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Abstract

Purpose of the research: The purpose of the research was to determine whether the establishment of,
and transformation to, virtual organisations due to the COVID-19 pandemic restrictions placed on the
business sector, impacts drastically on the work-life balance of mnew virtual employees.
Design/methodology: A positivist, qualitative research that draws on a descriptive research design
was used in order to provide a conceptual understanding of the impact on work-life balance that has
been caused by a shift to virtual organisations as a result of the COVID-19 pandemic.
Results/findings: The restrictions placed on the business sector as a result of the COVID-19
pandemic resulted in the establishment of, and transformation to, virtual organisations. This had a
drastic impact on the work-life balance of new virtual employees. The findings indicated varying
opinions and understandings on work-life balance for virtual employees concluded prior to the
pandemic.

Practical implications and Conclusions: The recognition of drastic impact on the work-life balance
of new virtual employees should be recognised by businesses and taken into consideration when
dealing with employees.

Limitations: The study was limited to only conceptual research. Further quantitative research will
lead to additional, inclusive, knowledge

Introduction

The aim of this research is to determine the emphasis that virtual organisations place on the work-life
balance of their employees and management staff.

Due to the COVID-19 pandemic, there has been an increase in the establishment, and transformation
to, virtual organisations. As a result of restrictions and regulations, a limitation on the number of people
allowed in a confined space is in place.

Virtual organisations offer many advantages in relation to the work-life balance of employees as it
allows for balancing work and personal commitments (Jya & Shenoy, 2018:2). According to Deeb (2020:6)
employees save time on travel and function in a work environment personally catered for themselves.
However, employees working for companies adopting the practices of virtual organisations may find
themselves in a position where their workspace and their leisure-space are the same and have to adapt to
this way of work (Goodman, 2021). It becomes difficult for employees to separate their work-life balance
in an environment where they are intertwined (Goodman, 2021). Goodman (2021) adds that clear
boundaries need to be established to avoid a disturbance in the work-life balance of employees. This may
result in employees experiencing difficulties in relation to knowing when to stop working, which leads to
longer hours and greater work-related stress (Arntz, Berlingieri & Sarra, 2019:4).

Background and rationale

A virtual organisation consists of employees located in different geographical areas, communicating
through technological sources such as phones, email, and the internet (Kerwin & Radulovic, 2018:54).
These organisations have been defined over three decades since the establishment of the dotcom
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companies’ era in the early nineties (Amorim, 2007). The companies are in a unique position in that their
employees work virtually (away from an office setting) at a location of their choice. The distinguished
advantages and disadvantages of virtual organisation are:

The advantage of flexibility that virtual organisations offer (Leimeister, Weigle & Krcmar, 2001:7),
and

The disadvantages such as the uncertainty around what is happening in an employee’s home space
that might affect his/her productivity and work-life balance (Hansen et al., 2021:5).

Many virtual organisations were established in the early part of 2020, due to the COVID-19 pandemic
resulting in regulations that restricted the number of people allowed in buildingsoffices at one given time
(Feitosa & Salas, 2020). This resulted in employees taking on a new work environment (such as their
home) and performing their tasks remotely from these locations (Butahieko & Vyas, 2020:64).

It should be noted that employees working for newly established virtual organisations, as a result of
the COVID-19 pandemic, were not prepared to work under this organisational structure, which has
created further challenges in their ability to balance their work-life and their home-life.

1.2. Problem statement

Due to the COVID-19 Pandemic, many organisations have transformed from brick-and-mortar
companies to online/virtual organisations. As a result, employees are now free to work from a location of
their choice. This freedom of choice comes with the unclear distinction between the balance of work-life
and personal-life, as it is difficult for employees to develop boundaries due to their location of choice now
being their office environment, additionally making it challenging to recognise standard working hours.
The problem statement can therefore be identified as determining the work-life balance of employees due
to virtual organisations, as a result of the COVID-19 pandemic.

Research objectives
Primary objective

The primary objective of this study is to determine how the work-life balance of employees within
virtual organisations, due to COVID-19 regulations, are influenced.

Secondary objectives

To determine the benefits of working virtually during the COVID-19 pandemic, prevalent to newly
established virtual employees.

To determine the challenges of working virtually during the COVID-19 pandemic, prevalent to newly
established virtual employees.

To determine if the change from an office setting to a home setting in a virtual organisation induced
further stress and family conflict on employees.

To determine whether employees that form part of virtual organisations are as productive as brick-
and-mortar organisations.

2. Literature Review
2.1. Introduction

This literature review will give context to the research question pertaining to virtual organisations by
looking into and analysing the literature currently available in relation to these types of companies.

2.2. Definition of a virtual organisation / virtual work

The understanding of what a virtual organisation actually is remains without a clearly outlined
definition within academic literature. This is due to the constant evolution of such companies.
Nevertheless, there are various characteristics and aspects of these organisations, and the manner in
which they perform their work, that authors consider when elaborating on the fundamentals of virtual
work. Authors consider virtual organisations to be entities that are established for a limited period of
time, wherein the participants of that organisation are usually geographically distributed (Chumg, Seaton
& Cooke, 2016:32). Alawamleh and Ismail (2016:8) refers to a virtual organisation as being “a permanent
or temporary collection of geographically dispersed individuals, groups, organisational units (who may or
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may not belong to the same organisation) that depend on technology and electronic linking in order to
complete the production process of the joint work conducted by these units”.

2.3. Aspects of virtual organisations

There are various aspects and common features that are prevalent in relation to virtual organisations.
These include the members and employees of virtual organisations being geographically dispersed and
not working in central office space. Furthermore, virtual organisations are heavily reliant on technology
and Information and Communication Technologies and are considered to be boundaryless while having
unique organisational structures and increased flexibility. These aspects will be discussed below.

2.3.1. Geographically dispersed

According to Alawamleh and Ismail (2016:29), one of the necessary structural conditions that is
needed for a virtual organisation to exist is the geographical dispersion of organisational units that are
therefore not working in a central office space. An organisation is only considered to be spatially
dispersed where members of the virtual organisation (individuals, divisions or groups) are dispersed at a
minimum of two separate locations (Alawamleh & Ismail, 2016:29). This aspect is viewed to be most
important when it comes to identifying if an organisation is considered to be one which is virtual, as the
networking orlinking of individuals, divisions, and even entire organisations, has to be done in a manner
that is geographically remote from one another in order for it to be considered virtual work or virtual
business practices (Bajdor, Dagmara & Lis, 2016:3).

The benefits that come with members of virtual organisations being geographically dispersed,
include:

The organisation’s ability to employ talented and diverse employees from any country, as the search
for employees is not confined to the geographic location of the organisation (Domazet, Radovi¢ & Brandic,
2018:61).

The hiring of low-cost, but qualified, labour force from geographic areas where the labour cost is low
(Domazet et al., 2018: 61).

The luxury of competing in global markets without a concern about geographical restrictions to their
business practices (Dulebohn & Hoch, 2017: 573).

There are, however, various drawbacks that come with the members of virtual organisations being
geographically dispersed:

Domazet et al., (2018: 62) express concerns over the restriction of face-to-face interactions that comes
with virtual organisations

The authors further indicate the possibility for breakdowns in communication as a result of cultural
differences that exist between the members located in different geographic regions.

2.3.2. Reliant on technology and ICT

Due to the geographical dispersion of employees, Information Technology (IT) is placed in a central
role and is considered to be the driving factor in how virtual organisations are able to operate (Messenger
& Gschwind, 2016: 197). Virtual organisations make use of information and communication technologies
(ICT) to:

Aid the coordination and communication of members and activities performed for the company.

view the progress of team members, with whom they cannot make physical contact with
(Waizenegger et al., 2020: 429); and

succeed and operate telecommunications (which have made distance irrelevant), databases (which
provide a virtual organisational memory, making time irrelevant), and multimedia (Messenger &
Gschwind (2016:205).

Virtual organisations are often described as those that heavily make use of various technologies
(specifically Information Technologies) in order to reduce common restrictions pertaining to geography,
time and information that an organisation may face. However, technologies are constantly evolving, and
newly developed technologies are not always universally available. The virtual organisations need to
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constantly adapt to these new technologies and ICT systems in order to maintain a virtual presence and
provide easy access to their members (Jimenez et al., 2017:5).

2.3.3. Boundaries and borders of virtual organisations

New boundaries need to be established by the virtual organisation in order to separate members of
the organisation, as these virtual organisations do not have traditional physical boundaries (Culo,
2016:36). This is done through the establishment and implementation of technological boundaries to
ensure the sanctity of the organisation. This results in non-member not being able to enter. Messenger and
Gschwind (2016: 204) contend that virtual organisations could establish boundaries through passwords,
ID’s, coded language, and even a specific computerised mailing list to which only the members of the
organisation are part of and have access to.

An organisation is considered to be more virtual if its boundaries are more invisible. This would be a
result of the technologies used (Grubb, 2021: 6). For instance, a physical entrance to a filing room that is
only accessible by an employee’s key card is far less virtual than an organisation protecting its virtual files
using a firewall or online server.

Virtual organisations are often referred to as boundary-less organisations (Bui, 2020: 20). This is in
reference to organisations that are considered not to have walls or limits, and those that are made more
flexible as a result of the traditional boundaries of hierarchy, function and geography being eradicated
within these virtual organisations (Culo, 2016:36). Due to technology and ICT systems, virtual
organisations transcended across geographical distances and organisational boundaries (Bui, 2020: 9). This
resulted in unique business models and practices.

According to Domazet ef al. (2018:57) one of the major characteristics of a virtual organisation is the
permeable boundaries, referring to the quantity of new information that may be accessed by members of
the organisation. This indicates the lack of rigid and systematic boundaries and would allow for more
information to be accessed by its members (through systems such as ICT), resulting in a lesser degree of
confined information. Jimenez et al. (2017:1) conferred working across organisational boundaries,
specifically in terms of the labour force, as not an exception within virtual organisations, but rather
considered to be the norm. Members of virtual organisations include full-time and part-time employees as
well as contractors, suppliers and freelancers operating independently from the virtual organisation but
conform to the same goal and business functions.

2.34. Organisational structure of virtual organisations
Due to the unique nature in which virtual organisations operate, the actual organisational structure
needs to be different. Although different views exist on the organisational structure of a virtual
organisation, the general consensus is that the overall structure pertains to the ability for it to be flexible.
The majority of authors, since the emergence of literature pertaining to virtual organisations in the 1990’s,
viewed existing organisational structures as obsolete due to traditional organisational structures
obstructing the true value and nature of Information and Communication Technology that virtual
organisations promote. Even though the aforementioned organisational structures were viewed as
obsolete, people had to rely on an incremental implementation of virtual organisations that still reflected
the traditional organisational structure, rather than an instant change (Alawamleh & Ismail, 2016: 31).
Virtual organisations make use of various organisational structures and combine these structures in
order to create new organisational capabilities and competencies, which allows for overhead costs and
other structures to be kept to a minimum. This results in the efficiency of administrative work that the
virtual organisation emphasises (Culo, 2016:35). Domazet et al. (2018:69) state that the corporate structure
of a virtual organisation is almost entirely egalitarian. The job responsibilities and power of employees
are:
shared equally,
highly specific job descriptions, and
guided by a common purpose.
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Virtual organisations are far less rigidly structured compared to classical or traditional organisations
(Bajdor et al., 2016:3). With virtual organisations placing such an importance on flexibility in terms of its
structure, Culo (2016:37) indicates that there are important factors that enable this flexibility to work
within a virtual organisation, including:

the trust among the partners of the organisation being vital as there is a lesser degree of a traditional
hierarchy.

the ability to build and develop flexible work teams; and

the communication, coordination and cooperation required.

The organisational structure of a virtual organisation is generally horizontal (Chumg et al., 2016:9).
This echoes what has been stated in the literature above in terms of the flexibility within the
organisational structure, as well as the decrease of a traditional hierarchal organisational structure (known
as a vertical structure) that occurs in traditional organisations.

2.3.5. Increased flexibility within a virtual organisation

Virtual organisations are flexible in the ability to exist without physical limits or walls, as well as
expelling the traditional boundaries of hierarchy, function and geography which, in turn, creates more
flexibility in relation to the organisational structure of the virtual organisation (Walzenegger et al.,
2020:432). This is emphasised by Domazet et al. (2018: 68), who states that virtual organisations do not
have to worry about barriers such as place and time. However, an important aspect of the flexibility
within virtual organisations that needs to further be elaborated on, is that of their virtual teams and
virtual members.

According to Anthony and Petersen (2021:628), staffing arrangements are more flexible within virtual
organisations, as employees are not fixed to a certain space-limit within the organisation, or geographic
location. This flexibility results in lower overhead costs as employers do not have to provide office space
for these employees. Further to this, virtual organisations could hire a low-cost but qualified labour force
from geographic areas where the labour cost is low (Domazet et al., 2018:61).

Flexible working arrangements afforded to virtual workers would:

influence productivity and employee commitment,

ultimately reduce stress,

provide more flexibility, and

provide better work-life balance towards these employees (Shenoy, 2020:2).

have a more flexible schedule and greater comfort (as they are working from a location of their
choice), and

save on travel expenses, due to the fact that they are not travelling to an office every day (Shenoy,
2020:2; and Zuofa & Ochieng, 2017:5).

Another important characteristic of a virtual organisation is its ability to react flexibly to market
changes (Alawamleh & Ismail, 2016:29). This is achieved through less standardised internal processes, due
to the nature of the organisational structure within a virtual organisation being less hierarchal, more
horizontal, and employee tasks being more general in nature (Chumg et al.,, 2016: 9; Domazet et al.,
2018:69). Therefore, virtual organisations can react quickly and more beneficially to more dynamic
business and client requirements (Zuofa & Ochieng, 2017:5).

3. Research Methodology
3.1. Research paradigm

The study will use positivism as a research paradigm. Positivism applies natural science methods to
social science and business research, in order to study the social reality of what is being observed (Ryan,
2018:4). Hence, to establish an objective truth, this scientific method is deemed the best as this paradigm
views the world as having a single reality. Objectivity is the collective theme that runs through the
positivism paradigm. The positivism paradigm is the best alternative, as the research is not establishing
new understandings and norms, as would be the case in grounded theory research. The contribution from
this study aims to establish an understanding and form an overall view of the combined literature on the
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nature of virtual organisations’” effect on the work-life balance of employees. This research is aiming to
determine the effect on the work-life balance of employees’ party to newly established virtual
organisations as a result of the COVID-19 pandemic. The existing literature on virtual organisations and
their operations before the pandemic will be analysed. A further analysis will be made on the impact that
the COVID-19 pandemic has had on the commerce sector, which forced many organisations to adopt a
virtual structure.

3.2 Nature of research

This research study is qualitative in nature. Qualitative research refers to an iterative process wherein
an improved understanding of a topic is achieved, through the establishments of significant distinctions
as a result of analysing the phenomenon being studied (Aspers & Corte, 2019:155). This research study is
entirely conceptual and is based on analysing literature on virtual organisations, as well as the constant,
new inflow of current literature that is being established on the effects of the COVID-19 pandemic.
Further, the aim of this research is to reach and provide an understanding of the work-life balance or
virtual teams during the pandemic, meaning that it aims to improve the understanding that is novel to the
scholarly community, of a phenomenon being studied, which further indicates the qualitative nature of
the research. This contribution is a literature study based on the current literature that is available in
relation to the work-life balance of employees during the COVID-19 pandemic.

3.3. Research design

This research study is descriptive research design following the same methodology as a conceptual
research study. A descriptive research design is non-experimental in nature, as it aims to describe a
phenomenon that has occurred or is occurring (Siedlecki, 2020:8). In descriptive research, no variables are
manipulated, and are rather observed and described (Siedlecki, 2020:8). The aim of this research study is
to describe phenomena, being the work-life balance of virtual employees during the COVID-19 pandemic,
which will be done by analysing various forms of literature.

There will be no interviews, nor experimental studies conducted in this research, as the research is
solely conceptual and descriptive. Jaakkola (2020:19) states that conceptual research does not derive its
conclusion from raw data, as it involves assessing and analysing a combination of evidence to a
phenomenon, based off on previously developed concepts and theories. Therefore, conceptual studies are
conducted using information that is already present, in order to form an understanding on an observation,
which is the method being applied in this research study, through literature contained in academic
journals and published books, on both virtual organisation and the COVID-19 pandemic, in order to
formulate an understanding on the phenomena pertaining to work-life balance.

In summary of the above, this research study is aimed at formulating an understanding on the work-
life balance of employee’s party to virtual organisations as a result of the COVID- 19 pandemic, which is
done under the premise of the positivism research paradigm and makes use of qualitative research to
ensure that the research study is descriptive and conceptual.

4. Research Results and Findings

Wolor et al. (2020: 445) defines work-life balance as “the balance between time someone spends
working, compared to the time spent on one’s personal life”. In terms of this research, work-life balance is
the single most important factor when analysing literature on the impact that the COVID-19 pandemic has
had on working citizens, as it is their work-life balance that has been severely impacted.

At the start of 2020, the COVID-19 virus started to spread through various countries across the globe.
In order to try and curb the COVID-19 infection rate, various countries implemented lockdown rulings
that encouraged, and often mandated, corporate employees to work from home (in the South African
context, it was only essential workers that took exception to stay-home mandate). As a result, over 3.4
billion people in 84 countries were confined to their homes before the start of April 2020 (Bouziri et al.,
2020:509). Traditional companies who employed workers to work at a specific geographic location, were
now newly established virtual organisations. Scherling and Lind (2021:60) notes that there are major
differences between the establishment of a virtual teams or companies from nothing, with a view to

Conference proceedings of the Centre for Business & Economic Research, ROGE-2021, 9-10th December



The Business and Management Review, Volume 12 Number 2 December 2021

conduct business as a traditional virtual organisation, and those establishing a virtual team whose
members had experience working together and co-located in the same geographical location. Both have
their own unique benefits and challenges. It is the latter that this research has chosen to focus on, as it is
these virtual teams and, new virtual organisations, that have been established as a result of the restrictions
placed on the business environment, due to the COVID-19 pandemic. This drastic, unplanned change in
working conditions occurred rapidly and was considered to be drastic in the sense of employees adapting
to new working conditions, as well as an entirely new livelihood in how they went about living their daily
lives (Scherling & Lind, 2021:60). With this being the case, it was crucial for companies to implement
strategic steps pertaining to access to technology of employees working from home so that they had the
required resources to do so, as well as ensuring that employees maintain a fair work-life balance as to
ensure the motivation and performance of these employees (Wolor et al., 2020:449).

With companies strategically provided their employees with technology, millions of people were
exposed to telecommuting as a means of access to a virtual working environment (Bouziri et al., 2020:509).
This already proved to be a change relatively easy to implement, as Information and Communication
Technologies (ICT’s) became inveterate in traditional workspaces. Employees were able to alter the way
they used this technology, with relative ease (Scherling & Lind, 2021:60). The majority of employees were
not less efficient in their personal productivity. There was no decrease in team performance, due to this
familiarity with the inner workings of the technology at hand as employees been co-located before any
virtual teams were established (Scherling & Lind, 2021:60).

Concerns were raised relating to the sudden establishment of virtual teams or organisations severally
impacting on the work-life balance of new virtual employees. Dockery and Bawa (2020:3) found that
employees working for newly established virtual teams, as a result of COVID-19 restrictions, tend to work
longer hours as there is no disconnect between work-life and home-life. Working from home, and the
longer hours accompany the lifestyle, seemingly enhanced family conflict within the household (Dockery
& Bawa, 2020:3).

A further aspect identified was blurring of the roles within the family dynamic during the COVID-19
pandemic. Parents took on roles such as teacher, as well as caretaker, which would have not been the case
pre-COVID-19. When these roles are in conflict with one another, the employee (the parent) is forced to
compromise one role for another, which can create further conflict and stress within the household
(Dockery & Bawa, 2020:3). Dockery and Bawa (2020:3) outline the existing literature as continuously
indicating the ability of virtual work to either reduce or exacerbate the stress of the employee, especially
in relation to possible family and household conflict if the employee does not implement boundaries and
carries out virtual work in a reasonable manner.

The overall literature seems to point toward the understanding that working virtually during the
COVID-19 pandemic proved more positive for the majority of virtual employees. Further to this, literature
provides overwhelming indication that the work-life balance of employees increased during this time.
Wolor et al (2020:449) indicates that the work-life balance, and motivation that comes with employees
working virtually during the COVID-19 pandemic, had a significant positive impact on employee
performance. This is echoed by the literature contributed by Dockery and Bawa (2020:3) outlining the fact
working virtually during the pandemic led to a 13% increase in the work performance of employees.

Authors Putri and Amran (2021:33) concluded that virtual work has the potential to negatively
impact the work-life balance of employees, if not carried out correctly, but yields a significant and positive
affect when it is. These authors added that an increase in the application of virtual work, will provide a
further increase in the work-life balance of an employee (Putri & Amran, 2021:33). It is therefore clear that
employees who undertook to work virtually during the pandemic seems more satisfied in their ability to
balance work and family life and experience an overall increase in job satisfaction.

However, in order to formulate a holistic understanding of the work-life balance of employee’s party
to virtual organisations as a result of the restrictions that have been placed on the business sector due to
the COVID-19 pandemic, this research has formulated and combined the most frequent benefits and
challenges pertaining to the work-life balance of the employees, based on the current literature.
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4.1. Benefits

Perhaps the most pertinent benefit, and most widely accepted according to the literature, is these
virtual employees, working during the COVID-19 pandemic, are ultimately provided with a greater work-
life balance as more time is spent with their families. This is due to the fact that employees are saving on
commuting time, which afforded the opportunity to devote more time to other family activities, as well as
productive activities (Dockery & Bawa, 2020:3). Dockery and Bawa (2020:3) note that this, in itself, creates
benefits such as virtual employees incurring direct financial saving due to their lack of commuting.

The digitalisation of work and processes accelerated as employees digitalised in order to ensure that
the flow of work was not interrupted, and targets were not missed whilst working in the virtual
environment (Scherling & Lind, 2021:60). This led to an additional benefit that authors agreed on which is
the scale and speed of knowledge sharing between employees drastically increasing within the virtual
working environment during the pandemic (Scherling & Lind, 2021:60). The communication between
employees became more direct and clearer (Scherling & Lind, 2021: 62).

All three of these benefits directly relate to the advancement in work-life balance of employees, as the
ease of work and communication allowed for a higher job satisfaction, as well as the advancement in time-
saving business practices. Employees completed tasks a more frequent rate, allowing more time to spend
on non-work-related activities.

The final two benefits that are prevalent in the current literature are:

Newly virtual employees working during the pandemic were exposed to a unique situation wherein
they had a greater discretion in deciding the times that they worked, as well as the pace at which they
wanted to work at (Dockery & Bawa, 2020:3). This directly influences the work-life balance of the
employee, as it is ultimately their decision on when they preferred to work.

A further decrease in the work-family conflict that employees experienced before they worked in a
virtual setting (Dockery & Bawa, 2020:4).

The benefits that outlined proved to be the most frequent benefits occurring throughout the research
in the current literature.

4.2. Challenges

One of the biggest challenges that authors agree on, in terms of employees working from home in a
virtual setting due to the pandemic, is the sheer timing of the necessity for companies to have to conform
to this virtual organisational structure. This drastic shift to working virtually had occurred at an anxiety-
provoking time as a result of the pandemic and the uncertainty that came with it (Bouziri et al., 2020:509).
This initial shift took some time for the worker to get used to, as it is a different environment the employee
is exposed to than before, which may negatively impact the initial work-life balance of these employees.
Authors further agree that the readiness (and even safety) of the home or virtual working environment
was not guaranteed and ensured, as the sudden and drastic shift could not have been anticipated by these
employees (Bouziri et al., 2020:509). The anxiety and stress that had accompanied this shift was a
prodigious factor as to why the initial work-life balance of these virtual employees was low and perceived
to be negative.

Along with this shift into a new home or virtual working environment, employees, who were also
parents, were pushed into new roles and family dynamics as school closures resulted in parents having to
care for their children and work virtually at the same time (Bouziri et al., 2020:509). This, again, had a
major negative impact on the work-life balance of these virtual employees, as these employees to provide
the same time to two completely different roles, which would also lead to further stress placed on the
employee.

The above challenges all relate to the initial shift of employees taking up virtual work, and although
there is evidence that these challenges are still relevant in the lives of virtual employees, the general
consensus among authors is that these challenges and difficulties were greatly reduced once enough time
had passed for these employees to grasp and get used to their new working reality. However, current
challenges that are still being faced by these employees include the difficulty, and sometimes inability, for
virtual workers to disengage from their work in their homework environment and ensure that a clear
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boundary is set between the work and non-work domains, respectively (Dockery & Bawa, 2020:3). This
has an obvious impact of the work-life balance of virtual employees, as it is these lines that are being
blurred. Further, the opposite situation is also found to occur, wherein, because these employees are
working in their home environment, there is a lower motivation to work, resulting in the life aspect of
work-life balance taking precedent at the detriment to the work aspect (Dockery & Bawa, 2020:4).

The challenges that have been outlined prove to be the most frequent challenges that have occurred
throughout the research on the current literature, leading to the conclusions that these make up the main
challenges and issues of the work-life balance of employees working from home in a virtual setting, as a
result of the various restrictions placed on the global business sector due to the COVID-19 pandemic.

5. Conclusion

This conceptual research paper set out to provide an understanding of the work-life balance of
employee’s party to virtual organisations, as a result of the restrictions that have been placed on the
business sector due to the COVID-19 pandemic. The findings provided general conclusions on the work-
life balance of virtual employees, as well as an in-depth review on what various authors deemed to be the
benefits and challenges of the work-life balance of these employees, in order to provide a more holistic
understanding of the research objective. To this end, the findings indicate that there are both various
benefits and challenges that come with working virtually during the COVID-19 pandemic. However, it is
clear, based on the evidence that seems to be overwhelmingly positive in this aspect, that these virtual
employees have a greater and more positive work-life balance, whilst working virtually amid the
worldwide COVID-19 pandemic. This is based on the fact that employees have had the chance to spend
more time with their families whilst working from home, communication between virtual employees
being more direct and the digitalisation of shared knowledge leading to a greater amount of time saved
leading to employees have more time for non-work activities, the financial cost saving that comes with
working virtually, and the decrease in work-family conflict. In order to ensure that employees who are
working virtually attain and maintain a greater work-life balance, the general consensus among authors,
as outlined throughout this research, is for virtual employees to set clear boundaries and working hours
for themselves at home, as well as delineate between work and non-work domains.

6. Recommended Future Research

Due to the COVID-19 pandemic being an ongoing occurrence, as well as fluctuating in its severity,
topics that are centred around the aspects pertaining to it, such as virtual work, need to be constantly
researched, as well as researched in different context (such as the differences of these aspects between
different countries). At the time of this research contribution being written, the world has implemented
various COVID-19 vaccine rollout plans, which, in theory, would allow for vaccinated workers to return
to their central geographical working environment at their place of employment. However, further
research can be conducted on the willingness of employees to do so, after working in a virtual
environment that has allowed them to positively increase their work-life balance. Further research could
also be conducted on the willingness of companies to reinitiate work at a central geographical working
environment, when they themselves have saved costs (such as rent and utilities) and can see the positive
impact that virtual work has had on their employees.
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