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The global emergency response put into place in March 2020 resulted in over 60% of employees between the ages of 25 and 54 moving to the home-office (WHO, 2020). 38% of these people reported that working from home has affected their mental health negatively (Shimura et al., 2021). This research paper has set a focus specifically on the Irish tech industry. Using a qualitative design approach, 8 interviews were conducted and thematically analysed. The findings show that the Irish tech industry has implemented several resources to support its employees, yet mental health issues were experienced by all participants. The data  indicates that there is currently not enough done to ensure the mental wellbeing of the employees. Corporate support measures and corporate culture were the dominant factors in their effect on mental health levels, along with one’s housing situation and the anxiety of returning to the office.   
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[bookmark: _ymd1xzek9xnb]Introduction
In March 2020, the World Health Organization declared the COVID-19 outbreak as a pandemic and called on all countries to initiate emergency response mechanisms, such as social distancing guidelines and working from home orders (WHO, 2020; Shimura et al., 2021). This has resulted in a monumental shift in the way people work, with over 60% of employees between the ages of 25 and 54 moving from office-based work to home-based work and employees based in Ireland being among the most affected by this change (The Irish Times, 2020; Central Statistics Office, 2020). A study of over 1200 UK-based workers, conducted by Deloitte in 2020, found that 38% of people reported that working from home has affected their mental health negatively, despite 55% believing that the overall productivity of the company has increased. A year later in May 2021, Deloitte conducted another study which found that 52% of the UK-based employees have prioritised their mental health during the COVID-19 pandemic more than they had before, and over 7.5 million workers prefer working from home over office-based work (Deloitte, 2020; Deloitte, 2021). Are these statistics reflective of other countries, such as Ireland? 

As of late 2021, the Irish Government has ordered another work from home order after briefly loosening restrictions around the country and reopening offices (Health and Safety Authority, 2021). What effects has this had on employees in Ireland, specifically the Irish tech industry? This research paper will attempt to explore the impact that working from home for over two years has had on individuals across different age groups, career paths, genders, and companies within the Irish tech industry. The reason this research will focus on the tech industry is its prevalence within Ireland, as 8 of the top 10 global tech companies have headquarters in Ireland and the country is the second-largest exporter of IT services globally, making the tech industry a key employer within the Irish workforce (Enterprise Ireland, 2021). By interviewing eight individuals, this paper aims to establish a better understanding of the challenges that employees have faced while working from home, how they can support their mental health when working from home, and the corporate support measures that have been offered or have been missing to support employees throughout this pandemic. 
[bookmark: _la5jp5tnimjw]

[bookmark: _neupoyt3iedn]Literature Review
[bookmark: _sopw4uhnca4y]2.1 Remote Work and Mental Health 
While several studies, including a study by Stanford University (2021), have shown that productivity has increased by up to 13% during the remote working period, numerous studies have shown that mental health challenges have increased among the employees who work from home (Kotera & Correa Vione, 2020; Shimura et al., 2021; Xiao et al., 2021). According to the OECD (2021), mental ill-health has increased drastically across all nations. The reason for this, the report suggests, is that risk factors that lead to mental ill-health have increased, such as unemployment and financial insecurity, whereas the protective factors that support the maintenance of good mental health have decreased, namely social interactions and engagement, the ability to exercise physically, and the security of health services (OECD, 2021). Based on this, the OECD (2021) states that levels of depression and anxiety have at least doubled in prevalence across various European and North American nations, as illustrated in the bar chart below. 
[image: ]
Figure 1: Anxiety levels in 2020 compared to previous years (Source: OECD, Tackling the mental health impact of the COVID 19 crisis, 2021) 

With regards to the link between the overall decreased mental health levels and the work from home environment, several studies have researched how these two variables may be connected. Among the only studies to have shown a positive effect that working from home had on mental health was conducted by Chung et al. (2021), where 30% of participants reported an improvement in their mental and physical health. While this is a minority, most research has shown a drastic decrease in mental health levels among remote workers (Kotera & Correa Vione, 2020; Xiao et al., 2021). A report by the Health and Safety Executive (2021) states that self-reported stress levels at work have increased in the UK in the year 2020 and 2021 compared to 2018 and 2019, with the majority of respondents describing anxious and depressive symptoms. 54.62% of the 822000 respondents stated that the pandemic and the guidelines such as working from home and social distancing have worsened their mental health (the Health and Safety Executive, 2021). A study by Xiao et al. (2021) states that there is a core factor that contributes to the quality of the work from home situation and its effects on the individuals’ mental wellbeing: the living situation. People may either be very isolated, in an unsafe environment or struggle with excessive distractions that keep them from focusing on work or taking time for themselves (Oakman et al., 2020; Xiao et al., 2021). Xiao et al. (2021) report that a prevalent disadvantage of working from home that was found by their research is the blurring of lines between work time and leisure time, resulting in a work-life imbalance, which is especially challenging for people with caregiving responsibilities, such as parents. Furthermore, it can lead to overworking, and the excessive screen time that this entails can cause headaches and fatigue (Xiao et al., 2021). Research by Horiz (2020) is aligned with these findings: the isolation and inability to communicate with colleagues in person as well as the lack of boundaries between the workplace environment and the private environment may result in increased levels of stress. With regards to this research, it can be expected that the results reflect this struggle of separating work and home life. Should this be the case, the researcher will attempt to examine the underlying reasons for this phenomenon and whether or not it may affect certain people more than others. 
[bookmark: _doqqznt4oga9]2.2 Demographic Differences 
Xiao et al. (2021) have researched a more detailed assessment of the mental health changes that can occur during extended work from home periods. In their research of 988 participants, they found that the overall physical exercise levels reported by the individuals have decreased, which may contribute to low mental health levels. They also assessed the role of food intake during work from home periods but found that the participants had not changed the amount or the quality of food (eg. more junk food) significantly. However, Xiao et al. (2021) found gender differences: Female employees earning less than USD100.000 reported a higher number of physical and mental health challenges compared to their male counterparts or employees with an income above USD100.000. The research also found that women report more challenges when working from home, with many reporting that the homeschooling duties, the household duties, and their work commitments are now happening simultaneously in their living room (Xiao et al., 2021). Nonetheless, parents reported an overall increase in their health due to spending more time with their family, while they also struggled to overcome numerous mental health issues due to the increase in pressure and physical work (Xiao et al., 2021). Moreover, an article by Forbes has revealed that apart from gender differences, there are also significant age differences in the impact that working from home has had on employees (Robinson, 2021). The article describes that nearly 60% of individuals aged 19 to 29 are worried about the negative consequences of taking time off due to mental health issues, whereas only 39% of individuals aged 45 and above fear these consequences. Furthermore, workers of non-white ethnicities are more concerned about retaliation for taking time off for mental health reasons across all ages and genders. This creates a clear division of the impact that working from home has had on people between white and non-white, male and female, and high-income versus low-income employees (Robinson, 2021). To assess the influences that variations in demographic characteristics have on the work-from-home experience, the researcher will attempt to ensure a high degree of diversity to ensure appropriate social representation. 
[bookmark: _b0tklqdq1csx]2.3 Parents versus Non-Parents 
A report published by the University of Birmingham and the University of Kent and conducted by Chung et al., (2021) assessed the work from home experience of 1160 respondents. It showed that while 90% of the respondents had felt supported by their manager during the work from home period, about 66% struggled to keep a work/life balance, largely due to lack of space or equipment to create an office space for themselves. The research, which heavily focused on working parents versus working non-parents, also showed that mothers and female non-parents felt equally nervous and stressed more than half the time, each at about 46% of respondents, while this was not observed in males, with only 32% of male non-parents feeling stressed more than half the time (Chung et al., 2021). Moreover, an average of 30% of the respondents reported a noticeable increase in productivity, with female nonparents reporting the highest increase at 39%. In contrast to this, the average female parent has reported an average 6.2-hour decrease in actual working hours, which extends to 6.9 hours fewer hours worked (22% decrease in working time) for mothers with children in primary school. In comparison, men with children in primary school reported a decrease of 14% in their actual working hours (Chung et al., 2021). A finding that is reflected in research by both Xiao et al. (2021) and Chung et al., (2021) is that 76% of female parent respondents said they are spending more time on homeschooling, of which 55% reported spending ‘much more’ time on child education and a further 42% reported spending ‘much more’ time non-routine childcare as well (Chung et al., 2021, p.19). 
[bookmark: _xry5kcjzc3ew]2.4 Making Remote Work Work 
Research conducted by Shimura et al. (2021) with Japanese participants who have started working from home since the onset of the pandemic has shown that there is a threshold to the level of remote work individuals can do before the negative effects on their mental health become noticeable. Occasional remote work and the option to work from home can help decrease stress for workers, however, full-time remote work without the option to visit the office has led to a decrease in mental wellbeing among the study’s participants (Shimura et al., 2021). This is in line with research conducted by Giovanis and Ozdamar (2021) with UK participants. Their study found that people who do not work from home are more concerned about their financial future than those who work from home and those who have never worked from home before, yet have been asked to do so without prior experience in a home-office setting, have observed lower levels of mental wellbeing (Giovanis & Ozdamar, 2021). Shimura et al. (2021) also state that the consideration of other factors besides working remotely need to be examined to appropriately assess employees’ mental wellbeing. These factors include the aforementioned job stressors, social support, and environmental factors (distractions, sleep, family conflict) (Shimura et al., 2021). 

A systematic review by Kotera and Correa Vione (2020) shows that work from home can be successful, yet its implementation and the support of the employer are key factors in achieving a successful and mentally healthy work from home workforce. Their research shows that many companies are currently testing methods to support their workforces, such as short morning meetings, encouraging short walks during work breaks or walking meetings (Kotera & Correa Vione, 2020; Oakman et al., 2020). According to Xiao et al. (2021) and Chung et al. (2021), one of the best support measures that companies can offer their employees is providing them with a well set up and ergonomic workstation with a desk, a monitor, and a chair. Oakman et al. (2020) also state that employers should support their workforce with the increase in wifi, electricity and gas usage in their houses, as they are spending more time at home. Besides this, many governments have published resources to help employees cope, such as the Irish Health Service Executive (2021), which has published a list of recommendations for individuals to protect their psychological wellbeing. The recommendations include setting a routine, boundaries, taking regular breaks, minimising distraction, communicating and socialising, getting fresh air, eating healthily, and being mindful about media consumption (Health Service Executive, 2021). Coping mechanisms and preventative measures can be expected to play an important role in both the corporate communication around mental health awareness as well as the personal maintenance of the mental wellbeing of Irish tech industry employees. 
[bookmark: _3r8vovmwn84h]2.5 Comparing Mental Health 
To successfully assess how working from home and the related challenges as described above have influenced mental health levels within the workforce, it is important to understand mental health levels before the pandemic and how the guidelines have influenced mental wellbeing. For example, nationwide lockdowns may have played a role in the decreasing mental health of employees. A study conducted by Davidsen and Petersen, (2021) has shown that mental health levels among Faroese employees did not decline to the degree that UK employees reported. Among the 1328 participants, Davidsen and Petersen (2021) found there was no significant decrease in mental health levels and that the measures they used to assess the psychological wellbeing during lockdown within the sample group resulted in an average outcome. Though their findings overlap with those of Chung et al., (2021) in that Faroese women reported higher levels of stress compared to men and that parents reported higher stress levels than non-parents, which is similar to the reports by the UK participants. Davidsen and Petersen (2021) concluded that the overall mental wellbeing had not suffered from the remote work period, because despite the fact that the participants reported higher levels of stress, they did not report a decrease in wellbeing. The researchers point out that the Faroese government has managed to maintain the spread of the COVID-19 virus and has worked well with the citizens, which they explained by the citizens’ fear of ‘infecting vulnerable people’ and the ‘social consequences’ of breaking the government guidelines, particularly in a small community like Faroe Island (Davidsen & Petersen, 2021, p.11). In their research, some participants also indicated that lockdown had a positive effect on their mental health, which the researchers also link to the fact that the sample group stems from a small community (Davidsen & Petersen, 2021). Considering the factors that influence mental wellbeing while working from home, this research paper aims to create a holistic view of the changes that happened in mental health awareness and how this awareness was communicated to the employees within the Irish tech industry. This research will also attempt to frame the findings within the existing literature while allowing for new findings to emerge.

[bookmark: _pj8hgss8xkvp]Methodology
[bookmark: _mt701xu0x9dg]3.1 Participants
To understand the changes and developments that the employees of the Irish tech industry experienced, 8 individuals from 6 different European nationalities were interviewed. All interviewees were employed in the Irish tech industry at the time of the interview and had experienced a shift toward working from home since the onset of the pandemic. Of the participants, 5 presented as female and 3 presented as male. The age of the participants ranged from 26-40, with a mean age of 32. Each interview lasted between 30-40 minutes. Regarding the recruitment process, LinkedIn and Whatsapp were used to post about the study and attract volunteers, as well as having reached out to 3 of the 8 individuals directly in a private LinkedIn message. The selection process took place by assessing their current employment to meet the criteria of working within the Irish tech industry. Four participants worked at the executive level directly managing teams, whereas the remaining 4 worked in customer-facing roles at entry- to mid-level jobs in customer support, sales, and consultancy. This mix of positions enabled an assessment of how different ages and job levels experienced the mental health support as provided by their employer. 
[bookmark: _mp1z5raojyfw]3.2 Design
 For this study, a qualitative research approach was applied using semi-structured one-on-one interviews. This approach was chosen as it gave enough freedom to the individual to highlight aspects that they consider specifically important, while also guiding the interviewee toward a direction that is in line with the research goal. The research approach can be categorised as phenomenological research, exploring the lived experience of employees within the Irish tech industry (Sanjari et al., 2014). The interview questions (see 7.4) were used as a guideline and were shared with the individual prior to the interview. Not all interviews reflect the order of these questions, as each participant had a different area of focus and at times, they covered a combination of questions with one answer. The research design was applied to examine the challenges that employees have faced while working from home, how they have supported their mental health when working from home, and the corporate support measures that have been offered to support employees throughout this pandemic and beyond. 
[bookmark: _oq9qj185cucj]3.3 Materials and Procedure
	The interviews for this research study were conducted via the videoconferencing software ‘Zoom’. A link to the video call was shared with each participant and the conversation that took place was recorded on the researcher’s private, password-protected computer. All interviewees were made aware of the recording in advance and agreed to proceed. The audio recordings were then uploaded to the transcription software website ‘Otter.ai’, before uploading the transcripts to a qualitative research programme software called ‘MAXQDA Analytics Pro 2022’. 

	Once the participants agreed to take part in the interview process, an information sheet with relevant information about the study was sent to them, along with the interview schedule and a consent form which they returned with their signature. All interviews took place in a quiet environment with a reliable internet connection from both the researcher and the participant. Before each recording, an informal greeting and non-research relevant small talk took place to allow for rapport-building. Upon verbal agreement, the recording process began. 

The interview questions were open-ended, allowing the interviewees to decide on what they would like to highlight and what they believe to be most relevant to mention as a response. As a framework to create the interview question, a publication by McGrath et al. (2019) was used. As such, the interview started with a very broad question: ‘How is mental health talked about at your workplace?’ which allowed the participant to freely state their lived experience. Follow up questions such as ‘How has this conversation shifted compared to pre-pandemic times?’ allowed the researcher to collect further details. The interview questions increased in degree of privacy, with one of the last questions asking ‘Can you tell me about how your mental health has been affected since working from home?’ and the final question is: ‘Is there anything else you find relevant in the context of mental health at work that we have not talked about?’. This was done on the assumption that a certain level of rapport was developed during the interview process, enabling the interviewee to speak freely and share what they feel comfortable with, as well as adding aspects to the research findings that may not have been covered by the previously mentioned questions (McGrath et al., 2019). 

The interview schedule (see 7.4) also provides a planned timeline of the interview process, however, as reflected in the transcripts, this interview schedule was adjusted to the dynamic of each individual participant. Though it provided an essential foundation for the preparation of the interview, it was not implemented in the precise manner as seen in the schedule, allowing for the interviewees to explain their point of view while guiding them back to the common research threat by means of the prepared interview schedule. To allow for rich data, the researcher also took notes of impressions and ideas that were mentioned by the participant during the interview.
[bookmark: _i600x1wws3an]3.4 Ethics
The research proposal was approved by the Ethics committee at Dublin Business School based on the Ethical Guidelines for Research with Human Participants & Procedures for Ethical Approval handbook (Dublin Business School, 2019). In preparation for the data collection process, written consent was given by all participants after they received an information sheet outlining the research aim and procedure (see 7.1). Further verbal consent was given before the recording of the interview began. All interview questions were sent to the participants in advance of the interviews to avoid discomfort due to lack of preparation and to allow for potential questions that might arise in advance of the interview. 

Sanjari et al. (2014) state that various aspects need to be considered in the ethical conduct of qualitative research. For example, the relationship between the researcher and the research participant is critical. When sharing personal and vulnerable details about one’s personal life, it is the job of the researcher to ensure confidentiality, avoid unnecessary intrusion of privacy into the participant’s life, and establish an empathetic yet professional rapport with the participant. Concerning the pre-existing relationship between the interviewee and the interviewer, the selection was based on individuals at social distances that can be classified as previous work colleagues, fellow students, and acquaintances. This ensured a certain level of trust between the subject and the researcher without allowing for biased interpretation due to an ongoing friendship or other relation. 
 
 It is also the job of the researcher to ensure that the participant is aware of the aim of the study to avoid confusion or misunderstandings. In view of this, the research at hand has been conducted in an ethically sound manner, ensuring the comfort, consent, understanding, and anonymity of all participants. All identifiable data was removed from the transcript and excluded from the analysis, Additionally, the principle of ‘no harm’ (Sanjari et al., 2014, p. 3) was used as a guiding principle throughout the research process, which is reflected in the request of written and verbal consent and the provision of contact information for local mental health professionals and mental health support phone lines after the interview (see 7.3). In line with this, the participants were made aware of their right to withdraw their involvement in the study at any point with no consequences for them. No monetary reward or valuable incentive was given to the participants to encourage their contribution, except for a verbal expression of gratitude. 

With regards to data storage and analysis, Sanjari et al. (2014), the participants were explained that the interview recording was to be saved on the researcher’s personal, password-protected laptop without third-party access to the device. It was made clear that a number of software tools were used to analyse the data and each participant consented to this process. A clear protocol for the analysis process was also approved by the ethics committee at Dublin Business School.  
[bookmark: _i003q8klbr5e]3.5 Data Analysis
To analyse the data, thematic analysis as outlined by Braun and Clarke (2006) was used as it provides a flexible and applicable approach to dissect the nuances and complexities that qualitative research brings with it in a transparent manner. Moreover, thematic analysis can be used independently from established theoretical frameworks, allowing the researcher to find meaning regardless of presumptive narratives (Braun & Clarke, 2006). As mentioned in the Ethics section, the ‘data corpus’ of this research was adjusted to exclude any identifiable variables and characteristics of the interviewees, thus, the ‘data set’ used for analysis is referring to the transcripts that maintain the participants' anonymity  (Braun & Clarke, 2006, p. 79). The way in which the thematic analysis was conducted consisted firstly of printed transcripts that were studied by the researcher by hand using neon-coloured highlighter pens to identify codes while taking written notes. The second coding was then done digitally using the MAXQDA Analytics Pro 2022 software to further analyse and illustrate the findings. 
In preparation for the data analysis, a number of decisions were made as highlighted by Braun and Clarke (2006). Firstly, the categorisation of a theme was established: What pattern of response or repetition of a certain observation can be seen as being of thematic relevance? Braun and Clarke (2006) argue that the frequent occurrence of observation does not always equal its criticality for the analytic findings. With regards to the research process at hand, a judgment was made by the researcher to determine the degree to which a prevalent aspect in the research ‘captures something important’ that is in line with the research goal (Braun & Clarke, 2006, p.82). Secondly, a decision was made between analysing the entirety of the data set or an aspect of that data set. Due to the limited number of interviews conducted, the whole data set was analysed, allowing for a comprehensive thematic analysis. A third decision was made when deciding between the inductive and the theoretical approach to data analysis. For this research, the data was analysed in an inductive manner, allowing for data-driven results that are not limited by preconceived theories or coding systems (Braun & Clarke, 2006). When choosing between the semantic or the latent themes, the research was assessed using a latent approach, seeking to understand the deeper meaning and cause of certain data points and how they are interlinked to create a more exhaustive interpretation of the findings. While the research aims to understand the motivations and experiences of the interviewees in what seems like a realist approach, the goal is to create a deeper understanding of the systematic downfalls by corporate employers within the Irish tech industry. Thus, the analysis was conducted with a constructionist perspective, uncovering the socio-cultural structures and conditions that led to the experiences of the interviewees. Lastly, the qualitative research findings were analysed with the core research question in mind: How has the COVID19 pandemic impacted the mental health of employees within the Irish tech industry? The questions included in the interview schedule were used as the guidance to enable comparable data collection from each participant and therefore allow for a data analysis approach that was set up to encourage depth and richness in its findings. 
As highlighted by Braun and Clarke (2019) in regards to reflexivity within the thematic analysis process, all themes ought to be ‘patterns of shared meaning’ (Braun & Clarke, 2019, p.593). Yet, throughout the analysis, the researcher continually reflected on their role and its effect on the research and was, as Haynes (2012) states ‘aware of how our ontological, social, and political positioning’ affect the research process and its findings (p.8).  



[bookmark: _99bysfmuyqp1]

[bookmark: _mzjnf4a6ab75]Results
The data set was analysed in six steps which are outlined by Braun and Clarke (2006). Since the researcher conducted the interviews, an existing level of familiarity with the data was established. However, in the first step, the researcher studied the transcribed verbal data more closely. Secondly, initial codes were created to structure the findings and establish a basic framework for potential overarching themes based on the elements of the data set that were viewed as relevant. The corresponding data findings for each code were grouped to enable the third step: assessing potential themes that can be seen as the umbrella term of similar codes. For this step, a mind-map was created (see figure 2). In the fourth step, the themes were reviewed, including the corresponding data extracts for each theme, as well as the level of validity in the themes that were created in view of the research goal (see table 2). In a fifth step, the core meaning of each theme was examined for potential underlying sub-themes and titled using a narrative that is in line with the research goal. The sixth and final step of this process involves the summarising write-up of the findings along with an argumentative description of their relevance and relation to the overarching research question.     
After the printed transcripts were analysed by hand and the first draft of potential codes was gathered, the data was digitally analysed by the researcher using MAXQDA2022 and the second draft of codes was created (see table 1). The original view of the initial codes can be found in appendix 7.5 along with the coded text in appendix 7.6.
Based on these initial  codes, a mind-map was created, further adjusting the coding structure and assigning the codes to 6 initial core themes: Corporate Support, Role of Management, Corporate Culture, Personal Circumstances, Socio-Politics, and Workplace Transition (see figure 2). As illustrated, many of the themes are linked, largely because mental health is a topic that encompasses all aspects of life. The final phase of the thematic analysis was conducted by creating a table to combine the codes into 4 core themes with sub-themes, the codes they contain, and quotes from the interviews that exemplify the theme (see table 2). 

[bookmark: _leajue2ys1lr]
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Table 1: Initial Codes as analysed in MAXQDA2022 
[image: ]
[bookmark: _x1ydo1o6e7qz]
Figure 2: Mind-Map Re-Organising the Codes into Six Potential Theme[image: ]
Table 2: Final Themes with Sub-themes, Codes, and Quotes[image: ]
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[bookmark: _kgive3hhzex3]4.1 The Main Themes
[bookmark: _3jpvqp2qp3q5]Reasoning of Thematic Choices
After 3 coding processes and the organisation of the resulting findings in a mind map, the researcher made the decision to focus on four main themes to facilitate further analysis of the findings and enable a more manageable amount of focus points. As such, the themes were chosen on a hierarchical approach, since Corporate Culture has been found to be a frequent occurrence as it encompasses many aspects of the individuals’ experience in their work life, such as managerial and collegial support. While the theme Support Measures can be viewed as being part of managerial support, a difference was found in the deeper analysis of the transcripts: managerial support often depends on a one-on-one basis whereas support measures are the ongoing, systematic benefits that are provided to the workforce as a whole. Within the theme of Personal Circumstances, all findings that were specific to the individual yet as a whole, affected all participants can be found, such as housing, COVID19 restrictions, and close relationships. This was done in order to separate the work-related observations from personal life stories. Lastly, the Workplace Transitioning theme was chosen as the dataset includes numerous mentions of the benefits between working from home and office work as well as the fear around returning to the office. Hence, these aspects were chosen to compose a stand-alone theme in order to reflect the current momentum in which the participants have found themselves, as well as the evaluation of their work-related experience of the home-office. Below, a detailed definition of each theme can be found.  	
[bookmark: _hxrcykk2jj18]Corporate Culture: How People Work and Interact
The culture of a company includes the sub-themes of the level of support that management gives and receives, the collegial network, and the work ethic that a company promotes. The codes included are representative of the verbatim data extracts where interviewees described moments in which their manager listened and supported them (“I can talk openly with my manager”), as well as times where this support was lacking (“he didn't know even what mental health meant”). It also includes examples of the manager’s point of view and how they coordinate the change in work environments (“I put on the brave face as the manager”). Included in the cultural aspect is also the relationship with work colleagues and how the participants have observed their co-workers struggle with mental health issues since working from home (“a number of my team members have struggled”). Lastly, this theme includes the frequent mentioning of the overall work ethic that is expected at some companies. Experiences here differed, with some participants suffering under their pressure-driven jobs (“we have an immense amount of work”), while others consciously removed themselves from the pressure-driven environment and have found themselves in more humane working conditions (“The company here puts the employee first.”). There have been a number of mentions of cultural differences among nationalities, which was also included in the umbrella term of Corporate Culture. As seen in figure 3, this theme is the most frequently mentioned.
[bookmark: _d8x8dy5ik9mr]

[bookmark: _pr9c688coebb]Support Measures: Perks to Prevent Burn-Out and Keep the Employees Mentally Healthy
The support measures can be seen as a core aspect in achieving this study’s research goal - how are employees helped in maintaining good mental health and what is being done from the corporate side. As such, this theme includes the communication around mental health awareness and support (“there is a lot of talk about mental health“ or “during and post-pandemic, it's definitely become a lot more topical”), the actual physical and virtual resources that are being provided (“they gave us seven coaching sessions for free“), and the suggestions that were made by the interviewees about what can be done better. This theme represents the second most frequently mentioned aspect and the most dynamic one. Support measures are direct, measurable, and implementable solutions that the company can provide to actively enhance their employee’s wellbeing. In contrast to this, the two latter themes are more indirect and more difficult to control by the corporate workplace. 
[bookmark: _izke2e6dxvz3]Personal Circumstances: How We Live and Who We Love
		Since mental health affects the general wellbeing of a person, and therefore all aspects of their life, the personal circumstances can be seen as a telling sign when assessing the impact that a social, political, or environmental change (i.e. global pandemic) has had on the individual. As such, this theme includes the interviewees’ reports of their own mental and physical health (“it has been a roller coaster“) along with the coping mechanisms they developed (“just put a focus on what I wanted to focus on“). This theme also covers the impact that the pandemic and working from home has had on the personal relationships of the study’s participants (“this also actually negatively impacted the relationship”) and their belief about whether mental health should be talked about at work (“she had the new hires meet at a round table [...] And everyone told their story”). On a more macro level, the personal circumstances also describe the way in which COVID19-related restrictions and other socio-political changes affected the individuals (“I wasn't comfortable meeting up with people“ or “the world is getting increasingly more scary”). A further sub-theme that played a major role in most interviews was the subject’s housing situation, which not only affected their general mood, but also their ability to work (“I didn't have enough space to cook for myself”). 
[bookmark: _js1zbmhflxwo]Workplace Transitioning: Returning to the Office is Scary
		Although the research participants made numerous arguments in favour of working from home (“I'm not being micromanaged, and I'm loving it”), many also acknowledged the fact that certain work-related aspects cannot be replaced or replicated when working from home (“I also missed the crack of the office”). As such, there are benefits to both work environments. Yet, within the dataset, a prevalent aspect was the degree of anxiety that individuals have experienced when returning to the office (“the return to the office was traumatic”). The block diagram below illustrates the respective prevalence of codes relating to one of the four themes. 
Figure 3: Occurrence of Main Theme Codes in Dataset Generated by MAXQDA2022
Blue: Workplace Transitioning
Yellow: Personal Circumstances
Red: Corporate Culture
Green: Support Measures
Figure 4: Word Cloud of the Four Main Themes Generated by MAXQDA2022
[bookmark: _hhgi7l1zrxua]
		The word cloud (figure 4) presents the words that were most commonly mentioned in the discussion around mental health at work. While emphasising the occurrence of ‘mental health’ due to the nature of this research, the word cloud illustrates the frequency of the word ‘people’. This reflects the finding that all interviewees highlighted the importance of a social connection to their colleagues, their manager, their partner, housemate, and family. Hence, the words ‘team’ and ‘manager’ are also illustrated on a larger scale. Further, the word cloud shows how ‘company’ and ‘home’ are enhanced as these are the core components that the participants were asked to evaluate in relation to their mental health. Lastly, ‘work’ and ‘working’ indicate that these words occurred frequently in both the transcripts and in the individuals’ experiences since that is what they did throughout the pandemic and its numerous lockdowns: work. 
		The Venn diagram below displays the relationship between the individual themes and the codes. Due to the interconnectivity of the themes, this model was chosen as a means to portray the overlaps and shared touchpoints within the findings. 
[bookmark: _fls4c7821nap]
Figure 4: Venn Diagram Illustrating the Overlap Between the Themes
[bookmark: _jdfx9neaz18i]Discussion
	The aim of this research is to understand how the imposed COVID19-related guidelines of working from home have impacted the mental health of employees within the Irish tech industry. In order to achieve this aim, 8 interviews were conducted, resulting in a variety of findings ranging from people struggling mentally and physically to people who are grateful for the change of pace that a global pandemic has forced onto people’s lives (“it's a horrific thing that's happened to the world, but it's also a good thing because it's made everyone stop and think and reassess”). Considering the wealth of data and insight that was gathered, as well as the differences in individual circumstances, demography, and role, the thematic analysis has shown that there are common concerns, hopes, and fears among the interviewees. Namely, the importance of one’s relationship with a direct manager has been found to be the most prevalent factor in feeling supported and coping with changes. However, this aspect also includes the experience of lacking managerial support and therefore struggling to maintain a healthy work-life balance or retain the job (“I gave my manager heads up and said, ‘Listen, the reason I'm going is because my mental health’”). Corporate culture has been found to be the second most frequently mentioned aspect, which is also linked to the support one receives from both the manager but also from the company as a whole. Personal circumstances and the transition from the home-office back to the public office have also been mentioned by all interviewees to be critical factors impacting people’s lives and mental health. Among the theme of personal circumstances specifically, the housing situation was a key component of the individual’s ability to cope with personal and work-related stress. This chapter will discuss the findings further and frame them within the previous findings from the literature. 
[bookmark: _fu2kld522cb4]Performance Pressure
	As mentioned in the introduction, researchers at Stanford University (2021) have found that there was a 13% increase in productivity levels during the work-from-home period. While the findings of this study are in line with this statement they also show the other side of this statement; employees certainly feel more productive, but at what price? Almost all interviewees mentioned mental health struggles directly linked to performance pressure at work, especially in higher-paying jobs that are almost exclusively built on KPIs[footnoteRef:1],  SLAs[footnoteRef:2], and (over)achieving targets. Specifically, due to the lack of commuting time and physically changing location between work-time and home-time, it can be assumed that individuals struggled to separate these two in order to enjoy their leisure time (Chung et al., 2021; Toniolo-Barrios & Pitt, 2020). One participant described how they “would sort of log in six in the morning” and then “might log off the laptop at night”. Another participant in a managerial role mentioned this observation as well, stating how they suggested to their team to create a “fake commute” by simply leaving the house to go for a walk before starting the workday in order to trick the brain to enter “work mode”. Other more questionable coping mechanisms were observed among the participants who stated that they felt overwhelmed with the amount of work and performance pressure: Despite feeling “numb”, “hating everything” and “suffering with anxiety”, individuals reported they resorted to “accepting the scenario” or turning to alcohol.  [1:  Key Performance Indicators]  [2:  Service Level Agreement (Response Time)] 

People also stated that their colleagues were “suffering from insomnia”, that they were “throwing up with stress”, while others mentioned how their manager prioritises performance over health, asking them to “focus on meeting [...] targets” before a conversation about mental health can take place. This latter incident was specifically linked to a manager who was described by the individual to be not understanding of younger generations as he himself belonged to the age group that is awaiting retirement. This is in line with what Robinson (2021) describes as mental health levels being affected more negatively across younger generations compared to older ones since the work-from-home period has begun. While this study lacks the generational variety to compare experiences, it can be said that the interviewees, who were all younger than 40, have felt a stark increase in mental ill-health. 
[bookmark: _avpv56g5dq6u]The Role of the Manager
	Specifically with regards to one’s direct manager, the findings indicate that the relationship with the manager is a key feature in retaining employees and providing them with an environment in which they can focus and thrive. Interviewees stated that they prioritised the loyalty to their manager over a potential increase in salary, saying “my manager allows me to have a really good quality of life. And I will value the quality of life over progression”, as well as stating that despite their lack of loyalty to a specific company (“I no longer feel any loyalty towards my company”), they remain in the job solely because of the support they receive from their manager. 
One’s direct manager has also been found to be the key indicator of how well employees can cope with personal circumstances, such as the death or illness of a family member as well as their own health. Whereas one participant who was in a role in which they did not feel support from the manager left the company because they found themselves “in A&E one morning with severe pain” caused by stress, other participants described depressive episodes they experienced and family deaths or illness, but they remained in the position because their manager was supportive and “there was no questions asked about taking the time off”. A possible explanation for this high level of significance found in the relationship between the manager and the employee is that some people in this study struggled with the lack of social contact they experienced while working from home, therefore, the meaning of the relationship with the manager is heightened, as this person may be one of the only people, together with the work colleagues, that create a social network for the employee during lockdown. 
The reflection of this in the dataset highlights that empathy is a crucial characteristic from the managerial perspective (Brower, 2021), as the role of the manager often involves a certain degree of mediation between the employee and the corporation at large, especially during personal struggles. Interviewees said that as a manager, you are “in the position of being the parent, being the support or giving the advice”, as well as describing how they need to be aware that their “ circumstances were not the same as everyone else's circumstances”. Furthermore, one participant described how during the interview process for their current role, the level of “grit” and “experienced hardship” was prioritised. This indicates that companies become increasingly aware of the role of empathy in management, especially since the aforementioned personal struggle as experienced by a person increases their ability to take on another’s perspective and respond to their situation empathically (Gerace et al., 2015).
[bookmark: _9rcepu11fva1]A Safe and Spacious Home is Essential 
		As mentioned by Xiao et al. (2021) and Chung et al. (2021), the primary element in predicting the mental health impact that the forced home-office environment has on the employee is their living situation. Not only has this aspect been mentioned by almost all interviewees, but in a number of interviews, it was the key contributor to their poor mental health, their inability to cope with work-related pressure, and problems within their partnerships. As Xiao et al. (2021) state, isolation and unsafe environments can drastically decrease an individual’s ability to cope with life. The dataset reflects this observation: People described how they were “completely physically isolated for about two months, didn't touch or speak to another person in the flesh” and how that resulted in their decision “to quit the job” they had at the time. Others described negative rental situations in which they were unable to use the wifi and “had to go to the shopping centre to work every day”. With regards to their personal relationships, individuals described how they lived “in a small space, there was a lot of more tension around us, there was a lot of disagreement”. Although companies usually cannot directly provide their employees with houses in which they feel safe and have enough space to set up a work station or an office room, the findings of this paper show that people are severely suffering under the current housing crisis in Ireland (Doval & Faubert, 2020). 	
Companies ought to be aware of the impact that high renting prices for tiny apartments has on their employees, especially millennials, and provide them with budgets to expense their wifi cost, their home-office equipment, as well as support them when relocating to Ireland for work (Oakman et al., 2020; Xiao et al., 2021; Chung et al., 2021). However, Shimura et al. (2021) state that there is a limit to the amount of home-office one person can endure before it has a noticeable impact on their mental health. Therefore, a balance needs to be found in which the employees are protected from developing social anxiety due to lack of social connection, while also not pressuring them to return to the office. Employees should be given the freedom to decide where they work best: at home or at the office, without forcing people to return. 
A related, yet surprising finding in the dataset is the contrast between individuals struggling to work from home and the anxiety of leaving the home-office. There are numerous benefits of working from home that the participants have described, such as “I can do my laundry in-between” or “feeling better than being locked away upstairs in an office”. However, with regard to returning to the office, there is a level of fear that has been observable across the dataset. People state that “the return to the office was traumatic” and that “there's the social anxiety that comes with it”. This is supported in the literature and indicates that while the sudden relocation to the home-office may have been a shock, the transition back to the office is a slower, more anxiety-driven process (Australian Psychological Society, 2020).
[bookmark: _bz0f3fd6qzb7]

[bookmark: _maqwnbfrj4dl]The Stigma of Mental Health
The OECD (2021) has stated that mental ill-health and financial insecurity have increased while social engagement and physical activity have decreased - and this small sample at hand certainly reflects this finding. While some people admitted to struggling mentally (“I had a little bit of a quarter-life crisis during the pandemic”) as well as financially (“I work to pay the rent”), and others did not, all participants agreed that more needs to be done to promote mental health at work. Some interviewees described the conversations around mental health to be “just more sort of empty talk” and others said “every day, we're receiving emails, checking in on us, referring us to different resources giving us tips”, reflecting the variety of experiences and personal opinions regarding mental health and awareness promotion. However, there are two aspects that may be the cause of the lacking a proactive approach to support employees in their mental health. Firstly, personal preference, and secondly, social stigma. Although all participants agreed that their workplace can create better communication systems for mental health, some people believed that their mental health simply did not belong at work, unless it was directly impacting their work (“I wouldn't do it [asking for help] in work. Unless it directly impacted my role.”). Others, on the other hand, are supportive of the idea that people openly talk about their mental health struggles in order to make the conversation around mental health a key aspect of the team unity (“my team has been very open as individuals about having seen therapists in the past, about having been depressed in the past. I feel there is no real stigma around it in my team specifically”). Da Silva et al. (2020) describe how stigma can affect the quality of the communication around mental health, as stereotypes are deeply ingrained into the social perception of mental ill-health. The authors state that a change in attitude toward mental health problems is essential to facilitate care and support within the workplace.
This stigma may be the reason that effective communication around mental health awareness is still lacking in the majority of tech companies within Ireland. While support measures and communication channels are provided, the proactive approach and action have been found to be missing for many of the study’s participants. One aspect of this stigma may be the hesitancy of older generations to include mental health practices and conversations in their daily professional and personal lives. Muller-Heyndyk (2019) found that the majority of Baby Boomers (Age 55+) would rather remain silent than discuss their personal mental health with someone at work. As such, it is no surprise that the millennial generation (Age 26-41), who is often managed by older generations and feels more comfortable confiding their mental health problems to someone at work, feels insufficiently supported. In the dataset, this is reflected in participants describing the mental health conversations to have “just become a checkbox” and check-ins to feel like “something that the company has to put out there to tick a box”.  
[bookmark: _y1sn6wdymh5w]

[bookmark: _m4lz59qyczav]Conclusion
		This research paper aimed to better understand the mental health awareness shift that took place since employees within the Irish tech industry were forced to work from home as a direct result of government-imposed guidelines to minimise the spread of the COVID19 virus. While the field of mental health research is dynamic and is undergoing constant change based on socio-political events as well as personal circumstances, this paper enabled an insight into the current status of mental health awareness within the workplace. While some aspects were expected to play an important role in the maintenance of employee wellbeing, other findings were unexpected. For example, the research suggested that the housing situation of an individual and their financial and spatial ability to set up an ergonomic workstation at home are key indicators of mentally healthy home-office workers. However, the findings also found that there is a notable level of anxiety regarding the return to the office, as well as an underlying stigma around mental health. Both of these aspects were not anticipated by the researcher. In conclusion, it can be said that people were seriously struggling at certain points during the pandemic, specifically during lockdowns. In order to support them more effectively, it is essential for companies to realise the importance of good management by providing psychological safety training, creating open conversations around mental health depending on what employees believe to be needed, and not forcing people back into the office if their personal circumstances allow them to work (even more) productively and comfortably from home, should they wish to do so. However, current benefits and resources have shown to be significant support tools that, both in terms of budgets and financial resources well as in physical and digital resources such as free counselling and meditation apps, have been instrumental in supporting the employees of the Irish tech industry. 
[bookmark: _71yqap4v9q3r]Strengths and Weaknesses
		While the researcher aimed to maximise the level of validity and reliability of this research, certain weaknesses within the design remained. One of these weaknesses is the group of participants. While a high degree of diversity in age, job role, nationality, and gender was achieved, the study was not able to include parents in the dataset or create a balanced gender quota. Despite the fact that there is ample research about the differences in home-office experiences when comparing parents to non-parents, as well as men versus women, this study may be skewed in its findings toward women and individuals that do not have family obligations involving small children on top of their workload. Secondly, the study may be skewed in age. While the findings show that there is a generational difference in mental health stigma, this study only included millennials that, as the literature suggests, are generally more open about mental health. Thirdly, despite this research paper aiming to focus on the support measures that need to be improved or continued in the workplace, a large part of the findings involved personal circumstances. Although this can be seen as an added richness, it can also be seen as a lack of focus in the finding’s ability to purely assess corporate support measures. However, one may argue that mental health is an all-encompassing aspect of life, therefore people often bring their personal struggles to work, especially when working from home. Lastly, the data analysis was done using thematic analysis. As Braun and Clarke (2006) state, this method of research can be viewed as highly subjective as it is based on the researcher’s personal opinion regarding what can be viewed as a theme, potentially further skewing the data based on the researcher’s subconscious bias. Although the researcher was aware of its implications, the reflexivity may have been scrutinised during the interview process albeit subconsciously (Haynes, 2012; Lazard & McAvoy, 2017). 
	Nonetheless, this study also shows strengths. While the interviewees may have been skewed in age, gender, and parental status, the transcripts were thoroughly studied and analysed, strictly following the steps presented by Braun and Clarke (2006). As such, the thematic analysis can be seen to have a strong foundation. Furthermore, a lot of the findings of the research circled back to previously conducted research in the existing literature. This does not only provide a rounded research presentation, but it also creates a level of validity and reliability as the findings can be viewed as replicable and represented in other cultures and research settings. Furthermore, this study is socio-politically relevant and has concluded in applicable and research-based recommendations that tech companies can use to strengthen their mental health support for their workforce and with that increase their productivity and employee retention.  
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[bookmark: _9zhpjco0oegy]7.1 Interview Information Sheet
How Covid-19 shifted the Mental Health Awareness within the Irish Tech Industry
My name is Klara Menzel and I am conducting research in the Department of Psychology that explores the impact that the COVID-19 pandemic had on employees’ mental health within the Irish tech industry. This research is being conducted as part of my studies and will be submitted for examination.				
You are invited to participate in a research study that will form the basis for an undergraduate thesis. Please read the following information before deciding whether to participate.		
What are the objectives of the study? The nature of this study requires participants to engage in a 1-1 interview to explore the changes in mental health within the workplace environment during the COVID-19 pandemic, specifically the Irish tech industry.				
Why have I been asked to participate? I would like to collect information from different people regarding their subjective experience of how working from home has influenced their mental health and how the conversation around mental health has shifted within the corporate environment since March 2020. You have been asked to participate because you are:	
● Currently employed in the Irish tech industry at any position 
● Over 18 years of age
● Mentally and physically able to consent to your participation				
What does participation involve? You are invited to take part in this study and participation involves an interview with me, Klara, for about 30 minutes, in which I will ask you about your experience working from home during the pandemic of COVID19 and also how your company may have supported you in this (or not). The interview includes some questions that might cause minor negative feelings. If any of the questions do raise difficult feelings for you, contact information for support services is included on the debrief document for this research. Participation is completely voluntary and so you are not obliged to take part.			
Participants have the right to withdraw from the research at any time for whatever reason. Participation is anonymous and confidential. No names or identifying information will be released in the final research report.			
Are there any benefits from my participation? While there will be no direct benefit from participation, studies like this can make an important contribution to our understanding of this topic further. As such, the findings from this study may be presented at national and international conferences and will be submitted for publication in peer-reviewed journals. Interim and final reports will be prepared. However, no individual participant will be identified.			
in any publication or presentation. Individuals will not be offered any monetary or other rewards for their participation.			
Are there any risks involved in participation? There are no known risks associated with participation. Any inconvenience involved in taking part will be limited. Any questions prior to participation can be asked following the review of this sheet. After participation, a debriefing stage will be offered where any further questions will be answered, or any questions can be emailed to my email address below.				
Confidentiality All individual information collected as part of the study, be used solely for research purposes. The interview recordings will be securely stored and data from the interviews will be transferred to a written transcript and stored on a password-protected computer.		
Please note this research has been ethically approved by the DBS College Human Research Ethics Committee.
						
Contact Details				
Should you require any further information about the research, please contact Klara Menzel, XXXXXX@mydbs.ie
My supervisor can be contacted at XXXXXX@dbs.ie					
Thank you for taking the time to read this form. 
[bookmark: _kn3085qei47e]

[bookmark: _ocjncm165985]7.2 Interview Consent Form
I have read and understood the attached Information Sheet regarding this study. 
Yes / No
						
I understand that I am free to withdraw from the study at any time without giving a reason and without this affecting me.				
Yes / No
						
I agree to take part in the study, the results of which will be published. 
Yes / No
						
I agree to have my data relating to this study to be stored confidentially as described in the Information Sheet.				
Yes / No
				
I consent to participate in the study. 
Yes / No
						
Signature 

[bookmark: _mh74hobfi7kj]7.3 Interview Debrief Form
Thank you for participating in the research study ‘How Covid-19 shifted the Mental Health Awareness within the Irish Tech Industry’. Please be advised that you can still withdraw your participation should you wish to do so.		
Should this interview have evoked any negative feelings or triggered you in any way, please see the support contact details below:				
Samaritans Ireland				
Emotional support to anyone in distress or struggling to cope. Contact jo@samaritans.ie				
Freephone 116 123 every day 24 hours a day Visit Samaritans Ireland at https://www.samaritans.org/ireland/samaritans-ireland/. 
Text 50808		
A free 24/7 text service, providing everything from a calming chat to immediate support for people going through mental health or emotional crisis.				
Text HELLO to 50808, anytime day or night.					
Visit www.text50808.ie for more information.				
Pieta House				
Telephone and text-based support counselling for people who are suicidal or engaging in self-harm.			
Freephone 1800 247 247 every day 24 hours a day. Text HELP to 51444 - standard message rates apply. Visit pieta.ie						
Contact information of the researcher: Name: Klara Menzel
Email: XXXXXX@mydbs.ie				
Thank you again for your participation. It is greatly appreciated. Through your contribution, I hope to raise awareness and enhance the conversation around mental health within the work environment as well as enable potentially needed support services to be offered to employees in need. 
Thank you. 
					
				
			
		

[bookmark: _mgdxmjy6o1ro]

[bookmark: _4394h69ckty5]7.4 Interview Schedule
Participant ID: ______________________	         Interviewer: ____________________           Date: _____________________				

	Introduction
(3 minutes) 

	Thank you for agreeing to talk with me. My name is Klara. I am a student in the HDip Applied Psychology in Dublin Business School. I am currently undertaking a research study entitled; Mental Health in the Irish Tech Industry post-Covid19: A Qualitative Analysis. 
Your answers will be treated as confidential. We will not include your names or any other information that could identify you in any reports we write. We will destroy the notes and audiotapes after we complete our study and publish the results in line with DBS policies.
This interview is expected to last for approximately 30-40 minutes
Do you have any questions?
Complete consent form 
Start recording from here.

	Topic 1: General Corporate Environment
(7 minutes)
	How is mental health talked about at your workplace?
How has this conversation shifted compared to pre-pandemic times?
What changes have you observed in the support measures offered to employees for their mental health?
Can you describe any open conversations that you have had with your colleagues or direct supervisor?	
If no. Why do you think that was? What do you think could be done better.	

	Topic 2: Collegial Mental Health & Support 
(7 minutes)

	How have you experienced the mental health of your colleagues shift compared to pre-pandemic times?
Tell me about measures that your workplace or your direct manager have implemented to facilitate the conversation around mental health.
Which measure did you find more or less helpful than another one and why?	
Would you have wished for certain other measures to be implemented to maximise the support? If yes, which would that be?

	Topic 3: Personal Mental Health
(7 minutes)
	Can you tell me how your mental health has been affected since working from home?
Could you tell me about certain moments in this period that were especially challenging and other moments that helped you stay positive?					
Which measures and supports have you made use of, if any, to support your mental health (both provided by work and ones you sought out privately)?


	Final thoughts
(6 minutes)
	Is there anything else you find relevant in the context of mental health at work that we have not talked about? 

Thank you for your time.
Stop the tape and debrief


 

		 	 	 		
			
				
					
[bookmark: _r70vrmhimh66]

[bookmark: _1lr2ngr16nlb]	7.5 Drafted Codes in MAXQDA2022



[bookmark: _66brn4p62uac]7.6 Coded Transcripts
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Code System Frequency

Total 826
Personal Relationships 26
Work Location 0

Work Location\Transition to WFH 17

Work Location\Return to Office 15

Work Location\Office Benefit 1

Work Location\WFH Benefit 17

Personal Health 1
Personal Health\Mental Health does not Belong at Work 4

Personal Health\Mental Health 57

Personal Health\Coping Mechanisms 26

Personal Health\Physical Health 9

Housing 0
Housing\Home Finances 10

Housing\Office Space at Home 6

Housing\Personal Home 20

COVID Restrictions 17
COVID Restrictions\Positives after COVID 16

COVID Restrictions\Fear of COVID 7

Collegial Network 46
Collegial Network\Mental Health of Colleagues 37

Cultural Differences 7
Political Climate 12
Political Climate\Shared Trauma 13

Performance Pressure 35
Performance Pressure\Productivity 5

Performance Pressure\Removing pressure 11

Company Culture 11
Company Culture\Positive 22

Company Culture\Toxic 32

Company Culture\Generational Age Gap 16

Manager support 0
Manager support\Experience of Manager 34

Manager support\Experience of Manager\Training courses 5

Manager support\Personal Circumstances 12

Manager support\Parental Role 6

Manager support\Positive Support 52

Manager support\Lacking Support 32

Available Resources 9
Available Resources\Presents 2

Available Resources\Apps 8

Available Resources\On-premise facilities 5

Available Resources\Days/ Time Off 9

Available Resources\Budgets and Finance 10

Available Resources\Programmes 12

Method of Mental Health Communication 4
Method of Mental Health Communication\Proactivity 6

Method of Mental Health Communication\Stigma 9

Method of Mental Health Communication\increase in Awareness since COVID 22

Method of Mental Health Communication\Leaders Sharing Experiences 5

Method of Mental Health Communication\Frequent Check Ins 15

Method of Mental Health Communication\Suggestions 18

Method of Mental Health Communication\Lack of Action & Communication 36

Method of Mental Health Communication\Mental Health not talked about 9
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Corporate Role of Supportive 1 can talk openly with my manager, or let him know that things aren't working well

Culture Management It's nice to have a manager who's understanding of the complexities of life. And 1
think overall, that actually results in less stress.

1 am loyal to my manager

my manager allows me to have a really good quality of life. And I will value the
quality of life over progression.

my manager was, you know, there was no questions asked about taking the time off

my manager is very good at this as well. She's very engaged.

Lacking Support |he's an older manager in his late 50s from a generation that I think, you know, a lot of
the times mental health was taboo when they started off their career

he didn't know even what mental health meant.

1 think we can all feel that tension

it was just more sort of empty talk

it's hard to basically find unity, when you're not being supported by your manager

Being a Manager |my circumstances were not the same as everyone else's circumstances

this is like my family here

the manager being in the position of being the parent, being the support or giving the
advice

1 put on the brave face as the manager

I think there's also needs to be that additional check-in with the managers

portant that managers get that support

1 would be a heartless monster if I didn't feel that stress and that pressure on myself

that's our job as managers to like, ‘Here, give me all the bad stuff. And I'll give you
all the good stuff’

we did get training, it's called psychological safety training

Collegial Support my team has been much, much better. We do help each other we do distribute work.
Network

my team has been very open as individuals about having seen therapists in the past,

about having been depressed in the past. I feel there is no real stigma aroun my
team specifically

some of my colleagues at work, they're like friends, and I only like I literally see them
every day virtually.

there are a lot of employee led meditation sessions and yoga sessions

we have a tight unit of a team

Mental Health  |a number of my team members have struggled

Issues they were being overworked, they were being overstretched and underpaid

you could see that they really, really they are struggling a lot
others have definitely struggled

Work Ethic | Toxic: 1 was shocked to hear my manager basically tell me, first focus on meeting your
Performance targets, and then we can talk about mental health
Pressure

my company still fired single mothers who needed visas to stay in the country

1 would sort of log in six in the morning, I might log off to the laptop at night

It was really really really stressful.

the working environment is completely KPI driven, sales-driven, target driven

we have an immense amount of work.

they were overloaded, they were made false promises

everybody on my team had insomnia, were grinding their teeth, with throwing up
with stress with going into calls with managers or with hands shaking

Positive: a learning-friendly company

Employee First [ fel listened to, and supported, and told, like, whatever you need, whatever time you
need, like that the workplace is very flexible for me.

it's the best_company I've ever worked for.

The company here puts the employee first.

Cultural American companies, they have a different culture.
Differences

in Canada, where the culture is very much compassionate, and people tend to real
you know, give a lot of importance to mental health in the workplace

Ireland was behind in the times when you look at other countries
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take action on it. But yeah, it's, it's hard. I'd be the type of person I'd always put my hand up
to support or the people. And I've always played that role in my work. And then when | had
those conversations with managers, she was like, You stretched too thin. So, you know, she
did take work off me for a month or two. And when | got better, yeah, like, she gave it back to
me or whatever, but you'd nearly get used to not having so much work. | was like, geez, I'm
back to being really stressed. But yeah, like, | was very honest with my manager. | was like,
‘Look, there's times when | don't want to log in. You know, I'll be very honest with you, you
know'. Yeah, | did have a couple of those stern or like, direct conversations. And they always
were like, can | see a practical side? What can we do? What can we help? Okay, what I'm
going to do is like, it was never just sort of, like, like just look after yourself better. There was
always an action that came over like,

Researcher:

Okay, what I'm hearing is that it was very targeted toward you. So you spoke up about an
issue. And then for you, there was a targeted and kind of customised solution. It wasn't
necessarily that everyone kind of just got a default, you know. It sounds like you really have
to speak up. And then there's a responsive kind of measurement taken. Would that be
correct?

Interviewee:

So that would be 100% correct. There was in my last company, and here, there's no sort of
like, make sure you take your mental health days do this, you know, this is all the services
that we have on offer. Like, there is something called the Employee Assistance Programme.
And most companies in Ireland and UK have it is sort of like an anonymous place where you
can ring and it's sort of like you can use it as a whistleblower or you can use it as sort of like
to avail of health care services. So, like, that was talked about, but okay, | never avail of it
because like, | don't know any of anyone that's ever available. But again, my manager was
very much like, in this situation, this is what I'm going to do to help you for you, okay, it
wasn't like, I'm going to do this for the team or for the wider company, it was very catered to
what my manager was trying to implement for me.

Researcher:
Yeah. And is that because you felt more comfortable talking to your manager? What is the

reason kind of that you didn't make use of the assistance programme?

Interviewee:
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Figure 1: Anxiety levels in 2020 compared to previous years (Source: OECD,
Tackling the mental health impact of the COVID 19 crisis, 2021)




