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Executive Summary 

 

Background 

Poor mental health is a risk factor for a number of chronic physical conditions and may 

impact one’s ability to remain in the work force (1). Further, the workplace itself may pose a risk 

to mental health (2,3). The National Standard for Psychological Health and Safety has outlined 

risk factors for poor workplace mental health, including: psychological support; organizational 

culture; clear leadership and expectations; civility and respect; psychological job demands; 

growth and development; recognition and reward; involvement and influence; workload 

management; engagement; work-life balance; psychological protection from violence, bullying 

and harassment; protection of physical safety, and other chronic stressors (4). It is important to 

recognize that some of these risk factors may be more significant than others, depending on the 

work environment, and some may be more burdensome for employees who are working 

remotely from home (5–8).Working from a remote home office poses a number of challenges, 

including workplace isolation, increased job stress, decreased job satisfaction, and poor 

communication, to name a few (6,8). 

With remote work from home being on the rise, in combination with the large-scale 

adoption of working from home due to the Covid-19 pandemic, the need to better understand the 

impacts of remote work from home is significant. As evidence on the topic has grown, so too has 

the need for synthesis of available knowledge. A structured scoping review has not been 

completed in this area, resulting in lack of readily available information on the various effects of 

remote home-based workplace outcomes as they relate to mental well-being.  

Objectives 

General Objective: To synthesize the literature on remote work from home and mental well-

being that has been produced over the past 5 years. 

Primary Objective: To synthesize all existing knowledge on the relationship between remote 

work from home and mental well-being, in order to develop a conceptual model. 

Secondary Objective: To identify the various terms used to describe remote work in the 

literature, identify key characteristics of remote work that should be included in a common 

definition moving forward. 

Results 

A total of 2,311 research papers published between 2017 and 2022 were reviewed; 58 were 

eligible for in-depth analysis. The outcomes of remote work were categorized in a conceptual 

model, which included all the factors that may be associated with mental well-being. There was 

an international representation of countries where studies were conducted, including but not 

limited to UK, USA, Canada, Australia, India, and Japan. A number of constructs related to 

mental well-being were included: health, mental health, mental well-being, well-being, stress, 

strain, exhaustion, and loneliness, to name a few. The effects of remote work from as they relate 

to mental well-being appear to be both positive and negative: 21 studies reported both positive 
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and negative outcomes, 11 studies highlighted positive outcomes, while 17 discussed negative 

outcomes.  

Key messages 

Remote work from home has both positive and negative effects on mental well-being.  

Positive effects include: 

- Work-life and work-family balance is the most commonly reported favourable outcome 

of remote work from home.  

- Reduced stress and strain due to reduced work-life/work-family conflict, more job 

control, and the lack of a commute to work.  

- Opportunity for professional development, increased job satisfaction and less 

distractions.  

Negative effects include:  

- Poor sleep quality, anxiety, depression, and burnout. 

- Increased work-life/work-family conflict.   

- Increased experiences of stress and or strain; mental overload; time pressure, the lack of 

schedule and emotional exhaustion contribute to these experiences. 

- Increased loneliness & social isolation. 

Multiple terms are used in this field: Telecommuting, telework, remote work, distance work, and 

virtual office are different terms referring to the same concept. The most commonly used terms 

in the literature include telework, remote work, and work from home.  

- Remote work from home and telework from home may provide the most accurate 

description of those working from home, away from the central organization.  

 

Methodology (search methods, selection criteria, data collection and analysis) 

To achieve the study objectives, we conducted a scoping review, conducted in accordance with 

the Joanna Briggs Institute (JBI) methodology for scoping reviews (9), drawing upon the 

framework proposed by Arksey and O’Malley (10) with enhancements by Level, Colquhoun & 

O’Brien (11). Firstly, a search strategy consisting of three phases was conducted. The first phase 

included identifying relevant databases, completing a preliminary limited search while 

developing and finalizing a full list of key words and index terms. Phase two involved searching 

all identified databases. Phase three involved searching the references lists of all articles to 

identify new articles. During the screening and selection of all studies, the same inclusion and 

exclusion criteria were applied to all articles. The identified articles were then reviewed and 

analyzed in detail. 
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1. Background 

1.1. Overview 

 Poor mental health is a risk factor for a number of chronic physical conditions and 

may impact one’s ability to remain in the work force (1). Further, the workplace itself may pose 

a risk to mental health (2,3,4). The National Standard for Psychological Health and Safety has 

outlined risk factors for poor workplace mental health, including: psychological support; 

organizational culture; clear leadership and expectations; civility and respect; psychological job 

demands; growth and development; recognition and reward; involvement and influence; 

workload management; engagement; work-life balance; psychological protection from violence, 

bullying and harassment; protection of physical safety, and other chronic stressors (4). It is 

important to recognize that some of these risk factors may be more significant than others, 

depending on the work environment, and some may be more burdensome for employees who are 

working remotely from home (5–8).Working from a remote home office poses a number of 

challenges, including workplace isolation, increased job stress, decreased job satisfaction, and 

poor communication, to name a few (6,8). 

The relationship between remote work and mental health is particularly concerning today, 

as the Covid-19 pandemic changed the world of work for millions of Canadians. The pandemic 

had a profound effect on labour market activities, health and social activities of Canadians (12). 

In March 2020, 4.7 million Canadians who did not usually work from home, were ordered to do 

so (12). As of September 2020, 4.2 million Canadians continue to adapt to Covid-19 by working 

remotely (13) and as of September 2022, 16.3% of Canadian workers report that they exclusively 

work from home (14).  Prior to Covid-19, working from home had been a growing trend in the 

work environment (15–17) with approximately 1.9 million Canadians already working from 

home (13). 

 With virtual work from home being on the rise, in combination with the large-scale 

adoption of working from home due to the present-day pandemic, the need to better understand 

the impacts of virtual work from home has become significant. The body of evidence on the 

implications of working from a virtual home office has grown and so too has the need for 

synthesis of the available knowledge. A mixed-methods systematic review of the literature 

examining the association between virtual work from home and mental health was recently 

completed by the research team (18). It was determined that conclusions regarding the outcomes 

of remote work as it relates to mental health cannot be made: there is inconsistent use of 

terminology (e.g., virtual work, remote work), the literature is primarily cross sectional (cannot 

infer causation), largely secondary data analysis (missing key variables related to participants 

and workplaces), and findings are conflicting.  

1.2 Literature Review 

The literature to date suggests that virtual workers may experience poor mental well-

being for a number of reasons, including increased job stress (19–22) decreased job satisfaction 

(7,23), work-life balance challenges (8) and workplace isolation (17,24,25,25). Workplace 

isolation is particularly significant to the mental well-being of virtual workers at it leads to 

feelings of loneliness, exclusion and boredom, manifesting when a worker feels separated from 

co-workers, and the needs for casual interactions, friendship, and camaraderie are not met (17). 

From a social perspective, these employees experience less social capital, missing out on the 

social interaction of informal chats, spontaneous discussions, and ‘casual meetings around the 
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water cooler’ (24–26). Social capital impacts our sense of belonging, proactivity, feelings of trust 

and safety, participation and more (27). Higher social capital typically results in more access to 

the resources we need to feel supported, be productive and to have better flow in our work lives 

(27). Social capital is a strong predictor for work performance and employee health (28–31). 

Working from home is also associated with positive outcomes, including improved job 

satisfaction (32), and improved work-life balance (33). However, due to the narrow scope of the 

research question asked in our systematic review, the findings were limited, Further, we found  a 

paucity of literature with conflicting evidence. A broad synthesis of the existing knowledge is 

required in order to better understand the concept of virtual work as it relates to mental well-

being.   

Although there are several studies exploring the implications of working remotely from a 

central organization, a structured scoping review has not been completed in this area. Further, a 

review focused on conceptualizing the effects of virtual work outcomes on mental well-being is 

not readily available. Our previous systematic review resulted in limited inclusion of studies 

given the proposed inclusion/exclusion criteria; therefore, a broader approach to capture all the 

available evidence, such as in a scoping review, is required. As a result, the proposed study aims 

to identify, and summarize the findings of all relevant individual quantitative and qualitative 

studies related to this topic. The overall goal of this study is to make the available evidence more 

accessible and to develop a conceptual model illustrating the relationships between virtual work 

outcomes and mental well-being. We proposed a broad-based scoping review of both the 

quantitative and qualitative literature on virtual work outcomes and mental well-being, with the 

general aim of synthesizing the literature produced over the past 5 years.  

2. Objectives 

General Objective: To synthesize the literature on remote work from home and mental well-

being that has been produced over the past 5 years. 

Primary Objective: To synthesize all existing knowledge on the relationship between remote 

work from home and mental well-being, in order to develop a conceptual model. 

Secondary Objective: To identify the various terms used to describe remote work in the 

literature, identify key characteristics of remote work that should be included in a common 

definition moving forward. 

3. Methodology  

 The research question(s) aim to gain a broad understanding of the existing knowledge 

over the past five years. Therefore, we conducted a scoping review, to be conducted in 

accordance with the Joanna Briggs Institute (JBI) methodology for scoping reviews (9).  A 

scoping review, historically also known as a “mapping review” is the ideal approach for this 

body of knowledge as we currently lack a clear understanding of the key concepts underpinning 

this particular field of research. A preliminary search was conducted and no scoping reviews on 

this topic were identified.    

The framework proposed by Arksey and O’Malley has been influential in the conduct of scoping 

reviews for some time (10). Their framework has been further enhanced by the work of Levac, 

Colquhoun and O’Brien (11), summarised in Figure 1. Levac and colleagues provide more 

explicit detail regarding what occurs at each stage of the review process and this enhancement 
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increases both the clarity and rigor of the review process (11). Both of these frameworks have 

been drawn on in the development of the JBI approach to the conduct of scoping reviews which 

guides our review. 

Figure 1. Scoping Review Framework including enhancements (10,11). 

 

As with all JBI systematic reviews, an a-priori protocol was developed before undertaking this 

scoping review. A scoping review protocol is important as it pre-defines the objectives and 

methods of the scoping review. It is a systematic approach to the conduct and reporting of the 

review and allows for transparency of the process (9). The objectives, inclusion criteria and 

methods for this scoping review were specified in advance and documented in the protocol for 

this study.  

Similar to primary research, methodology and reporting standards have been developed for 

systematic reviews: The PRISMA-Scr statement or Preferring Reporting Items for Scoping 

Reviews provides a checklist for authors on how to report a scoping review (9,34).  The 

PRISMA-Scr checklist for this scoping review can be found in Appendix A.  

3.1 Inclusion Criteria 

This scoping review has a broad scope with correspondingly less restrictive inclusion criteria 

than our previous work (18). The following inclusion/exclusion criteria contribute to the 

replicability of the review: the eligibility criteria were developed according to the PCC 

(Population, Concept and Context) elements of scoping review inclusion criteria (9) summarized 

in Table 3.1 and described in detail below.  
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Table 1. Logic Grid: PCC elements of the research question. 

Population Concept Context 

Employees working 

remotely from home 

Core concept: Virtual home office 

Outcome concepts: Mental Well-

being 

cultural factors, geographic 

location, 

sociodemographic factors, 

gender, pandemic factors 

 

Population - Works included in the review will have participants who are working virtually from 

home (Population).  Full-time or part-time work has been included and all types of employment 

were considered, as long as the employee worked remotely from home. 

Concept - The core concept is virtual work from home; therefore, any sources that did not 

contain this concept (and all related key terms) were excluded from the review. Mental well-

being is also a component of this scoping review’s concept. Therefore, outcomes that were 

previously identified in the literature as being related to mental well-being in remote workers 

were also included.    

Context - The “context” element of this scoping review considered cultural factors, geographic 

location, sociodemographic factors, and gender, during data collection stage of the study. Given 

the limited literature in this area, there were no particular contextual factors that would result in 

exclusion, however, studies that were particularly focused on working from home during Covid-

19 were carefully considered.    

Type of sources -This scoping review considered both experimental and quasi-experimental 

study designs including randomized controlled trials, non-randomized controlled trials, before 

and after studies and interrupted time-series studies. In addition, analytical observational studies 

including prospective and retrospective cohort studies, case-control studies and analytical cross-

sectional studies were considered for inclusion. Qualitative studies have also been considered 

that focus on qualitative data including, but not limited to, designs such as phenomenology, 

grounded theory, ethnography, qualitative description, action research and feminist research.  

Finally, systematic reviews that meet the inclusion criteria were also be considered, depending 

on the research question.  

Exclusion Criteria- Articles that were not in English were excluded. Finally, we excluded all 

articles prior to 2017: technology and virtual work has significantly evolved over the past five 

years, particularly due to the rapid adaptation to working from home during the 2020 Covid 19 

pandemic and beyond. It is important that we present findings that are relevant to the present-day 

work from home landscape. 

 

3.2 Search strategy 

The search strategy for a scoping review aims to be comprehensive in order to identify both 

published and unpublished (grey literature) primary studies as well as reviews (9). As 

recommended in all JBI reviews, a three-step search strategy is used. The three Step approach is 

summarized in Figure 2 below and described in detail in the sections to follow.   

 

 



Polson, Kristman & Martin 

11 
 

Figure 2. Three stage search strategy for Scoping Reviews 

 

Step 1: An initial limited search of two online databases was undertaken to identify articles on 

the topic. The text words contained in the titles and abstracts of relevant articles, and the index 

terms used to describe the articles were used to develop a full search strategy for the remaining 

databases. The search strategy, including all identified keywords and index terms, were adapted 

for each included database. The reference list of all included sources of evidence were screened 

for additional studies.  

Initially, the reviewer identified relevant databases by using Ovid, seeking the guidance of an 

institutional librarian, and testing the various search terms identified in the initial logic grid for 

each research question. Six databases with the highest number of results were identified and used 

for the review. Initial key words of the primary concept included virtual work OR telework OR 

remote work OR electronic work OR electronic home work OR satellite work OR mobile work 

AND mental health OR mental illness OR mental well-being OR psychological health OR 

psychological well-being OR social well-being OR emotional well-being OR well-being. This 

initial search was expanded to include secondary concepts of interest that related to mental well-

being. Each intermediate outcome identified in our literature search, with the following key 

words: “workplace isolation” “job stress”; “job satisfaction”; “social relationships”; “supervisor 

satisfaction”; and “negative communication”. The literature reports several keywords that are 

associated with mental well-being in remote workers: workplace isolation, job stress and 

negative communication. These were included in our search and are detailed in the finalized 

logic grid, which resulted in no changes to our initial grid presented in Table 1. The search was 

completed for all databases, combining all identified terms.  

Stage 2: Stage 2 included performing the search in the six identified databases in stage one. 

Using the full list of keywords and index terms developed in Stage one, the search was 

completed across all selected citation databases identified. The structure of the search strategy 

remained the same regardless of the search platform used to search. Once the search was 

complete, results were exported to systematic review software, Covidence (35). This program 

was used for organizing the search results, removing duplicate citations, and selecting studies.   
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Stage 3: The final stage of our search strategy involved searching reference lists of review papers 

of peer reviewed academic literature not already identified in stages 1 and 2. It is worth 

mentioning that five review studies were screened for additional references (36–40), of which 32 

articles were added to the review, however the review papers themselves were excluded from the 

final sample as results contained data prior to 2017. 

3.3 Study Selection  

As outlined in the PRISMA-Sc diagram in Figure 1, retrieved articles (N=2413) were collated 

and uploaded into Covidence (screening, selection, and extraction data management software) 

(35) and Zotero (citation management system) (41)  and duplicates removed. Following a pilot 

test, titles and abstracts were screened utilizing two independent reviewers to minimize reporting 

bias. Once the first screening was complete, full texts of potentially relevant articles (N= 220) 

were retrieved, and inclusion and exclusion criteria were again reapplied. The articles that did 

not meet the inclusion criteria were excluded. Finally, a total number of 64 studies were set as 

eligible to be included.  The results of the search and the study inclusion process are reported in 

full in the final scoping review and presented in the PRISMA extension for scoping review 

(PRISMA-ScR) flow diagram, Figure 3.  The PRISMA-ScR checklist was also completed and 

found in Appendix A.  

 

Figure 3: PRISMA Results Diagram 
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3.4 Data Extraction  

Data was extracted from papers included in the scoping review and charted using a pre-defined 

data extraction tool developed by the reviewers during the protocol stage of the review. The data 

extracted includes specific details about the participants, concept, context, study methods and 

key findings relevant to the review question/s. The data extraction tool was neither modified nor 

revised during the process of extracting data from each included evidence source.  

4. Data Analysis Results & Synthesis 

 Evidence was analyzed and organized to produce a narrative summary of the findings 

from the existing knowledge. The results presented below are a narrative synthesis of all 

included studies. The final sample is made up of 58 studies. There was an international 

representation of countries where studies were conducted, including but not limited to UK, USA, 

Canada, Australia, India and Japan. A number of constructs related to mental well-being were 

included in this review. Table 2 summaries the number of included studies that discuss these 

outcomes noting that many studies include multiple constructs and outcomes.  

The majority of studies (N=25) explored the effects of remote work from home on mental health 

(including related concepts).  Mental well-being, well-being and related concepts formed the 

next largest outcome concept included in this review, with 23 studies.  

The outcomes of remote work from home as they relate to mental well-being appear to be both 

positive and negative: 21 studies report both positive and negative outcomes, 11 studies highlight 

positive outcomes while 17 discuss negative outcomes. Key findings, organized by positive and 

negative outcomes of remote work from home as they relate to mental well-being, are 

summarized below in Table 3. 

Table 2: Summary of Mental Well-being constructs captured in synthesis 

health, mental health, mental issues, anxiety, burnout, depression, psychosomatic 

health, psychological indicators, psychological distress 

N=25 

well-being, emotional well-being, psychological well-being, subjective well-

being, mental well-being, psychosocial well-being 

N= 23 

strain, Stress, Occupational Stress, Job stress, work stress, stress related 

symptoms, psychological demands 

N=22 

exhaustion, emotional exhaustion N=8 

loneliness, psychosocial safety N=2 
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Table 3. Summary of Outcomes of Virtual Work  

Author/Year/Location 

 

Study 

type/design/methods 

Core 

Concept 

Terminology 

Outcome 

Concept 

Key Findings 

( +ve/-ve relationship with outcome concept) 

Contextual 

Considerations 

1. Gazdecka & Sadlowska-

Wrzesinskaska  (2021); 

Poland.  

Quantitative; 

Cross-sectional 
 

Telework Psychosocial 

safety 

-ve: Work-home balance; working outside designated 

hours; time pressure, professional communication, stress, 
technical supplies. 

+ve: sense of independence  

Covid 19 

2. Lange & Kayser (2022); 

Germany 

 

Quantitative; 
cross-sectional 

 

Home-based 
remote work 

anxiety +ve: self-efficacy as a personal resource to buffer work 
family conflict while promoting overall health 

Covid 19 

3 . Wohrmann & Ebner 

(2021); Germany.  

 

Quantitative;  
cross-sectional 

 

Telework Psychosomatic 
health complaints  

 -ve: time control/pressure, boundaryless hours, 
relationships with co-workers; interruptions 

 

Covid 19 
 

4. Miron et al. (2021); 

Romania 

Quantitative;  

cross-sectional 

 

Telework Emotional 

wellbeing; 

exhaustion 

+ve: professional development and competencies job 

satisfaction, work-life balance, organizational climate  

-ve: emotional well-being, commitment, autonomy and 
well-being 

Covid 19 

 

5. Perry, Rubino & Hunter 

(2018); USA 

Quantitative; 
Longitudinal  

Remote work Strain, stress +ve: high emotional stability & autonomy protects from 
strain 

 

6. Franken et al. (2021); 

Australia 

 

Qualitative 

 

Remote work 

 

Well-being 

 

+ve better work-life balance; financial benefits; less 

distractions,  
-ve increased stress due to work-life conflicts; stress 

from sharing workspace with family 

Covid 19 

7. Carvalho et al, (2021); 

Portugal 

Quantitative;  
cross-sectional 

Telework Burnout 
Well-being 

+ve segmentation of work (maintaining work life 
boundaries) improves well-being, reduces burnout and 

promotes flourishing 

-ve work family conflict 
 

Covid 19 
Gender differences: 

Females have higher 

demands and more 
difficulties  

8. Wang et al., (2020); China Mixed-Methods Remote Work Emotional 

exhaustion 
Well-being 

+ve social support at work, job autonomy improves well-

being 
-ve workload monitoring, procrastination, loneliness 

predicts emotional exhaustion 

Covid 19 

9. Parent-Lamarche & 

Boulet (2021); Canada 

Quantitative;  
cross-sectional 

Telework Well-being +ve improved well-being 
-ve work-life imbalances, increased workload, marital 

tension associated with lower levels of well-being 

Covid 19 
Income – higher income 

was associated with higher 

levels of well-being 
Teleworking in public 

sector increase employee 

well-being 
10. Prasad et al. (2020); 

India. 

Quantitative;  

cross-sectional 

Remote Work Psychological 

well-being 

Occupational 
Stress 

+ve reduced commute, more job control  

-ve workplace isolation, family disturbance, peer 

absence, working too much or not enough, role 
ambiguity, organization climate, and job satisfaction  

Covid 19 

No Gender or age 

differences  

11. Giménez-Nadal, Molina 

& Velilla (2019); USA 

Quantitative;  

cross-sectional 

Telework 

 

Well-being +ve reduced stress, tiredness, sadness  

 

Gender differences: Male 

teleworkers improved 
outcomes; females showed 

no differences  
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12. Afonso, Fonseca, Teodoro 

(2021); Portugal 

Quantitative;  
cross-sectional 

Telework Mental health 
Anxiety 

Depression 

-ve poor sleep quality, high levels of anxiety and 
depression 

Covid 19 

13. Niu et al. (2021); Japan. Quantitative;  

cross-sectional 

Telework Mental Health 

Anxiety 
Depression 

-ve those who telework for a long period show more 

severe anxiety and depression compared with those who 
worked for a short period; work-family conflict 

Covid 19 

Married people are more 
likely to work remotely and 

that sex has no effect on 

the choice of telework. 
14. Molino et al. (2020); Italy Quantitative;  

cross-sectional 

Remote work Well-being 

Stress 

-ve workload, technostress, work-family conflict increase 

stress in remote workers  

Covid 19 

15. Ferreira et al. (2021); 

Portugal 

Qualitative Remote Work Health 

Burnout 

Stress 

+ve flexibility promotes work-life balance 

-ve communication, technical problems & management 

issues increase stress 

Covid 19 

16. Donati et al (2021); Italy Quantitative;  
cross-sectional 

Remote work Well-being +ve well-being may be positively associated with 
supportive social interactions with co-workers 

Covid 19 
Employees from larger 

companies experience 

better outcomes 
17. Medina et al. (2020); 

Ecuador. 

Quantitative;  

cross-sectional 

Telework Burnout Telework overload did not have an effect on work-family 

conflict and burnout 

Covid 19 

18. Stankevia & 

Kunskaja(2021); Lithuania 

Quantitative;  
cross-sectional 

Working 
Remotely 

Well-being & 
work-family 

balance 

+ve improved work-life balance & well-being due to 
manager support, co-worker support; job autonomy and 

job control contribute to well-being 

-ve work and family demands increased work-family 
balance challenges 

Covid 19 

19. Garcia-Gonzalez et al. 

(2020); Spain 

Mixed Methods Online Work 

Telecommuti
ng 

Stress -ve mental overload, time pressure, the lack of a 

schedule, and emotional exhaustion 

Covid 19 

Female experiences 
working remotely 

20. Slavkokoa et al.,  (2021); 

Serbia 

Quantitative;  

cross-sectional 

Remote Work Loneliness 

Burnout 

-ve  home-work imbalance and loneliness in remote 

workers were significant predictors of job performance 
and work engagement; social support may improve these 

outcomes 

Covid 19 

21: Filardi et al., (2020); 

Brazil 

Mixed-Methods Teleworkers Psychological 
Indicators 

+ve better concentration, work-family balance, greater 
productivity and flexibility, reduced stress, commuting 

time; less exposure to violence 

-ve lack of communication and connection 

with the company, psychological problems, lack of 

infrastructure and control, social isolation 

 

22. Bhumika (2020); India Quantitative;  
cross-sectional 

Working 
from home 

telework 

Emotional 
exhaustion 

-ve work interference with personal life results in 
emotional exhaustion; participative leadership can reduce 

work interference with personal life.  

Covid 19 
Gender - in comparison to 

men, women felt more 

emotional exhaustion due 
to personal life interference 

in work during work from 

home period 
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23. Sandoval-Reyes,Idrovo-

Carlier & Duque-Oliva 

(2020) Latin America 

Quantitative;  
cross-sectional 

Remote Work Work Stress -ve increased perceived stress; reduced work-life balance Covid 19 
Gender- perceived stress 

affects men’s productivity 

more acutely than women’s 
productivity. 

24. Juchnowicz & Kinowska  

(2021) Poland. 

Quantitative;  
cross-sectional 

Remote Work Well-being -ve decreased well-being due to reduced workplace 
relationships and work-life balance 

Covid 19 

25. Adamovic, Mladen 

(2022), Poland 

Quantitative;  

cross-sectional 

Telework Job Stress +ve telework reduces job stress when 

employees do not believe that teleworking will lead to 

social isolation 

 

Covid 19 

Cultural attitudes towards 

telework may predict well-

being outcomes.  

26. Becker et al  (2020); USA Quantitative;  
cross-sectional 

Remote Work Well-being +ve greater perceptions of job control are beneficial 
emotional exhaustion and work-life balance 

Covid 19 

27. Wiitavaara et al. (2019); 

Sweden. 

Quantitative; 
cross-sectional  

Telework Relaxation +ve more relaxation during telework when compared to 
office work  

 

28. Niebuhr et al.  (2022) 

Germany 

Quantitative;  

Cross-sectional 

Working 

from home 
telework 

Stress related 

symptoms 

-ve increased work from home was associated with more 

stress-related symptoms and negative job satisfaction 

Covid 19 

29. Pataki-Bitta et al (2022); 

Spain 

Quantitative;  

Cross-sectional 

Telework Well-being -ve teleworking during the pandemic increased 

irritability and tension for all teleworkers, but the stress 

levels and the overall subjective well-being were only 
affected in the case of those who raised small children 

Covid 19 

30.Song & Gao (2019). USA Quantitative;  

Cross-sectional 

Telework Stress 

Subjective well-
being 

-ve increase stress; reduced subjective well-being Gender differences 

between males and female 
with and without children  

31. Windeler et al.  (2017); 

USA 

Mixed-Methods Telework Exhaustion +ve telework can assist in balancing work exhaustion 

that may be caused by workplace social interaction 

 

32. Heiden et al (2021); 

Sweden 

Quantitative;  

Cross-sectional 

Telework Stress -ve stress may be higher in those that telework several 

times per week than those who telework less than once 

per month 

 

33. Ghislieri et al., (2021); 

Italy 

Quantitative;  
Cross-sectional 

Remote Work Emotional 
Exhaustion 

+ve reduced work family conflict 
-ve increased workaholism; increased emotional 

exhaustion; increased work family conflict 

Covid 19 
Gender – women report 

lower recovery and higher 

workload, and higher work 
family conflict than men 

34. Raisiene et al  (2021); 

Lithuania 

Quantitative;  

Cross-sectional 

Telework Attitude +ve younger generations have more positive attitudes 

towards telework 
-ve older generations have negative attitudes; millennial 

men concerned about recognition by employer  

Age – employees’ attitude 

towards telecommuting is 
age-related 
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35. Petcu et al, (2021); 

Romania 

Quantitative;  
Cross-sectional 

Telework Emotional 
Exhaustion 

-ve increased emotional exhaustion; constant access to 
work; lack of relationships and mentoring  

Covid 19 
Age – older generations 

appreciate telework less 

Women teleworkers- lower 
job satisfaction than men 

 

36. Oakman et al.,  (2020); 

Australia 

Quantitative;  
Cross-sectional 

Work from 
Home 

Mental Health -ve Stress, increased work family conflict, decreased 
recognition for work, concerns about job security 

Covid 19 
Gender- men report 

increased levels of work 

family conflict, lower 
levels of recognition; 

Women report increased 

stress and increased job 

security concerns.  

37. Gillet et al., (2021) USA Quantitative;  

Cross-sectional 

Remote Work Professional well-

being 

+ve improves the negative effects of work centrality 

(employees’ beliefs regarding the importance of work in 
their own identify)on family satisfaction and personal 

well-being 

-ve telework limits the positive effects of work centrality 
on work engagement and professional well-being 

Covid 19 

38. Chafi et al.,  (2021) 

Sweden 

Qualitative Remote Work  +ve increased flexibility, autonomy, work life-balance 

and performance 
-ve lost comradery and isolation 

Covid 19 

39. Chu et al.,  (2022); China Quantitative;  

Cross-sectional 

Remote Work Stress +ve improved work-life balance  

-ve increased stress promotes non-work-related activities 
but no change to productivity 

Covid 19 

40. Shamsi, et al.,  (2021); 

Norway 

Quantitative;  

Cross-sectional 

Remote Work Well-being; 

mental load 

+ve technology acceptance improves perceived 

usefulness and mental load and ultimately well-being 

Covid 19 

41. Mihalca et al., (2021); 

Romania 

Quantitative;  
Cross-sectional 

Remote Work Well-being 
Emotional 

exhaustion 

Burnout 

-ve work overload linked to burnout and emotional 
exhaustion;  

Covid 19 

42. Darouei & Pluut (2021); 

Netherlands 

Quantitative;  

Cross-sectional 

Remote Work Well-being 

Exhaustion 

+ve less time pressure, lower levels of work-family 

conflict, improve exhaustion levels 

 

43. Perelman et al., (2021); 

Portugal 

Quantitative;  

Cross-sectional 

Working at 

home 

Mental Health  Working at home was not associated mental health 

deterioration  

Covid 19 

44. Otsuka et al.,  (2021); 

Japan 

Quantitative;  
Cross-sectional 

Telecommuti
ng 

Psychological 
distress 

The association between telecommuting and 
psychological distress differs depending on 

telecommuting preference 

Covid 19 

45. Martin (2022); 

Luxembourg 

Quantitative;  

Cross-sectional 

Home office Job stress -ve Use of digital tools may generate too much 

information flow and increased stress 

Covid 19 
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46. Magnavita et al., (2021); 

Italy 

Quantitative;  
Cross-sectional 

Telecommuti
ng 

Well-being 
Stress 

Mental issues 

-ve intrusive leadership style can result in occupational 
stress, low happiness, and common mental issues 

(anxiety and depression); demand for after-hours work 

performance associated with increased stress 

 

47. Russo et al.,  (2021); 

Denmark 

Quantitative- 

Longitudinal 

Remote Work Well-being +ve improved well-being over time; saving of time 

otherwise allocated to daily commuting, a higher degree 

of flexibility 

Covid 19 

48. Kitagawa et al.,  (2021); 

Japan 

Quantitative;  
Cross-sectional 

Work from 
Home (WFH) 

Mental Health +ve mental health of workers who work from home is 
better than that of workers who are unable to work from 

home 

Covid 19 

49. Fukumura et al.,  (2021); 

USA 

Quantitative;  

Cross-sectional 

Work from 

Home (WFH) 

Well-being -ve participation in both work and home roles, work 

performance, and well-being 

Covid 19 

50.  Shimura et al.,  (2021); 

Japan 

Quantitative;  

Cross-sectional 

Remote Work Psychological 

Stress 

+ve reduced psychological stress response Covid 19 

51. Pordelan et al., (2022) 

Iran 

Mixed-Methods Telework Stress +ve less stress having to commute to a workplace 

-ve role conflict, lack of face-to-face interaction 

Covid 19 

Gender – Mothers working 

in Iran experience less 
stress 

52. Azentadkj (2021); Turkey Quantitative;  

Cross-sectional 

Remote Work Depression 

Anxiety 
Stress 

-ve prevalence of depression, anxiety, and stress was 

17.9%, 19.6%, and 19.6%; workplace loneliness, low 
levels of control over working hours  

Covid 19 

Gender – being female was 
a predictor of anxiety and 

stress; increased in both 

housework and working 
hours compared to men 

53. Xiao et al., (2021); USA Quantitative;  
Cross-sectional 

Work from 
Home (WFH) 

Mental Well-
being 

-ve Decreased mental well-being associated with 
physical exercise, food intake, communication with 

coworkers, children at home, distractions while working, 

adjusted work hours, workstation set-up and satisfaction 
with workspace indoor environmental factors. 

Covid 19 

54. Wang, Bin et al. 

(2021) ;China 

Mixed-Methods Remote Work Well-being -ve work-home interference, ineffective communication, 

procrastination, and loneliness 

Covid 19 

55. Camacho & Barrios 

(2022); Columbia 

Quantitative;  

Cross-sectional & 

longitudinal 

Telework Strain -ve work-home conflict and work overload generate 

strain 

Covid 19 

56. Yang et al., (2022); 

Pakistan 

Quantitative;  
Cross-sectional 

Remote Work Mental well-being -ve work-home interference has a significant negative 
impact on employee mental well-being 

 

 

Covid 19 

57. Moretti et al. (2020); Italy Quantitative;  

Cross-sectional 

Home 

working 

Mental health +ve less stress 

-ve home environment increases risk for mental health 

problems  

Covid 19 
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58. Biron et al., (2021); 

Canada 

Quantitative;  
Cross-sectional & 

longitudinal 

Telework Psychological 
demands 

-ve increased psychological demands over time Covid 19 
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4.1 Synthesis of Findings: Primary Objective  
 

The primary objective of this review was to synthesise all existing knowledge in order to develop 

a conceptual model, to illustrate the connection between remote work from home, and mental 

well-being. Our analysis found that remote work from home has both positive and negative 

effects on mental well-being. This is not surprising given that most of the studies were cross-

sectional designs, which are unable to discern causal effects.  

 

4.1.1 Positive effects on mental well-being while working remotely from home 
 

A large body of literature suggests that mental well-being, well-being, and mental health, 

including, burnout, is positively influenced by working remotely from home (42–55,55,55–65).   

 

Work-life/Work-family balance- Improved work-life and work-family balance is the most 

commonly reported factor associated with improved mental-well-being in the literature (44,44–

46,51,59,66–72)  The frequency of remote work significantly impacts work-family balance (73), 

with a pre-pandemic meta-analysis showing that remote work is positively associated with job 

satisfaction and productivity and negatively associated with work-family conflict. Yet, there are 

conflicting results in other studies showing no association between work-family conflict or 

burnout (74). 

 

Stress/Strain-  Reduced stress and or strain was positively associated with remote work in some 

studies, suggesting an improvement in mental well-being (47,54,64,71,75–80) with one 

particular study noting more relaxation during telework when compared to office work (81). 

Reducing the need to commute to a job (54,80,82) and more job control (54) is associated with a 

reduced stress in remote workers. Reductions in work-family conflict was noted as a factor 

associated with reduced stress levels (68,71,72,77). Working remotely was also associated with 

reduced exhaustion levels that may be caused by to high levels of workplace social interaction 

(83) less time pressure (72), and overall an increase in autonomy and control over ones work 

(78). Shimura and colleagues noted reduced psychological and physical stress responses in 

remote workers (79).   

 

Additional positive outcomes of remote work from home associated with improved mental well-

being included opportunity for professional development (51), increased job satisfaction (51) and 

less distractions (45).  

 

4.1.2. Negative effects on mental well-being while working remotely from home  
 

As with the positive effects of remote work from home, the literature also presents a large body 

of evidence indicating that mental well-being, well-being, and mental health are negatively 

associated with working remotely (45,46,48,49,51–55,58–60,60,66,67,70,71,77,78,80,84–103).  

 

Mental Health- Some studies found a negative association with working from home an mental 

health, including poor sleep quality, and high levels of anxiety and depression (49,87,99). 

Remote workers report feelings of sadness, with those who work remotely for longer periods 

showing more severe anxiety and depression compared with those who worked for a short period 
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(89). Burnout was reported in the literature on more than one occasion (55,66,90), with work 

life/work-family balance challenges being the primary contributing factor.  

 

Overall, the home environment can increase the risk for poor mental health outcomes (64) and 

the relationship between remote work and psychological distress may be enhanced when the 

employee would prefer to work from within the organization (96). In one study, organizational 

support and reducing demands for after-hours work were associated with improved anxiety and 

depression (49).  

 

Work-life/Work-family balance- A number of studies indicated a negative association between 

work from home work-family/work life balance (45,48,54,55,59,60,65,68,85,90–92,95,98,102). 

Overall well-being in remote workers may be improved with supportive social interactions with 

co-workers (44). A participative leadership style may help reduce work interferences with 

personal life and improve work-family and work-life conflicts (91) and family supportive 

supervisor behaviours (FSSB) can improve work-family relationship and well-being (43). A 

sense of independence, autonomy and control over ones job has been found to improve work-

life/work-family balance challenges, improving mental well-being outcomes 

(42,54,59,70,78,88,94). Self-efficacy can buffer work-family conflict and promote overall health 

in remote workers (61). Organizational climate, job characteristics, social support, participation 

in decision making, professional development opportunities, supervisor and co-worker support, 

and job satisfaction have also been found to improve wellbeing in remote workers (51,59,88) 

 

Stress/Strain- Heiden and colleagues suggest that increased stress may be associated with 

working remotely several times per week when compared to those who telework less than once 

per month (93). Increased experiences of stress and or strain was reported in remote workers 

(47,52,58,83,92,93,104). Mental and work overload (65,101,103), time pressure (85,86), lack of 

a schedule or structure (78,105) and work-life balance challenges are associated with increased 

stress. Poor communication with co-workers (60,66,67,100), technical problems and 

management issues also increase stress in remote workers (66). Stress during the pandemic 

increased irritability and tension for all remote workers, however, one study noted that in the 

case of stress levels and subjective well-being outcomes were only affected in the case of those 

who raised small children (53). Intrusive leadership style and demands for after-hours work can 

exacerbate and even cause stress in remote workers (49). High emotional stability and autonomy 

may protect from strain (75,78,94).  

 

Isolation & Loneliness- Workplace and social isolation reduces mental well-being. Relationships 

with co-workers suffer when individuals work remotely (48,54,70,86,94) with employees 

experiencing workplace isolation, social isolation, and loneliness (54,60,67,70,90,99). Loneliness 

may then contribute to feelings of emotional exhaustion (60). Social supports may improve these 

outcomes (90).   

 

Additional negative outcomes include decreased recognition for work (95), concerns about job 

security (95), increased use of digital tools (106), loss of direction (78), role conflict (80), and 

challenges with procrastination (60).  
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4.1.3 Contextual Considerations  

A number of studies took notice of contextual considerations and provide insight into differences 

among these difference contexts (e.g. culture, income differences, gender, etc). These findings 

are noted in Table 3 and summarized below.  

 

Covid-19- The primary body of literature is made up studies that were during the COVID-19 

Pandemic.  Some researchers argue that remote work during is different from remote work 

during crises, such as the Covid-19 pandemic (73). Forced remote work from home due to the 

pandemic possibly resulted in slightly different outcomes. For instance, lack of proper equipment 

and technology, inaccessibility to a high-speed internet connection, inappropriate office space at 

home locations and interference of parental responsibilities with work, such as homeschooling, 

were among the issues reported by many remote workers, especially in the first days or weeks of 

the pandemic. The forced remote work situation also did not happen in a continuous manner. As 

community transmission differed in many communities across the globe, the emergency 

lockdown resulted in a variety of rules and restrictions. Accordingly, businesses switched 

between sometimes working at their work premises and sometimes remotely, while some to 

continue to allow remote work from home. This inconsistency is unlikely to allow a reliable 

measurement of organisational outcome and mental well-being outcomes. It may have intensified 

stress and affected workers differently than consistent remote work would have. 

 

Gender- Gender has not been adequately studied to provide a thorough narrative of the literature, 

however there are a few points noted that should be highlighted. Being female was a predictor of 

anxiety and stress, with increases in both housework and working hours when compared to men 

(99). Interestingly, mothers working in Iran experience less stress than those who did not work 

(80). Women working remotely also noted lower job satisfaction than men (94).  Generally 

speaking, women report higher workload and higher work-family conflict than men, resulting in 

increased feelings of emotional exhaustion (55,68,91). It is important to note that some studies 

indicated no differences between gender (47,54) and men have reported increased levels of 

work-family conflict as well (95). When considering gender, it’s important to also consider the 

personal circumstances of the individual, including marital status, family status, and individual 

and personal characteristics that may influence these outcomes.  

 

Age- One study noted that younger adults had more positive attitudes towards telework, while 

older adults had negative attitudes (93, 106).  

 

Income- One study took into consideration income levels of remote workers and found the higher 

household income was associated with higher levels of well-being (65).  

 

Organisational- Interestingly, employees from larger companies experience better well-being 

outcomes than those working for smaller companies (44). Remote work in the public sector 

seems to increase employee wellbeing vs the private sector (84)  

 

Cultural- Attitudes and beliefs about remote work have been founds to impact outcomes of 

mental well-being  and therefore, it is important to consider cultural attitudes may differ and 

impact outcomes either positively or negatively (76).  
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4.1.4. Theoretical framework 

Our proposed conceptual frameworks in Figures 4 and 5 below, reflect the evidence found in this 

review, and illustrate the pathways that link remote work to both positive and negative mental 

well-being outcomes. The proposed frameworks are intended to highlight the benefits and 

challenges of remote work and to aid in the guidance of targeted supports and intervention in 

both organizational practice and future research.   
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Figure 4. Hypothesized Framework conceptualizing the positive relationship between remote work from home and mental 

well-being. 
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Figure 5. Hypothesized Framework conceptualizing the negative relationship between remote work from home and mental 

well-being. 
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4.2 Synthesis of Findings: Secondary Objective  

A secondary objective of this review was to identify the various terms used to describe remote 

work in the literature, identify key characteristics of remote work that should be included in a 

common definition moving forward.  

The concept of remote work from home has been studied under many different terms, including 

work from home (WFH), remote e-work, remote work, telework, telecommute and virtual work. 

The various terms can be found in Table 3, with remote work and telework being the two most 

commonly used definitions in the literature.  

Telework refers to all types of work performed outside of a head office, but still linked to it 

(108,109). Although home-based telework has traditionally been the most common type of 

remote working (110). Telework has also been defined as a work practice that involves members 

of an organization substituting a portion of their typical work hours (ranging from a few hours 

per week to nearly full-time) to work away from a central workplace—typically principally from 

home—using technology to interact with others as needed to conduct work tasks” (109). The 

concern with this definition is the potential for the employee to be working elsewhere than their 

home. As we move to understand the impact of working remotely from home, it is important 

there is clarity surrounding the location of remote workers.  

Remote work takes place outside a designated work location, such as corporate offices, and is 

often associated with working from home or working (home-based remote work) at a client’s 

location (17).  As we are interested in the challenges that accompany working remote from the 

home,  it is important researchers are clear in their terminology, stipulating that the population 

they are studying is working from home.  

4.3 Analysis of Research Gaps 

 

A significant limitation of this body of literature is the use of cross-sectional research 

designs to study remote work in work samples within a short period. As a result, the possibility 

of reverse causation cannot be ruled out. There is also very limited qualitative data that 

specifically examines full-time remote workers, resulting in limited qualitative literature 

providing context to quantitative knowledge. While these studies often investigated remote work 

and its impact on mental well-being or related concept, the result of a specific work context, a 

culture, and an area of work may or may not be necessarily reproducible or applicable to another 

work sample.  

 

5. Implications of Findings 
 

5.1 Policy Implications 

As leadership approaches and supervisor support improves outcomes for the remote employee, 

training is needed at that level to promote balance between the positive and negative effects of 

working from home. In particular, awareness of the challenges helps to anticipate the needs of 

their employees and foster open communication. Such training for newly remote workers may 

serve as a preventative intervention. Further, organizational communication strategies must be 

adapted to mitigate feelings of isolation, loneliness, and lack of supervisor and social support 
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among remote workers. 

 

Given that the evidence in this area includes both negative and positive outcomes, mental well- 

being among remote workers is likely also affected by individual characteristics, personal 

situation, and organizational traits. Further research should be dedicated to understanding the 

individual and organizational factors that may impact mental well-being outcomes in those 

working remotely from home. 

 

5.2 Implications for practice 

It is clear that there are mixed findings in the literature, with both positive and negative 

relationships for the same outcome(s). We have identified key themes that may target areas that 

negatively impact mental well-being and provide them here as considerations to assist with 

developing optimal working conditions for remote employees, including organisational support, 

co-worker support, technical support & resources, boundary, and work-load management 

support. With the current lack of evidence, the recommended approach would be to increase 

communication with remote workers in an effort to better understand their individual needs 

related to mental health while working from home. 

 

Organisational & Supervisor support- Working remotely may create some uncertainty for 

employees including concerns around role expectations, recognition for work, and lack of 

structure, and unrealistic workloads/expectations. Communication to ensure clarity around role 

expectations, clearly defined performance measures, appropriate workloads, and access to human 

resources support are key to targeting these areas of concern. Systems which optimise regular, 

reliable, and consistent communication, will target perceptions of workplace isolation, 

loneliness, and feels of low organizational and supervisor support when working remotely. In 

addition, organisations need to provide training and assistance for managers supervising remote 

employees.  

 

Co-worker support- Remote work from home can be isolating with employees feeling 

disconnected from their managers and colleagues. Systems which facilitate effective formal and 

informal co-worker support are needed. Formal co-worker support that occurs in teams when 

people are collated, such as sharing of tasks and incidental problem solving. The facilitation of 

regular face-face online contact opportunities and social support could replace the day in the. In 

situations where remote becomes voluntary, employees may benefit from selected days in the 

office, to attend meetings etc., in order to maintain relationships and networks.   

 

Work-life/Work-family balance support- To facilitate work-life and work-family balance, clear of 

working hours to prevent employees feeling as though they are always accessible should be 

reviewed.  Strategies to facilitate this could include education of employees and managers on 

how to develop boundaries more formally between work and family. 

 

Addressing individual inequities (age, gender, demographic barriers etc.)- A key priority to 

support remote work should be targeted at the development of strategies to ensure they meet the 

needs of different employees, irrespective of gender or life course stage, cultural background etc. 

Strategies also need to ensure those who choose or are mandated to work at home do not 
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experience negative career consequences, such as not being offered career advancement or 

training opportunities. 

 

5.2 Implications for Research 

 

The results of this review demonstrate the complex relationship between remote work 

and several outcomes that relate to mental-well-being. To further understand the body of 

knowledge related to remote work, longitudinal data over a period of time is required. When it 

comes to future experimental research, studies should continue to focus on mental well-being. To 

better understand the causal relationship between remote work and mental well-being, future 

experimental research is needed. A multi-dimensional approach that includes all intermediate 

outcomes related to mental health is suggested, as this review points to the complex relationships 

between mental health and a number of intermediate factors.  

  

Finally, future observational research may also provide further insight into the outcomes of 

remote work. Observational cohort design would be ideal, to determine the directions of the 

association between remote work and mental well-being. Since the existing cross-sectional 

literature is primarily secondary data analysis lacking robust collection of potential confounding 

variables, any additional studies of this design should be done as primary data collection in order 

to include a wide range of confounding variables, including access to technology and 

organizational factors including workplace climate, and personal factors as well. We strongly 

recommend more focus on the impact on socio demographic factors including age, income 

levels, gender and culture in future studies as well.  

 

5.3 Strengths and limitations of this review:  

Strengths and limitations of this review should also be considered. Despite being a 

scoping review with limited time constraints, a systematic procedure for searching and selection 

of articles was retained and strengthened this review. A further strong point was the use of two 

independent reviewers throughout the screening and selection phase of the study limiting the 

chance for bias to occur. We excluded studies which did not contain a mental well-being 

outcome as a separate measure or consideration, therefore some studies which were in the 

domain of remote work but examined other outcomes perhaps related to mental well-being, such 

as work-family balance, were excluded. This review makes several recommendations to support 

employees working remotely, based on the reviewed literature; however, caution is warranted in 

relation to the unknown impact of the mandatory remote work during the COVID-19 pandemic, 

which is a unique situation.  

 

Finally, as scoping reviews aim at providing an overview of the evidence instead of 

answers to questions from a narrow range of publications, a systematic assessment of the quality 

of the included studies as well as a risk of bias assessment were not carried out, as suggested by 

Munn et al. (111). 

 

6. Conclusion  

Mental health is an important indicator of overall health (1) which is costly to the 

Canadian economy on an annual basis. One in five Canadians will experience a psychological 

health problem in any given year, with $20 billion in costs resulting specifically from work-
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related causes (4). With the average Canadian spending 30-40 hours per week working (4)the 

importance of understanding work-related mental health outcomes is significant.  

 

Our review of the literature suggests that employees working from home are faced with 

added challenges that may further impact mental health, including impact to well-being, and 

workplace isolation. However, the literature suggests that remote workers are more satisfied than 

their office counterparts in areas of work-life and work family balance, and experience improved 

stress outcomes. Overall, the literature is conflicting, and we conclude that more rigorous 

methodology be applied to future observational studies, and opportunities for experimental 

research be explored.  

 

The findings of this review are particularly concerning today, as Covid-19 has changed 

the world of work for many Canadians. Interestingly, Canadians who were working from home 

during the pandemic reported that they were just as likely to report having good, very good, or 

excellent mental health as those who usually from work from home and those who continued to 

work at locations outside of the home (13). This review indicates that the between remote work 

and well-being is still unclear, and perhaps points to the idea that there are a considerable 

number of external organizational, personal, and sociodemographic factors that influence these 

relationships. Taking into consideration the experiences reported by Canadians, and the 

inconsistencies reported in the literature, it is critical that we continue address this particular field 

of research.  Sytch and Greer (2020) argued that the post pandemic work will be hybrid, that is, 

remote work will be more prevalent in the future. Indeed, Facebook and Twitter have announced 

that their employees can choose to work from home “forever” after the pandemic (112). The 

changing world of work resulting from the COVID-19 pandemic makes this subject area even 

more significant today. 

 

7. Knowledge mobilization activities:  

The most appropriate mode of interaction with primary end users (researchers) is threefold: 

written (peer reviewed publication); oral (conference proceedings and speaking engagements), 

and informal (via networking).  As we aim to provide findings that can be used to direct future 

research, the end users will expect significant detail in the methodology and conceptual model 

illustrating the relationships. While we aim to provide a broad overview of the literature, detail 

will be provided for end users to access resources as they require. Both written and oral 

information to be shared will provide insight into the rigor of methods, and summarized findings 

with reference to literature to be utilized by researchers as needed. The information is intended to 

serve as a resource for users as they continue to create knowledge in this area. 

 

Our secondary end users, employers, workers, healthcare providers, insurance systems, and the 

general public will also be interested in understanding how virtual work from home outcomes 

may impact mental well-being. Dissemination to this audience will include a simplified summary 

of methodology, and visual infographics to illustrate the resulting conceptual model, and 

findings. We are interested in gaining the feedback from this audience, with the aim of 

understanding what areas of our model are of most interest to this audience. A summary of our 

knowledge mobilization activities can be found in Table 5 below.  

 

 



Polson, Kristman & Martin 

30 
 

Table 4: Timeline of Knowledge Synthesis Activities 

Date Activity  

Manuscript in Progress – 

early 2023 publication 

Peer reviewed publications: Primary and Secondary Objectives 

Presentations to research community: 

Early 2023 (TBD) Institute for Work & Health Speakers Series 

Nov 8, 2022 SSHRC Knowledge Mobilization Forum 

Feb 10, 2023 Conference abstract presentation, abstract to be submitted to 

Centre for Applied Health Research, St. Joseph’s Care Group,  

Nov 30th 

November 14, 2022   Present finding to EPID@Work Management Committee 

Presentation targeting community employers and the general public: 

Nov 24,22  EPID@Work Quarterly EPID Talks Session 

Dec 6, 2022 Share findings with EPID@Work Advisory Board, to share with 

community at large 

2023 Sharing findings with key community groups to assist with 

dissemination: The Thunder Bay Chamber of Commerce, Thunder 

Bay District Health Unit: Superior Mental Wellness @ Work 

November 2022 Development of knowledge synthesis products (e.g., infographics) 

for the EPID@work website 
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Appendix A: Preferred Reporting Items for Systematic reviews and Meta-Analyses 

extension for Scoping Reviews (PRISMA-ScR) Checklist 

SECTION ITEM PRISMA-ScR CHECKLIST ITEM 
REPORTED 

ON PAGE # 

TITLE 

Title 1 Identify the report as a scoping review. 0 

ABSTRACT 

Structured 

summary 
2 

Provide a structured summary that includes 

(as applicable): background, objectives, 

eligibility criteria, sources of evidence, 

charting methods, results, and conclusions 

that relate to the review questions and 

objectives. 

5-6 

INTRODUCTION 

Rationale 3 

Describe the rationale for the review in the 

context of what is already known. Explain 

why the review questions/objectives lend 

themselves to a scoping review approach. 

7-8 

Objectives 4 

Provide an explicit statement of the questions 

and objectives being addressed with reference 

to their key elements (e.g., population or 

participants, concepts, and context) or other 

relevant key elements used to conceptualize 

the review questions and/or objectives. 

8 

METHODS 

Protocol and 

registration 
5 

Indicate whether a review protocol exists; 

state if and where it can be accessed (e.g., a 

Web address); and if available, provide 

registration information, including the 

registration number. 

9 

Eligibility criteria 6 

Specify characteristics of the sources of 

evidence used as eligibility criteria (e.g., 

years considered, language, and publication 

status), and provide a rationale. 

9-10 

Information 

sources* 
7 

Describe all information sources in the search 

(e.g., databases with dates of coverage and 

contact with authors to identify additional 

sources), as well as the date the most recent 

search was executed. 

10 

Search 8 

Present the full electronic search strategy for 

at least 1 database, including any limits used, 

such that it could be repeated. 

10-11 

Selection of 

sources of 

evidence† 

9 

State the process for selecting sources of 

evidence (i.e., screening and eligibility) 

included in the scoping review. 

12 
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SECTION ITEM PRISMA-ScR CHECKLIST ITEM 
REPORTED 

ON PAGE # 

Data charting 

process‡ 
10 

Describe the methods of charting data from 

the included sources of evidence (e.g., 

calibrated forms or forms that have been 

tested by the team before their use, and 

whether data charting was done 

independently or in duplicate) and any 

processes for obtaining and confirming data 

from investigators. 

13 

Data items 11 

List and define all variables for which data 

were sought and any assumptions and 

simplifications made. 

13 

Critical appraisal 

of individual 

sources of 

evidence§ 

12 

If done, provide a rationale for conducting a 

critical appraisal of included sources of 

evidence; describe the methods used and how 

this information was used in any data 

synthesis (if appropriate). 

n/a 

Synthesis of 

results 
13 

Describe the methods of handling and 

summarizing the data that were charted. 
13 

RESULTS 

Selection of 

sources of 

evidence 

14 

Give numbers of sources of evidence 

screened, assessed for eligibility, and 

included in the review, with reasons for 

exclusions at each stage, ideally using a flow 

diagram. 

12 

Characteristics of 

sources of 

evidence 

15 

For each source of evidence, present 

characteristics for which data were charted 

and provide the citations. 

14 

Critical appraisal 

within sources of 

evidence 

16 
If done, present data on critical appraisal of 

included sources of evidence (see item 12). 
n/a 

Results of 

individual sources 

of evidence 

17 

For each included source of evidence, present 

the relevant data that were charted that relate 

to the review questions and objectives. 

14 

Synthesis of 

results 
18 

Summarize and/or present the charting results 

as they relate to the review questions and 

objectives. 

20-25 

DISCUSSION 

Summary of 

evidence 
19 

Summarize the main results (including an 

overview of concepts, themes, and types of 

evidence available), link to the review 

questions and objectives, and consider the 

relevance to key groups. 

24-28 

Limitations 20 
Discuss the limitations of the scoping review 

process. 
28 
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SECTION ITEM PRISMA-ScR CHECKLIST ITEM 
REPORTED 

ON PAGE # 

Conclusions 21 

Provide a general interpretation of the results 

with respect to the review questions and 

objectives, as well as potential implications 

and/or next steps. 

28-29 

FUNDING 

Funding 22 

Describe sources of funding for the included 

sources of evidence, as well as sources of 

funding for the scoping review. Describe the 

role of the funders of the scoping review. 

0 

JBI = Joanna Briggs Institute; PRISMA-ScR = Preferred Reporting Items for Systematic reviews 

and Meta-Analyses extension for Scoping Reviews. 

* Where sources of evidence (see second footnote) are compiled from, such as bibliographic 

databases, social media platforms, and Web sites. 

† A more inclusive/heterogeneous term used to account for the different types of evidence or 

data sources (e.g., quantitative and/or qualitative research, expert opinion, and policy documents) 

that may be eligible in a scoping review as opposed to only studies. This is not to be confused 

with information sources (see first footnote). 

‡ The frameworks by Arksey and O’Malley (6) and Levac and colleagues (7) and the JBI 

guidance (4, 5) refer to the process of data extraction in a scoping review as data charting. 

§ The process of systematically examining research evidence to assess its validity, results, and 

relevance before using it to inform a decision. This term is used for items 12 and 19 instead of 

"risk of bias" (which is more applicable to systematic reviews of interventions) to include and 

acknowledge the various sources of evidence that may be used in a scoping review (e.g., 

quantitative and/or qualitative research, expert opinion, and policy document). 

 

 

From: Tricco AC, Lillie E, Zarin W, O'Brien KK, Colquhoun H, Levac D, et al. PRISMA 

Extension for Scoping Reviews (PRISMAScR): Checklist and Explanation. Ann Intern Med. 

2018;169:467–473. doi: 10.7326/M18-0850. 

 

  

http://annals.org/aim/fullarticle/2700389/prisma-extension-scoping-reviews-prisma-scr-checklist-explanation
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