Working-From- Dobbins (2024) states that WFH is a specific form of remote
Home (WFH) work where employees operate from home. It gained popularity
during COVID-19 as organisations adopted WFH policies.
Benefits include reduced commuting and greater flexibility,
however challenges like isolation and managing work-life
boundaries remain (Dobbins, 2024).

Hybrid-working Hybrid-working blends remote and office-based work, allowing
employees to alternate between both, the model offers flexibility
while fostering in-person communication. It enhances employee
satisfaction and organisation resilience but requires effective
communication and management to deal with its challenges
(Hobbs and Mutebi, 2022).

1.3 Research problem

Many young people entering the workforce today have spent a considerable portion of
their education engaging in remote learning. Hansen-Brown et al, (2022) suggests that it
remains unclear whether this experience affects their sense-of-belonging and social-
connectivity in remote-work environments. While some young people may have
adapted well to this mode of working, Vacchiano, Fernandez, and Schmutz (2024)
present findings indicating that many still face challenges in maintaining social-
connectivity and a sense-of-belonging. Alaa El-Sakran, Salman, and Ayman Alzaatreh
(2022) further highlight that emergency remote teaching during COVID-19 significantly
impacted students' academic performance, readiness for future work, and stress
levels, suggesting that remote-work environments can similarly influence performance

and well-being.

Since the COVID-19 pandemic, remote or hybrid-working has become more common,
with young people entering the workforce during and after this period experiencing only

remote or hybrid-working environments. Rhardie (2023) describes this transformation



as the most significant shift in commercial office space in the past 70 years. The
traditional office model is evolving to prioritise flexibility, employee well-being, and
technology integration, driven by the demand for remote-work and flexible lifestyles
(Business Today Desk, 2022). Understanding how these changes affect young adults'
social connection and sense-of-belonging in the workplace is the central research
problem. The PICO framework introduced by Richardson et al. (1995) was used to

develop the research question, capturing the key elements needed to focus the study.

1.4 The research question, aims and objectives

The research question guiding this study was structured using the PICO framework
(Richardson et al 1995).
How does remote-work impact the social-connectivity and sense of team belonging of

young people remote-working in the finance industry in Jersey?
The aim of this research is:
To explore the impact of remote-work on social-connectivity and sense-of-belonging

among young adults remote-working.

To achieve this aim, the study has the following objectives:

1. To evaluate the impact of remote-working on social-connectivity and sense-of-
belonging among young adults remote-working.

2. To examine the impact of remote working on professional relationships among
young people working remotely.

3. To explore young adults' perceptions and experiences of social connectivity in
Jersey.

4. To identify the effectiveness of company strategies aimed at enhancing social

connectivity in young adults working remotely.

1.5 The significance of the research

This research is significant as it addresses the evolving nature of work in the 215!-

century and its implications for young professionals. By exploring the impact of remote-
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work on social-connectivity and sense-of-belonging among young adults, this study
aims to provide insights that can inform organisational practices and support the well-
being of remote-workers. A scoping review of the literature revealed minimal literature.

This indicates a gap in the current research, providing a rationale for this study.

1.6 Geographical context

Jersey is a small but significant financial centre with a strong financial service sector,
recognised for its high standards of regulation and professional services. Its economy is
heavily reliant on finance, including banking, investment funds and trust services. This
sector not only contributes significantly to the island’s Gross Domestic Product and
offers career opportunities for young professionals entering the workforce. The
regulatory environment in Jersey is favourable for financial services, with the Jersey
Financial Services Commission overseeing industry standards. This regulatory

infrastructure helps to maintain Jersey’s reputation as a secure financial centre.

Jersey hosts a range of financial services, from global banks to smaller boutique firms,
providing various opportunities for specialised roles, creating diversity for arich
learning environment for young entrants, allowing them to explore different facets of
finance. As a relatively smallisland with a population of about 103,267 (Government of
Jersey, 2025) Jersey offers a tight community. While this can foster a strong sense-of-
belonging among individuals, it may also present challenges for young professionals
who work remotely and may not engage with their peers in-person regularly. The unique
socioeconomic characteristics of Jersey shape the landscape of remote-work and
social-connectivity for young people in the finance industry. In-person networking
events, training workshops and social gatherings traditionally help build professional
relationships in financial services. In a remote work, these opportunities may be less
accessible emphasising the need for virtual networking solutions and alternative

methods of relationship building.
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1.7 Structure of dissertation

Chapter one outlined the background and the significance of my research. Chapter two
will review the body of research on remote-work, social-connectivity, and sense-of-
belonging. Chapter three will outline the research design, including ethical
considerations. Chapter four focuses on data analysis and will present the findings.
Chapter five will discuss the results aligned to current literature and revisit the research
guestion to determine how far the research has gone in answering this. Chapter six will

conclude the study with recommendations for future research and practice.
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Chapter 2: Literature Review

Given the recency of the shift to remote-working, there is limited research addressing
the impact of this model of working on social-connectivity and sense-of-belonging. This
literature review focuses on these aspects and highlights the importance of social and
organisational support in remote-work settings. The chapter begins with an outline of

the search strategy designed to retrieve relevant literature and a review will follow.

A literature review is a comprehensive study of academic sources on a specific topic,
aimed at summarising, synthesising and critically evaluating the existing research.
According to Hart, (2000) a literature review involves a selection of available published
documents that contain information, ideas, data and evidence written on a particular
topic to fulfil certain aims or express certain views about the topic and how it is to be
investigated. The purpose of a review is that it helps establish the context of research,
identify gaps in current research and provide a framework for conducting new research
within the existing work surrounding a certain topic (Hart, 2000). Additionally, literature
reviews are key for developing a theoretical framework, guiding research designs and
methodology and ensuring that new research contributes to the field (Kraus et al, 2022).
By critically evaluating prior studies it allows researchers to assess the quality of
research, considering biases and weighing the credibility of different findings leading to
more informed research processes (Snyder, 2019). It can also be used to support fine-

tuning a research question.

2.1 Search Strategy

According to the National Institute for Health and Care Excellence (NICE) (2024), a
scoping search is a literature review conducted during the scoping phase to identify key
systematic reviews. NICE (2024) recommend that a search filter is used; thisis a
collection of search terms designed to retrieve targeted records such as those

pertaining to a particular topic.

Using the PICO framework, | developed keyword search terms (Table 2.1) and
determined the exclusion and inclusion criteria (Table 2.2) to search for studies

13



published within the last five years to ensure relevance of post-pandemic trends. |

included qualitative and quantitative research and literature reviews. The choice to

focus on young adults in the finance industry is to ensure a more manageable and

focused research scope.

Table 2.1 Search Terms

Search term Synonyms
Remote work Virtual work, work from home, telecommuting, teleworking
Young adults Young professionals, early career professionals, Gen z

Sense-of-belonging Belongingness, team belonging, team identity

Social connectivity Inclusion, peer interaction, social interaction, social
networks
Databases Used PubMed, PsychINFO, and Scopus

Boolean Operators Terms combined with AND and OR

Limiters English language, peer-reviewed journals, and the last five
years
Screening Focusing on publication titles, abstracts, and keywords

Table 2.2 Inclusion and Exclusion Criteria

Inclusion Criteria Exclusion Criteria

* Age 18-25years —this age group is -
relevant due to their transition .
from remote learning during the
COVID-19 pandemic to remote-

working without in-office c
experience as defined by Smith et .
al (2021)

* Employed in finance sector

* Working remotely for major part of
role

* BasedinJersey

Outside age range

Remote workers in other
industries/Not working in finance
sector

Major part of working is in-office
Remote workers in other
geographical areas/Not based in
Jersey

Page et al (2021) stated that a PRISMA is guideline for reporting systematic reviews. It

includes a 27-item checklist and flow diagram to help authors transparently report why
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and how they conducted their reviews and what they have found, with the aim to ensure

systemic reviews are valuable, complete and accurate. Following the PRISMA
guidelines, | searched for English papers, peer-reviewed and published within a
timeframe of 2019 to 2025. Publications that were not research articles in peer-
reviewed journals, or conceptual papers on remote-working were excluded from this

review. Following the search strategy, eight papers were selected for full review (Table

2.3and 2.4).

Table 2.3 PRISMA

ldentification

Screening

Identification of studies via databases and registers

Records identified from™:
Databases (n =10)

Duplicate records removed

n=10)

Y

Records screened
(n=10}

Y

Records excluded**
(n=3)

Reaszons for exclusion:
Mot focused on

Studies sought for retrieval

(n=7)

Studies not refrieved
(n=0)

Studies assessed for eligibility

(n=7)

Studies excluded:
Reason: Mot relevant to
research topic
Extra studies included (grey
literature) (n=1)

Studies included in review
(n=4a)
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Table 2.4 Included studies

al
connectedne
sson
employee
well-being
and remote-
working
experiences
during the
COoVID-19
pandemic

during remote-work. It examines how these
connections impact employee experiences and
resilience, emphasizing the role of
organizational support in maintaining well-
being.

The paper analysed, "The effects of social and
organizational connectedness on employee
well-being and remote-working experiences
during the COVID-19 pandemic," argues that
both social and workplace connections are key
to employee well-being during remote-work.
While social connections help overall well-
being, workplace connections—such as support
from the organisation and a sense-of-
belonging—play a unique role in reducing
isolation and improving employee experiences.

snapshot of employee well-being and the impact
of social and organizational connectedness at
that time. Online surveys helped reach a wide
range of job types and workplaces, making the
sample more diverse.

However, there are limitations. Since the study is
cross-sectional, it only shows correlations and
cannot determine cause-and-effect relationships.
Self-reported data may also lead to bias, as

participants might give socially desirable answers.

Additionally, while the sample was diverse, the
study did not consider differences in
organizational culture or individual traits, which
could affect the results. This limits how well the
findings apply to different work settings and
employee groups.

Author/Date Title Background / Research Methodology Results / Conclusion
Question(s)/Hypotheses

2024 ‘Feeling The study looks at how support from coworkers Looked at employees who worked both remotely The study found important connections between
Ilaria Supported and managers affects remote-workers and on-site, except for front-line workers, to colleague support, job satisfaction, and work-life-
Buonomo, as a Remote | happiness and balance between job and reduce outside influences. Participants were balance for remote-workers. The participants were 61%
Clara De worker: The personal life. Using a theory about how people chosen based on specific job criteria, and all gave women and 39% men, with an average age of 46.7 years
Vincenzi, Role of manage stress, it explores why having help from informed consent. The research followed ethical and 15.13 years of experience in their organization.
Martina Support others at work matters more when you are notin | guidelines approved by LUMSA University. Results showed that colleague support was strongly
Pansini, from Leaders | an office. The goal is to show how teamwork and | To analyse the data, researchers used structural linked to higher job satisfaction (p <0.01), and job
Francesco and understanding leaders can make remote jobs equation modelling (SEM) to see how support satisfaction was closely tied to better work-life-balance
D’Anna and Colleagues less lonely and more sustainable. from colleagues and leaders affected job (p <0.01). However, leader support did not significantly
Paula and Job satisfaction and work-life-balance. Job impact work-life-balance. Further analysis confirmed
Benevene Satisfaction satisfaction was also tested as a possible link that job satisfaction acted as a key link between

in Promoting between these factors. Basic analyses, like colleague support and work-life-balance, with path

Employees’ Pearson’s correlations and ANOVA tests, checked | coefficients of 3 =0.45(p <0.01) and B =0.38 (p <0.01),

Work-Life for differences between groups. The study respectively.

Balance’ ensured accuracy by using reliability checks, In conclusion, the study shows that support from
providing a strong understanding of remote colleagues plays a key role in improving job satisfaction
workers' experiences. and work-life-balance for remote-workers. Job

satisfaction acts as a link between colleague support

and work-life-balance, while leader support had no

direct effect. These findings suggest that companies

should focus on building strong peer support and job

satisfaction to improve remote workers' well-being.
2022 The effects This research explores how the COVID-19 The study used a cross-sectional survey to gather The study found that both social and organisational
Adam Brown of socialand | pandemic affected employee well-being, data from UK employees during the second connectedness significantly impacted employee well-
Ana C. Leite organization | focusingon social and workplace connections COVID-19 lockdown. This method provided a being and remote-working experiences during the

COVID-19 lockdown. Higher levels of social-
connectedness were associated with lower ill-being and
more positive remote-work experiences, with
participants reporting an average social-connectedness
score of 3.75 (on a scale of 1 to 5). Organizational
connectedness, measured through perceived
organisational support and organisational identification,
also played a key role in employee well-being. Those
who perceived higher organisational support reported an
average organisational well-being score of 4.20,
reflecting a positive view of their workplace’s efforts to
support well-being. However, organisational
identification had a more complex relationship, as
higher identification was linked to increased ill-beingin
some cases, suggesting that while it fosters belonging, it
can also lead to stress under certain conditions.

16




The study highlights the need for organisations
to strengthen both types of connections to
better support remote workers.

The study concludes that both social and organizational
connectedness are critical for employee well-being
during the pandemic. Perceived organizational support
helps reduce ill-being and enhances workplace well-
being, while strong organisational identification may
have negative effects. The study highlights the
importance of organizations creating supportive
environments to help employees cope with challenges.

2024

Cristen
Dalessandro
and Alexander
Lovell

The
Pandemic-
Stratified
Workplace:
Workspace,
Employee
Sense of
Belonging,
and
Inequalities
at Work

This research examines how the COVID-19
pandemic changed workplace dynamics,
focusing on how remote and hybrid-work affect
employees' sense-of-belonging. It highlights the
need to address workplace inequalities and
support historically minoritized groups.

The paper analysed, "The Pandemic-Stratified
Workplace: Workspace, Employee Sense-of-
belonging, and Inequalities at Work" by Cristen
Dalessandro and Alexander Lovell, explores
how different work settings—remote, hybrid,
and onsite—impact employees' sense-of-
belonging. It examines whether workspace type
affects belonging and how factors like age, pay
structure, and minority status shape employees'
experiences. The study aims to help
organizations create a more inclusive and fairer
workplace as work environments continue to
evolve.

The study uses a literature review to examine
research on how social media affects
adolescents' feelings of loneliness and belonging.
This approach helps identify patterns, gaps, and
key themes in existing studies. It also applies
theoretical models like social displacement, rich-
get-richer, and social compensation to analyse
the complex link between social-media and well-
being.

However, there are limitations. The review relies
on existing studies, which may introduce bias
based on how the literature was selected. Many
studies are cross-sectional, making it hard to
determine cause-and-effect relationships. There
is also a lack of longitudinal research, which could
provide better insights into the long-term effects
of social media. Additionally, most studies come
from developed countries, which may not reflect
cultural differences in social-media experiences.
While this review is useful, more empirical
research is needed to fill these gaps and
strengthen the findings.

The study found that workspace type—remote, hybrid,
or onsite—did not significantly influence employees'
sense-of-belonging at work. Logistic regression analysis
revealed that older employees, hourly workers, and
those identifying as minorities were less likely to report a
sense-of-belonging, with minority employees showing a
particularly stark difference (p <.001) compared to their
peers. Younger employees and salaried workers, on the
other hand, were more likely to feel a sense-of-
belonging. Interestingly, minority-identified employees
who had worked remotely before the pandemic reported
a higher sense-of-belonging compared to those who
transitioned to remote-work post-pandemic. This
suggests that while workspace type may not directly
affect belonging, the remote-work experience for
minority employees can enhance feelings of inclusion.
The study concludes that workspace type does not
significantly impact overall belonging, but minority
employees who worked remotely before the pandemic
reported higher belonging than their onsite counterparts.
The findings highlight the potential benefits of remote
work for these employees and emphasize the
importance of effective diversity and inclusion
strategies.

2021

Douglas Smith,
Trinity Leonis &
S. Anandavalli

Belonging
and
loneliness in
cyberspace:
impacts of
social media
on
adolescents’
well-being

This research explores how the rapid growth of
social-media affects adolescents' socialization,
particularly their sense-of-belonging and
loneliness. Since past studies have shown
mixed results, it is important to examine how
individual and cultural factors shape young
people's online interactions and emotional well-
being.

The paper analysed, "Belonging and Loneliness
in Cyberspace: Impacts of Social-media on
Adolescents' Well-Being," by Douglas Smith,

The study primarily employs a literature review of
existing research on the effects of social media on
adolescents' feelings of loneliness and belonging.
This approach allows for a comprehensive
synthesis of findings, identifying patterns, gaps,
and emerging themes. It focuses on theoretical
frameworks such as social displacement, rich-
get-richer, and social compensation models,
which help analyse the complex relationships
between social-media use and psychosocial
outcomes.

However, the methodology has limitations,
including its reliance on previously published

The study reveals a complex relationship between
social-media use and adolescents' experiences of
loneliness and belonging, highlighting both positive and
negative outcomes. When belonging is a key motivation
for social-media use, it often leads to positive feelings
and a stronger sense of community, as shown by Liu et
al. (2018), who found that users motivated by belonging
experienced improved emotional well-being. On the
other hand, findings from Bettmann et al. (2020) suggest
that increased social-media use among young adults is
associated with higher levels of depression and anxiety,
pointing to the risks of excessive engagement. The
review emphasizes that the quality of online interactions
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Trinity Leonis, and S. Anandavalli, investigates
how social-media can both strengthen
connections and contribute to loneliness. The
authors examine how excessive use or replacing
face-to-face interactions with online
communication can lead to isolation. The paper
reviews existing research, emphasizing the need
to understand what influences these effects,
including personal motivations, online
interaction quality, and demographics. The
authors call for further studies to explore the
long-term impact of social-media on
adolescents' mental health and to develop
strategies for healthy social-media use.

studies, which may introduce biases based on
literature selection and study methodologies.
Many of the reviewed studies are cross-sectional,
limiting causal inferences about the relationships
between social-media use and feelings of
loneliness or belonging. The lack of longitudinal
studies also means the long-term effects on
adolescents' well-being remain unclear.
Additionally, the focus on research from
developed countries may overlook cultural and
contextual factors influencing social-media
experiences in diverse populations. These
limitations suggest that while the literature review
is valuable for understanding existing knowledge,
further empirical research is needed to address
these gaps and validate the findings.

plays a crucial role in these outcomes, with
relationships formed online often lacking the depth of in-
person connections, which can contribute to feelings of
isolation. The data suggests that while social media can
foster connection, it may also contribute to loneliness
when overused or when it replaces meaningful face-to-
face interactions.

The conclusion underscores the dual role of social
media in shaping adolescents' feelings of belonging and
loneliness, with its impact varying depending on usage
patterns and individual circumstances. The authors call
for further research into the long-term effects and
demographic factors and suggest strategies to promote
healthy social-media use to enhance well-being.

2021 Belonging: a | This research highlights the importance of The study used a narrative review approach, The study proposes an integrative framework for
Kelly-Ann review of belonging as a basic human need that affects systematically searching databases like Google understanding belonging, comprising four core
Allen, Margaret conceptual well-being. However, existing studies use Scholar, PubMed, Scopus, PsycInfo, and components: competencies, opportunities, motivations,
L. Kern, issues, an different definitions and measures, making it ClinicalTrials.gov for articles on belonging, and perceptions. These components are interconnected
Christopher S. integrative hard to fully understand and improve belonging. assessment tools, and interventions. This method and together shape an individual's sense-of-belonging.
Rozek, Dennis framework, To address this, the authors propose a clear helps summarise existing research and identify The authors argue that current measures of belonging
M. and framework to guide future research. gaps in understanding belonging across different often focus mainly on social aspects, overlooking its
Mclnerney & directions for | The paper analysed, "Belonging: A Review of fields. broader, multidimensional nature. They note that
George M. future Conceptual Issues, an Integrative Framework, However, there are some limitations. Since the belonging and loneliness may not be unidimensional,
Slavich research and Directions for Future Research," by Kelly- review depends on the authors' selections and citing the inverse correlation between the two (Mellor et
Ann Allen and colleagues, argues that belonging | interpretations, it may introduce bias and overlook | al., 2008). Additionally, the review highlights that
strongly influences mental, physical, social, and | some relevant studies. There is also a risk of interventions aimed at enhancing belonging often treat it
economic outcomes. The authors point out the publication bias, where studies with positive as a secondary outcome, rather than prioritising it. The
inconsistencies in how belonging is studied and | findings are more likely to be published than those | authors call for more focused research to develop
propose a new framework with four key with negative or neutral results. Additionally, the strategies that specifically address each component of
components: competencies, opportunities, study does not include quantitative analysis or belonging in various contexts. They recommend that
motivations, and perceptions. They suggest that | meta-analysis, which could provide stronger future studies capture the dynamic nature of belonging,
understanding these elements can improve statistical insights. Finally, belonging is context- examining how it evolves over time and the factors that
both research and practical efforts to dependent and constantly evolving, which a facilitate or hinder this process.
strengthen belonging. The paper calls for literature review alone may not fully capture. The conclusion stresses that belonging is essential for
collaboration across different fields and the Future research using diverse methods is needed well-being, with disconnection linked to various health
creation of targeted strategies to enhance to explore belonging in different settings and issues. The authors propose an integrative framework
belonging and overall well-being. populations. centred on competencies, opportunities, motivations,
and perceptions to improve belonging and encourage
further research and strategies to enhance individual
and community health.
2023 How the First | This research examines how COVID-19 The study used quantitative analysis with data The study found a significant increase in psychological
Mattia COVID-19 lockdowns affected daily life, especially for from the Swiss Household Panel (SHP), a distress among younger generations following the first
Vacchiano younger generations (Gen Y and Gen Z), who rely | longitudinal survey that tracks various indicators COVID-19 lockdown. The composite index of

on social interactions for mental well-being.

from a representative sample of the Swiss

psychological distress showed an average score of 3.02
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Lockdown While older adults were more concerned with population. It compared two waves of data—one (SD = 1.58) before the lockdown, rising to 3.24 (SD =
Worsened health and finances, younger individuals faced collected before COVID-19 and another after the 1.77) afterward, indicating a decline in mental well-
Younger increased anxiety due to lifestyle changes and first lockdown—to analyse psychological distress being. Gen Y and Gen Z were particularly affected,
Generations’ | socialisolation. The study explores how across different generations. expressing more concerns about lifestyle changes and
Mental disrupted social networks worsened their The study measured psychological distress using socialrelationships compared to older generations.
Health: mental health, using network theory to a composite index based on self-reported levels of | While older individuals were primarily focused on health
Insights from | understand the role of social connections. depression, anxiety, and overall well-being. This and economic stability, younger respondents reported
Network The paper analysed, "How the First COVID-19 method helped identify mental health impacts feeling more isolated and stressed due to disruptions in
Theory Lockdown Worsened Younger Generations' and generational differences. their social networks and daily routines. This
Mental Health: Insights from Network Theory" by | However, there are some limitations. Since the generational disparity highlights the unique
Mattia Vacchiano, argues that the first lockdown | data is self-reported, there is a risk of bias, such vulnerabilities of younger individuals, who struggled to
had a particularly negative impact on Gen Y and as respondents underreporting negative maintain social connections in an increasingly digital
Gen Z. The author examines how the loss of in- emotions. The study also relies on cross-sectional | world, potentially exacerbating their mental health
person interactions and reliance on online post-lockdown data, making it difficult to challenges.
communication weakened social support, determine whether the lockdown directly caused The study concludes that the first COVID-19 lockdown
leading to increased psychological distress. changes in mental health. Additionally, focusing negatively impacted the mental health of Gen Y and Gen
Using data from the Swiss Household Panel only on Switzerland may limit how well the Z by disrupting personal networks and limiting social
collected before and after the lockdown, the findings apply to other countries. While the capital. It emphasizes the importance of face-to-face
study provides evidence of this decline in well- methodology is well-structured, these limitations interactions for emotional support and calls for further
being. The paper emphasises the need to should be considered when interpreting the research into the long-term effects of the pandemic on
understand how social networks influence results. youth well-being.
mental health and calls for further research on
the long-term effects of these disruptions.
2023 Belongingne | This research explores how the COVID-19 The study used a quantitative approach, collecting | The study found that the adapted University Belonging
Mehmet Avci ss, Social- pandemic reduced university students' sense- data through an online survey from 456 college Questionnaire (UBQ) exhibited excellent psychometric
connectedne | of-belonging due to school closures and online students at a public university in Turkey. The properties, with a Cronbach's alpha coefficient of .94 for
ss, and Life learning, leading to lost social connections. It survey included the adapted University Belonging the total scale and subscale coefficients of a = .89 for
Satisfaction | examines the links between belonging, social- Questionnaire, measuring students' sense-of- university support and acceptance, a = .90 for university
in College connectedness, and life satisfaction, filling a belonging, social-connectedness, and life affiliation, and a = .82 for faculty and staff relations,
Students gap in studies on university belonging during this | satisfaction. This method was effective for confirming its reliability for Turkish college students.
after COVID- | time. gathering data from a large sample and allowed Statistical analyses revealed significant correlations
19 Pandemic | The paper analysed, "Belongingness, Social- for statistical analysis of relationships between between sense-of-belonging and life satisfaction, with

connectedness, and Life Satisfaction in College
Students after COVID-19 Pandemic" by Mehmet
Avcl, argues that the pandemic greatly affected
students' sense-of-belonging, which in turn
influenced their life satisfaction. The study
adapts the University Belonging Questionnaire
(UBQ) for Turkish students and investigates how
belonging and social-connectedness impact
well-being. The findings suggest that feeling
connected is essential for student mental
health and academic success, highlighting the
need for support strategies in the post-
pandemic university environment.

these factors.

However, there were some limitations. Self-
reported data can lead to biases, such as
participants giving socially desirable answers
rather than being completely honest. The study’s
cross-sectional design also makes it difficult to
determine cause-and-effect relationships
between belonging, social-connectedness, and
life satisfaction. A longitudinal study would be
better for tracking changes over time.
Additionally, the sample was 75% female, which
may limit how well the findings apply to a more
balanced student population, as gender
differences in social connectedness could exist.

stronger feelings of belonging linked to higher life
satisfaction. Social-connectedness partially mediated
this relationship, indicating that students with a greater
sense-of-belonging also reported better social-
connectedness, which in turn contributed to their
overall life satisfaction. One-way ANOVA results showed
significant differences in UBQ scores based on
socioeconomic status (SES) and school year, with F-
values of F(2,455) =6.75 (p < .01) for university
affiliation, F(2,455) = 11.80 (p < .001) for university
support and acceptance, and F(2,455) =9.71 (p <.001)
for total scores, highlighting the impact of these factors
on students' sense-of-belonging.
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Finally, because the study focused on one
university, the results may not be fully applicable
to students in different educational or cultural
settings.

The study concludes that a strong sense-of-belonging is
crucial for university students' life satisfaction, with
social-connectedness playing a key role as a mediator. It
stresses the importance of fostering social ties to
enhance student well-being and suggests that
universities should implement strategies to improve
belonging and social connections, especially in the
post-pandemic context.

2021

Dina Zohrabi

Alaee, Micah

K. Campbell,

and Benjamin
M. Zwickl

Impact of
virtual REU
experiences
on students’
psychosocial
gains during
the
COVID-19
pandemic

This research explores the impact of remote
undergraduate research experiences during the
COVID-19 pandemic, addressing a gap in
studies that have mainly focused on in-person
programs. It examines how virtual research
affects students' sense-of-belonging, self-
efficacy, identity, and overall development in
STEM fields.

Focuses on the experiences of students who
participated in a remote research program
during summer 2020. It argues that remote
research can provide significant benefits,
including increased self-efficacy, a stronger
sense-of-belonging, and clearer career goals—
like in-person programs. The study aims to
highlight how remote research supports
students' academic and professional growth
while offering insights into its unique
advantages and challenges.

The study used in-depth qualitative interviews
with mentees and mentors from a remote
undergraduate research program. Researchers
conducted 94 Zoom interviews—70 with mentees
and 24 with mentors—to explore their
experiences, perceptions, and psychosocial
growth in detail.

Qualitative interviews were chosen because they
provide deep insights that quantitative methods
might miss. The study used a phenomenographic
approach, which examines how individuals
perceive and experience a phenomenon—in this
case, remote research.

However, the methodology has some limitations.
Self-reported data may be biased, as participants
might recall experiences inaccurately or present
them in a socially desirable way. Additionally, the
small sample size (10 mentees and 8 mentors)
limits the study’s generalizability, as their

experiences may not reflect a broader population.

The study’s focus on remote research during
COVID-19 also means the findings may not apply
to other settings.

Despite these limitations, the methodology
effectively explores the psychosocial impact of
remote research, though further studies are
needed to confirm and expand its findings.

The study found notable psychosocial gains among
mentees in the remote undergraduate research
programme. Nine out of ten mentees reported clearer
insights into their career goals, with many expressing a
greater interest in pursuing graduate studies, supporting
previous research linking undergraduate research with
heightened aspirations for further education. Mentors
also observed improvements in mentees' scientific
skills, with half-noting growth in research capabilities.
Mentees appreciated the remote format, particularly for
offering more family time, flexible hours, and fostering
independence in managing their research tasks. One
mentee highlighted how the remote setting allowed
them to "take responsibility and time management into
my own hands," reflecting positive personal
development. Qualitative analysis revealed 1,397
segments of coded data, including 46 references to a
sense-of-belonging, 32 to self-efficacy, and 76 to
identity, indicating the diverse psychosocial growth
experienced. Overall, the study concludes that remote
undergraduate research programmes promote
significant psychosocial growth, including enhanced
self-efficacy and a stronger sense-of-belonging,
comparable to in-person programmes. These findings
highlight the potential of remote formats to positively
influence students' identities and career aspirations in
STEM, offering valuable insights for future programme
design.

20




2.2 Definitions

To set the context of the literature review, itis important to define the key terminology

within the retrieved literature (Table 2.5).

Table 2.5 Context of definitions as used in the literature

Sense-of-belonging Baumeister and Leary (1995) discuss ‘Belonginess Theory’

and suggest that people develop and maintain gratifying social
relationships and it is these that allow them to experience a sense of
relatedness with others.

Cornell University (2025) stated ‘belonging’ is a crucial factor in
employee engagement and performance, as it allows individuals to
bring their authentic selves to work. At Cornell University, a sense-of-
belonging significantly impacts performance and retention. To foster
a sense-of-belonging, organisations should create intentional
connections, build trusting relationships, invite opinions, and engage
in purposeful storytelling. This fosters a sense-of-belonging,
promoting success and fostering a sense-of-belonging.

Social In Baumeister and Leary’s (1995) ‘Belongingness Theory’,
Connectiveness relatedness needs are met through social connection with members
of a peer social network.

Braren (2021) states that social connectedness is a fundamental
human need that influences various aspects of our lives, including
psychological well-being, physical health, and life expectancy.
However, social connectedness is subjective and based on an
individual's perception of connection, distinct from objective
features of an individual's social environment.

Our actual social network can sometimes influence our feelings of
connectedness, such as having fewer social contacts, living alone, or
experiencing strained relationships. The relationship between actual
social encounters and how they are perceived to influence an
individual's feelings of connectedness is complex and can differ due
to individual differences in-personality traits, preferences, and prior
experiences (Braren, 2021).

Young Adults Higley (2019) believes that among various organisations, there are
differing definitions and age range inclusions for young adulthood,
which cause confusion. Higley (2019) states that young adulthood is
a unique developmental period that occurs between the ages of 18
and 25 years, during which there are key developmental tasks that
allow the young adult to participate in self-exploration and identity
formation.
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2.3 Literature Review

Recent literature investigates the role of support from leaders and colleagues and job
satisfaction in promoting employees’ ‘work-life-balance’. Buonomo et al’s (2024) research
explored the impact of social support from colleagues and leaders on the well-being of
remote employees, focusing on job satisfaction and work-life-balance. It addresses gaps
in existing literature by applying the Conservation of Resource (COR) theory to understand
how these support forms influence employee outcomes in remote-work settings. The
study employed a cross-sectional design to analyse data from a diverse population of
employees who had the opportunity to work both remotely and on-site, focusing on those
without direct client interactions. Participants were selected based on specific inclusion
criteria, and informed consent was obtained. Analytical techniques included structural
equation modelling to assess relationships between colleague and leader support, job
satisfaction, and work-life-balance, with job satisfaction serving as a mediator. The sample
consisted of 61% women and 39% men averaging ages of 46-years and an average of 15-

years’ experience in their current organisation.

Preliminary analyses involved Pearson’s correlations and ANOVA tests to explore
demographic differences. The study ensured validity and reliability through measures of
average variance extracted and composite reliability. Buonomo et al’s (2024) study
revealed that social support from colleagues significantly enhances job satisfaction and
work-life-balance for remote employees, while leader support does not have the same
directimpact. Correlation analysis indicates a strong positive relationship between
colleague support and satisfaction (p<0.01) as well as between job satisfaction and work-
life-balance with path coefficient of $=0.45-(p<0.01) from colleague support to job
satisfaction and =0.38-(p<0.01) from job satisfaction to work-life-balance. These findings
are statistically significant and highlight the key role of social support from colleagues in
enhancing job satisfaction and work-life-balance among remote-workers, demonstrating

that satisfaction is a key mediator in relationship between colleague support and balance,
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while leader support did not show a direct impact. Findings underscore the importance of

fostering supportive peer relationships to enhance well-being of remote employees.

Brown and Leite (2022) examined the impact of the COVID-19 pandemic on employee well-
being, focusing on the roles of social and organisational connectedness during remote-
work. Brown and Leite (2022) argued that both social and organisational connectedness
are key determinants of employee well-being. The highlighted that while general social
connectedness contributes to well-being, organisational connectedness specifically
perceived organisational support, and organisational identification plays a distinct and
significant role in enhancing employee experiences and mitigating the negative effects of

isolation.

Using a cross-sectional survey, data was collected from UK employees during the second
COVID-19 lockdown. Findings suggested that higher levels of social-connectedness were
associated with lower levels of ill-being and more positive remote-working experiences,
with an average social-connectedness score of 3.75 within a scale of 1-5. Organisational
connectedness measured through perceived organisational support and organisational
identification, also contributed to employee well-being. Brown and Leite (2022) suggested
that those who reported an average organisational well-being score of 4.20 indicated a
positive perception of their workplace’s efforts to promote well-being. However, higher
organisational identification was linked to increased ill-being in some cases, highlighting
that while it can foster a sense-of-belonging, it may also lead to stress under certain

conditions.

Smith, Leonis, and Anandavalli (2021) explored the dual role of social media in shaping
experiences of belonging and loneliness. They highlighted how social media fosters a
sense of community and connection among young adults, enhancing emotional well-being
when used with the motivation of belonging. This concept is particularly relevant in the

context of remote-work, where social-media and digital communication tools play a
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crucial role in maintaining team cohesion and morale. Just as social-media can create a
supportive environment, these tools can help remote-workers feel connected and engaged

with their colleagues, mitigating feelings of isolation.

Hobbs and Mutebi (2022) supported the idea of how digital communication tools enhance
workers well-being; collaboration and communication tools help remote workers feel
connected and engaged with their colleagues, again mitigating the feelings of isolation.
Saini and Roulet (2022) suggested that certain tools have potential negative impacts of
excessive reliance on digital communication tools, such as increased feeling of isolation
and decreased job satisfaction challenging the notion that these tools always help remote

workers feeling a sense of both connectiveness and belongingness.

Hobbs and Mutebi’s (2022) review examined the effects of social-media on individuals’
feelings of loneliness and belonging, focusing on theoretical frameworks such as social-
displacement, rich-get-richer and social-compensation models. The analysis revealed a
complex interplay between social-media use and experiences, highlighting both positive
and negative outcomes. Social media can enhance emotional well-being when used with
the motivation of belonging, but the excessive use can correlate with higher levels of
anxiety and depression. The quality of online interactions significantly impacts these
outcomes. They concluded that social media has a dualrole in influencing feelings of
belonging and loneliness, with its impact varying based on usage and individual

circumstances.

In the application to remote-work, where digital communication tools play a key role in
maintaining team cohesion and morale, just social-media can create a supportive
environment for individuals; these tools can help foster the feelings of connectiveness and
engaged with their colleagues. However, Saini and Roulet (2022) also highlight potential
negative effects of excessive social-media use, leading to loneliness and anxiety if it

replaces meaningful, face-to-face interactions. Therefore, remote-work environments
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should strive to balance digital communication with opportunities for personal interaction

to ensure a healthy and productive work atmosphere.

Avci’s (2023) study investigated the impact of COVID-19 pandemic on individuals’ sense-
of-belonging, and life satisfaction. The study highlighted how closure of certain things such
as schools and the distance education led to diminished social connections among
students. The study’s aim was to investigate the relationships between belongingness and

social-connectedness, and life-satisfaction among college students.

A sample of 456 university students in Turkey, mostly female, participated in an online
survey to assess their sense-of-belonging and well-being. Data was collected via Google
forms with participants recruited through email from instructors. Statistical analysis
examined the relationships between belonging, social-connectedness and life-

satisfaction.

Findings emphasised that a strong sense-of-belonging is essential for enhancing well-
being, with social connectiveness as a mediating factor. The paper provided insights that
informed interventions and support strategies to improve the mental health and academic
success of university students in a post-pandemic environment. These insights can
directly link to the remote-working, just as the pandemic disrupted students’ sense-of-
belonging and social-connectedness, it similarly affected remote-workers. The transition
to remote work can lead to feelings of isolation and diminished social connections,
impacting employee’s overall well-being and job satisfaction. However, fostering a strong
sense-of-belonging and social-connectedness through digital communication tools and
virtual team building activities can limit these negative effects. By ensuring that remote
workers feel connected and engaged with their colleagues, organisation can enhance
employee well-being and productivity, much like the strategies suggested for improving

students’ mental health and academic success in a post-pandemic environment.
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Alaee, Campbell and Zwickl (2021) explored the effects of remote undergraduate research
experiences on students’ psychosocial development during the COVID-19 pandemic. The
study attempted to fill a gap in existing literature, which had previously focused on in-
person research experiences. The researchers aimed to understand how virtual research

impacts students’ sense-of-belonging, self-efficacy.

Alaee, Campbell and Zwickl (2021) conducted in-depth interviews with mentees and
mentors participating in a remote undergraduate research programme. A total of 94
interviews were conducted, 70 with mentees and 24 with mentors using zoom. The
approach aimed for rich detailed exploration of participants’ experiences, perceptions and
psychosocial gains. The analysis found psychosocial gains among mentees with 9 out of
10 reporting clearers understanding of future career-goals. Mentees also highlighted the
benefits of remote format, such as increased family time, flexibility of work hours and the
development of independence. The analysis identified 1,397 pieces of data with 46 about

belonging, 32 about self-confidence and 76 about identity.

Alaee, Campbell and Zwickl, (2021) concluded that remote undergraduates’ experiences
foster significant psychosocial growth, including enhanced self-efficacy and a strong
sense-of-belonging, comparable to in-person programmes. These findings underscore the
potential of remote formats to positivity influence students’ identities and career
aspirations, furthermore, exploring specific psychosocial outcomes, such as resilience

and adaptability, will provide insights into the broader impacts of remote programmes.

In the context of remote-work, maintaining social-connectivity and a sense-of-belonging is
crucial for young professionals, including those in finance. The shift to remote work has
significantly impacted how employees build and maintain relationships key for career
development and personal growth. The lack of interactions and informal socialisation
opportunities in remote settings can hinder their ability to form meaningful connections

and develop a strong sense-of-belonging.
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2.4 Summary of Literature Review

The literature review has highlighted key themes related to remote-working and its impact.
Existing studies emphasise the role of social connections in the workplace, along with the
influence that it has among employees’ well-being. Additionally, noting that remote-work
can disrupt traditional social structures and hinder individuals’ sense-of-belonging. The
literature indicates work-life-balance as both a benefit and challenge, with flexibility
enhancing autonomy but also the blurring of professional and personal boundaries. Job
satisfaction was linked to social engagement, with evidence suggesting that reduced in-
person interactions may contribute to isolation and decreased motivation. Finally,
organisational strategies to minimise these challenges such as hybrid-models, virtual
engagement initiatives and leadership approaches have been explored but remain

insufficiently evaluated in specific sectors such as finance.

Despite these insights, gaps remain in understanding how remote-working affects social-
connectivity and sense-of-belonging of young finance professionals and specifically this
has not been explored within Jersey. While existing literature explores general remote-work
trends, there is a lack of focused research among young employees navigating their early
career stages in a financial environment. Furthermore, most studies adopt a broad
perspective without examining experiences of individuals within a particular professional
setting. This gap provides a strong foundation for further exploration. By focusing
specifically on young finance professionals in Jersey, this research contributes to an
understanding of how remote work shapes their professional identity, networking
opportunities and overall sense of workplace inclusion. These insights can inform
organisational policies and strategies to enhance both social-connectivity and sense-of-

belonging in remote and hybrid-work.

Given the identified research gaps, the next chapter will outline the research design aimed
at addressing the-research question.
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Chapter 3: Research Design

This chapter outlines the research design, including methodology. The chapter justifies the
use of interviews, ensuring a comprehensive understanding of the participants lived
experiences on the effects of remote work on their social and professional engagement.

Ethical considerations within the research design will be discussed.

3.1 Research Philosophy

Bergstraesser (1947) explores interpretivism as its root in the works of Weber and Dilthey.
Weber introduced the concept of verstehen, as understanding the meaning of social
actions from a point of view. Dilthey emphasised the importance of context and the
subjective nature of human experiences. These ideas laid groundwork for interpretivism by
highlighting the need to understand the social world from the perspective of those living in

it (Bergstraesser, 1947).

The research question is centred on the experience of participants and is in line with the
interpretivist philosophy. As noted by Alharahsheh and Pius (2020), interpretivism is
essential for grasping participants' perceptions because it highlights subjective meanings
and social contexts. This approach, developed as a critique of positivism, focuses on
understanding individual perspectives and the nuanced contextual factors shaping human
experience. In contrast to positivism, which aims to generalise findings, interpretivism
underscores the distinct nature of social realities and considers situational variations. This
justifies my choice of approach, as my focus is to enable participants to share insight into
their experiences of remote-work and its effects on their sense-of-belonging and social-
connectedness, elements which would be overlooked by the positivist approach and a

focus on objective measurement (Alharahsheh and Pius, 2020).
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3.2 Research Methodology

A qualitative research methodology is employed to investigate the impact of remote-work
on the social connection and sense-of-belonging among young professionals in the
finance industry in Jersey, as it allows us to gain an in-depth understanding of the complex
phenomenon of individual's experiences and perceptions (Creswell and Creswell, 2017)
and fits within interpretivism. Specifically, a phenomenological approach is employed, as
itis suitable for understanding individuals’ living experiences. Phenomenology focuses on
capturing the essence of participants' experiences and interpreting their meanings. Wojnar
and Swanson, (2007) stated that phenomenology seeks to understand how individuals
perceive and experience a phenomenon in their daily lives, making it an ideal choice for

this study.

The phenomenological approach emphasises the importance of how individuals interpret
their experiences, Tuffour (2017) highlights the role in which phenomenology provides a
rich understanding of the individual’s perspective. By engaging a phenomenological
approach, the research will delve deeply into the lived experiences of individuals,
capturing the complexities of their perceptions within the context of their daily lives.
Additionally, Noon, (2018) underlines the effectiveness of phenomenology in capturing
detailed personal experiences and the contextual factors that shape them. This approach
particularly fits with the relevance of the study, allowing a comprehensive understanding
of the social dynamics and personal perceptions of young professionals in remote work

within the finance sector in Jersey.

3.3 Data Collection Methods

The interview process, as emphasised by Adhabi and Anozie (2017), is fundamentally a
form of consultation that plays a crucial role in qualitative research. | have selected
interviewing as a primary method for gathering in-depth insights, aligning with the

phenomenological approach (Englander & Morley, 2021). Semi-structured interviews
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merge a predefined set of questions with the flexibility to delve deeper into topics,
providing a framework while adapting to participants' responses (Adhabi & Anozie, 2017).
This flexibility has the potential to yield richer, more in-depth responses, enabling
achieving the aim and objectives of this study. The purpose of interviews in
phenomenology is to utilise minimal open questions that act as prompts, allowing
participants to elaborate on their experiences. However, to maintain some structure in the
interview process, key questions are outlined to keep focus (Appendix 1). Bevan’s (2024)
method of phenomenological interviewing further supports this approach by providing a
structured yet flexible framework. The method emphasises the importance of
understanding individuals’ lived experiences through descriptive and structured
questioning, as well as imaginative variation to explore different aspects of their
experiences. The structured approach allows the phenomenological principles to be

applied throughout the research process.

3.4 Data Analysis Methods

The proposed method of analysing the data is thematic analysis within a
phenomenological framework, guided by Braun and Clarke's (2006) Six-Phase Framework
(Table 3.1). This framework provides a structured approach to thematic analysis, ensuring

systematic examination of qualitative data (Caulfield, 2019).

A repeat process of reading and re-reading transcripts, while noting initial thoughts will
enable data familiarisation. Data will be systematically coded, identifying and labelling
relevant segments. Codes will be organised into themes, capturing significant patterns in
relation to my research. These will be reviewed and refined to ensure they accurately
represent the data. Once the themes are defined and named, | will produce the report,

which will include selecting compelling examples of data to illustrate each theme.
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Table 3.1 Braun and Clarke (2006)

Phases Description

Familarisation Immerse yourself in the data to become
thoroughly familiar with the content. This
involves reading and re-reading the data,
noting initial ideas.

Coding Generating initial codes from the data.
This involves identifying and labelling
relevant features of the data
systematically.

Generating Themes Collating codes into potential themes,
gathering all data relevant to each
potential theme.

Reviewing Themes Checking if the themes work in relation to
the coded extracts and the entire data
set, generating a thematic map of the

analysis.
Defining and Naming Themes Refining each theme and generating clear
definitions and names for each theme.
Writing Up Producing the report. This involves the

final analysis and write-up of the report
and a coherent narrative.

3.5 Recruitment Strategy

3.5.1 Sample

Participants will be selected through purposive sampling to ensure they meet the inclusion
criteria. Purposive sampling targets participants who have experienced the phenomena
and are best suited to answer the research question. Campbell et al, (2020) suggested that
purposive sampling is a valuable method for ensuring that the sample aligns closely with

the research aims and objectives, which in turn enhances rigor of the study.

Parker, Scott and Geddes (2019) identify a sampling method known as snowballing, also
known as chain-referral sampling, which is a technique used in purposive sampling where

initial participants, who meet the research criteria, refer other potential participants. This
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method is particularly useful for accessing hard-to-research or specialised populations
(Parker et al, 2019). It leverages the social networks of the initial participants to identify
and recruit additional subjects. | will use this method because it allows for efficient

identification and recruitment of participants, ensuring the sample is both relevant and

comprehensive.

3.5.2 Sample Size

Vasileiou et al. (2018) argue that a small sample size is appropriate in qualitative research,
as it facilitates an in-depth exploration of individual participants' experiences. Additionally,
Guest, Bunce, and Johnson (2006) indicate that data saturation typically occurs within the
first 6-12 interviews, with many themes becoming apparent after just 6 interviews. Based
on this, | plan to conduct interviews with 6-8 individuals, which should provide sufficient
data for analysis. If at this point, saturation has not been achieved and | feel there is more

information to be found, | will be open to including more participants.

3.5.3 Inclusion, exclusion and rationale

To ensure the relevance of my participants, | will implement the following criteria (Table

3.2):

Table 3.2 Inclusion and Exclusion Criteria

Inclusion Criteria Exclusion Criteria
e Age 18-25years —this age group is * Outside age range
relevant due to their transition from * Remote workers in other industries/Not
remote learning during the Covid-19 working in finance sector
pandemic to remote working without in- * Major part of working is in-office
office experience as defined by Smith et al * Remote workers in other geographical
(2021) areas/Not based in Jersey

* Employed infinance sector
*  Working remotely for major part of role

e BasedinJersey
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This strategy of intentionally selecting participants who have experienced the phenomenon

of remote working aligns with phenomenological research methods (Jones, 2020).

3.5.4 Accessing participants for recruitment

An initial contact email will be drafted, containing information about the proposed
research and a request for permission to recruit participants (Appendix 2). Gatekeepers
play an important role gaining access to research participants. The use of a gatekeeper for
accessing participants is discussed by Dahlke and Stahlke (2020). They emphasise the
importance of building trust with the gatekeeper and clear communication to ensure
access to participants. However, it is important to ensure boundaries and participant
autonomy is the priority. Permission will be granted by a gatekeeper, to access the
employees within the finance company for the access of the participant. Firstly, a
gatekeeper will ensure that the research adheres to ethical standards by protecting the
privacy and rights of the employees. They can facilitate the process by providing access to
appropriate individuals whilst ensuring that employees' consentis obtained, and they are
fully informed about the research. Additionally, gatekeepers can help build trust between

researchers and individuals, leading to more reliable data (Kay, 2019).

3.5.5 Researcher Safety

As an individual researcher working alone, safety precautions will be taken, and | will notify
someone of where | am and make contact when finished. While it is important to ensure
participant confidentiality and therefore a quiet, non-public space for interviewing. | will
use either a private room available at the finance company or if preferred by the

participant, a room booked at Santander Work Cafe.

3.6 Ethical considerations

Ethical considerations are crucial to ensure the protection and respect of participants and

ensuring integrity of the research process. Historical examples of unethical practices
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highlight the importance of this. The Nuremberg Code (1947) was established following
unethical medical experiments of World War Il. Experiments, conducted by Nazi doctors,
involved inhumane treatment of prisoners and underscored the need for strict ethical
guidelines in research (Hedgecoe, 2009). It outlines ten key principles, including the

necessity of voluntary consent, the right to withdraw, and avoidance of unnecessary harm.

Following this, the Declaration of Helsinki was introduced by the World Medical
Association in 1964. This expands on the principles outlined in the Nuremberg Code,
providing a comprehensive framework for ethical research. It emphasises the importance
of independent committees reviewing research protocols and prioritising participant
welfare rather than scientific interests. Over the years, it has undergone several revisions

to address emerging ethical challenges (Poli and Oyebode, 2023).

In the United Kingdom (UK), the development of Research Ethics Committees (REC) began
in the late 1960s (Hedgecoe, 2015). The Ministry of Health collaborated with the Royal
College of Physicians to establish committees, which were tasked with overseeing
research involving humans. Originally, RECs served as advisory bodies, ensuring that
research followed ethical standards while respecting autonomy. The creation of RECs was
a key advancement in formalising ethical standards in research, governing the conduct of
research. In addition to the development of RECs, the ethical framework has shaped the
development of research ethics in the UK. Ethical frameworks have been integrated into
national policies and guidelines, notably the UK Policy Framework for Health and Social
Care Research outlining the principles and responsibilities for conducting ethical
research, ensuring the protection of participants and the integrity of the research process

(Health Research Authority, 2020).

The ethical principles include respect for persons, beneficence, justice, and
confidentiality. Respect for people entails acknowledging individual rights and securing

informed consent to ensure participants are aware of their rights. Beneficence involves
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maximising benefits while minimising harm through thorough risk-benefit analysis. Justice
provides an unbiases distribution of research benefits and burdens, preventing groups
from being unfairly disadvantaged. Confidentiality requires safeguarding participants’
privacy and securely managing personal information, sharing it only with authorised
personnel. These principles are fundamental to conducting ethical research and ensuring

the protection of individuals.

Respect for people entails acknowledging individual rights and securing informed consent
to ensure individuals are aware of their rights. Informed consent is a fundamental ethical
requirement in my research, ensuring that participants are fully aware of the purpose, risks
and benefits of research. My participant information sheet and consent form (Appendix
3&4) emphasises voluntary participation, confidentiality and right to withdraw. It also

details potential risks and benefits and provides contact information for further inquiries.

Protecting the privacy and confidentiality of my research participants is essential to
maintain trust and integrity. Confidentiality and anonymity will be maintained throughout
by using pseudonyms to participants and securely storing all data on a password
protected device. In compliance with the Jersey Data Protection Law, (2018) which is
essential for ethical research, personal data will handled, in accordance with legal
standards, which includes conducting data protection impact assessments and following

data protection principles.

The project underwent an ethical review (Appendix 5&6) to ensure it adhered to ethical
standards in line with the British Psychological Society (BPS) core ethical principles
respect, competence, responsibility and integrity and University College Jersey ethics

process.

Having discussed the methodology in this chapter, the next chapter will outline the

findings.
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Chapter 4: Data Analysis and Findings

The aim of this chapter is to present the findings of the research. This chapter begins by
providing a brief overview of the data analysis method as per Braun and Clarke’s (2006)
framework, followed by a detailed outline of how themes were derived from the data. The

themes will be defined and named, and the final phase is writing findings up.

4.1 Coding, Generating and Reviewing the Themes

Thematic analysis was employed to examine the qualitative data. This method facilitated
the identification of patterns and themes within the data, which were subsequently
classified and organised. Thematic analysis is especially effective for grasping the

subtleties and experiences of participants. Having transcribed, read and re-read the

recordings to become familiar with these, it was possible to broadly code each

participant’s data (Appendix 7). The next stages within Braun and Clarke’s (2006)

framework involved refining these broad codes to be able to define and name the final

themes (Table 4.1).

Table 4.1 Coding and Themes using Braun and Clarke (2006)

Broad Codes

Review of Themes

Final Named Theme

Challenges
Wellbeing checks
Communication
Connectivity

Work routine
Productivity
Rewards/benefits
Social interaction
Team bonding/belonging
can be tough

Taking breaks
Creating boundaries
Managers check ins
Personal experiences
Social events
Isolation

Communication
Connectivity
Manager check-ins
Wi-Fi challenges

Communication &
Connectivity

Work routine
Establishing routine
Creating boundaries
Taking breaks

Work-life-balance &
Routine

Social Interaction
Team Bonding/belonging
Social events

Social Interaction &
Team Dynamics

Wellbeing checks
Personal experiences
Isolation

Well-being & Mental
Health

Productivity
Rewards/benefits

Productivity &
Performance
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Challenges Challenges of Remote
Belonging can be tough work

4.2 Defining and Naming the Themes

The final named themes represent the findings (Table 4.2).

Table 4.2 Named Themes

Theme Name Defining the Theme
Communication & How employees interact and maintain relationships
Connectivity despite not being physically together. It involves using

digital tools to share information, stay connected,
and ensure everyone feels part of the team.

Work-life-balance & Examines how employees balance their work and
Routine personal life, including routines.

Social Interaction & Team Covers the impact on social interactions and the
Dynamics sense of team bonding.

Well-being & Mental Health | Focuses on mental health challenges, isolation, and
wellbeing checks

Productivity & Performance | Looks at how remote work affects job performance
and productivity.

Challenges of Remote work | Discusses the overall challenges faced while
working remotely.

4.3 Writing up the narrative

4.3.1 Communication and Connectivity

One of the key themes identified across all participants is the importance of
communication and connectivity in remote working. As employees adapt to working
remotely, the ability to stay connected with colleagues and teams has become crucial for
maintaining productivity and staying informed about work developments. However, several
challenges have emerged regarding the effectiveness of communication and the sense of

connectivity within teams.
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Participant 1 noted the importance and challenges of staying in touch with the team

through regular calls:

"l am constantly on calls to stay updated with my team. | know what’s happening because |

checkin regularly.”

This highlights the proactive effort required to ensure communication flows smoothly, even
when working remotely. Despite this, Participant 1 also expressed difficulty in staying fully
connected to the team, particularly when not attending in-person meetings, as they felt out

of the loop:

"It's hard to know what's going on unless | keep checking in. You just don’t get that same

level of insight without seeing the team face-to-face.”

This suggests that while communication tools like calls can help, they do not fully replicate
the richness of face-to-face interaction, and there is a challenge in remaining fully

informed and connected remotely.

Participant 2 similarly expressed frustration with the limited accessibility to colleagues

when working remotely:

"It's a bit harder to communicate without being able to just walk over to someone's desk

and talk to them. Sometimes things get lost in translation.”

This difficulty in accessing team members for informal discussions or spontaneous
conversations can lead to communication barriers, as it’s harder to exchange quick
updates or ideas compared to being in the office. Participant 3 emphasised that the lack
of physical presence was particularly noticeable when returning to the office after remote-

work:

"When | came back to the office after working from home for a while, | struggled with re-

establishing relationships. It was harder to just pick up where we left off."
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This indicates that while remote work offers flexibility, it can affect long-term team
dynamics and relationships, as colleagues may lose the sense of ease and continuity that
face-to-face interactions provide. Participant 4 echoed concerns regarding the

technological aspects of communication:

"l use Teams, emails, and occasional calls, but sometimes it’s a struggle when the systems

are down or if | can’t access something | need."

This reflects a common challenge in remote-work settings where technicalissues or
connectivity problems can disrupt the flow of communication, causing delays and
frustration. Additionally Participant 5 highlighted the importance of proactive

communication and the role of manager check-ins in maintaining connectivity:

“Staying connected with colleagues, | will call them through teams, or I'll be messaging
them regularly through teams and a good thing with myself and my team do is...
...We've got a group chat on teams, so we will just communicate throughout the day, and it
won't just be about work, but it could be about something that's going on. So, like | say,
we'd comment on the weather. It'd be like, oh, has anyone got plans for lunch and
someone could say, oh, we're going to go for a walk on lunch. As the weather's really nice,
So it's nice to have that communication, so we are still very much in contact as if we would

be in the office, but just not verbally, it's just through messages.”

Participant 6 reinforced the importance of structured communication, noting that their

company ensures regular check-ins to keep employees engaged and connected:

"First thing in the morning, we have a team meeting to discuss priorities and check in with
each other. In the afternoon, we have another catch-up meeting to make sure we’re on

track before wrapping up the day's tasks.”

This highlights how scheduled meetings help maintain a sense of structure and ensure

alignment among remote employees. However, despite these formal check-ins,
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Participant 6 acknowledged that informal, spontaneous conversations are often missing
in a remote setting, making it harder to feel truly connected to colleagues.

Furthermore, they pointed out the reliance on digital communication tools facilitate day-
to-day interactions but may not fully replace the social and professional benefits of in-

person communication:

"We mainly use Microsoft Teams and Outlook for communication."

While these tools enable remote employees to stay informed, they also come with
limitations, particularly in replicating the ease of casual office conversations or quickly
clarifying misunderstandings. This reinforces the ongoing challenge of balancing efficiency

with meaningful connection in remote-work environments.

4.3.2 Work-life-balance & Routine

Another central theme that emerged from the interviews is the impact of remote-work on
work-life-balance and daily routines. Participants noted both positive and negative effects
of working from home on their ability to balance professional responsibilities with personal
life. Participant 1 highlighted how working from home has allowed them to better manage

their time:

"I love that | can wake up and start working straight away without the commute. It gives me

more time to focus on personal things in the evening."

This reflects a key benefit of remote-work as eliminating commute time, allowing
individuals to reallocate those hours to personal activities, enhancing work-life-balance.
However, Participant 1 also mentioned a downside, suggesting that while the flexibility of
remote work offers benefits, it can also lead to difficulty in disengaging from work at the

end of the day, which may negatively impact personal life:

"Sometimes, it's hard to stop working because the lines between work and home get

blurry."
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Participant 2 reflected on the struggle to maintain a structured day when home life and
work responsibilities overlap, making it more difficult to prioritise tasks effectively. They

pointed out the challenges of maintaining a consistent routine when working from home:

"I'try to keep a routine, but some days it feels like I'm juggling everything at once — work,

home chores, family time. It's hard to keep track of everything."

Participant 3 emphasised how remote work allowed for more flexibility in managing family

responsibilities:

"I have young kids, and being at home has been a game-changer. | can step away when

needed, help with homework, or just be around more."

For some employees, the ability to be physically present at home provided greater
flexibility to manage family life, offering a better work-life-balance. However, Participant 3

also noted the difficulty in drawing clear boundaries between work and personal time:

"While it’s great to be at home, | feel like I'm always working, even when I’m with the kids."

This dual focus on work and family often results in a lack of clear separation, leading to
feelings of burnout or stress. Participant 4 echoed similar sentiments, explaining how the

lack of routine can affect productivity:

"Without a commute, | don’t have that 'transition' time. | sometimes feel like my brain is in

work mode all day, and it’s harder to switch off when it's time to relax.”

The absence of physical separation between the office and home environments can
contribute to a continuous work mindset, impacting relaxation and leisure time.
Participant 5 also highlighted the importance of flexibility in managing work-life-balance,

particularly when maintaining a balanced routine:
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“I'm definitely sleeping in. | would get up at around 8:00 instead of getting up at 6:30 A to get
ready for a day in the office. Getting up at 8 would allow me enough time to prep my

breakfast and have a sit down before | start my workday. My workday starts at 9:00."

Throughout the day, their routine includes typical office activities such as grabbing a
coffee, getting water, or heating up lunch, but these activities are now done in the comfort

of their own space:

"It will consist of a lot of just obviously doing my work, but also what | would usually do in
the office get up and grab a coffee from time to time or grab some water. Or even go heat
up my lunch. So, it's a similar routine to what | do in the office, but it's just in my own space

instead."”

This similar yet more flexible routine helps maintain a balance between work and personal

life, enhancing their overall well-being.

Participant 6 described their remote-work routine, explaining that they typically work from

home on a limited basis:

"Personally, | usually work from home one day a week."

This suggests that for some employees, hybrid-working offers a balance between remote
flexibility and in-office collaboration. The structured approach to the workday, ensured

productivity and maintained routine:

"Then, | take an hour for lunch. In the afternoon, we have another catch-up meeting to

make sure we’re on track before wrapping up the day's tasks."

Additionally, Participant 6 emphasised the importance of an effective home working set-

up for maintaining comfort and focus:

"First, make sure you have a good workspace—get a comfortable chair and desk set up

properly.”
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This highlights the role of the physical environment in supporting work-life-balance, as
having a dedicated and ergonomic workspace can enhance productivity while also helping

to separate work from personal life.

4.3.3 Social Interaction and Team Dynamics
A key theme that emerged from the interviews is how remote work impacts social
interaction and team dynamics. Participants shared mixed experiences, with some

maintaining strong connections while others struggled with feelings of exclusion.

Participant 1 highlighted how remote workers may feel disconnected from informal office
interactions, which impacts team cohesion. They described the challenges of staying

connected while working remotely:

"We have team events once a month, like breakfasts and dinners, but when I’m working

from home, I feel a bit out of the loop."

Similarly, Participant 2 acknowledged the difficulties of maintaining strong team bonds in

a remote setting but emphasised the importance of trying:

"l enjoy our team events, but working remotely does make it harder to feel like part of the

group. I try to stay in touch as much as possible.”

This suggests that while remote work presents challenges to social interaction, proactive
engagement can help maintain relationships. Participant 3 had a more positive outlook,

explaining that organising team bonding activities helped foster a sense of connection:

"Even though we’re not always in the same place, we make an effort to schedule social

events. It helps keep relationships strong."

This indicates that structured efforts to create social opportunities can mitigate some of
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the isolation associated with remote work. However, Participant 4 expressed concerns

about feeling left out of in-office activities:

"The company does a good job organising social events, but when you’re working from

home, you miss out on those spontaneous team lunches and chats. It can feel isolating."

This underscores the challenge of integrating remote employees into workplace culture,
particularly when informal interactions happen primarily in the office. Participant 5 also

noted the benefits of having structured social events to foster team bonding:

"The company does offer a lot of events for us to attend and network and get to know

people and not just within our teams, but also people such as our directors.”

These insights highlight the importance of both formal and informal social interactions in
maintaining team dynamics and a sense-of-belonging in a remote-work environment.
While remote work presents challenges to social interaction, proactive engagement and
structured social opportunities can help mitigate feelings of isolation and strengthen team
bonds. Another positive perceived was the greater opportunity to get to know their

directors:

The company offers a lot of so events for us to network and get to know people and not just
not just within our teams but also people such as our directors which | think is really
beneficial because at times you can be in a business where you do not know anyone that is
above a manager position whereas at my company we do know we do get to know them
and we do have the opportunity to sit down with them and have a more informal
conversation and just kind of get to know them a personal level and | think that's something
that really helps build those relationships as well as just team building and making the

options and trainees to the little bit more comfortable in such a busy.”

Participant 6 further reinforced the difficulties of maintaining a sense-of-belonging when

working remotely:
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"Belonging can be an issue. It sometimes feels exclusive, like you’re missing out on team

dynamics when you're not in the office.”

They also pointed out how small gestures can help remote employees feel included:

"A simple way of feeling included is when colleagues take the time to say, ‘good morning’

and check in at the start of the day."

Participant 6 provided insight into various social events the company organised to

maintain team cohesion:

"We have team breakfasts and quarterly after-work drinks on Fridays. There are also one-
off events like summer parties, Christmas dinners, Halloween celebrations, and Easter

events."

While remote work did not eliminate opportunities for team bonding, it requires intentional
effort to maintain social connections. Regular team events and proactive communication
play a crucial role in ensuring that remote employees feel included and engaged in

workplace dynamics.

4.3.4 Wellbeing and Mental Health

The impact of remote work on employees' well-being and mental health emerged as a
theme, with participants highlighting both the benefits and challenges of working from
home and how isolation might affect them. This suggests that flexible working
arrangements allow employees to regulate their workload and prevent burnout,
contributing to overall well-being. Participant 1 found that taking small breaks thought-out

the day helped manage stress and maintain focus:

“l'find it easier to step away for short breaks, which really helps me manage stress and stay

focused."
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Similarly. Participant 3 highlighted the importance of taking breaks to reduce stress and

exhaustion:

"When | work from home, | make sure to step away from my desk more often, and it helps

me avoid feeling drained.”

This indicates that the autonomy provided by remote work can encourage healthier work
habits, ultimately benefiting mental well-being. However, not all experiences were
positive. Participant 2 spoke about the challenges of loneliness and isolation when

working remotely:

"Some days, it feels quite lonely, and | miss the casual office chats. It’s important to check

in on your mental health when working remotely.”

This demonstrates how reduced social interaction can contribute to feelings of

disconnection, negatively impacting mental health.

For others, remote work provided a balance between well-being and work responsibilities.
Participant 4 appreciated the flexibility to continue working while unwell and found small

well-being habits beneficial:

"It’s great when I’m feeling unwell but still able to work from home. | also take walks during

the day to clear my head, which helps a lot."

This suggests that while remote work offers advantages in managing minor illnesses,
employees need to be proactive in maintaining their mental health through self-care
strategies. Participant 5 also emphasised the importance of flexibility in managing well-

being and mental health, particularly when not feeling well:

"Some days | might just not be feeling too well. So, | just want to work from home, and I'll
Jjustdrop a message to my manager and say listen, I'm not feeling too good today. I'm just
going to work from home because it's just you're still up for working, but you're not feeling

up for going into the office and being in a busy environment, which is really nice.”
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This highlights the significance of having the option to work from home to better manage

personal well-being and maintain a balanced routine.

Participant 6 shared a broader perspective, noting that working from home can offer time-

saving benefits, but also presented challenges building relationships with the team:

"The biggest benefit is saving time on commuting. Also, being at home means you have
your own food and family around, which is nice. However, the challenges include building
relationships with your team. It’s difficult when you’re not in the office — virtual meetings
aren’tthe same as face-to-face interactions. Remote work isn’t for everyone. Some people

adapt easily, while others struggle with it."

This insight reflects how remote-work’s impact on well-being is nuanced, with its benefits
counter-balanced by the difficulties of maintaining social connections and adapting to the

remote-work environment.

4.3.5 Productivity and Performance
Participants needed structure to maintain focus. They valued recognition or rewards for
their work. This suggests that regular check-ins and structured work routines can help

employees stay on top of tasks and maintain productivity.

Highlighting the importance of team communication in supporting productivity, ensuring
employees stay engaged and on track with their responsibilities, Participant 1 noted that

frequent team check-ins contributed to staying organised and managing tasks effectively:

"I feel more on top of things when | have regular check-ins with my team — it keeps me

accountable and focused.”
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Reinforcing the idea that establishing a structured workday is key to sustaining
performance in a remote setting. Participant 2 emphasised the role of structure in

maintaining focus:

"Having a clear routine helps me stay productive; otherwise, it’s easy to get distracted.”

Participant 3 pointed out potential challenges, explaining that some employees may

struggle with productivity when working remotely:

"Not everyone works well from home—some people find it hard to stay motivated, and that

affects overall performance.”

This suggests that while remote work can benefit productivity for some, others may face
difficulties in maintaining motivation and efficiency without the structure of an office
environment. Similarly, Participant 4 indicated that while remote-work can provide
flexibility, it may also blurred work-life boundaries, potentially leading to overworking and
burnout, and impacting long-term productivity. They described challenges in managing

workload, and working beyond regular hours:

"It’s hard to set boundaries. Sometimes, | end up working later than | should just to keep

n

up.

Participant 5 found remote work to be rewarding but also highlighted the challenges of

working from home. They noted being in their own space led to distractions:

"It's definitely rewarding. | think the challenge is more because you're in your own space.
The more lenient towards kind of turning on the TV and being distracted easily or popping

some music on so it can't. You can get easily distracted or even doing like chores such as
putting the washing on. Or doing the dishes so it can be that is the challenge for me. It's

getting easily distracted at home."

To manage distractions, Participant 5 emphasised the importance of self-discipline and

structuring their workday effectively:
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"So, a lot of it as well is making sure | am disciplined enough to sit down and do my work

and only use my hour lunch to do the tasks that | need to do at home."

This highlights the need for remote workers to establish clear boundaries and maintain

discipline to stay productive while working from home.

Participant 6 emphasised the importance of regular communication and structure in

remote work:

"First thing in the morning, we have a team meeting to discuss priorities and check in with

each other. After that, we start working on our tasks until about 1:00 PM.”

This illustrates shows how having a structured start to the day helps set clear priorities and

ensures everyone is aligned on their tasks.

Participant 6 also highlighted how regular check-ins with managers and teams contribute

to staying connected and maintaining productivity:

"Regular catchups with your manager and team help bridge the gap between working

remotely and feeling like part of a team.”

This suggests that consistent communication helps employees stay engaged and involved,
improving productivity and sense-of-belonging. Participant 6 shared that the effectiveness

of remote work can vary depending on individual preferences:

"The effectiveness of remote-work depends on personal preferences—some people prefer

to be included in conversations, while others just want to focus on their tasks."

This highlights that remote-work productivity can be influenced by how comfortable
employees are with virtual communication and whether they thrive in a more collaborative

or focused environment.
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4.3.6 Challenges of Remote work

This theme highlights the various difficulties and struggles employees faced in remote
work, particularly in maintaining team connections, feeling isolated, effective
communication, and accessing necessary systems. Whilst remote work offered flexibility,
it also presented obstacles that impacted collaboration and performance. This highlights
the importance of strong team communication helping employees feel connected and
informed. Participant 1 described struggling to stay engaged with the team and keep-up

with developments:

"It’s hard to stay connected and really understand what’s happening within the team when

you’re not physically there."

The absence of in-person interaction created a sense of disconnection, making it
challenging for employees to feel fully integrated into their teams. This highlights how
remote work hindered spontaneous discussions and informal collaboration, potentially
leading to misunderstandings or delays in decision-making. Participant 2 explained the

difficulty of effective communication without immediate access to colleagues:

"Not having quick access to people makes it harder to communicate, and sometimes | feel

out ofthe loop.”

This suggests that returning to an office environment can bring additional challenges in
rebuilding workplace relationships. Participant 3 shared their experience of struggling with

communication and relationships upon re-entering the office:

"After working remotely, it felt awkward at first to reconnect with colleagues in-person — it

was like we had to re-learn how to work together."

Long-term remote work impacted workplace dynamics, requiring employees to readjust
when transitioning back to an office setting. Participant 4 described technical difficulties
as a major challenge when working remotely:
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"System access and website restrictions slow me down, and it’s frustrating when | can’t get

things done efficiently."

These limitations can negatively affect workflow and performance, adding another layer of

difficulty to remote-work arrangements.

Participant 5 highlighted how the ways they communicated with their team reflected

struggles they faced:

"Remote working can make you feel a little bit excluded at times, so there have been cases
where for example | need to come in contact with one of the managers, but they're not
available because they're on a call between them and senior...

...It can feel a little bit lonely and a little bit like we're not trusted with that information."

Participant 5 touches on the complexity of scheduling meetings and collaborating with
team-members located in various parts of the world. The need to accommodate different
time zones led to irregular working hours and delays in communication. To address these
challenges, itis crucial for remote teams to establish clear communication protocols and
flexible scheduling practices that consider the time zone differences. This approach
helped ensure all team members were on the same page and collaborated effectively

despite the geographical barriers:

“Cheaper holidays as well. So, if you say you want to go to Spain.
But the cheaper holiday will be two weeks instead of one week. You can ask to work
remotely for a week, just as long as obviously times are agreed to, because obviously we've
got different time zones, which is completely understandable, but as long as it's agreed to,

and things are done the right way.”

Participant 6 highlighted the limitations of virtual communication, where non-verbal cues,

such as body language, are harder to interpret, potentially leading to misunderstandings:

"You also can’t read body language as well over a call.”
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Participant 6 also mentioned the distractions associated with working from home made it

more challenging to stay on task:

"Another downside is that working from home can be distracting.”

Participant 6 highlighted that remote work is still relatively new for many individuals,
which added an element of uncertainty and adjustment. This points to the evolving nature

of remote-work and the challenges of adapting it to suit diverse work styles and needs:

"It’s still a relatively new way of working, and there’s a lot to consider when it comes to

making it work for different individuals."

Having established the key themes from the data in the next chapter, these will be
discussed in relation to existing literature, and the research question will be revisited to

see how far these go in answering the research question.
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Chapter 5: Discussion

This chapter explores the key themes that emerged from the data. These will be discussed
in relation to existing literature, and the research question will be revisited to see how far

these go in answering it.

5.1 Communication and Connectivity

The shift to remote work has significantly altered workplace communication and
connectivity, presenting both advantages and challenges. As employees navigate this
transition, maintaining effective communication and fostering a sense-of-belonging have
emerged as critical concerns. The experiences shared by participants highlight the
complexities of remote communication, underscoring both the opportunities and

limitations of digital tools in workplace interactions.

Research illustrates that remote work offers significant flexibility but also challenges in
maintaining a structured routine and balance for work and personal responsibilities. While
some employees appreciate the extra time gained from avoiding transportation
commuting to work, and there are other struggles with blurred lines between work and
home life, which may lead to difficulties in disengaging from work and maintaining a
balance. Remote working can lead to longer work hours and overlap between work and
personal life, potentially leading to stress and burnout (Hobbs and Mutebi, 2025). Adisa,
Ogbonnaya, and Adekoya’s, (2023) research emphasises that remote work can blur the
boundaries between professional and personal life, making it challenging for employees to
switch off from work, and negatively affecting their well-being. These findings demonstrate
that while remote-work has introduced various tools to facilitate communication, it has
also highlighted significant barriers such as the absence of in-person interaction,
difficulties with accessing colleagues quickly, and technical challenges. These factors can
impact the effectiveness of communication and contribute to a sense of disconnection

within teams.
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My findings on communication and connectivity in remote-working align closely with the
themes discussed in Buonomo et al’s (2023) study, regarding the dynamics of remote-
work. The research highlights the significance of social support from colleagues and
leaders in promoting employee well-being and work-life-balance. Participants emphasised
the importance of communication and informal connections among team members.
echoing the study's assertion that feeling supported through social interactions is

essential for job satisfaction and overall well-being.

Buonomo et al (2023) point out gaps in understanding how social support affects remote
employees, and this reflects my findings regarding challenges in maintaining connectivity.
This underscores the need for tailored communication strategies to overcome barriers.
The study identifies job satisfaction as a mediator between social support and work-life-
balance, a point echoed in your emphasis on regular check-ins and proactive

communication that enhance job satisfaction.

My participants relied heavily on virtual tools but faced challenges such as technical
issues impacting the inability to replicate spontaneous conversations. This mirrors Saini
and Roulet (2022), who warned that excessive reliance on digital tools can lead to isolation
and decreased job satisfaction. Hobbs and Mutebi (2022) also noted that while digital tools

can enhance well-being, their overuse can correlate with anxiety and depression.

In my research there was reference to struggling to re-establish relationships after
returning to the office, highlighting the long-term effects of reduced face-to-face
interaction. This aligns with Vacchiano (2023), who argued that remote work disrupts
traditional social structures, making it harder to build meaningful connections. Brown and
Leite (2022) emphasised the importance of organisational connectedness in mitigating
isolation, suggesting that perceived support from the organisation is crucial for remote

workers.
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The disruption of established team dynamics during remote work, as noted in the literature
(Buonomo et al 2023), resonates with participant experiences of re-establishing
relationships upon returning to the office. My participants' experiences highlight the
importance of proactive communication and the limitations of digital tools in remote work.
While structured check-ins and digital tools help maintain connectivity, they cannot fully
replace the richness of face-to-face interactions. Organisations should focus on fostering
supportive peer relationships, balancing formal and informal communication, and
addressing the challenges of isolation to enhance remote workers' well-being and
productivity. These insights align with the literature and provide a foundation for future

research and strategies in remote-work settings.

5.2 Work-life-balance and Routine

A significant theme that emerged from the interviews was the effect of remote-work on
employees’ ability to establish and maintain a structured work-life-balance. While some
participants highlighted the benefits of flexibility, others expressed difficulties in drawing

clear boundaries between work and personal life.

Several UK studies (Hobbs & Mutebi, 2022; Dalessandro & Lovell, 2024) indicate that
remote work offers flexibility but also poses challenges in maintaining a structured routine
and balancing work and personal life. According to Hobbs and Mutebi, (2022) 78% of
individuals working from home in some capacity reported an improved work-life-balance.
However, the report also highlighted concerns about blurred work-life boundaries,
increased unpaid overtime and the pressure to remain constantly available online.
Dalessandro and Lovell, (2024) found that establishing a routine is vital in navigating
remote-work, and many employees find that structured working hours contribute to better
productivity and mental well-being. However, flexibility can lead to blurred boundaries

between work and home life, creating challenges when trying to disengage from work
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outside of designhated hours. This duality emphasises the need for workers to develop

personal strategies for effective time management.

Many of my participants suggested that it could be hard to stop working because the lines
between work and home get “blurry.”" While they tried to keep a routine, they experienced
days where it felt like they were juggling everything at once: work, home chores, family-
time making it hard to keep track of everything. They also referred to sleeping-in and getting
up later than if going into the office. The implications were that remote working meant
getting up later and not doing anything productive before starting the working day.
However, the general feeling was that other than this, their routine had minimal
differences. The routine described during the workday illustrates the individuals’ attempts
to maintain a sense of normality and consistency by replicating office behavioursina
home environment. Activities such as getting up to grab a coffee, drinking water, and
heating up lunch mirror common office habits. This consistency in routine helped maintain
a sense of structure, which is important for focus and productivity. However, the key
difference was the location. Activities, which may have once required brief breaks in an
office space, can now be done without leaving the comfort of home, increasing
convenience and reduce disruptions of moving between different spaces, allowing more

time to concentrate on work tasks.

Allowing employees to work from home gave a sense of fulfilment; it was a valuable
example of how individuals could successfully integrate personal needs and preferences
into their work routine. By recognising the importance of both structure and flexibility,
employers could create a more fulfilling and productive work environment. Discussing
how remote work affects well-being and productivity means looking at both positives and
negatives. Saini and Roulet (2022) point out that while remote work gives more flexibility
and freedom, it also leads to feeling isolated and struggling to separate work from personal
life. These problems can hurt well-being and job performance, showing that remote work

needs a balanced approach.
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Several of my participants preferred the experience of remote work because it cut out
commuting. They saw this as providing more personal time in the evenings. This
demonstrates how remote-work helps with time-management and personal well-being.
Not having to commute allowed participants to have some control over their use of time for
self-care, family, or hobbies. This matches what Yang (2022) found: remote workers are
more productive and happier because they avoid commuting stress. Commuting is often
stressful and not having to commute improved work-life-balance and emotional well-

being.

While not having to commute improved work-life-balance for some participants, this was
not uniform as some found not having to commute made it harder to keep work and
personal life separate. This reflects Saini and Roulet (2022) who found that the flexibility of
remote work made it difficult to draw a line between work and personal responsibilities.
When work and personal life happen in the same place, itis easy to blur the lines between
"worktime" and "personal-time", leading to overworking or feeling constantly "on". This
flexibility can accidentally lead to feeling isolated, as people miss the casual chats and
interactions that happen in an office. These interactions are important for social

connection, teamwork, and emotional support.

5.3 Social Interaction and Team Dynamics

As well as problems with boundaries, it is important to remember that remote work can
create new challenges. Home distractions and feeling cut off from colleagues are common
issues. Not having face-to-face communication can also make it harder for teams to work
together and share ideas, which can affect teamwork and creativity. So, while remote work
has clear advantages, it needs careful planning to avoid its potential drawbacks. My
findings highlight both the challenges and opportunities of maintaining social interaction
and team cohesion in a remote-work environment. While some participants reported

making active efforts to stay connected, others experienced feelings of exclusion due to
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the lack of informal office interactions. These findings align with existing

research (Buonomo et al 2024) on remote-work and workplace belonging, suggesting that
while remote set-ups offer flexibility, they also require deliberate strategies to foster team
connectivity. My participants noted difficulty staying connected with colleagues and
feeling included in team dynamics. They expressed feeling "out of the loop" and isolated
due to missing out on informal office interactions like spontaneous lunches and chats.
This aligns with Buonomo et al (2024) who found that colleague supportis crucial for
remote-workers' well-being but acknowledged that remote-work can disrupt traditional
social structures. If you have any spare word count you could include something here
about what social structures are disrupted. Similarly, Vacchiano (2023) argued that
remote-work hinders the development of meaningful connections, particularly for young

professionals who rely on informal interactions for networking and relationship-building.

One participant referred to their experience of belonging as feeling "excluded". This
reflects Brown and Leite (2022) findings that organisational connectedness, including
perceived support and identification, plays a key role in easing isolation. However, my
participants' experiences suggest that remote-work created barriers to fostering this

sense-of-belonging.

Participants emphasised the importance of proactive communication and small gestures
in fostering inclusion. Simple actions like saying "good morning" or checking-in at the start
of the day helped remote employees feel included. This aligns with Buonomo et al’s, (2024)
finding that colleague support significantly enhances job satisfaction and work-life-
balance. Proactive communication can help replicate some of the benefits of in-person

interactions, even in a remote setting.

Participants’ efforts to stay in touch with colleagues, despite the challenges of remote
work, reflect the importance of individual initiative in maintaining relationships. This

suggests that while organisational efforts are crucial, employees also play a key role in
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fostering social connections. The participants' experiences highlight the need for a balance
between formal and informal interactions in remote work. While structured events and
proactive communication can help maintain team dynamics, the lack of spontaneous,
informal interactions remains a challenge. This aligns with Saini and Roulet (2022) who
cautioned that excessive reliance on digital tools can lead to feelings of isolation if they

replace meaningful, face-to-face interactions.

My participants' experiences highlight the dual nature of remote work. While it offers
flexibility, it also sets challenges to social interaction and team dynamics. The literature
supports these findings, emphasising the importance of colleague support, structured
social events, and proactive communication in fostering a sense-of-belonging. To address
these challenges, organisations should prioritise regular team events, encourage proactive
communication, and create opportunities for informal interactions. By fostering a
supportive and connected remote-work environment, organisations can enhance

employee well-being, team cohesion, and productivity.

5.4 Well-Being and Mental Health

My findings highlight the complex relationship between remote-working and employee
well-being, particularly concerning work-life-balance, mental health, and social-
connectivity. Participants reported both positive and negative experiences, suggesting that

the impact of remote work is highly individual and context dependent.

A key finding was that remote-work allowed participants greater flexibility in managing their
work-life-balance. Several participants noted that they could take small breaks throughout
the day, which helped them maintain focus and reduce stress. This aligns with research on
taking breaks (Albulescu et al, 2022) suggesting that autonomy in scheduling work
enhances motivation and prevents burnout. Participants noted the benefits of remote work
in providing flexibility and autonomy, which contributed to their overall wellbeing. They

highlighted the ability to take short breaks throughout the day, which helped them manage
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stress and maintain focus. Buonomo et al, (2024) found that colleague support and job
satisfaction enhanced work-life-balance in remote settings. The flexibility of remote work
allows employees to regulate their workload and adopt healthier work habits, ultimately

benefiting mental wellbeing.

Participants emphasised the importance of flexibility in managing wellbeing, particularly
when feeling unwell. The ability to work from home during such times provides a balance
between work responsibilities and personal health, reflecting Brown and Leite (2022)
findings on the role of organisational support in mitigating stress and enhancing wellbeing.
Despite benefits, participants also highlighted challenges of loneliness and isolation.
Some experienced missing casual office chats and the importance of checking in on
mental health. Vacchiano (2023) suggests that remote work disrupts traditional social
structures, making it harder to build meaningful connections. Similarly, Smith, Leonis, and
Anandavalli (2021) highlighted the dual role of digital tools in fostering connection while
potentially leading to feelings of isolation if overused. Participants’ experience of virtual
meetings was not the same as face-to-face interactions. This reflects Saini and Roulet’s
(2022) caution that excessive reliance on digital tools can lead to feelings of disconnection

and decreased job satisfaction.

Participants emphasised the importance of proactive self-care strategies in maintaining
mental health. They appreciated the flexibility to take walks during the day to clear their
head and highlighted the importance of stepping away from the desk to avoid feeling
drained. These findings align with Avci (2023) who found that a strong sense-of-belonging,
and social-connectedness enhances wellbeing, with self-care strategies serving as a
mediating factor. The literature also highlights the importance of structured routines in
supporting mental health. Hobbs and Mutebi (2022) noted that meaningful social
interactions and self-care practices are essential for enhancing emotional wellbeing and

reducing stress.
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A broader perspective expressed was remote-work’s impact on wellbeing is nuanced.
While it offers time-saving benefits and the comfort of being at home, it also presents
challenges in building relationships and adapting to the remote-work environment. This
supports Buonomo et al, (2024) who found that remote-work can enhance job satisfaction
and work-life-balance but also requires intentional efforts to foster social connections and

support mental health.

The participants' experiences highlight challenges related to isolation and loneliness. The
literature supports these findings, emphasising the importance of colleague support,
proactive self-care strategies, and structured routines in maintaining mental health. To
address these challenges, organisations should encourage regular check-ins, promote
self-care practices, and create opportunities for social interaction, whether virtual or in-
person. By fostering a supportive remote-work environment, organisations can enhance

employee wellbeing and productivity.

5.5 Productivity and Performance

Remote-work influences productivity, the potential benefits of structure, and the
challenges employees face in managing work-life boundaries and maintaining
motivation. One of the key themes emerging from the data is the importance of regular
team communication in supporting productivity. Participants highlighted that frequent
team check-ins help them stay organised, accountable, and on top of their tasks.
Participants emphasised the importance of structured routines and regular check-ins in
maintaining productivity. They noted that frequent team check-ins helped them stay
accountable and focused, and a clear routine played a role in avoiding distractions. This
fits with existing research that emphasises the role of communication in remote-work
settings (Choudhury et al, 2021) and supports Buonomo et al. (2024), who found that
structured communication and colleague support enhance job satisfaction and work-life-

balance, which in turn can improve productivity.
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How my participants described the structured start to the day, including morning team
meetings and regular catch-ups, further highlights the importance of routine in remote-
work. This reflects Brown and Leite (2022) findings that organisational connectedness and
structured communication are key to maintaining engagement and performance in remote
settings. While structured routines can enhance productivity, participants also highlighted
the challenges of working from home, such as distractions and difficulty setting
boundaries. For instance, the temptation to engage in household chores or leisure
activities, which can disrupt focus was noted. This can point to the challenge of
overworking and blurring work-life boundaries, which can lead to burnout.

Saini and Roulet (2022) cautioned that remote work can blur the lines between
professional and personal life, and this can negatively impact on productivity and
wellbeing. The literature (Saini & Roulet 2022; Vacchiano 2023) also highlights the
importance of self-discipline and clear boundaries in mitigating these challenges, and this

was reflected on my participants’ emphasis on maintaining discipline to stay productive.

My participants acknowledged that the effectiveness of remote work varies depending on
individual preferences. One participant pointed out that not everyone thrives in a remote
environment, describing their experience of some struggling to stay motivated without the
structure of an office. Similarly, it was noted that remote-work productivity depends on
how comfortable employees are with virtual communication and whether they prefer
collaboration or focused work. Vacchiano (2023) argued that remote-work’s impact on

productivity is nuanced and influenced by individual adaptability and preferences.

My participants' experiences highlight that remote working offers flexibility and the
potential for increased productivity but also poses challenges related to distractions,
overworking, and individual adaptability. Vacchiano (2023) supports these findings,
pointing out the importance of structured routines, regular communication, and tailored
strategies in maintaining productivity and performance. To address these challenges,

organisations should encourage structured workdays, promote regular check-ins, and
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provide support for employees to establish clear boundaries. By fostering a balanced and
supportive remote-work environment, organisations can enhance productivity and

employee wellbeing.

5.6 Challenges of Remote work

Findings from my study reveal several key challenges faced by remote workers, in the
areas of communication, team connectivity, and technological barriers. These challenges
highlight the complexity of remote-work arrangements and their impact on employees’
sense-of-belonging and performance. A recurring theme in the data was the difficulty
employees experienced in maintaining effective communication and staying connected

with their teams while working remotely.

Participants highlighted difficulty in staying connected with their teams. They described
their experience of challenges in staying connected and understanding what was
happening in the wider team when they were not there. This is consistent with Bell and
Kozlowski (2021), who emphasise the importance of effective communication in remote
teams and how the absence of in-person interactions can lead to feelings of
disconnection. Remote work can hinder spontaneous conversations and informal
collaboration, which are often crucial for decision-making and team cohesion (Bell &

Kozlowski, 2021).

My participants also faced technical and logistical challenges in remote work. They
described frustrations with system access and website restrictions, which slowed down
their workflow. Similarly, the complexity of scheduling meetings and collaborating across
different time zones, requiring careful planning and agreement was highlighted.

Their feelings of exclusion and loneliness reflect Vacchiano’s (2023) argument that remote
work hinders the development of meaningful connections, particularly for young

professionals. Brown and Leite (2022) highlight the importance of organisational

63



connectedness, discussing how perceived organisational support and identification play a

key role in mitigating isolation.

The limitations of digital communication tools in replicating the richness of face-to-face
interactions were reflected in my data. The difficulty of interpreting non-verbal cues, such
as body language, during virtual calls, at times led to misunderstandings. Saini and Roulet
(2022) discussed how excessive reliance on digital tools can lead to feelings of isolation
and decreased job satisfaction. This is similar to Hobbs and Mutebi (2022), who noted that
technical disruptions and logistical barriers can hinder productivity and create additional
stress for remote workers. Hobbs and Mutebi (2022) also highlight the importance of
providing adequate technical support and flexible scheduling practices to address these

challenges.

The evolving nature of remote-work and its relatively newness for many individuals was
acknowledged. This reflects Vacchiano (2023) argument that remote work requires
ongoing adaptation to suit diverse work styles and needs. The literature suggests that
organisations should provide resources and support to help employees navigate these

challenges and establish effective remote-work practices.

5.7 Limitations

This was a small-scale qualitative research study focusing on the experiences of young
people working remotely within the finance industry in Jersey. Remote-working is a
relatively recent phenomenon, particularly following the COVID-19 pandemic and
therefore experience of this working modal is limited. However, while a quantitative study
design may have resulted in more generalisable findings, it does remain that there is
limited longitudinal data available to fully understand its long-term effects. Mutebi and
Hobbs, (2022) highlight the difficulty in assessing its long-term impacts due to the
enforced nature of remote work during the pandemic and the lack of pre-pandemic

studies. Additionally, Saini and Roulet, (2022) also support the idea that more research

64



around long-term effects on remote working on employee well-being and job effectiveness
is needed. In the absence of quantitative data, the qualitative experiences of individuals
experiencing the phenomena are important. While small participant size is the nature of
qualitative research, a limitation of this research is that due to it being a time framed
student project, time to recruit a larger participant group was not possible and data
saturation may not have been reached. Saunders et al., (2018) suggests that in qualitative
research, data saturation is reached when no new themes, insights, or patterns emerge
from additional data collection, making further interviews redundant. Initially, the study
aimed to conduct between six and eight interviews, aligning with recommendations in
existing literature. However, after six interviews, it became evident that responses were
becoming repetitive, with no significant new information being uncovered. This aligns with
Guest, Bunce and Johnson (2005) findings, which suggest that saturation often occurs
within six to twelve interviews, depending on the study's scope and participant
homogeneity. Stopping at six interviews ensures data adequacy while maintaining
research efficiency, as excessive data collection can lead to unnecessary redundancy
without adding value to the analysis (Hennink and Kaiser, 2021). Thus, the decision to halt
interviews at this stage aligns with best practices in qualitative research, ensuring both

methodological rigor and practical feasibility.

A further limitation is that in disseminating findings, it is important to recognise the nature
of the research design means findings are only representative of a small population of
workers in one industry in a smallisland setting. These findings may not be reflective of
different age groups of workers in different industries and different jurisdictions. However,
that is not the purpose of qualitative research, and the study design achieved its purpose
in relation to exploring experiences of the participants. Despite the limitations, the study
provided valuable insights into the impact of remote-work on social networks and sense-

of-belonging among young professionals.
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5.8 Conclusion

Overall, this discussion has critically interpreted findings in relation to existing literature,
identifying key implications for workplace policies and employee well-being. My findings
suggest that while remote work provides flexibility, it also creates challenges related to
communication, workplace relationships, and technological barriers. To mitigate these
issues, organisations could implement more structured communication strategies,
improve remote access to essential systems, and provide support to employees
transitioning between remote and in-office work. Having also considered the limitations of
my research, in the next chapter, | will conclude the dissertation with recommendations

for future work.
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Chapter 6: Conclusion

The aim of this chapter is to summarise the key points of the dissertation with a focus on
whether the research question has been answered. Having considered the findings in light

of the research question, recommendations for future work will be made.

6.1 Summary

The aim of this research was to investigate the impact of remote-working on the social-
connectivity and sense-of-belonging of young professionals in Jersey's finance sector. The
research question posed was How does remote-work impact the social-connectivity and
sense of team belonging of young people remote-working in the finance industry in Jersey.
Through analysing interview data, key themes emerged, including communication and
connectivity, work-life-balance and routine, social interaction and team dynamics, well-
being and mental health, productivity and performance, and challenges of remote-work.
While these findings align with existing literature, they also highlight areas where further

exploration is necessary to fully address the research question.

For instance, existing studies emphasise the importance of colleague support and
structured communication in fostering a sense-of-belonging, which corresponds with my
findings on the challenges of maintaining social-connectivity in remote-work. However, the
literature does not specifically explore how these dynamics play out for young finance

professionals in Jersey, which my research aimed to address.

Furthermore, while digital tools are recognised for fostering connection, they can also lead
to isolation if overused. My research adds a unique perspective by examining how these
challenges are experienced by young Jersey professionals in the high-pressure finance
sector, where networking and mentorship are crucial for career development. Findings
suggest that while digital tools can help maintain connectivity, they may not fully replace

the informalinteractions that are more accessible in an office setting.
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Additionally, while the literature discusses the importance of hybrid-work models and
virtual engagement initiatives to mitigate remote-work challenges, my findings support this
idea but emphasise the need for tailored approaches that consider the specific needs of
young finance professionals in Jersey. Hybrid models, for example, may offer a balance
between remote flexibility and in-person collaboration, allowing young professionals to
build relationships and establish themselves within the industry. However, more research
is needed to explore how such models can be effectively implemented within Jersey's

finance sector.

This research contributes to the literature by offering a localised perspective on how
remote work impacts young professionals in Jersey's finance sector. While many studies
examine remote-work on a larger scale, my study focuses on the experiences of remote-
workers and the specific challenges faced by early-career employees in a highly structured
and competitive industry. By narrowing the focus to Jersey, a jurisdiction with a strong
financial services sector, my findings provide insights that may not be captured in studies

from larger economies or different industries.

My study both reinforces and challenges existing research. While previous studies suggest
that remote-work reduces stress and improves work-life-balance, my findings indicate that
young finance professionals may face social isolation, weaker professional networks, and
a diminished sense-of-belonging. This challenges the assumption that remote work is
universally beneficial, suggesting instead that its effects vary based on career stage,
industry norms, and local cultures (Allen, Golden, and Shockley, 2015). My research also
extends the understanding of social-connectivity in remote-work by highlighting the
barriers young finance professionals face in networking, mentorship, and career
progression when working remotely. Unlike many studies focused on productivity or
mental health, my research addresses the long-term professional and social implications
of remote-work, emphasising that digital communication tools cannot fully replace in-

person interactions and the workplace culture that fosters a sense-of-belonging.

68



6.2 Recommendations

Recommendations from the research are summarised in Table 6.1

Table 6.1 Recommendations

Share findings with participants to increase the understanding of the experiences of
young professionals who are working remotely.

Develop workplace strategies to improve social-connectivity and belongingness in
the remote-worker workforce.

Education within organisations that use remote-worker models to look at other
mechanisms in addition to digital tools to help maintain social-connectivity.

Further qualitative research exploring different age groups and industries.
Quantitative research comparing belongingness and connectivity in remote-workers
and in-office workers.

6.3 Has the research question been answered?

The practical implications of this research are significant for policymakers and employers
in Jersey. The research set out to explore the impact of remote-work on social-connectivity
and sense-of-belonging among young adults remote-working. My findings suggest a
preference for hybrid-work models and structured social and professional support,
offering evidence-based recommendations that could inform workplace strategies to
better accommodate young professionals. These strategies may help maintain

connectivity and foster professional development in remote or hybrid-work settings.

6.4 Final Conclusions

Overall, my research adds depth to the existing literature by providing a case study of
remote work in a specific location and industry. It offers fresh insights into the experiences
of young finance professionals, highlighting the complexities of remote work, particularly
for those in the early stages of their careers. This research provides valuable perspectives

for both academic inquiry and real-world applications.
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What differentiates my research from existing literature is its focus on the personal
preferences and unique challenges faced by young professionals in Jersey’s finance
sector. Unlike many studies that examine remote work in broader contexts, my research
explores how individual comfort with remote communication tools and personal routines
directly impact productivity. It also provides a nuanced examination of work-life
boundaries and offers practical insights into how employees manage distractions.
Furthermore, my research fills a gap by focusing specifically on young finance
professionals, shedding light on the social-connectivity and career development issues
they face in a highly structured, competitive industry, a topic not extensively addressed in

the existing literature.

70



References

Adisa T.A., Ogbonnaya, C. and Adekoya, O.D., 2023. Remote-working and employee
engagement: a qualitative study of British workers during the pandemic. Information
Technology & People, 36(5), pp.1835-1850. (Accessed 07 Feb. 2025)

Adhabi, E.A.R. and Anozie, C.B.L. (2017). Literature review for the type of interview in
qualitative research. International Journal of Education, [online] 9(3), pp.86-97. Available
at: https://doi.org/10.5296/ije.v9i3.11483. (Accessed 19 Dec. 2024)

Alaee, D.Z., Campbell, M.K. and Zwickl, B.M. (2021). Impact of virtual REU experiences on
students’ psychosocial gains during the COVID-19 pandemic. [online] arXiv.org. Available
at: https://arxiv.org/abs/2108.07620 (Accessed 05 Feb. 2025).

Albulescu, P., Macsinga, |., Rusu, A., Coralia Sulea, Bodnaru, A. and Bogdan Tudor Tulbure
(2022). ‘Give me a break!” A systematic review and meta-analysis on the efficacy of micro-
breaks for increasing well-being and performance. PLoS ONE, [online] 17(8), pp.e0272460-
€0272460. doi:https://doi.org/10.1371/journal.pone.0272460. (Accessed 10 Jan. 2025).

Allen, K.-A. et al. (2021) ‘Belonging: a review of conceptual issues, an integrative
framework, and directions for future research’, Australian Journal of Psychology, 73(1), pp.
87-102. doi: 10.1080/00049530.2021.1883409. (Accessed 14 Feb. 2025).

Allen, T.D., Golden, T.D. and Shockley, K.M. (2015) 'How effective is telecommuting?
Assessing the status of our scientific findings,' Psychological Science in the Public
Interest, 16(2), pp. 40-68. https://doi.org/10.1177/1529100615593273. (Accessed 13 Dec.
2024).

Avcli, M. (2023) “Belongingness, social-connectedness, and life Satisfaction in college
students after COVID-19 pandemic ”, Journal of Happiness and Health, 3(2), pp. 23-36.
doi: 10.47602/johah.v3i2.43. (Accessed 10 Feb. 2025).

Baumeister, R. F., & Leary, M. R. (1995). The need to belong: Desire for interpersonal
attachments as a fundamental human motivation. Psychological Bulletin, 117(3), 497-529.
(Accessed 03 Mar. 2025).

Bell, B.S. and Kozlowski, S. (2002). A Typology of Virtual Teams. Group & Organization
Management, [online] 27(1), pp.14-49.
doi:https://doi.org/10.1177/1059601102027001003. (Accessed 04 Jan. 2025).

71


https://doi.org/10.5296/ije.v9i3.11483

Bergstraesser, A. (1947). Wilhelm Dilthey and Max Weber: An Empirical Approach to
Historical Synthesis. Ethics, [online] 57(2), pp.92-110.
doi:https://doi.org/10.2307/2378468. (Accessed 18 Feb. 2025).

Bevan, M.T. (2014). A Method of Phenomenological Interviewing. Qualitative Health
Research, [online] 24(1), pp.136-144. doi:https://doi.org/10.1177/1049732313519710.
(Accessed 08 Jan. 2025).

Braun, V. and Clarke, V. (2006) ‘Using thematic analysis in psychology’, Qualitative
Research in Psychology, 3(2), pp. 77-101. doi: 10.1191/1478088706qp0630a. (Accessed
17 Dec. 2024)

Brown, A. C. & Leite, A. C. (2022) ‘The effects of social and organizational connectedness
on employee well-being and remote-working experiences during the COVID-19 pandemic’,
Journal of Applied Social Psychology, 53(2), pp. 134-152. doi:10.1111/jasp.12934.
(Accessed 14 Feb. 2025).

Buonomao, I., De Vincenzi, C., Pansini, M., D’Anna, F. and Benevene, P. (2024) 'Feeling
Supported as a Remote-worker: The Role of Support from Leaders and Colleagues and Job
Satisfaction in Promoting Employees’ Work-Life Balance', International Journal of
Environmental Research and Public Health, 21(770), pp. 1-15. doi:
10.3390/ijerph21060770. (Accessed 10 Feb. 2025).

Campbell, S., Greenwood, M., Prior, S., Shearer, T., Walkem, K., Young, S., Bywaters, D.
and Walker, K. (2020). Purposive sampling: Complex or simple? Research Case Examples.
Journal of Research in Nursing, [online] 25(8), pp.652-661.
doi:https://doi.org/10.1177/1744987120927206. (Accessed 10 Jan. 2025).

Caulfield, J. (2019). How to Do Thematic Analysis | Step-by-Step Guide & Examples.
[online] Scribbr. Available at: https://www.scribbr.com/methodology/thematic-analysis/
(Accessed 08 Jan. 2025).

Cerullo, M. (2024). These major employers are making workers return to the office. [online]
Cbsnews.com. Available at: https://www.cbsnews.com/news/amazon-other-companies-
return-to-office-mandate/ (Accessed 07 Jan. 2025).

Choudhury, R., Foroughi, C., Larson, B. and Mckim, A. (2021). Work-From-Anywhere: The
Productivity Effects of Geographic Flexibility Strategic Management Journal, forthcoming
2. Strategic Management Journal, forthcoming, [online] 1. Available at:
https://www.hbs.edu/ris/Publication%20Files/Work%20from%20Anywhere_forthcoming
%20SMJ_ee8cc7c5-c90e-4ad9-a1f4-47309d693a5c¢.pdf. (Accessed Dec 17. 2024).

72


https://www.scribbr.com/methodology/thematic-analysis/
https://www.cbsnews.com/news/amazon-other-companies-return-to-office-mandate/
https://www.cbsnews.com/news/amazon-other-companies-return-to-office-mandate/

Dahlke, S. and Stahlke, S., 2020. Ethical challenges in accessing participants at a research
site. Nurse Researcher, 28(1) (Accessed 28 Jan. 2025).

Dalessandro, C. and Lovell, A. (2024). The Pandemic-Stratified Workplace: Workspace,
Employee Sense-of-belonging, and Inequalities at Work. Sage Open, [online] 14(1).
doi:https://doi.org/10.1177/21582440241228909. (Accessed 17 Feb. 2025).

Dobbins, T. (2024). Flexible working: Remote and hybrid-work. [online] House of Commons
Library. Available at: https://commonslibrary.parliament.uk/research-briefings/cbp-9391/
(Accessed 07 Dec. 2024).

Forbes, S., Birkett, H., Evans, L. and Chung, H. (2024). Available at:
https://www.birmingham.ac.uk/documents/college-social-

sciences/business/research/wirc/flexible-working-and-the-future-of-work.pdf. (Accessed
06 Feb. 2025).

Government of Jersey. (2025). Government of Jersey. [online] gov.je. Available at:
https://www.gov.je/StatisticsPerformance/Population/Pages/PopulationStatistics.aspx#a
nchor-0 (Accessed 23 Feb. 2025).

Guest, G., Bunce, A. and Johnson, L. (2005) 'How many interviews are enough?' Field
Methods, 18(1), pp. 59-82. https://doi.org/10.1177/1525822x05279903. (Accessed 18 Jan.
2025)

Hansen-Brown, A.A., Sullivan, S., Jacobson, B., Holt, B. and Donovan, S., 2022. College
Students' Belonging and Loneliness in the Context of Remote Online Classes during the
COVID-19 Pandemic. Online Learning, 26(4), pp.323-346. (Accessed 14 Jan. 2025).

Hart, C. (2000). Doing a literature review. Sage Publications. (Accessed 02 Feb. 2025).

Health Research Authority. (2020). UK Policy Framework for Health and Social Care
Research. [online] Available at: https://www.hra.nhs.uk/planning-and-improving-

research/policies-standards-legislation/uk-policy-framework-health-social-care-

research/uk-policy-framework-health-and-social-care-research/#appendixrelationship
(Accessed 01 Jan. 2025).

Hedgecoe, A. (2009). ‘A Form of Practical Machinery’: The Origins of Research Ethics
Committees in the UK, 1967-1972. Medical History, [online] 53(3), pp.331-350.
doi:https://doi.org/10.1017/s0025727300000211. (Accessed 17 Dec. 2024).

73


https://commonslibrary.parliament.uk/research-briefings/cbp-9391/
https://www.birmingham.ac.uk/documents/college-social-sciences/business/research/wirc/flexible-working-and-the-future-of-work.pdf
https://www.birmingham.ac.uk/documents/college-social-sciences/business/research/wirc/flexible-working-and-the-future-of-work.pdf
https://doi.org/10.1177/1525822x05279903
https://www.hra.nhs.uk/planning-and-improving-research/policies-standards-legislation/uk-policy-framework-health-social-care-research/uk-policy-framework-health-and-social-care-research/#appendixrelationship
https://www.hra.nhs.uk/planning-and-improving-research/policies-standards-legislation/uk-policy-framework-health-social-care-research/uk-policy-framework-health-and-social-care-research/#appendixrelationship
https://www.hra.nhs.uk/planning-and-improving-research/policies-standards-legislation/uk-policy-framework-health-social-care-research/uk-policy-framework-health-and-social-care-research/#appendixrelationship

Hedgecoe, A. (2015). Reputational Risk, Academic Freedom and Research Ethics Review.
Sociology, [online] 50(3), pp.486-501. doi:https://doi.org/10.1177/0038038515590756.
(Accessed 17 Dec. 2024).

Hennink, M. and Kaiser, B.N. (2021) 'Sample sizes for saturation in qualitative research: A
systematic review of empirical tests,' Social Science & Medicine, 292, p. 114523.
https://doi.org/10.1016/j.socscimed.2021.114523. (Accessed 17 Jan. 2025)

Hobbs, A. and Mutebi, N. (2022). The impact of remote and hybrid-working on workers and
organisations. [online] POST. Available at: https://post.parliament.uk/research-
briefings/post-pb-0049/ (Accessed 03 Feb. 2025).

Kay, L. (2019). Guardians of research: negotiating the strata of gatekeepers in research
with vulnerable participants. Practice, 1(1), pp.37-52. (Accessed 16 Feb. 2025).

Kraus, S., Breier, M., Lim, W.M., Dabi¢, M., Kumar, S., Kanbach, D., Mukherjee, D.,
Corvello, V., Pifieiro-Chousa, J., Liguori, E., Marqués, D.P., Schiavone, F., Ferraris, A.,
Fernandes, C. and Ferreira, J.J. (2022). Literature reviews as independent studies:
Guidelines for academic practice. Review of Managerial Science, [online] 16(1), pp.2577-
2595. doi:https://doi.org/10.1007/s11846-022-00588-8. (Accessed 12 Feb. 2025).

Lund, S., Anu Madgavkar, Manyika, J. and Smit, S. (2020). What’s next for remote-work: An
analysis of 2,000 tasks, 800 jobs, and nine countries. [online] McKinsey & Company.
Available at: https://www.mckinsey.com/featured-insights/future-of-work/whats-next-for-

remote-work-an-analysis-of-2000-tasks-800-jobs-and-nine-countries (Accessed 18 Jan.
2025).

NICE (2024). Glossary | NICE. [online]. Available at:
https://www.nice.org.uk/Glossary?letter=S#Scoping%20search (Accessed 7 Dec. 2024).

Noon, E.J. (2018). Interpretive Phenomenological Analysis: An Appropriate Methodology for
Educational Research? Journal of Perspectives in Applied Academic Practice, [online] 6(1),
pp.75-83. doi:https://doi.org/10.14297/jpaap.v6i1.304. (Accessed 16 Dec. 2024).

Obordo, R. (2025). ‘It didn’t come as a surprise’: UK workers on being forced back into the
office. The Guardian. https://www.theguardian.com/business/2025/jan/03/uk-workers-on-

being-forced-back-into-office-cut-hybrid-working. (Accessed 10 Dec. 2024).

Parker, C., Scott, S. and Geddes, A. (2019). Snowball Sampling. core.ac.uk. [online]
Available at:
https://core.ac.uk/outputs/211022791/?utm_source=pdf&utm_medium=banner&utm_ca
mpaign=pdf-decoration-v1. (Accessed 15 Jan. 2025).

74


https://doi.org/10.1016/j.socscimed.2021.114523
https://www.mckinsey.com/featured-insights/future-of-work/whats-next-for-remote-work-an-analysis-of-2000-tasks-800-jobs-and-nine-countries
https://www.mckinsey.com/featured-insights/future-of-work/whats-next-for-remote-work-an-analysis-of-2000-tasks-800-jobs-and-nine-countries
https://www.nice.org.uk/Glossary?letter=S#Scoping%20search
https://www.theguardian.com/business/2025/jan/03/uk-workers-on-being-forced-back-into-office-cut-hybrid-working
https://www.theguardian.com/business/2025/jan/03/uk-workers-on-being-forced-back-into-office-cut-hybrid-working
https://core.ac.uk/outputs/211022791/?utm_source=pdf&utm_medium=banner&utm_campaign=pdf-decoration-v1
https://core.ac.uk/outputs/211022791/?utm_source=pdf&utm_medium=banner&utm_campaign=pdf-decoration-v1

Partridge, J. (2024). In no great rush to get back to the office? UK home workers may not
have a choice. [online] the Guardian. Available at:
https://www.theguardian.com/business/2024/nov/09/in-no-great-rush-to-get-back-to-

the-office-uk-home-workers-may-not-have-a-choice (Accessed 07 Jan. 2025).

Poli, C.D. and Oyebode, J. (2023). Research ethics and collaborative research in health and
social care: Analysis of UK research ethics policies, scoping review of the literature, and
focus group study. PLoS ONE, [online] 18(12), pp.e0296223-e0296223.
doi:https://doi.org/10.1371/journal.pone.0296223. (Accessed 18 Jan. 2025).

Saini, M. and Roulet, T. (2022). Understanding the relationship between remote-working
employees’ well-being and job- effectiveness during the COVID-19 pandemic. [online]
Available at: https://www.jbs.cam.ac.uk/wp-content/uploads/2022/01/wp2202.pdf.
(Accessed 10 Feb. 2025).

Saunders, B. et al. (2017) Saturation in qualitative research: exploring its conceptualization
and operationalization.
https://eresearch.gmu.ac.uk/handle/20.500.12289/5265;jsessionid=816BD8764F9C5C91
D88AB827D481F3C4. (Accessed 16 Mar. 2025).

Smith, D., Leonis, T. and Anandavalli, S., 2021. Belonging and loneliness in cyberspace:
Impacts of social-media on adolescents’ well-being. Australian Journal of Psychology,
73(1), pp.12-23. DOI: 10.1080/00049530.2021.1898914. (Accessed 10 Feb. 2025).

Snyder, H. (2019). Literature Review as a Research methodology: an Overview and
Guidelines. Journal of Business Research, [online] 104(1), pp.333-339.
doi:https://doi.org/10.1016/j.jbusres.2019.07.039. (Accessed 17 Feb. 2025).

Tuffour, I. (2017). A Critical Overview of Interpretative Phenomenological Analysis: A
Contemporary Qualitative Research Approach. Journal of Healthcare Communications,
[online] 02(04). doi:https://doi.org/10.4172/2472-1654.100093. (Accessed 20 Feb. 2025).

Vacchiano, M. (2023) ‘How the first COVID-19 lockdown worsened younger generations'
mental health: Insights from network theory’, Sociological Research Online, 28(3), pp. 884-
893. DOI: 10.1177/13607804221084723. (Accessed 15 Jan. 2025).

Vacchiano, M., Fernandez, G. and Schmutz, R. (2024). What’s going on with teleworking? a
scoping review of its effects on well-being. PLoS ONE, [online] 19(8), pp.e0305567-
e0305567. doi:https://doi.org/10.1371/journal.pone.0305567. (Accessed 14 Dec. 2024).

Vasileiou, K., Barnett, J., Thorpe, S. and Young, T. (2018). Characterising and justifying
sample size sufficiency in interview-based studies: systematic analysis of qualitative

75


https://www.theguardian.com/business/2024/nov/09/in-no-great-rush-to-get-back-to-the-office-uk-home-workers-may-not-have-a-choice
https://www.theguardian.com/business/2024/nov/09/in-no-great-rush-to-get-back-to-the-office-uk-home-workers-may-not-have-a-choice
https://www.jbs.cam.ac.uk/wp-content/uploads/2022/01/wp2202.pdf
https://eresearch.qmu.ac.uk/handle/20.500.12289/5265;jsessionid=816BD8764F9C5C91D88AB827D481F3C4
https://eresearch.qmu.ac.uk/handle/20.500.12289/5265;jsessionid=816BD8764F9C5C91D88AB827D481F3C4

health research over a 15-year period. BMC Medical Research Methodology, [online] 18(1).
doi:https://doi.org/10.1186/s12874-018-0594-7. (Accessed 15 Mar. 2025)

Wojnar, D.M. and Swanson, K.M. (2007). Phenomenology. Journal of Holistic Nursing,
[online] 25(3), pp.172-180. doi:https://doi.org/10.1177/0898010106295172. (Accessed 10
Feb. 2025)

WTW (2024) UK companies push for greater in-office presence to drive engagement,
contradicting a leading benefit of remote-work https://www.wtwco.com/en-

gb/news/2024/12/uk-companies-push-for-greater-in-office-presence-to-drive-
engagement-contradicting-a-leading-benefit (Accessed 10 January 2024).

76


https://www.wtwco.com/en-gb/news/2024/12/uk-companies-push-for-greater-in-office-presence-to-drive-engagement-contradicting-a-leading-benefit
https://www.wtwco.com/en-gb/news/2024/12/uk-companies-push-for-greater-in-office-presence-to-drive-engagement-contradicting-a-leading-benefit
https://www.wtwco.com/en-gb/news/2024/12/uk-companies-push-for-greater-in-office-presence-to-drive-engagement-contradicting-a-leading-benefit

Appendices

Appendix 1 — Proposed Interview Questions

As proposed qualitative research and specifically phenomenology, the purpose of the interview is to gain insight into the participant's
experience and therefore questions need to be open. The purpose of gathering interview data is to be led by the participants and to be
open to the direction they take it in. However, | have proposed some interview questions to keep it focused.

Introductory Questions

1. Duration and Role
. How long have you been at your company, and what is your role?
2. Company Policy and Frequency
e  Whatis your company’s policy on remote-work, and how often do you work from home?

Themed Questions

3. Daily Experience

e Tell me about what a typical remote-workday looks like for you
4. Rewards and Challenges

e  What are the most rewarding and challenging aspects of remote-work?
5. Sense-of-belonging

e  What are your feelings about belonging and connectivity in your remote setup?
6. Communication and Tools

. How do you stay connected with colleagues while working remotely?
7. Building Relationships

e  What does your company do to foster team relationships?
8. Inclusion and Exclusion

e  Canyou share an experience of feeling included or excluded in your remote team?
e Any additional thoughts on your remote-work experience

9. Advice for Remote-workers

e What advice would you give to others navigating remote-work and how they can maintain a connectedness to
their team?

Concluding Question

10. Final Thoughts

e Any additional thoughts on your remote-work experience
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Appendix 2 — Contact email

Dear Whom, it May Concern,

| hope this message finds you well. My name is Erin Samson, and | am currently working on my dissertation as part of my
Social Science degree at University College Jersey. My research focuses on the impact of remote and hybrid-working,
particularly on how these practices, introduced during the COVID-19 pandemic, have affected employees' work
experience and productivity.

As your organisation has adopted remote and hybrid-working models, | would greatly appreciate the opportunity to gather
insights and experiences on how this transition has impacted individuals working in this way. Specifically, | would like to
explore how working from home has influenced employee sense-of-belonging and social connectiveness to the team.

Additionally, | would like to inquire if it would be possible to conduct interviews within your organisation to gain further
insights from your employees about their experiences with remote and hybrid-working.

Participants would be provided with a participant information sheet informing them of the research. They would be given
a consent form to confirm their voluntary participation. | have shared these for your consideration. The interview would
be recorded and transcribed through Microsoft Teams, and only my tutor and | will have access to the data, which will be
stored securely on a password-protected device. In addition, participants will be able to withdraw from the research if
they so wish. Personal information will not be associated with any of the responses nor the organisation as they will be
anonymised. The data will be handled in accordance with the Data Protection (Jersey) Law 2018 and will be kept for the
duration of the project only. At the end of the project, all data will be deleted. Your support in this regard would be
valuable to my research, and | would be grateful for the opportunity to collaborate.

The research proposal will have been through an ethical review with the Highlands College Research Ethics Committee
before any research commences.

Thank you for considering my request, and | look forward to your response.
Best regards,

Erin Samson - Es111596@hc.ac.je
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Appendix 3 — Participant information sheet

Participant information sheet

EXXZE
IIIJ
Highlands UNIVERSITY OF

~ PLYMOUTH

Connectivity and Belonging: Young Finance Professionals in a Remote-working in Jersey.

| am a student on the Social Science Degree, and | am completing a research project for my finalyear
dissertation.

You are invited to take part in a research study. Before deciding, it is important to understand the
purpose and what your participation will be. Please read the information carefully and feel free to
discuss it with others. If anything is unclear or you have questions, don't hesitate to ask for additional
information. Take your time to decide if you would like to participate.

Thank you for considering this opportunity.
What is the purpose of the study?

This research proposal explores how remote-work affects social-connectivity and the sense-of-
belonging among young adults in the finance industry in Jersey.

The COVID-19 pandemic has significantly accelerated the shift to remote-working, impacting
interpersonal dynamics and organisational culture. Since the pandemic, many workplaces moved
to aremote or hybrid model and many have not returned to fully office based since.

Young adults entering remote-friendly workplaces today often have prior experience with remote
learning during the pandemic and have never experienced a work model other than remote or
hybrid-working. This can raise questions about the impact not being immersed in a team daily has
on their sense-of-belonging and social-connectivity. While some may have adapted well,
Vacchiano, Fernandez, and Schmutz (2024) argue that many face challenges in maintaining social
connections and a sense-of-belonging. This suggests that the effects of remote-work on social
dynamics are varied. This study aims to provide a deeper understanding of these dynamics and the
implications for young professionals in the finance sector.

Why have | been chosen?

You have been selected because you are ayoung professional working in the finance sectorin Jersey.
In this study, your firsthand knowledge and experience associated with remote-work will be
invaluable. As a result of your participation, the effect of remote-working on social connections and
belonging will be better understood, and recommendations will be developed to enhance the
workplace experience for others who make similar choices.
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Do | have to take part?

Itis up to you to decide whether or not to take part. If you decide to participate, you will receive this
information sheet to keep and will be asked to sign a consent form. You are still free to withdraw from
the research at any time prior to the data being anonymised and combined with all participant
anonymised data, without giving a reason.

What will happen to me if | take part?

If you decide to participate, you will receive this information sheet to keep and will be asked to sign
a consent form. This will allow a researcher from University College Jersey BSc Social Sciences
course to contact you and invite you to an interview meeting. During this meeting, you will have the
opportunity to share and discuss your views and experiences related to the impact of remote-
working on social-connectivity and sense-of-belonging among young professionals in the finance
sector in Jersey. The meeting will last about an hour. With your permission, the session will be audio
recorded. Rest assured, no one will be distinguishable in the final report.

What are the possible disadvantages and risks of taking part?

There are no disadvantages or risks foreseen in taking part in the study. However, if any issues were
to arise thar caused you to be upset or distressed, these are the contact details of available support
services.

Services that can be offered:

- Adult mental health

- Community Navigators

- Jersey Talking Therapies (JTT)
- Mental Health Network

- Stress: the facts

- Home - Mind Jersey

- Home - My Voice

What are the possible benefits of taking part?

You may find it valuable to share and discuss your views and experiences with other students. By
partaking, you will be supporting to a deeper insight into the impact of remote-working on social-
connectivity and sense-of-belonging among young professionals in the finance sector. Your insights
will help inform strategies that can benefit others in the future.
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What if something goes wrong?

If you wish to complain or have any concerns about any aspect of the way you have been approached
or treated during this study, please contact:

Mr Ben Bennett,

Head of Higher Education,
University College Jersey,
Highlands College,

Email: ben.bennett@highlands.ac.uk

Will my taking part in the study be kept confidential?

All information which is collected about you during the research will be kept strictly confidential so
thatonly the researcher carrying out the research will have access to such information. Furthermore,
the material obtained will all be stored on a password-protected device to ensure information is kept
securely. Only me and my supervisor will have access to the data; all information will be anonymised
to ensure confidentiality and ethical principles are upheld.

What will happen to the results of the research study?

The results will be written up into a dissertation for academic assessment as part of my BSc (Hons)
Social Sciences degree. It is hoped that the findings may be used to recognise the challenges and
opportunities associated with remote-work. As a result of your involvement, the effect of remote-
working on social connections and belonging will be better understood, and recommendations will
be developed to enhance the workplace experience for others who make similar choices. Individuals
who participate will not be identified in any subsequent report, presentation or publication.

Who is organising and funding the research?

The research is sponsored by University College Jersey.

Who may | contact for further information?
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If you would like more information about the research before you decide whether you would be

willing to take part, please contact:

Erin Samson

ES111596@hc.ac.je

Thank you for your interest in this research.
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Appendix 4 — Participant consent form
Example consent form

Title of Project:

‘How does remote-working impact the social-connectivity and sense-of-belonging of the
young people in the finance sector in Jersey’

Name of Researcher:
Erin Samson

Please initial box

1. | confirm that | have read and understood the
participant information sheet, dated ............. ,
for the above study and have had the opportunity

to ask questions.

2. I understand that my participation is voluntary

and that | am free to withdraw at any time up to the data has been anonymised and
aggregated, without

giving any reason and without my care or legal rights

being affected. After data is anonymised and aggregated it would not be possible to
match data to an individual participant and therefore difficult to withdraw the data.

3. | understand that sections of my data might be used in writing
up the project for an academic course to be assessed. There may
be future publications from the work. | understand that any data
used will be anonymised and my name will not be connected with
it. | give permission for my data to be used.
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4. | agree to take partin the above study.

Name of Participant Date Sighature

Name of Person taking consent
Date Signature

(if different from researcher)

Researcher Erin Samson Date 16/12/2024 Signature
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Appendix 5 - Ethics review application

EEXE
:n:
Highlands UNIVERSITY OF

~ PLYMOUTH

Ethics Application form

THIS APPLICATION FORM IS FOR FULL ETHICAL REVIEW

As a student and representative of UCJ and Highlands College, we expect that you will conduct
yourself in a respectful and ethical manner at all times and to all beings. All research activities,
conducted by students and staff under the auspices of UCJ, are to comply with the Ethical Guidelines of
the UCJ Research Ethics Committee. You should have already completed the UCJ Research Ethics
Screening form and had your proposed research screened by the Ethics Review panel. This form is for
research requiring full UCJ Research Ethics committee approval.

At each stage of the form, you will be asked a series of questions. Read each question carefully and
answer by selecting the correct response or completing the text box.

Once completed please submit your form and it will be considered by a the UCJ Research Ethics
Committee who will respond to you within 2 weeks of the next Committee meeting. You will either gain
ethical approval, be asked to complete minor amendments or complete major amendments.

Please read the Highlands College UCJ Research Ethics Committee guidelines to assist you in the
completion of this form.

Research must NOT begin until approval has been received from the appropriate Research
Ethics Committee.

APPLICANT DETAILS

1 Name of Principal Erin Samson
Investigator
2 Highlands College e-mail ES111596@hc.ac.je
address of Principal
investigator

3 | Applicant type Student x Staffr

4 Course BA(Hons) Business and Management r
BA(Hons) Childhood Studies r
BSc(Hons) Construction Management r
BSc(Hons) Social Sciences X
BA(Hons) Social work r
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FdSc Psychology with Criminology r
HNC/D Sports r
HNC/D Computing r

Other: please
specify

Name of Supervisor

Dr Moyra Journeaux

PROJECT DETAILS

6

Research Project Title

‘How does remote-working impact the social-connectivity
and sense-of-belonging of the young people in the finance
sectorin Jersey’

Submission

First submission X
Amended submission r
Full re- submission r

Proposed start date

January 2024

Project Aim

Investigate the impact of remote-working on the social-
connectivity and sense-of-belonging of young people in the
finance sector in Jersey.

10

Project Objectives

1) To explore the impact of remote-working on social-
connectivity and sense-of-belonging in young adults.

2) To investigate the effects of remote-work on professional
relationship building.

3) To discover the perspective and its importance within
remote-work settings for young people in jersey.

4) To identify the effectiveness of company strategies
aimed at enhancing social-connectivity and sense-of-
belonging for remote-working.

11

Background to study using
literature to justify (max
200 words)

This research proposal explores how remote-work affects
social-connectivity and the sense-of-belonging among
young adults in the finance industry in Jersey.

The COVID-19 pandemic has significantly accelerated the
shift to remote-working, impacting interpersonal dynamics
and organizational culture. Lund et al. (2020) noted that the
pandemic forced many to work from home, pushing a
previously slow-moving workplace experiment into the
mainstream. Parker (2020) highlighted that this transition
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has led organizations to rethink their operational strategies
and office designs to enhance employee health and safety.

Young adults entering remote-friendly workplaces today
often have prior experience with remote learning, raising
questions about its impact on their sense-of-belonging and
social-connectivity (Hansen-Brown et al., 2022). While
some may have adapted well, Vacchiano, Fernandez, and
Schmutz (2024) argue that many still face challenges
maintaining social connections and a sense-of-belonging.
This suggests that the effects of remote-work on social
dynamics are varied and not universally positive.
Additionally, Alaa El-Sakran, Salman, and Ayman Alzaatreh
(2022) found that emergency remote teaching during
COVID-19 significantly affected students' academic
performance and stress levels, implying similar impacts in
remote-work environments.

This study aims to provide a deeper understanding of these
dynamics and their implications for young professionals in
the finance sector.

12 | Please state the methods For this study, a qualitative research methodology will be
you will be using to collect | employed to investigate the impact of remote-work on the
data social connection and sense-of-belonging among young

professionals in the finance industry in Jersey, as it allows
us to gain an in-depth understanding of the complex
phenomenon of individual's experiences and perceptions
(Creswell and Creswell, 2017) . Specifically, a
phenomenological approach will be employed, as it is
suitable for understanding individuals living experiences.
Phenomenology focuses on capturing the essence of
participants' experiences and interpreting their meanings.
Wojnar and Swanson, (2007) stated that phenomenology
seeks to understand how individuals perceive and
experience a phenomenon in their daily lives, making it an
ideal choice for this study.

13 | Please state all partners Finance Organisation
and institutions taking part
in this research
e.g. Headteachers name
and School

14 | Does your research involve Yes x
primary data collectionfrom | No r

human subjects ?

(if no go to question 16)
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15

Which groups of people does
your research involve?
(please tick all that apply)

Adults X
Children r

16

Does your research involve
analysis of data about
human subjects that is
already in the public domain

Yes r
No x
(if no go to question 18)

17

Has permission been
granted to use the data for
your specified purpose

Yes x

No r

Unsure

Permission will be granted to access the employees within the
finance company for the access of the participant.

18

Please detail how you will
ensure informed consent

To ensure informed consent during the interviews,
individuals will first receive a comprehensive information
sheet outlining the study's purpose, procedures, potential
risks, benefits, and their rights. | will then provide a verbal
summary, allowing time for questions and clarification.
Individuals will be asked to sign a consent form that
confirms their voluntary participation.

Data used solely for this purpose. Only my tutor and | will
have access to the data, stored securely on a password-
protected device.

All responses will be anonymised, and data will be handled
in line with the Data Protection (Jersey) Law 2018, retained
only for the project's duration, and securely deleted
afterward. Participants can withdraw at any time before
data is anonymised and combined with all participant
anonymised data, without giving a reason. They will be
asked for agreement to audio recording of the interview. |
will highlight that participation is completely voluntary, and
they can choose not to answer any questions they find
uncomfortable. After the interview, | will provide my
contact information for any follow-up questions or
concerns, reinforcing that they can withdraw their consent
at any point, even after the interview has concluded.
However, this will not be possible once the data is
anonymised and combined with all participant anonymised
data. This process ensures that participants are fully
informed and comfortable with their decision to participate
in the study.

19

Please detail how you will
ensure Openness and
Honesty in your research or
if your research involves

To guarantee openness and honesty in my research, | will
provide participants with clear and transparent information
about the study's purpose, procedures, and potential
impacts. Participants will receive an information sheet that
details what to expect, and | will verbally explain the study
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deception, please provide
justification

before taking consent. | will also answer questions and
provide honest answers to any queries they may have.

There is no deception planned within this research.

20 | Please detail how you will To ensure participants understand their right to withdraw, |
ensure participants will clearly state this right in both the information sheet and
understand they have the the consent form. During the verbal explanation, | will
Right to Withdraw highlight that they can withdraw from the study at any time

until the data being anonymised and combined with all the
participant anonymised data, without giving a reason. | will
explain that there will be no negative consequences or loss
of benefits. | will also remind them that they can choose
not to answer specific questions if they feel uncomfortable.
This clear communication will help participants feel secure
in their autonomy throughout the research process.
Participant can withdraw before their data is collected and
anonymised, after which removal becomes difficult. This
will be outlined in the participant information sheet, which
willinclude UCJ contact details.

21 Please state your DBS 001664254127
number

22 | Have yourresearch Yes r
participants been part of No x
any research this academic | | have not accessed these participants during this
year? academic year.

23 | Please give detail of any No payments are being made financial or any kind.
payments (both financial
and in kind) being made to
participants for
participation

24 | Please detail information A debriefing information form will be provided, and
being provided to participant will have the opportunity to have feedback on
participants regarding the research flndlngS
Debriefing Participants will be signposted to services available should

anything in the interviews cause distress.

25 | Please detail what Participants will be informed that the research will be

information is being given
to participants regarding
dissemination of your
research

written up for an academic assignment. They will be
informed that future and will have opportunity to have
access to the research and any publications on it.
This information will be included within the participant
information sheet.
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26 | Are anyrisk assessments Yes X
being undertaken for your As an individual researcher working alone, safety
research ? precautions will be taken, | will notify someone on

when/where | am and make contact when finished. While it
is important to ensure participant confidentiality and
therefore a quiet, non-public space for interviewing, | will
also be mindful of my safety as a lone researcher and the
safety of the participant. If participants are working
remotely from home, | will not go to their home to interview
them but will find a private space. | will use either a private
room available at the finance company or if preferred by
the participant, a room booked at Santander Work Cafe.

27 | Please declare any third- None
party interests or conflicts
of interest (if none please
state NONE)

28 | Please state how you Pseudonyms will be used instead of names, and they will
intend to ensure be coded to ensure confidentiality. Anonymised data will
confidentiality and include | be gathered and kept on password coded computer.
details of how you are going
to store data securely In compliance with GDPR regulations and the Data

Protection Jersey Law of 2018.

29 | Please give detail of any Highlands College Ethical Committee/ Ethical Standards.
professional bodies’ British Psychological Society (BPS) - Code of Ethics and
guidelines that are being Conduct.
followed

30 | Supporting documents Yes x
included No r

e Research proposal

e Participant information sheet

e Participant consentform

e Interview schedulable and Interview questions
e Permission to access participants

DECLARATION Name:

23/01/2024

Erin Samson

Date:

| certify that the information contained in this application is accurate. | have attempted to
identify the risks that may arise in conducting this research and acknowledge my obligations
and the rights of the participants. | confirm that the research will be conducted in line with all
University, legal and local ethical standards.
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Appendix 6 — UCJ Ethics Committee Letter of Approval

HIGHLANDS COLLEGE - UCJ RESEARCH ETHICS COMMITTEE

University im UNIVERSITY OF
College Jersey\/ PLYMOUTH

UCJ RESEARCH ETHICS COMMITTEE - LETTER OF APPROVAL
Project Number: HREC 2024/020

Project Title: How does remote-work impact the social-connectivity and
sense of team belonging of young people remote-working in the finance
industry in Jersey?

Principal Investigator: Erin Samson

Highlands College UCJ Ethics committee members gave ethical approval on the above research
on the basis of the research described in the application form and supporting documentation.
Subject to any conditions outlined below.

Conditions of Approval
Approval is subject to the following conditions being met:

e Management approval being obtained from each organisation
e Consent being obtained from all relevant parties

Itis the Principal Investigator’s responsibility to ensure that all involved with this project are aware
of the conditions of approval and which documents have been approved.

Approved documents

Documents reviewed and approved at the meeting were:

Number | Document Date

1 Ethics application form 14/1/25
2 Interview questions 14/1/25
3 Interview pre-amble 14/1/25
4 Consent form 14/1/25
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The Principal Researcher is required to notify the Chair of the Ethics Committee, via
amendment or progress report, of:

Any significant change to the project and the reason for that change, including an
indication of ethical implications (if any)

Serious adverse effects on participants and the action taken to address those effects
Any other unforeseen events or unexpected developments that merit notification

The inability of the Principal Researcher to continue in that role, or any other change in
research personnel involved in the project

A delay of more than 12 months in the commencement of the project
Termination or closure of the project.

Additionally, the Principal Researcher is required to submit:

A Progress Report on completion of the project

The HREC wishes you every success in your research

Dr Sue Le Masurier

Ethics Committee

Please quote HREC number and project title in all correspondence
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Appendix 7 - Coding, Generating and Reviewing the Themes

Participants Identified Themes -
Participant 1 Challenges
Wellbeing checks
Communication
Connectivity

Work Routine
Productivity
Rewards/Benefits
Social Interaction
Team Bonding/Belonging can be tough
Taking breaks
Creating boundaries
Manager check ins
Personal Experiences
Social events
Isolation

Participant 2 Wellbeing check
Challenges

Routine of work
Rewards and benefits
Belonging can be tough
Social events
Establishing Routine
Isolation

Taking Breaks
Creating Boundaries
Wifi Challenges
Managers check ins
Participant 3 Challenges
Wellbeing Checks
Communication
Connectivity

Work Routine
Productivity
Rewards/Benefits
Social Interaction
Team Bonding/Belonging
Taking Breaks
Creating Boundaries
Manager Check-ins
Personal Experiences
Isolation




Establishing Routine
Wifi Challenges
Wellbeing Check

Participant 4

Wellbeing Check
Challenges

Routine of Work
Rewards and Benefits
Belonging Can Be Tough
Social Events
Establishing Routine
Isolation

Taking Breaks
Creating Boundaries
Wifi Challenges
Managers Check-ins

Participant 5

Wellbeing Check
Challenges

Routine of Work
Rewards and Benefits
Belonging Can Be Tough
Social Events
Establishing Routine
Isolation

Taking Breaks
Creating Boundaries
Managers Check-ins

Participant 6

Challenges
Wellbeing Checks
Communication
Connectivity

Work Routine
Productivity
Rewards/Benefits
Social Interaction
Team Bonding/Belonging
Taking Breaks
Creating Boundaries
Manager Check-ins
Personal Experiences
Isolation

Establishing Routine
Wellbeing Check
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