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• Challenges of sudden shift to working from home (WFH) 
arrangements

• Focus on professional staff in the University sector 

• Implications for managers in adjusting to WFH

• How managers manage teams remotely

• Application to workplaces across the economy

Research Background



• Line managers: 
• Supervision of staff while also being supervised 
• Issues of uncertainty and demand of employee flexibility 

(Streeck,1987)

• Span of control (Peetz, 2019; Wright, 1995)
• Trust

• Manager
• Peers
• Computer-based work monitoring

Literature



• Productivity

• Emotional labour

• Skills/training to manage WFH

• Work/life balance impacts (Pocock, 2003)
• Managers

• Staff

• Gender differences

Literature



How do university women managers manage 
working from home arrangements during 
COVID-19?

Research Question



• Mixed Methods
• Survey 

• 7 Universities across Australia

• n = 5330 responses (2903 professional staff)

• Analysis of Responses to 2 free text open-ended survey questions 
(positive and negative experiences) 

• Semi-structured interviews
• 25-30 Higher Education Worker (HEW) level 7-10

• Manage staff in areas with student interaction

• Interviews 1 to 2 hours in length, transcribed verbatim

Methodology



Findings – Quantitative Data
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Findings – Quantitative Data
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Themes (open-ended questions and interviews)
• Increased workload

• Increased work hours

• Emotional toll

• Limited support

• Trust

• Travel time 

• Cost savings

Findings – Qualitative Data



Positive responses to open-ended survey questions:

Really enjoyed working from home as more relaxed - the pressure of getting to the 
bus on time every morning is quite stressful… Saved lots of money on petrol and 
bus fares and by eating at home and not buying coffees. I was able to stay in 
contact with my team via online meetings 3 times per week and additional 
separate communications. Everyone has adapted to communicating online via 
Teams and Zoom. (ID: 1539)

Findings – Qualitative Data



Negative responses to quantitative open-ended survey 
questions:

I cannot get work out of my head.  It seems to have taken over my life and my 
dreams. The administrative demands are unbearable. (ID: 30).

My team are the most stressed I have ever experienced. (ID: 1956)

There has been multiple mental health issues and pastoral care to get my team to 
work under difficult circumstances. (ID: 729)

Findings – Qualitative Data



Responses to quantitative open-ended survey questions about 
managing teams:

Many of my staff have had issues and crises which have required my support and a 
degree of latitude and flexibility in their work programs….My role as a leader has 
been to keep everybody positive and uplifted while myself not quite always feeling 
all that positive….My workload has increased quite a lot, as well as the juggle of 
increased childcare and homeschooling. There has been very little separation 
between work and life, and this just means I work all the time. (ID: 1020, male)

Responsibility to keep team going, liaise with them from their homes, set up regular 
chat sessions to prevent them from becoming isolated etc became greater over the 
course of time. I just realised in typing this no one ever asked how I was going .... 
(ID: 3454, female)

Findings – Qualitative Data



Findings – Qualitative Data
Interview data (trust and flexibility)

…I had some staff, obviously, who have got children …a single parent…  
[they are] one of my staff who I totally trust … [if they are] 10 minutes 
late, they make the 10 minutes up… I put a case to see whether …[they] 
could start a little bit earlier in the morning [and finish work later]…to pick 
up the kids … and it was, like, no! (M6)



• Uncovered demands on managers
• High trust and low trust approaches

• Organisational efficiency and control 
• How managers managed teams
• How managers were supported during COVID-19
• A rethinking around the notion of the ‘Ideal Worker’? (Acker, 

2006)

Discussion



• Implications for developing policy and practices
• Managing sudden change

• Trust

• Creation of flexible working arrangement for WFH

• Benefits
• Work/Life Balance

• Productivity

• Other

Discussion/Conclusion
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