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Abstract. Remote work and working in a hybrid model have become terms that have been referred to quite often due to the coronavirus 

pandemic. This article aims to describe whether there is a direct link between the different work modes during the pandemic, the 

preference for the work mode in the post-pandemic period and the degree of perceiving burnout syndrome. The methods of an anonymous 

electronic questionnaire survey implemented by the CAWI method and statistical methods (calculation in IBM SPSS Statistics 28.0 

software – frequency, percentage, valid percentage, cumulative percentage) were used. A test of the independence of two variables was 

used using Pearson's goodness-of-fit test, where Pearson's chi-square test statistic was used as the test criterion. Cronbach's alpha 

coefficient was used to calculate and determine the reliability of the entire questionnaire. The primary outcome was that during the post-

pandemic era, respondents would prefer the hybrid work model (60.3 %). The perceived burnout symptoms among respondents working 

in different work modes vary (8.1 % - 15.8 %) but are generally low. The result of this study is a recommendation for the public sector, 

in the event of the coronavirus pandemic or any similar situation – to use a hybrid model that does not lead to burnout syndrome. 
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1. Introduction 

 

The pandemic of the virus disease COVID-19 caused by the coronavirus SARS-CoV-2 became a global 

economic and social disturbance (ManpowerGroup, 2020). The adverse effects of this virus have been felt in 

both developed and developing economies (Siddiquei & Khan, 2020; Besenyő & Kármán, 2020), including, of 

course, the Czech Republic.  

According to Article III of Government Resolution No. 1102 26th October 2020, concerning the implementation 

of a crisis measure, the Government, with effect from 00:00 28th October 2020, required employers to use a 
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remote work module if employees could perform it at their place of residence concerning the nature of the work 

and operating conditions (Valíčková & Němeček, 2020). The coronavirus pandemic has affected all sectors of 

the economy to a various extent (Tittelbachova et al., 2022; Zimmermannova et al., 2022). Most public sector 

employees had to switch to a remote module overnight due to the nature of their work. Another section of public 

sector employees worked in a hybrid model, and a small proportion worked in office work only. Public sector 

employees work mainly in offices, some in the field. Their work is to provide essential services to the public 

(such as health care, education, social security programs, public safety, administrative services, etc.). They also 

deal with administrative and management tasks to ensure the smooth running of government organizations, 

collect and interpret data, and ensure compliance with laws and regulations. Their job description also includes 

inspections and audits. These activities can be implemented through remote work or a hybrid model (Ministry 

of Labour and Social Affairs, 2023). 

 

Even the most conservative employers had to reevaluate their ways of functioning. Remote work and working 

within a hybrid model have become a pandemic phenomenon (HR News, 2021). However, the option to work 

remotely or in a hybrid model was distributed unequally across sectors, regions, and workers' education levels. 

Exploring remote work or work in a hybrid model is both relevant and necessary. Even in the future, in our 

conditions and other similar economies, people will work remotely or in a hybrid model because a similar or 

identical situation may arise. The outcome of this study, which focused on public sector employees in one region 

of the Czech Republic, can help select and adopt a work mode that will guarantee the needed productivity of 

employees and organizations and reduce any possible adverse effects. 

 

This article aims to describe whether there is a direct link between the different work modes during the 

pandemic, the preference for the work mode in the post-pandemic period and the degree of perceiving the 

burnout syndrome; based on this study also recommends the public sector, which work mode to choose if the 

same or similar situation occurs in the future, as it did during the pandemic. The paper's aims will be achieved 

through an electronic survey using a questionnaire developed by the authors. 
  
2. Theoretical background     

 

2.1 Remote work and hybrid model     

The concept of remote work or working in a hybrid model has been the subject of discussion and global studies 

by researchers for the past ten years. Still, this global phenomenon began to progress with the emergence of the 

COVID-19 pandemic and became an alternative strategy for many organizations worldwide (Mustajab et al., 

2020; Turnea et al., 2022), including the Czech Republic. Workers were told to work remotely or in a hybrid 

model, depending on whether they liked it. The authors agreed that remote work or working in a hybrid model 

became common and now represents a crucial dimension of the future of work (Bai et al., 2020). 

 

Some people use the terms ʿremoteʾ, ʿvirtualʾ and work from home interchangeably, while others have their 

definitions of each. The authors are going to use the term ʿremoteʾ and define it as a situation in which someone 

works fully remotely (independently and in an environment where there are no co-workers) - this most often 

includes working from home, from cafés or restaurants or while moving from place to place (Dyer & Shepherd, 

2021; Felstead, 2022).  

 

The hybrid work model involves a flexible way of organizing work and combines both work in an office and 

remote work. Organizations can choose which hybrid model arrangement works best for them because different 

hybrid models bring their positives and negatives. An organization may offer employees maximum autonomy 

to design their work week with zero restrictions or commands. Another option is that the organization, for 

example, sets a certain number of days that employees must spend at the workplace, as management sees this 

arrangement as a way to increase productivity and employee satisfaction (Kirkham, 2022).   

 

During the days before the pandemic, remote work or working in a hybrid model was a popular and desired 

benefit. However, during the pandemic, it became an absolute necessity for many companies and state 

institutions to ensure their operation, and with the ongoing pandemic, it has become an everyday routine (Profi 

HR, 2020a; Kvapil, 2021). However, long-term remote work or working in a hybrid model only suits a third of 
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people, as shown by a survey conducted by Profesia in the spring of 2020 (Novinky.cz, 2021). If they work 

predominantly or entirely from home, they feel uncomfortable, less happy and satisfied, or even unhappy. 

Isolation is the biggest problem, with more than 70 % feeling less connected to their colleagues (Profesia, 2020).   

 

Data from a global survey conducted by Wakefield Research showed that 77 % of companies have already 

chosen some form of hybrid functioning. More than half of these companies (56 %) allowed employees to 

determine when and how often they wanted to work from the office (Kirkham, 2022).  

 

Across the Czech Republic, 60 % of employees in the business sector worked in a hybrid work model or fully 

remote work model at the time of the pandemic (Czech Statistical Office, 2022), 80 % or 60 % of employees in 

the public sector (depending on whether they were state organizational units or local authorities) and 60 % of 

employees in the voluntary sector. 50 % of public sector employees were satisfied with remote working or a 

hybrid model (Ministry of Labour and Social Affairs, 2021). We can expect that the number of e-workers who 

work remotely will increase every year, even after the pandemic (Novinky.cz, 2020).  

 

2.2 Future of a hybrid model and remote work 

Before the pandemic, about 20 % of Czech employees occasionally had the opportunity to work remotely or in 

a hybrid model – companies allowed this benefit only a few times a month, according to the research done by 

the company LMC (Černohlávková & Housková, 2021). The main reason was mistrust. However, the technical 

unreadiness of employers during the beginning of the pandemic played an important role, and the test of 

readiness was very tough during the pandemic. Nevertheless, thanks to this, the attitude of employers toward 

this issue has changed fundamentally, both for private and state institutions (Profi HR, 2020b). After the 

experience with the pandemic, half of the employers say that more frequent remote work or a hybrid model will 

become the new norm (Černohlávková & Housková, 2021). The authors would like to emphasize that in recent 

years, one-third of companies have implemented a hybrid model of work attendance, most often requiring their 

employees to attend the office at least three days a week. Another third offers a limited number of days to work 

from home per month. Some allow workers to choose their work schedule. The main reason is that employees 

have gotten used to more flexibility over the past few years, which has become their standard (HR News, 2022). 

Remote work and hybrid models place the highest demands on managers, who must learn how to assign tasks, 

manage employees, and check that work is performed correctly (Profi HR, 2020a; Androniceanu et al., 2023). 

While in the past it was enough to supervise the presence of subordinates in the office, with the absence of 

people in the workplace, it is essential to concentrate on outputs, not the activity itself, and to evaluate results 

regardless of the number of hours worked consciously. If managers do not want to lose track of their employees' 

work, the appropriately chosen project management technologies, advanced communication tools, or shared 

storage offer the latest information and enable insight into projects in progress. At the same time, the advantage 

of this approach is that employees are not so overwhelmed by communication and can focus on their work 

(Management News, 2023). 

 

On the other hand, the employees should have sufficiently high self-motivation for work performance while 

working remotely or in a hybrid model (Frankovský et al., 2018). Only 16 % of Czech employees would like to 

work only remotely in the future, 72 % would like to switch between remote work and office according to their 

needs (hybrid model), 12 % of people would not want to work remotely at all (Hájková, 2021). Similar results 

were shown in research by the Institute of Technology and Business in České Budějovice, according to which 

over 22 % of workers wanted to continue to work remotely, over 35 % wanted to use this option more often 

than before Covid-19 (Novinky.cz, 2021). 

 

A survey conducted by the company Profesia showed that the majority of employees in Czech companies and 

institutions (42 %) who worked thoroughly in remote work mode during the pandemic do not want to experience 

this situation in the future and prefer the hybrid model of work (Businessinfo, 2021). According to the study 

conducted by the company Ipsos, which surveyed more than 540,000 people from ninety-five countries, 68 % 

of respondents preferred hybrid work, and 24 % wanted to work outside the office. Less than a tenth wished to 

stay with the traditional model (Chlebek, 2023).  
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2.3 Burnout syndrome 

Minimizing the harmful effects of remote working and working in a hybrid model and generating solutions to 

decrease adverse factors associated with the disadvantages of remote working and working in a hybrid model 

is critical for maintaining the productivity and well-being of individuals (Okuyan & Begen 2021). Burnout 

syndrome was one of the significant adverse effects of remote work and working in a hybrid model during the 

pandemic. For example, 67 % of US employees of various age groups and industries think burnout syndrome 

worsened during the pandemic (Threlkeld, 2021). Many employees in remote work felt overworked because it 

was difficult for them to break away entirely from their working duties at the end of classic working hours. 

Burnout syndrome is a set of symptoms that develop gradually over time and can resemble some of the 

symptoms of depression and anxiety disorders. Burnout syndrome manifests itself on both a physical and 

psychological level. Since it results from long-lasting stress, it can be experienced by anyone exposed to it. The 

common signs of burnout syndrome include general physical and mental exhaustion, negative thoughts about 

work and employer, feelings of inferiority, loss of interest and cynicism, unpleasant work and time pressure, 

etc. (Maslach & Jackson, 1981). All these manifestations lead to lower or very low productivity for an employee. 

Even the least severe symptoms of burnout must be recognized and addressed immediately to prevent further 

negative consequences on an individual's mental and physical state. 

 

The most recent studies show that long-term remote work, to which many employers resorted during the 

pandemic, can lead to burnout syndrome (Gonzalez et al., 2021; Hayes et al., 2021; Parra  et al., 2022; Zaharia 

et al., 2022; Yildirim & Ashraf, 2023; Moron et al., 2023; Costin, Roman & Balica, 2023). Regular work in the 

office or a hybrid model may appear less detrimental (Medical Facilities of the Ministry of the Interior, 2021; 

Stasila-Sieradzka, Sanecka & Turska, 2023). Suppose a hybrid model work system is set up appropriately, 

maximizing all the positives and eliminating the negatives. Managers make sure that people work only within 

their set of working hours. In that case, people can achieve a sustainable balance between productivity and 

healthy well-being and are less at risk of burnout syndrome than remote workers (Chafi, Hultberg & Yams, 

2022). While 20 % of Czech citizens suffered from burnout syndrome before the pandemic (CT, 2018), this 

figure doubled to 40 % during the pandemic (Deník, 2021). According to a survey conducted by The Office 

Group, more than half of the respondents (52 %) saw the cause in trying to do too much whilst in a remote work 

mode. Approximately 58 % of respondents believed their typical remote working hours were too long, 39 % of 

respondents did not take enough time off, and just under half (47 %) felt they had to be available all the time. 

Two out of five workers thought they were under pressure to do some extra work more often in remote work 

mode. Less than half of the respondents struggling with burnout syndrome left their jobs due to exhaustion. 

Another third said they would consider taking unpaid leave next time in such a condition (IDnes.cz, 2020; Chafi, 

Hultberg & Yams, 2022).  

 

Since none of the above-described studies concerning the Czech Republic have addressed the examination of 

the relationship between different work modes during the pandemic, as well as the preference for the work mode 

in the post-pandemic period and the degree of perceiving burnout syndrome specifically among public sector 

employees (but generally among all employees in the Czech Republic regardless of sectors), the authors decided 

to fill this research gap and carry out such research. 

 

3. Methodology and methods 

 

The starting focus point sector of the article was the public sector, which is the set of organizations and 

institutions that are directly or indirectly controlled by the state. The public sector was chosen because overall, 

the Czech public sector employs about 293,000 people, almost one-fifth of the workforce in the Czech Republic, 

according to a study of data from the Czech Statistical Office (E15, 2020). 
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3.1 Research questions and hypotheses formulation 

For the area of the future of a hybrid model and remote work: 

 

Research question Q1: Did the work mode during the pandemic influence the preference of the work mode of 

public sector employees in the Moravian-Silesian Region in the post-pandemic period? 

 

The first research question was answered by formulating and disproving/confirming hypothesis 1. 

 

H1: Most public sector employees in the Moravian-Silesian Region would prefer a hybrid model in the post-

pandemic era.  

 

For the area of burnout syndrome: 

 

Research question Q2: Did public sector employees of the Moravian-Silesian Region working in different 

work modes during the pandemic experience various levels of burnout syndrome (where the level is understood 

as the frequency of burnout syndrome symptoms)?  

 

Answering the second research question was done by formulating and disproving/confirming hypotheses  

2 and 3. 

 

H2: More public sector employees in the Moravian-Silesian Region working remotely or in a hybrid model 

during the pandemic often or constantly experienced burnout symptoms than employees in the Czech Republic.  

 

H3: The mode of work during the pandemic that least led to the experiencing symptoms of burnout syndrome 

for public sector employees in this region was the hybrid model. 

 

3.2 Instrument development 

In the part where the questionnaire refers to H1, the authors once again relied on theoretical assumptions and 

various studies, in particular, a study by Profesia regarding the preference of a specific work mode in the post-

pandemic period based on the pandemic experience (Businessinfo, 2021), which is presented in chapter 2. This 

hypothesis was formed based on the quantitative content analysis of these studies. Confirming or disproving 

this hypothesis provided insight into how the experience of working during the pandemic affected the work 

mode preference of the Moravian-Silesian Region public sector employees in the future. 

 

In the next part, where the questionnaire refers to H2 and H3, the authors once again relied on theoretical 

assumptions, mainly the Maslach Burnout Inventory - Human Services Survey (MBI-HSS), and various studies, 

in particular the study that looked at the relationship between long-term remote work and hybrid model work 

and burnout syndrome (Medical Facilities of the Ministry of the Interior, 2021), presented in chapter 2. These 

hypotheses were formed based on the quantitative content analysis of these studies. The confirming or 

disproving of these hypotheses provided an insight into how remote work or work in a hybrid model affected 

the perceived level of burnout syndrome by public sector employees of the Moravian-Silesian Region and which 

mode of work during the pandemic was least conducive to experiencing symptoms of burnout syndrome. 

 

Within the creation of the questionnaire, the authors, besides relying on the above-mentioned theoretical 

assumptions, also relied on the conclusions of a meeting with 42 HR specialists, managers, and employees of 

public sector organizations operating within the Moravian-Silesian Region of the Czech Republic. This meeting 

was organized to understand their experiences and views better and took place in May 2022.  

 

The formulation of the individual questions was then validated by a focus group attended by 18 representatives 

of future respondents in May 2022. Approximately half of them had participated in the previous meeting; the 

other half were approached for a broader perspective and clarification of the issues. The authors of the article 

also attended this focus group. Focus groups were identified to capture participant's experiences, opinions, and 

perspectives (Kitzinger, 1995). How focus group participants responded to the questionnaire was determined, 

whether the questions were well formulated, whether they understood them, and whether the offered answering 
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options were appropriate. Based on the outputs of the focus group, one question was slightly reformulated, and 

one was deleted. The result of the focus group meeting was the final questionnaire, which experts within that 

field later validated — the experts also commented on the extent to which individual questions and proposed 

answers described individual areas. The authors also evaluated the content validity using the Content Validity 

Ratio (CVR). CVR = [(E=(N/2))/(N/2)], where N is the total number of experts, and E is the number of those 

who rated the object as essential. CVR ranged between 0.85 to 1.00 for each topic and 0.75 to 1.00 for each 

item. Therefore, the questionnaire was considered valid from a quantitative point of view in terms of content.  

 

The final questionnaire included six questions. In this article, the authors focus on the interpretation of only  

a selected part of the questionnaire due to its size. 

 

The final questionnaire can be used in the public sector when working in three possible work modes as a tool 

to detect problems that should be addressed to avoid reducing employee productivity. This evaluation should 

be an internal activity of the public sector organizations carried out by responsible persons, most often by HR 

managers (Up, 2021). In addition, corresponding numerical values can be assigned to all difficulties or feelings 

related to burnout syndrome, and their time monitoring can then reveal improvement areas.  

 

The final questionnaire (the authors can send a full version after request) was then used to conduct a survey that 

fulfilled the purpose of this paper. 

 

3.3 Sampling and data collection 

The next step was to decide on the respondents. Respondents came from public sector organizations operating 

in the Moravian-Silesian Region of the Czech Republic. These employees are funded from public budgets 

(Vavrek & Bečica, 2020). According to data from the Czech Statistical Office, as of 31 December 2020, 293,000 

employees worked in the public sector in the whole Czech Republic, and 1,654 employees were within the 

Moravian-Silesian Region. Before carrying out the survey, a pilot survey was conducted with a sample of 30 

respondents from the target group. The pilot test took place the same way as the expected full test, i.e., sending 

emails with a link to an online questionnaire with the possibility of commenting on individual items. Only minor 

changes were made based on the comments on individual items that were sent to the testers, along with the 

answers by some respondents participating in the pilot test. 

 

The primary quantitative research was conducted in May 2022. The questionnaire was anonymous and was 

implemented by the CAWI (Computer-Assisted Web Interviewing method, which was based on a questionnaire 

provided to the respondent via a link, panel or website (IdSurvey, 2023)). This ensured that there were no 

possible conflicts of interest or potential distortions of the data by the researchers; the results were not dependent 

on the persons who analyzed them, and this ensured objectivity. 

 

The final result was, from the 1654 respondents, 492 fully and correctly completed questionnaires were received 

(29.8 % return rate).  

 

The data was processed using statistical methods from May and June 2022. Based on the overall evaluation of 

the acquired data, the result of the survey was to answer the research questions, disprove/confirm formulated 

hypotheses, and develop more general conclusions in the research area as a basis for further directions of 

possible research on this issue. 

 

3.4 Data analysis methods 

The data was first examined for its completeness before analysing the data from the anonymous electronic 

questionnaire survey implemented by the CAWI method. Subsequently, all the questions and responses were 

decoded. Afterwards, descriptive statistics were calculated for each question, which helped better understand 

the respondents and the distribution of responses. Since the authors dealt only with nominal variables in the 

survey, a contingency was implemented to show the dependence between variables. This was followed by 

hypothesis testing conducted using Pearson's Chi-square test, where the p-value decided whether to confirm or 

reject the stated hypotheses. Finally, Cronbach's alpha coefficient was calculated to determine the reliability of 

the research; in other words, the coefficient was used to assess the reliability and quality of the measurements 
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of the questionnaires and scales created. All calculations were done with the help of IBM SPSS Statistics 28.0 

software. 

 

4. Research results  

 

A total of 492 respondents were included in the results of the survey. 

 

4.1 Sample characteristics 

Of the 492 respondents, all respondents were employees of public sector organizations operating in the 

Moravian-Silesian Region of the Czech Republic. The research did not consider any other characteristics, such 

as the number of employees in the public sector organization, gender and age of respondents, etc. All 

respondents answered all questions. 

 

4.2 Working mode preferences after the pandemic 

The question "Did the working mode during the pandemic affect your preference for your working mode in the 

post-pandemic period?" was asked in the questionnaire to investigate how the working mode in which public 

sector employees in the Moravian-Silesian Region worked during the pandemic influenced their view on the 

working mode they would like to work in after the pandemic. The responses to this question can be seen in 

Table 1. 

     
Table 1. Working mode preferences after the pandemic 

 

 Working mode preferences after the pandemic 

 Office work only Hybrid model Remote work Total 

Working mode 

during the 

pandemic 

frequency (%) 

Office work only 70 (14.2) 14 (2.9) 4 (0.8) 88 (17.9) 

Hybrid model 64 (13) 262 (53.2) 28 (5.7) 354 (72) 

Remote work 6 (1.2) 20 (4.1) 24 (4.9) 50 (10.2) 

Total                                                                         140 (28.4) 296 (60.2) 56 (11.4) 492 (100) 

 
Source: Own research 

 

Table 1 shows that 60.2 % (296) of the respondents working in all three modes of work during the pandemic 

would prefer a hybrid model after the pandemic. This group is most represented by those already working this 

way during the pandemic (262; 53.2 %). This group was then increased by 14 (2.9 %) of those working only 

full-time in the office at the time of the pandemic and 20 (4.1 %) working entirely remotely at the time of the 

pandemic. From those working in a hybrid model at the time of the pandemic, 64 (13 %) would prefer to return 

to only full-time office work; conversely, 28 (5.7 %) would like to work remotely after the pandemic. 

Furthermore, we can also see from the table that although respondents prefer the mode of work they worked in 

during the pandemic, the hybrid model is the most preferred mode in the post-pandemic period, thus confirming 

hypothesis H1: Most public sector employees in the Moravian-Silesian Region would like a hybrid model in 

the post-pandemic era. According to a survey of HR professionals in Czech companies and institutions, in the 

future, more than two-fifths of employees expect a hybrid model of work in the post-pandemic era (Novinky. 

cz, 2021). It also corresponds with Hájková's claim that 72 % of employees would like to switch between remote 

and office work in the future according to their needs (hybrid model) (Hájková, 2021) – see subchapter 2.2. 

 

The independence test for the two variables was performed via Pearson's goodness-of-fit test, where Pearson's 

chi-square test statistic was used as a test criterion for disproving/confirming hypothesis H1. The Pearson Chi-

Square test value is 93.106 with 6 degrees of freedom (df). The P-value is .000, which indicates that there is a 

statistically significant association between the variables examined. Thus, we confirm that most public sector 

employees would prefer a hybrid model in the post-pandemic period. Moreover, this test found that no cells (0 

%) have an expected value of less than 5, while the minimum expected value is 0.53. This aspect is essential 

for the validity of the test because the Chi-Square test is sensitive to low expected values in cells. 
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4.3 Burnout syndrome perception rate 

The question "Did public sector employees working in different work modes during the pandemic experience 

different rates of burnout syndrome?" (where the rate is understood as the frequency of burnout syndrome 

symptoms) investigated whether the work mode affected experiencing burnout syndrome symptoms. First, it 

was necessary to determine the frequency of burnout syndrome symptoms from public sector employees 

working in all three work modes during the pandemic. The responses to this question can be seen in Table 2. 

 
Table 2. Frequency of experiencing burnout syndrome symptoms 

 

 Symptoms 
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                                                                    Frequency (%) 

Never 74 (15) 171 (34.8) 144 (29.3) 160 (32.5) 246 (50) 171 (34.8) 156 (31.7) 140 (28.5) 

Almost never 124 (25.2) 168 (34.1) 196 (39.8) 190 (38.7) 120 (24.4) 106 (21.5) 170 (34.6) 176 (35.8) 

Sometimes 216 (43.9) 108 (22) 134 (27.2) 102 (20.7) 86 (17.5) 143 (29.1) 116 (23.6) 132 (26.8) 

Total 414 (84.2) 447 (90.9) 474 (96.3) 452 (91.9) 452 (91.9) 420 (85.4) 442 (89.9) 448 (91.1) 

Frequently 68 (13.8) 37 (7.5) 15 (3.1) 37 (7.5) 32 (6.5) 60 (12.2) 42 (8.5) 41 (8.3) 

Constantly 10 (2) 8 (1.6) 3 (0.6) 3 (0.6) 8 (1.6) 12 (2.4) 8 (1.6) 3 (0.6) 

Total 78 (15.8) 45 (9.1) 18 (3.7) 40 (8.1) 40 (8.1) 72 (14.6) 50 (10.1) 44 (8.9) 

 

Source: Own research 

 

Table 2 shows that the majority of public sector employees in the Moravian-Silesian Region working in all three 

work modes during the pandemic never or almost never, or only sometimes experienced symptoms of burnout 

syndrome; only a smaller number of respondents experienced symptoms of burnout syndrome frequently or 

constantly, thus not supporting hypothesis H2: More public sector employees in the Moravian-Silesian Region 

working remotely or in a hybrid model during the pandemic often or constantly experienced burnout symptoms 

than employees in the Czech Republic as a whole. According to the findings of the company Profesia, 40 % of 

Czech employees experienced the symptoms of burnout syndrome during the pandemic – see subchapter 2.3. 

This is a very positive outcome of the survey. 

 

Although the majority of public sector employees working in all three modes of work during the pandemic 

never, or almost never, or only sometimes experienced symptoms of burnout syndrome, a smaller number of 

those experienced symptoms of burnout syndrome frequently or constantly. Consequently, the relationship 

between the frequent or constant experience of burnout syndrome symptoms and work mode during the 

pandemic was examined only for those employees who experienced these feelings. The responses to this 

question can be seen in Table 3. 
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Table 3. Relationship between work mode and experiencing the symptoms of burnout syndrome  

 

  
Office work 

only 
Hybrid model Remote work Total 

Symptoms   

I felt exhausted physically or 

emotionally 

Frequently 10 (14.7)** 12 (17.7) 46 (67.6)* 68 (100) 

Constantly 3 (30) 2 (20)** 5 (50)* 10 (100) 

I had negative thoughts about 

my job 

Frequently 4 (10.8)** 7 (18.9) 26 (70.3)* 37 (100) 

Constantly 6 (75)* 2 (25) 0* 8 (100) 

I got easily upset by minor 

problems or my co-workers 

Frequently 2 (13.3)** 4 (26.7) 9 (60)* 15 (100) 

Constantly 3 (100)* 0** 0** 3 (100) 

I felt under immense pressure 

to succeed 

Frequently 6 (16.2) 4 (10.8)** 27 (73)* 37 (100) 

Constantly 0** 1 (33.3) 2 (66.7)* 3 (100) 

I felt like I was in the wrong 

organization or profession 

Frequently 6 (18.8)** 6 (18.8)** 20 (62.4)* 32 (100) 

Constantly 2 (25)** 2 (25)** 4 (50)* 8 (100) 

I felt like organizational policy 

or bureaucracy was hindering 

my ability to do a good job 

Frequently 16 (26.7) 2 (3.3)** 42 (70)* 60 (100) 

Constantly 2 (16.7)** 2 (16.7)** 8 (66.6)* 12 (100) 

I felt like I did not have time to 

do many of the things that are 

important for doing a good job 

Frequently 8 (19.1) 4 (9.5)** 30 (71.4)* 42 (100) 

Constantly 2 (25)** 2 (25)** 4 (50)* 8 (100) 

I found that I did not have time 

to plan as much as I wanted to 

Frequently 6 (14.6) 2 (4.9)** 33 (80.5)* 41 (100) 

Constantly 3 (100)* 0** 0** 3 (100) 

Note: The * symbol for each symptom always indicates the worst performing model(s) of the work mode for both intensities 

of its perception. Conversely, the ** symbol for each symptom always indicates the best-performing model(s) of the work 

mode for both intensities of its perception. 

 
Source: Own research 

 

Table  3 shows that those employees who worked entirely remotely at the time of the pandemic frequently (8 

out of 8) or constantly (5 out of 8) experienced more symptoms of burnout syndrome than the employees who 

only worked in the office during the pandemic (frequently none of the respondents, 3 out of 8 constantly); 

respondents who worked in the hybrid model at the time of the pandemic experienced these symptoms the least 

(5 out of 8 frequently, 6 out of 8 constantly), thus confirming hypothesis H3: The work mode during the 

pandemic that lead least to experiencing symptoms of burnout syndrome was the hybrid model. The findings 

were consistent with the propositions that the work mode at the times of the pandemic that least led to 

experiencing symptoms of burnout syndrome was the hybrid model or that working partly from home had  

a preventive effect against burnout syndrome (Chafi, Hultberg & Yams, 2022). 

 

The majority (404; 82.1 %) of public sector employees in the Moravian-Silesian Region of the Czech Republic 

worked remotely or in a hybrid model during the pandemic. In the time after the pandemic, an absolute majority 

(296; 60.2 %) of respondents working in all three work modes during the pandemic would prefer the hybrid 

model. In terms of the effect of the pandemic work mode on experiencing symptoms of burnout syndrome, the 

majority of employees (414; 84.2 % to 474; 96.3 %) never or almost never experienced or only sometimes 

experienced these symptoms; only a low number of respondents (40; 8.1 % to 78; 15.8 %) experienced 

symptoms of burnout syndrome frequently or constantly. 

 

Finally, Cronbach Alpha calculated the internal consistency of the survey. The value of Cronbach's alpha 0.743 

indicates the measurement's good reliability (internal consistency). This means that the items (questions) in the 

examined questionnaire had a solid level of correlation and were consistent in measuring the same construct. 

 

Regression analysis was not used here because several assumptions were not met. For proper use and 

interpretation of the results of a regression model, the following assumptions should be satisfied: a linear 

relationship between the independent variables and the dependent variable, independence of observations in the 

sample, homoscedasticity, normality of errors, and absence of multicollinearity. 
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Conclusion and limitations 

 

The article aimed to determine whether there was a direct link between the different work modes during the 

pandemic, the preference of the work mode after the pandemic and the level of perceived burnout syndrome.  

 

Since there has been no research to date that has provided results examining the relationship between different 

work modes during the pandemic, as well as the preference for the work mode in the post-pandemic period, and 

the degree of perceiving burnout syndrome specifically among public sector employees, the authors conducted 

this research in one of the regions of the Czech Republic, which is where the novelty of this research lies. 

 

The first step within the paper's methodology was to conduct a vast literature review. This resulted in meeting 

the aim of this article (based on the questionnaire survey done by the authors). In the next step, the stated aim 

resulted in formulating two research questions and corresponding hypotheses. 

 

Subsequently, in May 2022, a survey was conducted in the form of an online questionnaire survey based on  

a structured questionnaire. The initial population for the sample selection included 1 654 public sector 

employees in the Moravian-Silesian Region, where the return rate was 29.8 %. A total of 492 questionnaires 

were returned. The survey results were first compiled using Microsoft Excel, the data was collected, and faulty 

results were eliminated to ensure only relevant data was used for further analysis. Basic descriptive statistics 

(absolute and relative frequencies) were computed. Statistical analysis was computed and evaluated using IBM 

SPSS Statistics 28.0 software. Specifically, a goodness-of-fit test was used, with Pearson's chi-square test 

statistic as the test criterion.  

 

The survey results were analyzed and commented on in detail compared with the results of various surveys 

dealing with the issue. The following conclusions were made in the research area, which became the starting 

point for formulating further directions for possible research on this issue.  

 

The questionnaire survey results and hypotheses disproving/confirming answered the formulated research 

questions in the following way. Q1 is: employees would prefer a hybrid model in the post-pandemic era. The 

answer to research question Q2 is that the rate of experiencing symptoms of burnout syndrome among 

employees working in different modes varies but is generally low among these employees. Nevertheless, there 

is a lower number of those who experienced symptoms of burnout syndrome frequently or constantly. It is in 

the interest of employers and the affected employees to try to create such conditions and behave in a way that 

does not put them at risk of burnout syndrome. There is a fully extensive informational database on this topic 

that both employers and employees can now use.  

 

The limiting conditions of the survey can be seen in the return rate of the questionnaires, which was only  

29.8 %. Generalizing the findings of this study must be taken with care, as the findings are based on a sample 

in one region of the Czech Republic. Future research can build on the findings of this research, which can be 

considered pilot research. 

 

A limitation of the survey can be that respondents' answers might have been influenced by the fact that public 

sector employees in the Moravian-Silesian Region needed to be sufficiently prepared for the instant transition 

to remote work or a hybrid model and had to implement new measures. The main challenge for public sector 

organizations was often how to technically provide employees with the possibility to work remotely or in a 

hybrid model. Suppose people could work on their computers if it were necessary to provide them with a 

company laptop or if they had the software required to do their work and to communicate with colleagues.  

 

Another limitation of the survey may be the fact that the authors of the article did not have available pre-

pandemic measures of the level of burnout syndrome not only for public sector employees in the Moravia-

Silesian Region but also for public sector employees of the whole Czech Republic, no such study exists. 

Therefore, they based their hypothesis on the results of surveys on burnout syndrome throughout the Czech 

Republic across all sectors. 
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The authors see further direction in the research, focusing on the public sector throughout the Czech Republic. 

Another possible direction of the study could be to analyze the results based on gender, age, or job profession 

or position and to analyze in detail why the public administration employees of the Moravian-Silesian Region 

(or the whole Czech Republic) were identified as experiencing lower levels of burnout syndrome symptoms 

than other professions.  
 
                       

References 
 

 

Androniceanu, A., Sabie, O.M., Georgescu, I., & Drugău-Constantin, A.L. (2023). Main factors and causes that are influencing the 

digital competences of human resources. Administratie si Management Public, 41, 26-53. https://doi.org/10.24818/amp/2023.41-02  

 

Bai, J., Jin, W., Steffen, S., & Wan, Ch. (2020). The Future of Work: Work From Home Preparedness and Firm Resilience During The 

Covid-19 Pandemic. SSRN Electronic Journal. https://doi.org.10.2139/ssrn.3616893 

 

Besenyő, J.,  & Kármán, M. (2020). Effects of COVID-19 pandemy on African health, political and economic strategy. Insights into 

Regional Development, 2(3), 630-644. https://doi.org/10.9770/IRD.2020.2.3(2)  

 

BusinessInfo. (2021). Covid has changed the way we work and the shape of our workplaces. What will survive after the pandemic is 

over? https://www.businessinfo.cz/clanky/covid-zmenil-zpusob-jakym-pracujeme-i-podobu-pracovist-co-pretrva-po-odezneni-

pandemie/ 

 

Chafi, M. B, Hultberg, A., & Yams, N. B. (2022). Post-Pandemic Office Work: Perceived Challenges and Opportunities for a Sustainable 

Work Environment. Sustainability, 14(1), Article 294. https://doi.org/10.3390/su14010294 

 

Chlebek, T. (2023). Is the future of work hybrid? Coworking spaces can save people time and the planet. Czechcrunch. https://cc.cz/je-

budoucnost-prace-hybridni-coworkingove-prostory-zlepsuji-zivot-lidi-planety-i-firem/ 

 

Černohlávková, L., & Housková, S. (2021). A lot of people would like to have a part-time home office, how should bosses behave? What 

to decide? Hospodářské noviny. https://byznys.hn.cz/c1-66923200-audio-hodne-lidi-by-si-rado-castecny-home-office-nechalo-jak-se-

maji-zachovat-sefove-podle-ceho-se-rozhodovat 

 

Costin, A., Roman, A.F., & Balica, R.S. (2023) Remote work burnout, professional job stress, and employee emotional exhaustion 

during the COVID-19 pandemic. Frontiers in Psychology, 14, Article Number 1193854 http://doi.org/10.3389/fpsyg.2023.1193854  

 

Deník, N. (2021). One of the many impacts of the protracted covid pandemic is the increase in the number of people experiencing 

burnout syndrome in their work. https://twitter.com/enkocz/status/1466896316391477250 

 

Dyer, Ch., & Shepherd K. (2021). Remote Work. Kogan Page. 

 

E15. (2020). One in five employees works in the public sector. https://www.e15.cz/domaci/stat-plati-427-tisic-lidi-kazdy-paty-

zamestnanec-dela-ve-verejnem-sektoru-1096135 

 

Felstead, A. (2022). Remote Working. A Research Overview. Abingdon: Routledge. 

 

Frankovský, M., Scopa, R. & Benková, E. (2018). Assessment of Social Intelligence by Managers in the Cultural Context. IBIMA. 

https://ibima.org/accepted-paper/assessment-of-social-intelligence-by-managers-in-the-cultural-context/ 

 

Gonzalez, E.P.R., Otalvaro, A.M.R., Argel, M.N.M., & Urzola, A.U. (2021). Professional burnout and increased workload during covid-

19 in higher education teachers in Monteria – Colombia. European Psychiatry, 64, S267-S268. http://doi.org/10.1192/j.eurpsy.2021.718  

 

Hájková, A. (2021). The home office phenomenon in numbers. How we work from home? HR News. https://www.hrnews.cz/lidske-

zdroje/trendy-id-148711/fenomen-home-office-v-cislech-jak-se-nam-pracuje-z-domova-id-4002093 

 

Hayes, S.W., Priestley, J.L., Moore, B.A., & Ray, H.E. (2021). Perceived Stress, Work-Related Burnout, and Working from Home 

Before and During COVID-19: An Examination of Workers in the United States. Sage Open, 11(4), Article Number 

21582440211058193  http://doi.org/10.1177/21582440211058193  

 

HR News. (2021). The home office phenomenon in numbers. How do we work from home? https://www.hrnews.cz/lidske-zdroje/trendy-

id-148711/fenomen-home-office-v-cislech-jak-se-nam-pracuje-z-domova-id-4002093 

 

http://jssidoi.org/jesi/
http://doi.org/10.9770/jesi.2024.11.4(6)
https://doi.org/10.24818/amp/2023.41-02
https://doi.org.10.2139/ssrn.3616893
https://doi.org/10.9770/IRD.2020.2.3(2)
https://www.businessinfo.cz/clanky/covid-zmenil-zpusob-jakym-pracujeme-i-podobu-pracovist-co-pretrva-po-odezneni-pandemie/
https://www.businessinfo.cz/clanky/covid-zmenil-zpusob-jakym-pracujeme-i-podobu-pracovist-co-pretrva-po-odezneni-pandemie/
https://doi.org/10.3390/su14010294
https://cc.cz/je-budoucnost-prace-hybridni-coworkingove-prostory-zlepsuji-zivot-lidi-planety-i-firem/
https://cc.cz/je-budoucnost-prace-hybridni-coworkingove-prostory-zlepsuji-zivot-lidi-planety-i-firem/
https://byznys.hn.cz/c1-66923200-audio-hodne-lidi-by-si-rado-castecny-home-office-nechalo-jak-se-maji-zachovat-sefove-podle-ceho-se-rozhodovat
https://byznys.hn.cz/c1-66923200-audio-hodne-lidi-by-si-rado-castecny-home-office-nechalo-jak-se-maji-zachovat-sefove-podle-ceho-se-rozhodovat
http://doi.org/10.3389/fpsyg.2023.1193854
https://twitter.com/enkocz/status/1466896316391477250
https://www.e15.cz/domaci/stat-plati-427-tisic-lidi-kazdy-paty-zamestnanec-dela-ve-verejnem-sektoru-1096135
https://www.e15.cz/domaci/stat-plati-427-tisic-lidi-kazdy-paty-zamestnanec-dela-ve-verejnem-sektoru-1096135
https://ibima.org/accepted-paper/assessment-of-social-intelligence-by-managers-in-the-cultural-context/
http://doi.org/10.1192/j.eurpsy.2021.718
https://www.hrnews.cz/lidske-zdroje/trendy-id-148711/fenomen-home-office-v-cislech-jak-se-nam-pracuje-z-domova-id-4002093
https://www.hrnews.cz/lidske-zdroje/trendy-id-148711/fenomen-home-office-v-cislech-jak-se-nam-pracuje-z-domova-id-4002093
http://doi.org/10.1177/21582440211058193
https://www.hrnews.cz/lidske-zdroje/trendy-id-148711/fenomen-home-office-v-cislech-jak-se-nam-pracuje-z-domova-id-4002093
https://www.hrnews.cz/lidske-zdroje/trendy-id-148711/fenomen-home-office-v-cislech-jak-se-nam-pracuje-z-domova-id-4002093


ENTREPRENEURSHIP AND SUSTAINABILITY ISSUES 

ISSN 2345-0282 (online) http://jssidoi.org/jesi/ 

       2024 Volume 11 Number 4 (June) 

   http://doi.org/10.9770/jesi.2024.11.4(6) 
 

 

102 

 

HR News. (2022). EBR survey: 95% of Europeans believe that most people will work remotely in the future. Candidates today consider 

the home office as the standard. https://www.hrnews.cz/lidske-zdroje/rizeni-id-2698710/pruzkum-rebr-95-evropanu-veri-ze-v-

budoucnu-bude-vetsina-lid-id-4218521 

 

IDnes.cz (2020). Burnout syndrome have still younger. According to the survey, the home office contributed to it. 

https://www.idnes.cz/ekonomika/zahranicni/syndrom-vyhoreni-covid-19-koronavirus-pruzkum-pracovni-vycerpani-

stres.A200922_145832_eko-zahranicni_div 

 

IdSurvey (2023). CAWI Methodology – Computer Assisted Web Interview. https://www.idsurvey.com/en/cawi-methodology/ 

 

Kirkham, A. (2022). What is hybrid work and why do employees want it? Envoy. https://envoy.com/blog/what-is-a-hybrid-work-model/ 

 

Kitzinger, J. (1995). Introducing Focus Groups. British Medical Journal, 311(7000), 299-302. https://www.jstor.org/stable/29728251 

 

Kvapil, K. (2021). Previously no work from home is now routine. Novinky.cz. https://www.novinky.cz/clanek/finance-drive-zadana-

prace-z-domova-je-dnes-beznou-rutinou-40348746 

 

Management News. (2023). Managers will become next-generation leaders in the hybrid model. 

https://www.managementnews.cz/manazer/manazerske-dovednosti-id-147962/manazeri-se-v-hybridnim-modelu-stanou-lidry-nove-

generace-id-4275911 

 

ManpowerGroup. (2020). Impact of the COVID-19 epidemic on business. https://www.manpowergroup.cz/dopad-epidemie-covid-19-

na-business/ 

 

Maslach, C., & Jackson, S. E. (1981). The measurement of experienced burnout. Journal of Occupational Behavior, 2(2), 99-113. 

https://doi.org/10.1002/job.4030020205 

 

Medical Facilities of the Ministry of the Interior (2021). Burnout syndrome. https://www.zzmv.cz/syndrom-vyhoreni 

 

Ministry of Labour and Social Affairs. (2021). Work from home 2021. Employee and manager experiences. 

https://www.esfcr.cz/documents/21802/14776072/Vyhodnocen%C3%AD+dotazn%C3%ADku+Pr%C3%A1ce+z+domova+2021.pdf/

18a8e798-5bff-49eb-9c80-71ea62b99a0e?t=1634908096804 

 

Ministry of Labour and Social Affairs. (2023). Catalogues of works and administrative activities https://www.mpsv.cz/katalogy-praci-

a-spravnich-cinnosti 

 

Moron, M., Yildirim, M., Jach, L., Nowakowska, J., & Atlas, K. (2023). Exhausted due to the pandemic: Validation of Coronavirus 

Stress Measure and COVID-19 Burnout Scale in a Polish sample. Current Psychology, 42(20), 17374-17383 

http://doi.org/10.1007/s12144-021-02543-4  

 

Mustajab, D., Bauw, A., Rasyid, A., & Irawan, I. (2020). Working from Home Phenomenon as an Effort to Prevent COVID-19 Attacks 

and Its Impacts on Work Productivity. The International Journal of Applied Business, 4(1), 13–21. 

https://doi.org/10.20473/tijab.V4.I1.2020.13-21 

 

Novinky.cz. (2021). Covid has changed the way we work and the shape of our workplaces. What remains after the pandemic?. 

https://www.novinky.cz/clanek/finance-covid-zmenil-nas-zpusob-prace-i-podobu-pracovist-co-zustane-i-po-pandemii-40360055 

 

Novinky.cz. (2020). The coronavirus has waved benefits. Companies will be more careful when providing them. 

https://www.novinky.cz/clanek/finance-koronavirus-zamaval-i-s-benefity-firmy-budou-pri-jejich-poskytovani-opatrnejsi-40344340 

 

Okuyan, C. B., & Begen, M. A. (2021). Working from home during the COVID-19 pandemic, its effects on health, and 

recommendations: The pandemic and beyond. Perspectives in Psychiatric Care. https://doi.org.10.1111/ppc.12847  

 

Parra, C.M., Gupta, M., & Cadden, T. (2022). Towards an understanding of remote work exhaustion: A study on the effects of 

individuals? big five personality traits. Journal of Business Research, 150, 653-662. http://doi.org/10.1016/j.jbusres.2022.06.009 

    

Profesia. (2020). The HR Pulse survey shows how Czech companies are coping with the second wave of coronavirus measures. How are 

their organization and functioning changing?  https://firma.profesia.cz/aktuality/pruzkum-hr-pulse-ukazuje-ceske-firmy-zvladaji-

druhou-vlnu-koronavirovych-opatreni-se-meni-usporadani-fungovani/ 

 

Profi HR. (2020a). The future is in the combination of office and home office, 9, 32. 

 

Profi HR. (2020b). Managers must learn to manage employees remotely, 11, 44–45. 

http://jssidoi.org/jesi/
http://doi.org/10.9770/jesi.2024.11.4(6)
https://www.hrnews.cz/lidske-zdroje/rizeni-id-2698710/pruzkum-rebr-95-evropanu-veri-ze-v-budoucnu-bude-vetsina-lid-id-4218521
https://www.hrnews.cz/lidske-zdroje/rizeni-id-2698710/pruzkum-rebr-95-evropanu-veri-ze-v-budoucnu-bude-vetsina-lid-id-4218521
https://www.idnes.cz/ekonomika/zahranicni/syndrom-vyhoreni-covid-19-koronavirus-pruzkum-pracovni-vycerpani-stres.A200922_145832_eko-zahranicni_div
https://www.idnes.cz/ekonomika/zahranicni/syndrom-vyhoreni-covid-19-koronavirus-pruzkum-pracovni-vycerpani-stres.A200922_145832_eko-zahranicni_div
https://www.idsurvey.com/en/cawi-methodology/
https://envoy.com/blog/what-is-a-hybrid-work-model/
https://www.jstor.org/stable/29728251
https://www.novinky.cz/clanek/finance-drive-zadana-prace-z-domova-je-dnes-beznou-rutinou-40348746
https://www.novinky.cz/clanek/finance-drive-zadana-prace-z-domova-je-dnes-beznou-rutinou-40348746
https://www.managementnews.cz/manazer/manazerske-dovednosti-id-147962/manazeri-se-v-hybridnim-modelu-stanou-lidry-nove-generace-id-4275911
https://www.managementnews.cz/manazer/manazerske-dovednosti-id-147962/manazeri-se-v-hybridnim-modelu-stanou-lidry-nove-generace-id-4275911
https://www.manpowergroup.cz/dopad-epidemie-covid-19-na-business/
https://www.manpowergroup.cz/dopad-epidemie-covid-19-na-business/
https://doi.org/10.1002/job.4030020205
https://www.zzmv.cz/syndrom-vyhoreni
https://www.esfcr.cz/documents/21802/14776072/Vyhodnocen%C3%AD+dotazn%C3%ADku+Pr%C3%A1ce+z+domova+2021.pdf/18a8e798-5bff-49eb-9c80-71ea62b99a0e?t=1634908096804
https://www.esfcr.cz/documents/21802/14776072/Vyhodnocen%C3%AD+dotazn%C3%ADku+Pr%C3%A1ce+z+domova+2021.pdf/18a8e798-5bff-49eb-9c80-71ea62b99a0e?t=1634908096804
https://www.mpsv.cz/katalogy-praci-a-spravnich-cinnosti
https://www.mpsv.cz/katalogy-praci-a-spravnich-cinnosti
http://doi.org/10.1007/s12144-021-02543-4
https://doi.org/10.20473/tijab.V4.I1.2020.13-21
https://www.novinky.cz/clanek/finance-covid-zmenil-nas-zpusob-prace-i-podobu-pracovist-co-zustane-i-po-pandemii-40360055
https://www.novinky.cz/clanek/finance-koronavirus-zamaval-i-s-benefity-firmy-budou-pri-jejich-poskytovani-opatrnejsi-40344340
https://doi.org.10.1111/ppc.12847
http://doi.org/10.1016/j.jbusres.2022.06.009
https://firma.profesia.cz/aktuality/pruzkum-hr-pulse-ukazuje-ceske-firmy-zvladaji-druhou-vlnu-koronavirovych-opatreni-se-meni-usporadani-fungovani/
https://firma.profesia.cz/aktuality/pruzkum-hr-pulse-ukazuje-ceske-firmy-zvladaji-druhou-vlnu-koronavirovych-opatreni-se-meni-usporadani-fungovani/


ENTREPRENEURSHIP AND SUSTAINABILITY ISSUES 

ISSN 2345-0282 (online) http://jssidoi.org/jesi/ 

       2024 Volume 11 Number 4 (June) 

   http://doi.org/10.9770/jesi.2024.11.4(6) 
 

 

103 

 

Siddiquei, M. I., & Khan, W. (2020). Economic implications of coronavirus. Journal of Public Affairs, 20(4), e2169. 

https://doi.org/10.1002/pa.2169 

Stasila-Sieradzka, M., Sanecka, E., & Turska, E (2023). Not so good hybrid work model? Resource losses and gains since the outbreak 

of the COVID-19 pandemic and job burnout among non-remote, hybrid, and remote employees. International Journal of Occupational 

Medicine and Environmental Health, 36(2), 229-249 http://doi.org/10.13075/ijomeh.1896.02026  

Tittelbachova, S., Cajkova, A., Lukac, M., & Lzicar, P. (2022). Impact of the COVID-19 pandemic on tourism in the Czech Republic. 

Terra Economics, 20(3), 133-145. http://doi.org.0.18522/2073-6606-2022-20-3-133-145  

 

Threlkeld, K. (2021). Employee Burnout Report: COVID-19’s Impact and 3 Strategies to Curb It. Indeed. 

https://www.indeed.com/lead/preventing-employee-burnout-report 

 

Turnea, E.S., Prodan, A., Nestian, S.A., Tita, S.M., & Danilet, M. (2022). Financial rewards and benefits attracting students to work 

online remotely. Transformations in Business & Economics, Vol. 21, No 2A (56A), pp.479-495. 

 

Up. (2021). HR in the hybrid era. https://www.upcz.cz/hr-v-dobe-hybridni/ 

 

Valíčková, I., & Němeček, M. (2020). Employer home office regulation during a coronavirus pandemic. epravo.cz. 

https://www.epravo.cz/top/clanky/narizeni-home-office-zamestnavatelem-v-dobe-pandemie-koronaviru-112101.html 

 

Vavrek, R., & Bečica, J. (2020). Efficiency Evaluation of Culture Services in the Czech Republic via Multi-Criteria Decision Analysis. 

Sustainability, 12(8), 3409. https://doi.org/10.3390/su12083409 

 

Vione, K.C., & Kotera, Y. (2021). Mindfulness-Based Approaches for COVID-19 Mental Health in Working from Home. International 

Journal of mental Health and Addiction. https://doi.org/10.1007/s11469-021-00647-3 

 

Yildirim, M., & Ashraf, F (2023). Fear of COVID-19, Coronavirus Anxiety, COVID-19 Burnout, and Resilience: Examining 

Psychometric Properties of COVID-19 Burnout Scale in Urdu. Journal of Asian and African Studies 

http://doi.org/10.1177/00219096231153161  

 

Zaharia, R., Zaharia, R.M., Edu, T., & Negricea, I.C. (2022). Exploring Student Satisfaction with Online Education During the Covid-

19 Pandemic in Romania: A Logistic Regression Approach. Transformations in Business & Economics, Vol. 21, No 2 (56), pp.41-62 

 

Zimmermannova, J., Pavlik, L., & Chytilova, E. (2022). Digitalization in Hospitals in COVID-19 Times-A Case Study of the Czech 

Republic. Economies. https://doi.org/10.3390/economies10030068  

 

 

 

 
Funding: This research was supported by the Student Grant Competition of the Faculty of Economics, VSB-Technical 

University of Ostrava, project registration number SP2023/025 “Family Business: An Analysis of Factors Influencing 

Employees' Attitudes in Choosing an Employer” and by the European Union under the REFRESH – Research Excellence 

For Region Sustainability and High-tech Industries project number CZ.10.03.01/00/22_003/0000048 via the Operational 

Programme Just Transition. All support is greatly acknowledged and appreciated. 

 

Data Availability Statement: More information and data can be found in the repository: 

https://wis.vsb.cz/115/KaterinaMokra/Data_Source_2023_06.zip 

 

Author Contributions: Conceptualization: Petra Horváthová, Kateřina Mokrá, Kateřina Stanovská, Gabriela Poláková; 

methodology: Petra Horváthová, Kateřina Stanovská; data analysis:  Kateřina Stanovská; writing—original draft 

preparation: Petra Horváthová, Kateřina Mokrá, writing; review and editing: Petra Horváthová, Kateřina Mokrá; 

visualization: Gabriela Poláková. All authors have read and agreed to the published version of the manuscript. 

                      

 

 

 

 

 

 

http://jssidoi.org/jesi/
http://doi.org/10.9770/jesi.2024.11.4(6)
https://doi.org/10.1002/pa.2169
http://doi.org/10.13075/ijomeh.1896.02026
http://doi.org.0.18522/2073-6606-2022-20-3-133-145
https://www.indeed.com/lead/preventing-employee-burnout-report
https://www.upcz.cz/hr-v-dobe-hybridni/
https://www.epravo.cz/top/clanky/narizeni-home-office-zamestnavatelem-v-dobe-pandemie-koronaviru-112101.html
https://doi.org/10.3390/su12083409
https://doi.org/10.1007/s11469-021-00647-3
http://doi.org/10.1177/00219096231153161
https://doi.org/10.3390/economies10030068
https://wis.vsb.cz/115/KaterinaMokra/Data_Source_2023_06.zip


ENTREPRENEURSHIP AND SUSTAINABILITY ISSUES 

ISSN 2345-0282 (online) http://jssidoi.org/jesi/ 

       2024 Volume 11 Number 4 (June) 

   http://doi.org/10.9770/jesi.2024.11.4(6) 
 

 

104 

 

 

Petra HORVÁTHOVÁ is a Professor at the Faculty of Economics, VSB - Technical University of Ostrava, Czech 

Republic. Research interests: human resource management, the impact of the COVID-19 pandemic on employees and 

employers, and burnout syndrome. 

ORCID ID: https://orcid.org/0000-0002-8432-7996     

 
Kateřina MOKRÁ is an assistant professor at the Faculty of Economics, VSB - Technical University of Ostrava, Czech 

Republic. Research interests: human resource management, the influence of the COVID -19 pandemic on employee 

engagement and burnout syndrome, trends in management.  

ORCID ID: https://orcid.org/0000-0002-6175-2172 

     

Kateřina STANOVSKÁ is an assistant professor at the Faculty of Economics, VSB - Technical University of Ostrava, 

Czech Republic. Research interest: strategic management in the field of human resource management, financial 

management, and the impact of digitalization on businesses. 

ORCID ID: https://orcid.org/0000-0002-5539-2991 

 

Gabriela POLÁKOVÁ is a PhD student at the Faculty of Economics, VSB - Technical University of Ostrava, Czech 

Republic. Research interest: human resource management, especially remuneration and motivation, and employee 

performance.  

ORCID ID: https://orcid.org/0000-0002-8219-8078 
 

 

 

 

Copyright © 2024 by author(s) and VsI Entrepreneurship and Sustainability Center 

This work is licensed under the Creative Commons Attribution International License (CC BY). 

http://creativecommons.org/licenses/by/4.0/ 

  

http://jssidoi.org/jesi/
http://doi.org/10.9770/jesi.2024.11.4(6)
http://creativecommons.org/licenses/by/4.0/

