
Applied Research in Quality of Life
https://doi.org/10.1007/s11482-023-10145-4

Abstract
With the rise of teleworking during the past decades, the impacts of teleworking 
on job satisfaction have been extensively debated. Teleworking might benefit 
workers by improving work-life balance and emotional well-being, but it also 
brings considerable challenges. This study empirically investigates the impacts 
of teleworking on workers’ enjoyment across daily working episodes and job 
satisfaction and its gendered patterns, using Ordinary Least Squares regressions 
and the latest nationally representative time-use survey data in the UK. Moreover, 
it uses the Karlson/Holm/Breen (KHB) decomposition method to examine the 
role of enjoyment at work in mediating the associations between teleworking and 
job satisfaction. Overall, this study yields two major findings. First, among men, 
teleworkers tend to have higher levels of enjoyment at work and job satisfaction, 
but this is not the case for women. Second, around 46% of teleworking’s positive 
impacts on men’s job satisfaction can be explained by higher levels of enjoyment 
at work. Taken together, by integrating different theoretical perspectives on 
teleworking, gender and emotional well-being, this study provides interdisciplinary 
insights into the nuanced social consequences of teleworking, highlights the 
disadvantaged position of women in the use of teleworking, and demonstrates the 
need to enhance emotional well-being in future labour market policies.

Keywords  Enjoyment at work · Gender · Job satisfaction · Teleworking · Work 
autonomy
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Introduction

Teleworking refers to the practice of workers working outside of the traditional 
single workplace, or while on the move (Morganson et al., 2010). Organisations and 
governments had actively promoted teleworking over the past decades, especially 
during the Covid-19 pandemic when it was advocated to prevent the spread of the 
disease and social issues (Li & Wang, 2020; Pataki-Bittó & Kun, 2022). However, 
there remain uncertainties about whether teleworking promotes or damages workers’ 
job satisfaction and enjoyment at work, and there has yet to be empirical research on 
its intersection with gender or its underlying emotional well-being mechanism.

In addition to the lack of empirical research, the existing theoretical arguments 
and findings about the impact of teleworking on job satisfaction and its gendered 
patterns are conflicting. On the one hand, the Job Demand Control (JDC) model 
(Karasek, 1979; Wheatley, 2012) predicts that workers, especially female workers, 
will have more work autonomy to juggle work and family commitments when 
using teleworking and will thereby have better emotional well-being and more job 
satisfaction. For instance, a stream of studies has found that workers report higher job 
satisfaction when using teleworking, while such impacts are more pronounced among 
women (Coron, 2022; Wheatley, 2012). On the other hand, the role blurring theory 
(Desrochers & Sargent, 2004) predicts that teleworking can blur the boundaries 
between workers’ occupational commitments and private lives, thereby reducing their 
job satisfaction and harming their work-life balance. For example, studies find that 
teleworking increases workers’ subjective time pressure and irritability, especially 
among men (Pataki-Bittó & Kun, 2022; Song & Gao, 2019). Given the inconsistent 
theoretical predictions and findings, the first objective of the study is to investigate 
the impacts of teleworking on workers’ emotional well-being at work and overall job 
satisfaction while considering the potential moderating role of gender.

Although some scholars have emphasised the importance of workers’ instantaneous 
emotional well-being (i.e., enjoyment at work) in predicting job satisfaction (Brief 
& Weiss, 2002; Wegge et al., 2006a), the investigation of workers’ enjoyment at 
work is rather absent in most studies on the association between teleworking and job 
satisfaction (Morganson et al., 2010; Pataki-Bittó & Kun, 2022; Teo & Lim, 1998; 
Wheatley, 2012). Failing to consider underlying factors like instantaneous enjoyment 
at work prevents us from gaining a nuanced understanding of the connection between 
teleworking and job satisfaction (Brief & Weiss, 2002; Wegge et al., 2006a). Even 
though there is a stream of studies that has investigated the associations between 
teleworking and emotional well-being (Anderson et al., 2015; Vega et al., 2015) and 
the underlying emotional well-being mechanism at the organisational level by using 
stylised survey data, there is selection bias, memory bias and estimate inaccuracy in 
their analyses (Kan & Pudney, 2008). Moreover, the potential gender differences in 
these underlying factors remain poorly researched with time diary evidence. Thus, 
drawing on the previous literature, this study’s second objective is to use the Karlson/
Holm/Breen (KHB) decomposition method to investigate the role of emotional well-
being at work in mediating the impacts of teleworking on the job satisfaction of 
workers of different genders.
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By achieving both objectives, this study makes three important contributions 
to the literature. First, we empirically extend the current literature by analysing 
the impacts of teleworking on workers’ instantaneous enjoyment at work and job 
satisfaction. Operationally, this study uses 24-hour time use data to measure workers’ 
instantaneous emotion (enjoyment) during each work episode. Secondly, we provide 
novel insights into the gender differences in the impacts of teleworking. Thirdly, we 
bridge the divergent theoretical understandings of teleworking, gender, emotional 
well-being and job satisfaction by analysing the role of enjoyment at work in 
mediating the associations between teleworking and job satisfaction.

Teleworking, Subjective Well-Being and Gender

Although governments and organisations promoted teleworking to enhance job 
performance and work-life balance around the world during the Covid-19 pandemic, 
whether teleworking improves job satisfaction and other subjective well-being 
outcomes is still subject to extensive debates. The theoretical predictions and 
empirical findings about teleworkers’ job satisfaction and enjoyment at work are 
conflicting. In addition, gender inequalities in the household and labour market still 
remain, with women spending more time on housework and childcare and less time 
in full-time work than men (M.-Y. Kan & Laurie, 2018). Thus, the consequence of 
teleworking might differ by gender.

On the one hand, some scholars argue that teleworking can provide workers 
with more job autonomy and flexibility, thereby reducing work-related stress and 
improving subjective well-being. Specifically, the Job Demand Control (JDC) model 
(Karasek, 1979) indicates that high degrees of work autonomy can promote workers’ 
job performance and satisfaction by alleviating work pressure, reducing workloads 
and ensuring job satisfaction (Grönlund, 2007; Karasek, 1979; Wheatley, 2017). 
Work autonomy and flexibility are important in addressing mental issues during 
and after workers’ working events (Chung, 2017; Lopes et al., 2014). Thus, workers 
may have less work-related stress during teleworking since they are spatially and 
psychologically removed from “direct, face-to-face supervision” with higher levels 
of work autonomy (Fonner & Roloff, 2010). For women, in particular, there is a rich 
research tradition investigating how teleworking (especially working from home) 
benefits subjective well-being by providing more work autonomy and flexibility 
to balance occupation commitments and domestic responsibilities (Chung, 2022; 
Chung & van der Horst, 2018). Indeed, many studies have found that the benefits 
of teleworking on subjective well-being are more pronounced among women than 
men (Bae & Kim, 2016; Wheatley, 2012) since they have a higher demand for work 
autonomy and flexibility to alleviate work-family conflicts (Glavin & Schieman, 
2012; Li & Wang, 2022; Wang & Lu, 2022). Nonetheless, although men may benefit 
less from teleworking than women in terms of alleviating work-family conflicts, 
teleworking can benefit male workers in other ways by alleviating the mental strain 
brought on by high job demand. This is because traditional gender norms and 
occupational ethics expect men to do more ‘active jobs’, which are highly demanding 
but with better prospects and payments (Karasek, 1979; West & Zimmerman, 1987). 
For instance, previous research on the career expectations of workers found that 
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women tend to prioritise their ‘work-life balance’, while men prioritise a ‘high salary’ 
or ‘prospects’ (Schweitzer et al., 2011, 2014). Thus, male taleworkers may have 
better enjoyment since they have more work autonomy to alleviate their relatively 
higher work demand. Therefore, drawing on the theoretical perspectives from the 
JDC model and the sociology of gender, teleworking might benefit both men and 
women but through different mechanisms.

On the other hand, another stream of studies challenges the assumptions of the JDC 
model, and indicates that teleworking may reduce workers’ level of enjoyment at work 
and job satisfaction. Specifically, the role blurring theory (Desrochers & Sargent, 
2004) indicates that working out of the single traditional workplace, in particular 
working at home, will blur the boundary between job commitments and family 
responsibilities, thereby increasing a series of adverse effects. Such role-blurring 
patterns can influence workers’ working events during teleworking, for instance, 
by increasing the frequency of multitasking and fragmented working episodes 
(Cornwell, 2013; Offer & Schneider, 2011). Women are particularly vulnerable to role 
blurring since they are more likely to use teleworking to facilitate family demands 
(Abendroth, 2022; Kim et al., 2019). For example, previous studies have found that 
women working from home tend to suffer more interruptions by household needs 
and have a more fragmented time schedule (Powell & Craig, 2015), which means 
they will suffer low time quality and enjoyment when teleworking (Craig & Brown, 
2017). Moreover, the ‘flexibility paradox’ thesis indicates that work autonomy might 
not always facilitate work-family balance but instead lead to longer paid and unpaid 
working hours (Chung, 2022). A strand of the latest empirical evidence indicates that 
women are more likely to have more multitasking episodes, work-family conflicts 
and longer total (paid and unpaid) working hours (Chung & Booker, 2022; Yucel & 
Chung, 2021), leading to worse emotional well-being and job satisfaction status. It is 
also worth noting that female workers’ disadvantaged position in the labour market 
places a “glass ceiling” (Clawson, 2014; England et al., 2020; Wang, Zixin, et al., 
2022) on their opportunities for promotion into higher occupational positions that 
offer more opportunities to do telework. This means that women may have difficulty 
using teleworking because they are concentrated in lower occupational positions 
with less job quality but more demand from households. Meanwhile, men are more 
likely to prioritise and identify with their work commitments, with teleworking 
arrangements resulting in more overtime (Chung & van der Horst, 2020), and so face 
a form of the ‘flexibility paradox’. In addition, teleworkers might suffer from worse 
prospects and feelings of being marginalised (Tietze & Musson, 2010; Williams et 
al., 2013) due to the lack of communication with employers and colleagues, while 
such adverse effects might be more pronounced among men due to restrictions from 
traditional gender norms (Chung & van der Horst, 2020; Kim et al., 2019; West & 
Zimmerman, 1987).

Overall, previous research has conflicting predictions about the gendered 
associations between teleworking and workers’ subjective well-being (i.e., work-life 
balance, job satisfaction, time quality and mental strain). Therefore, the empirical 
analysis in this paper seeks to answer the following research question: How does 
teleworking shape workers’ enjoyment at work and job satisfaction across gender?
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The Underlying Emotional Well-Being Mechanisms

In this section, we explore the underlying emotional well-being mechanisms. 
Generally, job satisfaction consists of two components: (1) the cognitive dimension, 
represented by the evaluative judgement about a period of work experience, and (2) 
the emotional well-being dimension, represented by one’s instantaneous feeling of 
worktime flow (Brief & Weiss, 2002; Judge et al., 2001; Veenhoven & Publications, 
2008). The previous studies on emotional well-being, job satisfaction and work 
environment have made concerted efforts to explain how work environments shape 
workers’ feelings about different work-related events, thereby influencing job 
satisfaction (Brief & Weiss, 2002; Cernas-Ortiz & Wai-Kwan, 2021). However, most 
of the studies on teleworking and job satisfaction generally continue to focus loosely 
on the cognitive dimension while ignoring workers’ emotional well-being. Failing 
to consider the role of emotional well-being in the impacts of teleworking prevents 
us from gaining a nuanced understanding of teleworking and job satisfaction (Brief 
& Weiss, 2002). Even though there is a strand of studies that has investigated the 
associations between teleworking and emotional well-being (Anderson et al., 2015; 
Vega et al., 2015), they collect respondents’ emotional well-being by using stylised 
survey questions instead of using time diaries. This can generate memory bias and 
estimate inaccuracy during the analyses (Kan & Pudney, 2008), methodologically 
speaking. Many scholars in the field of sociology and economics have emphasised 
the advantages of using the time-diary method or some other similar approaches in 
collecting and measuring respondents’ emotional well-being (Hoang & Knabe, 2020; 
Zuzanek & Zuzanek, 2014). Therefore, we use time diary data to measure workers’ 
instantaneous emotions at work to capture their emotional well-being.

In this study, we assume that teleworking can influence not only workers’ 
enjoyment at work but also job satisfaction, and the associations between teleworking 
and job satisfaction can be mediated by workers’ enjoyment at work. This is because 
the predictions from the JDC model and the role blurring theory can be embedded 
within the framework of the affective events theory (AET). In the first place, 
according to Weiss and Cropanzano’s (1996) affective events theory (AET), events 
are the causes of workers’ emotions, and the raw elements that combine to generate 
the emotional components of job satisfaction are mood and emotions experienced 
while working. Thus, how workers feel at work is led by the events that happen 
in the workplace, and the feelings at work further affect workers’ satisfaction with 
their job (Weiss & Cropanzano, 1996). Many studies have empirically demonstrated 
that workers with more enjoyment at work tend to have higher levels of overall 
job satisfaction (e.g., Fisher 2002; Wegge et al., 2006; Weiss et al., 1999). In the 
second place, as mentioned in Sect. 1.1, the predictions from the JDC model and 
the role blurring theory both suggest that teleworking can influence workers’ way of 
experiencing work-related events (e.g., with more flexibility or more role blurring). 
For instance, the JDC model predicts that teleworkers with more work autonomy can 
have better enjoyment during the working episodes since they might feel better job 
quality and work-life balance (Anderson et al., 2015). By contrast, the role blurring 
theory assumes that teleworkers, especially women homeworkers, might suffer less 
enjoyment during working episodes since they have higher risks of multitasking 

1 3



Z. Lu, W. Zhuang

and temporal interruptions by family demands (Anderson et al., 2015). These two 
strands of predictions can also be found in AET but with less explanation of the 
mechanism (Anderson et al., 2015). The arguments from the JDC model and the 
role blurring theory contribute supplementary theoretical explanations to AET’s 
framework. Therefore, it is reasonable to assume that if teleworking can influence 
workers’ enjoyment at work and job satisfaction by bringing more work flexibility or 
role blurring/conflicts, there might be underlying emotional well-being mechanisms 
behind the associations.

Moreover, the role of enjoyment at work in mediating the positive impacts of 
teleworking on job satisfaction might also vary by gender. As mentioned above, 
gender inequality in the division of housework and labour participation may 
moderate the impacts of teleworking on enjoyment at work and job satisfaction. For 
women, the increased enjoyment at work might significantly increase the positive 
impacts of teleworking on job satisfaction by buffering the adverse effects of work-
family conflicts. On the other hand, the benefits of teleworking might be offset by 
increased multitasking and more hours of unpaid work. Meanwhile, for men, the 
increased enjoyment at work might significantly mediate the positive impacts of 
teleworking on job satisfaction by buffering the mental strain brought by high job 
demand. On the other hand, such benefits might not be strong enough and then offset 
by worse prospects and feelings of being marginalised. Therefore, the study’s second 
research question is: Does workers’ enjoyment at work mediate the positive impacts 
of teleworking on job satisfaction, (if so) whether there are gender differences in the 
relationships?

Methods

Data

This study uses the data from the UK Time-Use Survey (UKTUS) 2014/2015, 
the latest nationally representative time-use survey in the UK, to include detailed 
information about respondents’ workplace arrangements and instantaneous feelings 
during the day. The original sample includes 9388 individuals from 4239 households 
(Hoang & Knabe, 2020). The UKTUS sampled around 11,000 eligible households 
drawn from the Postcode Address File (PAF) system by using a multi-stage stratified 
probability sampling design. During the survey, respondents were required to record 
their main and secondary activities and level of enjoyment across 144 10-minute 
episodes throughout a weekday and a weekend day. In addition, the respondents 
were also asked to attend an interview after completing the diary, which collected 
substantive information about their socioeconomic information and subjective well-
being status. This study focuses on the subset of adults who reported working in paid 
employment. Moreover, the study excluded the diaries for weekends, and non-work 
days. After excluding the samples with missing data, the study’s sample comprises 
931 workers who completely recorded their activities and enjoyment across each 
episode on a typical weekday. More details about the analytic sample can be seen in 
Table 1.
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Measurements

Enjoyment at work is measured by respondents’ average enjoyment score of 
their work-related activities in a typical workday. Specifically, during the survey, 
respondents were asked to rate their enjoyment of each 10 min episode. The diary’s 
specific question of ‘enjoyment’ is “how much did you enjoy this time slot?”, with 
the answers ranging from 1 (not at all) to 7 (very much). We begin with identifying 

Non-teleworkers Teleworkers
Variables %, Mean SD %, 

Mean
SD

Enjoyment at work 4.59 1.31 4.75 1.17
Job satisfaction 5.06 1.57 5.41 1.39
Age 40 12.9 43 11.9
Sex
  Male 47% 66%
  Female 53% 34%
The occupational class
  Large employers and higher 
managerial

2% 5%

  Higher professional 12% 20%
  Lower managerial and 
professional

28% 26%

  Intermediate 21% 12%
  Small employers & own 
account workers

0% 3%

  Lower supervisory and 
technical

5% 5%

  Semi-routine 20% 14%
  Routine & manual 12% 15%
The presence of long-standing 
illness
  Yes 22% 31%
  No 78% 69%
The presence of children under 
16
  Yes 62% 64%
  No 38% 36%
General health status
  Very good 39% 38%
  Good 46% 44%
  Fair 14% 17%
  Bad 1% 1%
  Very bad 0% 0%
Paid work (hours per day) 8.49 2.43 9.10 2.59
Routine work (hours per day) 0.89 0.92 0.69 0.77
Childcare (hours per day) 0.36 0.79 0.29 0.85
Logged household income 7.92 0.76 8.11 0.85
Number of respondents 
(N = 929)

N = 683 (73%) N = 246 
(27%)

Table 1  Weighted sample 
descriptive statistics

Note: % = Proportion, 
M = Mean, SD = Standard 
deviation
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workers’ work-related activities within a typical workday. Work activities encompass 
the activities related to respondents’ primary and secondary jobs, including working, 
work-related travelling, work-related meetings and other unspecified working-
related activities. Then, we calculated the average enjoyment score of all work-
related activities within the day and generated a continuous variable, ‘enjoyment 
at work’, ranging from 1 (not at all) to 7 (very much). Job satisfaction is measured 
by respondents’ answers to the question “what is the level of satisfaction with your 
job?” ranging from 1 (completely dissatisfied) to 7 (completely satisfied). Workers’ 
use of teleworking is measured by respondents’ answers to the interview questions 
about where they mainly work, including (1) mainly working at a single traditional 
workplace (e.g., office or factory), (2) mainly working at home, (3) mainly working in 
a variety of different places of work, (4) mainly working on the move (e.g., delivering 
products or driving). The study dichotomises the answers to (1) teleworking: those 
mainly working at home, in a variety of different places of work, or on the move; and 
(2) no teleworking: those who mainly work at a single traditional workplace, such as 
traditional office or factory.

The study also controls for a series of socioeconomic characteristics that previous 
studies have identified (Athey et al., 2016; Hofmans et al., 2014; Lee & Jang, 2020; 
Sanz-Vergel & Rodríguez-Muñoz, 2013) to correlate with enjoyment at work and job 
satisfaction, including gender, occupational class, logged household monthly income, 
the presence of long-term illnesses, the presence of children under 16, general health 
status and respondents’ time (hours per day) spent on paid work, routine housework 
and childcare. Occupational class is measured by the eight-category version of the 
National Statistics Socio-economic Classification (NS-SEC), which was developed 
from a widely used and reliable measurement of social class, known as the Goldthorpe 
Schema (Erikson & Goldthorpe, 2010).

Analytical Strategies

This study presents a series of descriptive analyses to show the sample details. In line 
with previous studies (Powell & Craig, 2015; Yucel & Chung, 2021), this study uses 
Ordinary Least Squares regressions to examine the relationship between teleworking, 
workers’ enjoyment at work and job satisfaction. Interaction terms are included in the 
regressions to test the moderating role of gender. All the regressions use the weight 
suggested in the dataset to adjust the unequal sampling fraction. All of the study’s 
models have passed the tests for multicollinearity by examining the variance inflation 
factor (the VIF scores of all the variables in the models are smaller than 1.5). In 
addition, the study adopts the Karlson/Holm/Breen (KHB) method (Breen et al., 
2013; Kohler et al., 2011) to investigate the potential mediating role of enjoyment at 
work in the associations between teleworking and job satisfaction. The KHB method 
decomposes the total effect of the variable into direct effects and indirect effects 
(Wang et al., 2021). In addition, the KHB method also calculates the proportion of 
the main association explained by the mediator.
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Results

Table  1 shows the results of the weighted sample descriptive analyses. The final 
analytic sample includes 683 (73%) non-teleworkers and 246 (27%) teleworkers. 
Teleworkers and non-teleworkers have different demographic and socioeconomic 
characteristics. For instance, women make up a larger proportion of non-teleworkers 
than men, while men are the majority of teleworkers and account for 32% more 
than women. In addition, teleworkers are slightly more likely to report long-standing 
illnesses and the presence of children. Teleworkers generally report higher income 
and longer paid working hours but shorter routine and childcare hours. It is worth 
noting that there is no participant who reports a ‘very bad’ general health status and 
no self-employed who are not teleworkers. During the data cleaning, we only kept the 
typical workday diaries (without sick leave diaries). This treatment can exclude most 
workers who have a ‘very bad’ health status. In addition, all of the ‘small employers/
own account workers’ are teleworkers since they have more flexibility to decide where 
to work. Table 1 also presents the weighted mean values of enjoyment at work and 
job satisfaction. As shown in Tables 1, teleworkers have a higher mean enjoyment at 
work (4.75 versus 4.59) and job satisfaction (5.41 versus 5.06) than non-teleworkers. 
Furthermore, Fig. 1 plots the mean values of enjoyment at work and job satisfaction 
of teleworkers and non-teleworkers across gender. As for men, teleworkers report 
higher mean enjoyment at work (4.82 versus 4.36) and job satisfaction (5.44 versus 
4.78) than non-teleworkers. By contrast, as for women, teleworkers report lower 

Fig. 1  The weighted mean of workers’ enjoyment at work and job satisfaction of teleworkers and non-
teleworkers (by gender)
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mean enjoyment at work than non-teleworkers (4.60 versus 4.78). The mean of 
women teleworkers’ job satisfaction is slightly higher than non-teleworkers (5.34 
versus 5.30). Given these demographic and socioeconomic differences, it is crucial to 
take these factors into account in the multivariate regression analyses.

Table  2 presents the results of a series of multivariate linear regressions 
predicting the impacts of teleworking on the workers’ enjoyment at work and job 
satisfaction over a weekday. In particular, Model 1 indicates that those who used 
teleworking tend to report higher levels of enjoyment at work than non-teleworkers 
(coefficient = 0.24, SE = 0.10, p < 0.05). Also, Model 2 in Table 2 suggests that those 
who used teleworking tend to report higher job satisfaction than non-teleworkers 
(coefficient = 0.44, SE = 0.12, p < 0.001). Moreover, gender is significant in Model 2, 
with women generally reporting more job satisfaction than men. Thus, the results in 
Table 2 generally indicate that teleworking has significantly associated with better 
enjoyment at work and job satisfaction.

Next, the study tests the role of gender. As shown in Table  3, the interactions 
between gender and teleworking are significant in the associations between 
teleworking and enjoyment at work (coefficient = -0.56, SE = 0.19, p < 0.01) and the 
associations between teleworking and job satisfaction (coefficient = -0.61, SE = 0.24, 
p < 0.01), confirming the moderating role of gender. Figure 2 plots the interactions 
between teleworking and gender. As shown on the left side of Fig. 2, the impacts of 
teleworking on enjoyment at work are positive among men (the gradient of the line 
with the square tag is upward), but negative among women (the gradient of the line 
with the circle tag is downward). Regarding job satisfaction, as shown on the right 
side of Fig. 2, male teleworkers report significantly higher levels of job satisfaction 
than non-teleworkers. By contrast, amongst women, levels of job satisfaction are 
generally similar between teleworkers and non-teleworkers. We conducted further 
robustness checks by analysing the impact of teleworking on enjoyment at work 
and job satisfaction within gendered samples. The results of the robustness checks 

Enjoyment at 
work

Job 
satisfaction

Model 1 Model 2
Teleworking (Ref.= No)
  Yes 0.24* 0.44***

(0.10) (0.12)
Gender (Ref.= Male)
  Female 0.15 0.32**

(0.10) (0.12)
Constant 4.06*** 4.32***

(0.63) (0.79)
Observations 929 929
R-squared 0.05 0.06
Note: Standard errors are in parentheses. *** p < 0.001, ** p < 0.01, * 
p < 0.05. All models control for occupational class, logged household 
monthly income, long-term illnesses, children under 16, general 
health status and respondents’ time spent on paid work, routine 
housework and childcare. See Table A1 in the appendix for full 
details about the coefficients of the covariates

Table 2  Ordinary Least Squares 
(OLS) regressions predicting 
the impacts of teleworking 
on the workers’ enjoyment at 
work and job satisfaction over 
a weekday
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are generally consistent with the results of the interaction tests (see Table A2 in 
the appendix), with teleworking can only be significantly associated with men’s 
enjoyment at work and job satisfaction but not women’s. Taken together, the study 
finds that gender can significantly moderate the impacts of teleworking on workers’ 
enjoyment at work and job satisfaction, answering the study’s first research question. 

Fig. 2  The interactions between teleworking and gender

 

Enjoyment at 
work

Job 
satisfaction

Model 1 Model 2
Teleworking (Ref.= No)
  Yes 0.45*** 0.67***

(0.13) (0.16)
Gender (Ref.= Male)
  Female 0.29*** 0.47***

(0.11) (0.13)
Teleworking × Gender (Ref.= Male)
  Yes × Female -0.56** -0.61**

(0.19) (0.24)
Constant 3.93*** 4.17***

(0.63) (0.77)
Observations 929 929
R-squared 0.06 0.07

Table 3  Ordinary Least Squares 
(OLS) regressions predicting 
the moderation impacts of 
gender in the impacts of 
teleworking on the workers’ job 
satisfaction

Note: Standard errors are in 
parentheses. *** p < 0.001, ** 
p < 0.01, * p < 0.05. All models 
control for occupational class, 
logged household monthly 
income, long-term illnesses, 
children under 16, general 
health status and respondents’ 
time spent on paid work, 
routine housework and 
childcare
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Men can benefit from teleworking in terms of both enjoyment at work and job 
satisfaction, but not women.

Finally, the study examines the potential mediating role of enjoyment at work. 
Table 4 illustrates the adjusted results of the mediation analysis by using the KHB 
decomposition method. As shown in panel A (total sample) of Table 4, the total and 
direct effects of teleworking on workers’ job satisfaction are 0.43 (p < 0.001) and 0.29 
(p < 0.01), respectively. The indirect effect via enjoyment at work is 0.13 (p < 0.05), 
with 30% of the total effect being mediated. Next, we repeat the mediation tests with 
gendered samples. As shown in panel B (men) of Table 4, the total and direct effects 
of teleworking on workers’ job satisfaction are 0.67 (p < 0.001) and 0.36 (p < 0.01). 
The indirect effect via enjoyment at work is 0.31 (p < 0.001), with 46% of the total 
effect being mediated, which is more pronounced than among the total sample. By 
contrast, as shown in panel C (women), the total and direct effects of teleworking 
on workers’ job satisfaction are both insignificant. No significant indirect effect via 
enjoyment at work was observed among women. Overall, the results of the mediation 
analysis answer the study’s second research question. Enjoyment at work can mediate 
the impacts of teleworking on job satisfaction, while such a mediating role is only 
significant among men.

Job satisfaction Coefficient 95%CI P value Mediation 
(%)

Panel A: Total sample (N = 931); R-squared = 0.29
Teleworking
  Total 0.43 (0.10) 0.23–0.63 < 0.001
  Direct 0.30 (0.10) 0.09–0.49 < 0.01
  Indirect via 
enjoyment at 
work

0.13 (0.06) 0.02–0.25 < 0.05 30%

Panel B: Male workers (N = 453); R-squared = 0.38
Teleworking
  Total 0.67 (0.13) 0.41–0.93 < 0.001
  Direct 0.36 (0.13) 0.09–0.62 < 0.01
  Indirect via 
enjoyment at 
work

0.31 (0.09) 0.14–0.49 < 0.001 46%

Panel C: Female workers (N = 476); R-squared = 0.26
Teleworking
  Total 0.24 (0.16) -0.08-0.55 > 0.1
  Direct 0.25 (0.16) -0.07-0.56 > 0.1
  Indirect via 
enjoyment at 
work

-0.01 
(0.08)

-0.16-0.15 > 0.1

Table 4  KHB decomposition 
method examining the 
mediation effects of enjoyment 
at work

Note: Standard errors in 
parentheses, CI = confidence 
interval. All models control 
for occupational class, logged 
household monthly income, 
long-term illnesses, children 
under 16, general health status 
and respondents’ time spent on 
paid work, routine housework 
and childcare
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Discussion and Conclusions

Over the past decades, the rise of teleworking has stimulated extensive debates over 
whether teleworking promotes workers’ emotional well-being and job satisfaction. 
Using nationally representative time diary data of 929 British workers and a series 
of statistical techniques (i.e., OLS regressions and the KHB method), this study 
examined whether teleworking influences workers’ enjoyment at work and job 
satisfaction, and if so, whether such associations varied by gender. In addition, this 
study examined the underlying emotional well-being mechanisms and the gender 
differences behind the associations between teleworking and job satisfaction, which 
is rarely discussed in previous studies on teleworking and job satisfaction. Overall, 
this study has yielded the following important findings.

First, the study finds that teleworkers tend to have better enjoyment at work and 
job satisfaction than non-teleworkers among men. This finding partially supports the 
arguments from the JDC model (Karasek, 1979) and the AET, which predicts that the 
high work autonomy brought by teleworking benefits workers’ emotional well-being 
and job satisfaction by alleviating mental strain and high demand. Regarding the 
gender differences, this study finds that women tend to be less likely to do teleworking 
than men, and the positive association between teleworking and the outcomes (job 
satisfaction and enjoyment at work) are not significant among women. This finding 
mirrors the predictions of the role-blurring theory (Desrochers & Sargent, 2004). 
Specifically, it shows that teleworking will lead to more multitasking and housework, 
thereby offsetting the benefits of teleworking. This offset pattern is pronounced 
among female workers due to their relatively disadvantaged position in both the 
labour markets and households (Glavin & Schieman, 2012; Wang & Li, 2022). By 
contrast, the predictions that teleworking would lead to ‘flexibility paradox’ issues 
(i.e., overtime), worse prospects, and feelings of being marginalised (Chung & 
van der Horst, 2020; Tietze & Musson, 2010) among men are not supported by the 
findings.

Second, the study, for the first time, finds that, among men, the association 
between teleworking and job satisfaction are mediated by their enjoyment at work. 
This finding bridges the research on teleworking, gender and job satisfaction through 
the lens of emotional well-being. It suggests the predictions of the Affective Events 
Theory (Wegge et al., 2006a), indicating that teleworking may improve men’s job 
satisfaction by improving their enjoyment at work. The theoretical perspectives on 
gender and work flexibility suggest that male workers are more likely to suffer high 
job demands and mental strain (Glavin & Schieman, 2012; Karasek, 1979; Schieman 
et al., 2006) but are less likely to use work autonomy to facilitate work-family balance 
during teleworking (Chung, 2017). Thus, as for men, the benefits of teleworking in 
alleviating work stress and mental strain might not be offset by increased unpaid 
work and multitasking. In contrast, previous studies that ignored the role of emotional 
well-being and its relationship with gender could overestimate or underestimate the 
impacts of teleworking on job satisfaction across gender.

This study has some limitations, which could point to potential directions for future 
studies. The first limitation of the study is that we cannot make causal inferences 
with the cross-sectional design. However, reverse causality is less likely because we 
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do not find enough evidence from the current literature to suggest the impacts of 
job satisfaction on teleworking. Secondly, given that we are not able to identify the 
causal relationship between teleworking and job satisfaction, our mediation analysis 
of emotional well-being is also not causal. Thirdly, the study only explores workers’ 
teleworking and enjoyment at work on weekdays, which are relatively stable and 
predictable. In addition, the study does not analyse workers’ positive and negative 
emotions separately since the dataset does not contain that information. Future 
research could examine the emotional well-being of teleworkers at weekends or 
holidays and differentiate positive and negative emotions. Fourthly, this study focuses 
on the impacts of teleworking on individual-level subjective well-being. However, 
a growing body of studies highlights the linked lives between different family 
members within households (e.g., dual-earner families) (Inanc, 2018; Wang, Ling, et 
al., 2022). Thus, future research could examine the spillover effects of teleworking on 
enjoyment at work and job satisfaction across different family members (Kim et al., 
2019; Wunder & Heineck, 2013), which could further advance our understanding of 
the social consequences of teleworking. Finally, although the weighted sample in the 
study can closely represent the national working population, it is unbalanced in terms 
of teleworking and gender. Future studies can use the upcoming wave of UKTUS to 
repeat the analyses with a larger sample size or use different weighting strategies.

These limitations should not, however, overshadow this study’s novel contributions 
to our understanding of the consequences of teleworking on job satisfaction across 
gender and its poorly understood underlying mechanisms involving enjoyment at 
work. One implication to note from this study is how increases in teleworking may 
exacerbate the existing gender inequality in households and the labour market in 
the UK. Although there has recently been an increased proportion of women using 
teleworking, especially during the Covid-19 pandemic (Chung et al., 2021; Xue & 
McMunn, 2021; Yucel & Chung, 2021), this study finds that women will not benefit 
from teleworking in terms of enjoyment at work and job satisfaction. Based on this, a 
way to produce greater gender equality in the labour market may be for policymakers 
to, on the one hand, keep ensuring male workers’ rights to use teleworking, on the 
other hand, promote more work-family balance interference to ensure the benefits 
of female teleworkers. Furthermore, future studies should also consider workers’ 
enjoyment at work as a crucial indicator of job satisfaction and be aware of its role in 
mediating the impacts of teleworking on job satisfaction.

Appendix

Table A1  Ordinary Least Squares (OLS) regressions predicting the impacts of teleworking on the workers’ 
enjoyment at work and job satisfaction over a weekday with coefficients of control variables

Enjoyment at 
work

Job 
satisfaction

Model 1 Model 2
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Table A1  Ordinary Least Squares (OLS) regressions predicting the impacts of teleworking on the workers’ 
enjoyment at work and job satisfaction over a weekday with coefficients of control variables

Enjoyment at 
work

Job 
satisfaction

Teleworking (Ref.= No)
  Yes 0.24* 0.44***

(0.10) (0.12)
Gender (Ref.= Male)
  Female 0.15 0.32**

(0.10) (0.12)
Occupational class (Ref.= Large employers and higher managerial)

  Higher professional 0.24 0.43
(0.24) (0.38)

  Lower managerial and professional 0.49* 0.44
(0.22) (0.37)

  Intermediate 0.37 0.35
(0.23) (0.38)

  Small employers and own account workers 0.96* 0.81
(0.42) (0.55)

  Lower supervisory and technical 0.14 0.10
(0.27) (0.44)

  Semi-routine 0.36 0.20
(0.23) (0.39)

  Routine & manual 0.36 0.39
(0.23) (0.39)

Age 0.01
(0.00)

0.00
(0.00)

The presence of children under 16
  Yes 0.00 0.15

(0.10) (0.12)
The presence of longterm illnesses
  Yes 0.12 0.02

(0.11) (0.13)
Log household income (monthly) -0.01 0.05

(0.06) (0.07)
General health status (Ref.= Very Good)
  Good 0.11 0.02

(0.09) (0.11)
  Fair -0.20 -0.51**

(0.15) (0.19)
  Bad -0.21 -1.11

(0.28) (0.61)
  Very bad -1.41*** 0.16

(0.20) (0.22)
Paid work (hours per day) -0.03 -0.04

(0.02) (0.03)
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Table A1  Ordinary Least Squares (OLS) regressions predicting the impacts of teleworking on the workers’ 
enjoyment at work and job satisfaction over a weekday with coefficients of control variables

Enjoyment at 
work

Job 
satisfaction

Routine-work time (hours per day) 0.12* 0.10
(0.06) (0.07)

Childcare time (hours per day) -0.02 -0.04
(0.06) (0.07)

Constant 4.06*** 4.32***
(0.63) (0.79)

Observations 929 929
R-squared 0.05 0.06
Note: Standard errors are in parentheses. *** p < 0.001, ** p < 0.01, * p < 0.05

Table A2  Ordinary Least Squares (OLS) regressions predicting the impacts of teleworking on the workers’ 
enjoyment at work and job satisfaction over a weekday (by gender)

Enjoyment at work Job satisfaction
Males Females Males Females
Model 1 Model 2 Model 3 Model 

4
Teleworking (Ref.= No)
Yes 0.51*** -0.07 0.70*** 0.19

(0.14) (0.14) (0.16) (0.18)
Constant 4.54*** 3.92*** 3.88*** 5.38***

(0.78) (0.94) (0.98) (0.92)
Observations 453 476 453 476
R-squared 0.07 0.10 0.11 0.07
Note: Standard errors are in parentheses. *** p < 0.001, ** p < 0.01, * p < 0.05. All models control for 
occupational class, logged household monthly income, long-term illnesses, children under 16, general 
health status and respondents’ time spent on paid work, routine housework and childcare
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