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Several Problems Related to Work-From-Home (WFH) 

Problems are a lot more complex than you think 

 

Have you or your employees been feeling work-from-home problems  and Zoom 

fatigue these past months despite the supposed convenience of working from home 

and using video conferences to meet? 

Due to the computer-based nature of their work, many quality professionals have been 

in the privileged position of working remotely throughout the pandemic. Yet despite the 

safety benefits of doing so, problem has been an increasingly worrisome issue, harming 

retention, morale, engagement, and quality decision-making. 

Still, most appreciate the benefits of working from home. Most employees preferred to 

work remotely more than half the time or even permanently after the pandemic. That’s a 

huge shift from previous surveys where a small minority wanted to work virtually, 

according to many recent surveys. 

 

Most employers support their employees working remotely part- or full-time even after 

the pandemic. They find that working from home improves productivity because 

employees don’t have to deal with a commute and other hassles of coming to the office. 

Doing so allows companies to downsize office space, saving money, as many plan to 

do. Moreover, if at least some employees worked from home permanently, employers 

could then hire employees from anywhere, greatly expanding the talent pool available to 

them. Likewise, they could save money on salaries for employees who lived in lower 

cost-of-living areas. 

 

Yet to do this requires addressing WFH problems.. Unfortunately, the vast majority of 

efforts to address it try to treat the symptoms without addressing the root causes.

https://hbr.org/2020/04/how-to-combat-zoom-fatigue
https://hbr.org/2020/04/how-to-combat-zoom-fatigue
https://www.usatoday.com/story/tech/2021/03/25/covid-remote-work-office-return-survey-zoom-meeting-fatigue/6989446002/
https://www.usatoday.com/story/tech/2021/03/25/covid-remote-work-office-return-survey-zoom-meeting-fatigue/6989446002/
https://www.pwc.com/us/en/library/covid-19/us-remote-work-survey.html
https://www.flexjobs.com/blog/post/remote-work-statistics/
https://www.cnbc.com/2021/03/11/one-year-into-covid-working-from-home-is-here-to-stay.html
https://www.businessnewsdaily.com/15259-working-from-home-more-productive.html#:~:text=Working%20From%20Home%20Increases%20Productivity&text=According%20to%20one%20study%2C%20remote,weeks%20of%20work%20per%20year.&text=One%20of%20the%20most%20effective,taking%20breaks%20throughout%20the%20day.
https://www.fool.com/millionacres/real-estate-investing/articles/68-of-large-companies-plan-to-downsize-office-space-what-it-means-for-investors/
https://www.fool.com/millionacres/real-estate-investing/articles/68-of-large-companies-plan-to-downsize-office-space-what-it-means-for-investors/
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The problem stems from companies failing to adapt internally to the impact of Covid-19 

and the post-Covid recovery. Most failed to anticipate the long-term consequences of 

Covid, and had to make an abrupt shift to their employees working remotely. Everyone 

was in emergency mode and adapted their existing ways of interacting in “office culture” 

to remote work. They focused, naturally and appropriately, on accomplishing the 

necessary tasks of the organization. 

 

However, they left behind the social and emotional glue that truly holds together internal 

teams and gives employees a sense of fulfillment and energy. 

That’s fine for an emergency, a week or two. Yet Covid is not an emergency. It has 

been a slow-moving train wreck, which will last until at least the end of 2021 or till the 

end of 2022 if not longer. 

What companies need to do is to stop thinking of Covid as an emergency situation to be 

handled via operational tactics. Instead, they must approach Covid and the post-Covid 

world as our new abnormal reality, and use a strategic approach to survive and thrive in 

this new world. 

 

Companies should understand that the fundamental root cause of WFH burnout stems 

from organizations adapting their existing ways of interacting within an office culture to 

remote work. To address this problem requires a strategic reevaluation of their internal 

structure, culture, and norms for a much more virtual environment for the foreseeable 

future. Otherwise, using office-style culture to conduct virtual work is simply forcing a 

square peg into a round hole. You can do it if you push hard enough, but you’ll break off 

the corners, in this case the social and emotional glue that bonds employees into a 

company culture. That peg will do in an emergency but in the longer run will wobble and 

eventually break. 

12 problems leading to WFH burnout  

1. Deprivation of our basic human need for meaning and purpose. Perhaps the 

biggest problem is that most of us don't realize we aren’t experiencing just WFH 

burnout. We’re also deprived of the fulfillment of basic human needs of meaning 

and purpose that we get from work. Our sense of self and identity, our narratives 

of ourselves, and how we derive meaning in our lives, are tied to our work. That’s 

all severely disrupted by shifting to remote work. 

https://www.businessinsider.com/disaster-expert-companies-should-face-coronavirus-with-pessimism-2020-3
https://disasteravoidanceexperts.com/adapt
http://glebtsipursky.com/finding-meaningful-work-is-all-about-you/
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2. Deprivation of our basic human need for connection. For many of us, our work 

community offers a key source of fulfillment of the need for connection. WFH cuts 

us off from much of our ability to connect effectively to our colleagues as human 

beings, rather than little squares on a screen. 
 

3. Deprivation of building trust. In office settings, it’s easy to build trust through 

informal interactions. This building of trust doesn’t happen naturally in virtual 

settings. There’s a reason teams that start off as virtual, but later meet in person at 

a company, work together substantially better after doing so. By contrast, teams 

that shift from in-person settings to virtual ones gradually lose that sense of shared 

humanity and trust. 
 

4. Deprivation of mentoring and informal professional development. A critical 

part of on-the-job learning stems from informal mentoring from senior colleagues. 

It also comes from observational professional development you get from seeing 

how your colleagues do their jobs. Losing this mentoring has proven especially 

challenging for younger employees. 
 

5. It’s not simply “Zoom fatigue.” It’s a real experience, but it’s not about Zoom 

itself, or any other video-conference software. The big challenge stems from our 

intuitive expectations that virtual meetings will bring us energy by connecting us to 

people, yet they fail to get this basic need of ours met. In-person meetings, even if 

they’re strictly professional, still get us to connect on a human-to-human level. By 

contrast, our emotions just don’t process video-conference meetings as a true 

connection on a human-to-human, gut level.   
 

6. Forcing a square peg into a round hole. Many companies try to replace the 

office-culture glue of social and emotional connection through Zoom happy hours 

and similar activities that transpose in-person bonding events into virtual formats. 

Unfortunately, such activities don’t work well. As with other video conferences, we 

have intuitively elevated expectations. We end up disappointed and frustrated by 

failing to have our needs met. 
 

7. Lack of skills in virtual work technology tools. This problem leads to lowered 

productivity and frustrating experiences for those who need to collaborate. 
 

http://glebtsipursky.com/community-building-for-a-sense-of-purpose-in-the-workplace/
https://www.leadingvirtually.com/the-advantages-of-face-to-face-meetings-for-virtual-teams/
https://www.theatlantic.com/family/archive/2020/04/why-your-zoom-happy-hour-unsatisfying/609823/
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8. Lack of skills in effective virtual communication. It’s notoriously hard to 

communicate effectively even in person. Effective communication becomes much 

more difficult when in-office teams become virtual teams. 
 

9. Lack of skills in effective virtual collaboration. There’s no natural way to have 

the needed casual interactions that are vital to effective collaboration and 

teamwork. Body language and voice tone are important to noticing brewing people 

problems, and virtual communication provides us fewer opportunities to notice 

such issues. 
 

10. Lack of accountability. In-office environments allow for natural ways to hold 

employees accountable. Leaders can easily walk around the office, visually 

observing what’s going on and checking in with their direct reports on their 

projects. The same applies to peer-to-peer accountability: It’s much easier to 

ignore an email with a question than someone stopping you in the hallway or 

standing in the doorway to your office. You’ll need to replace that accountability 

with a different structure for remote work. 
 

11. Poor work-from-home environments. Some employees might have access to 

quiet spaces and stable internet connection, while others may not. This problem is 

more pronounced in developing countries because size of homes is small and the 

number of rooms in home may be one or two only. Given the restrictions brought 

about by the pandemic, overhauling work spaces will take significant time and 

resources not available to many.  
 

12. Poor work/life boundaries. Ineffective separation of work and life stems from 

both employer and employee actions. In the long term, doing so causes lowered 

productivity, increased errors, and eventual burnout.   

 

Conclusion 

Work-from-home burnout and Zoom fatigue are much more complex than they appear. 

Companies need to implement a wholesale strategic shift to reframe your company 

culture and policies from the “emergency mode” of working from home to remote work 

being the new normal.  

-------------------------------------------------------------------------------------------------------- 

https://www.theverge.com/2019/12/5/20995453/away-luggage-ceo-steph-korey-toxic-work-environment-travel-inclusion
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Readers may please note that D. L. Shah Trust brings out two e-journals on a 
fortnightly basis. These are mailed to those persons or institutions who are 
desirous of receiving them:  
 
These two e-journals are:  
1. Safety Info  
2. Quality Info  
 
If you or your friends or colleagues wish to receive these journals, you may 
send us an email requesting for the same. There is no charge for these 
journals. Our e-mail address is:  
 
dlshahtrust@yahoo.co.in 
                      
haritaneja@hotmail.com  
 
dlshahtrust@gmail.com  
 

You can also access these journals on our website: www.dlshahtrust.org  
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