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Abstract: 
Purpose: The current study aims to provide a comprehensive review of employee well-being 
in virtual workspaces, focusing on the challenges and benefits of remote work arrangements. 
Design/methodology/approach: This literature review seeks to enrich the discourse on 
employee well-being in the remote workspace through a comprehensive and detailed review 
using the SPAR-4-SLR protocol. By utilizing Van Horn's occupational well-being model and 
the Theory-Context-Characteristics-Methodology (TCCM) framework, the study examines 
various dimensions of well-being and analyzes the factors influencing employee well-being in 
virtual work. 
Findings: Employee well-being in the virtual workplace is a relatively young discipline. 
Notably, research in this domain has experienced exponential growth since the COVID-19 
pandemic. While the United Kingdom and the United States have been at the forefront of 
pioneering research in this area, recent trends indicate a steady global dissemination of well-
being research in virtual workspaces. 
Originality: This study brings a fresh perspective to the existing literature by exploring the 
relevance of employee well-being in virtual workspaces, an area that has received limited 
attention but holds significant importance for scholars, practitioners. The study's novelty lies 
in its unique focus on the intersection of employee well-being, virtual workspaces, we provide 
future agenda for researchers in theory, context, characteristics and methodology. 
Keywords: Virtual work, remote work, employee well-being, systematic review, occupational 
well-being model, TCCM framework. 
 
Introduction 
Virtual work has become a prominent feature of modern work (Karl et al., 2022). With the 
advancements in communication technology and digital tools, organizations have shifted to 
remote work arrangements during the COVID-19 pandemic (Yang et al., 2023). This trend of 
employees working virtually away from the traditional workplace is a constantly evolving 
phenomenon. Virtual work, or work from home, is facilitated by the proliferation of 
information and communication technology and has resulted in various changes to the nature 
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of work (Lal et al., 2021). Virtual work includes employees working remotely from any 
location and time, away from the traditional office space with their gadgets like laptops, 
smartphones, and tablets (Rachmawati et al., 2021). 
Virtual work has the potential to enhance productivity, flexibility, improved work-life balance, 
and job autonomy (Gashi et al., 2022). However, it can also pose challenges to the well-being 
of employees (Demerouti, 2023). Recent studies have found that employees working virtually 
experience heightened stress and burnout as a result of the physical separation between work 
and home due to work-life interference (Boamah et al., 2022). It has also been found that 
remote e-workers experience guilt and may overwork to compensate for the flexibility afforded 
to them, potentially leading to negative outcomes (Borelli et al., 2017). By blurring the 
boundaries between work life and family life, work intensification ultimately diminishes the 
benefits of virtual work, with employees engaging in work-related activities like email and 
official phone communication during non-working hours (Gaskin et al., 2019). Despite the 
prevalence of virtual work benefits, there is no clear consensus on remote work being truly 
beneficial to employee well-being. Thus, the current study aims to address this issue by 
examining various dimensions of employee well-being while working virtually using Van 
Horn’s occupational well-being model. 
Although virtual work has become a common practice, especially after the COVID-19 
pandemic, there are several research papers in this area, but there is no comprehensive up-to-
date systematic review post COVID-19 (the most recent one being on knowledge workers' 
well-being (Charalampous et al., 2019). Therefore, this study is valuable because it offers a 
critical analysis of the relation between employee well-being in the virtual workspace. This 
review considers five dimensions: affective well-being, social well-being, cognitive well-
being, professional well-being, and psychosomatic well-being (Horn et al., 2004), which play 
a vital role in an employee's life. 
Additionally, there has been a renewed focus on work from home because the scenarios pre-
COVID, during the pandemic, and post-COVID have entirely different challenges for work-
from-home employees. This calls for a systematic review to trace the roadmap of employee 
well-being in virtual work. Against this backdrop, our review aims to provide an up-to-date 
understanding of employee well-being in a virtual work environment. To achieve this, the 
authors of this review employ the Theory-Context-Characteristics-Methodology (TCCM) 
(Paul and Criado, 2020a) framework to capture the theoretical and empirical aspects in this 
field. The previous review was a narrative review and primarily focused on knowledge workers 
and remote e-working terms and definitions. In a similar vein, our review takes a 
comprehensive and inclusive approach to employee well-being in virtual work compared to the 
previous review (Charalampous et al., 2019). This review synthesizes employee well-being 
dimensions in virtual workspaces by shedding light on the theories, countries, constructs, and 
methods used in this area of study, thus providing a comprehensive and broader account of 
employee well-being. By doing so, we aim to offer a comprehensive and broader account of 
employee well-being in virtual workspaces.  
In conclusion, virtual work has become increasingly prevalent in modern organizations, 
especially with the rise of remote work arrangements during the COVID-19 pandemic. While 
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virtual work offers advantages such as increased productivity and flexibility, it also presents 
challenges to employee well-being, including heightened stress, burnout, and blurred work-life 
boundaries. To address the lack of consensus on the true impact of virtual work on employee 
well-being, this study aims to examine various dimensions of well-being using Van Horn's 
occupational well-being model. 
Furthermore, this study fills a gap in the existing literature by providing a comprehensive and 
up-to-date systematic review of employee well-being in virtual work environments post-
COVID-19. By employing the TCCM framework, we aim to capture the theoretical and 
empirical aspects of this field. Unlike previous reviews that primarily focused on knowledge 
workers and remote e-working, our review takes a more inclusive approach, considering 
various dimensions of employee well-being and shedding light on different theories, countries, 
constructs, and methodologies used in this area of study. 
Overall, this study aims to contribute to the understanding of employee well-being in virtual 
work environments and provide valuable insights for organizations and policymakers in 
creating effective strategies to support employee well-being in the changing landscape of work. 
Virtual work 
Virtual working arrangements or remote working arrangements were earlier termed as tele-
commuting (Nilles, 1975). It was described as employees working from home using technology 
to communicate with their workplaces (Charalampous et al., 2019). The term "tele-work" has 
been commonly used in the U.S, while the term "e-work" is used in Europe for home-based 
employees who mainly communicate through electronic mediums for work (Charalampous et 
al., 2019). "Remote e-working" is a broader and more comprehensive term used to describe 
work being completed anywhere and at any time regardless of location and the widening use 
of technology (Grant et al., 2013). However, virtual work is an umbrella term that includes 
employees who spend time away from the traditional office and use ICT to access work. Thus, 
the current review authors have chosen all the above terms to evaluate the research papers. 
Well-being at work 
Well-being encompasses a comprehensive assessment of an employee's experience and 
functioning in both physical and psychological dimensions (Warr, 1994). The concept of well-
being at work pertains to the holistic assessment of an employee's experience and performance 
in their job (Ruggeri et al., 2020). Factors such as job satisfaction, physical fitness, emotional 
intelligence, work-supportive family members, emotional sustenance of employees, workplace 
relationships, and social support by employers are said to be major antecedents of employee 
well-being (Aleem et al., 2023). Employee commitment, better productivity, and work 
attendance are common outcomes of employee well-being (Aleem et al., 2023). It is important 
to note that employee well-being is important not only to the organizations hiring them but also 
to the financial and economic costs to society (Johnson et al., 2020). 
Employee well-being in virtual work 
The well-being of employees in the context of virtual work refers to the overall quality of an 
employee's experience and functioning while working remotely. It encompasses various 
physical, psychological, and social aspects of well-being that are relevant in virtual work 
environments (Standaert et al., 2022). This includes factors such as maintaining work-life 
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balance, job satisfaction, mental health, social connections, and physical well-being (Beckel 
and Fisher, 2022). As remote work arrangements become more common, organizations and 
researchers are increasingly focused on understanding and promoting employee well-being in 
virtual work settings (Karl et al., 2022). Strategies to support employee well-being in virtual 
work include providing resources for remote work setup, fostering social connections through 
virtual means, promoting work-life balance, and addressing challenges such as isolation and 
burnout that may arise in remote work contexts. Organizations need to prioritize the well-being 
of virtual work employees as their physical and mental health, work-life balance, and social 
connections can significantly impact their job satisfaction, engagement, and performance.  
Ensuring the well-being of teleworkers can contribute to higher retention rates and increased 
productivity (Singh et al., 2022). Additionally, organizations have legal and compliance 
responsibilities towards their remote workers, including ensuring their health and safety, 
providing appropriate work arrangements, and complying with relevant labor laws and 
regulations (Quinlan, 2007). Failing to prioritize teleworker well-being can result in legal and 
compliance risks for organizations (Salikova & Batukhtina, 2020). 
This review is a comprehensive account of employee well-being in the virtual workspace and 
contributes to the body of literature in the following ways. First, it provides an account of the 
theoretical support found in the area of employee well-being in virtual work. Second, it 
identifies the data collection methods and statistical tools used in this area of research. The 
authors also identify antecedents, moderators, mediators, and outcomes associated with 
employee well-being in the virtual workspace. Finally, it identifies the research gaps and 
suggests a future research agenda. 
The paper is structured as follows. In Section 2, we discuss the review methodology. The third 
section presents a summary of findings related to theoretical perspectives, contexts, constructs, 
data collection methods, and statistical methods used in the review papers. Section 4 outlines 
the future research agenda. Finally, the paper concludes with implications drawn from the 
findings and a summary of key takeaways. 
 
2. Data and Methods 
To ensure transparency in the literature review, the authors have utilized the SPAR-4-SLR 
protocol. Unlike other methods such as PRISMA and PRISMA-P, this protocol is more 
appropriate for reviews that aim to make theoretical contributions. The SPAR-4-SLR protocol 
consists of three stages: assembling, arranging, and assessing, along with six sub-stages: 
identification, acquisition, organization, purification, evaluation, and reporting (Figure 1). This 
review followed a structured approach similar to the one recommended by Paul et al., (2022), 
which involves theories, constructs, contexts, and methods to identify research gaps. 
In stage 1 (assembling), to ensure the quality of the reviewed papers, we utilized peer-reviewed 
research papers from ABDC journals (A star, A, and B category). We chose these databases 
due to their broad scope and established reputation in various fields (Çelik et al., 2022), making 
them more comprehensive in nature (Paul & Criado, 2020). The search was conducted using 
terms like "well-being," "happiness," "tele-commute," "virtual work," etc. (more details on 
keywords in the SPAR diagram). The search yielded 96 articles. 
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In stage 2 (arranging), the articles were coded using the TCCM framework. The organizational 
codes included theory, contexts (i.e., country/ies of the research undertaken), and 
characteristics (i.e., antecedents, mediators, moderators, outcomes/consequences). In the 
purification stage, we eliminated duplicates (15) and conducted two rounds of screening for 
the remaining articles, evaluating the title, abstract, and full text. As a result, 10 articles were 
eliminated. Additionally, 31 articles did not align with the literature on employee well-being 
in virtual workspaces, leaving us with a final list of 40 articles to analyze. The validity of the 
chosen sample was based on the criteria for qualifying studies. The inclusion criteria for this 
review were as follows: a) Only articles related to the well-being of employees in virtual 
workplaces were chosen; b) Only English language articles were considered; c) The search was 
confined to top-tier journals (ABDC-A star, A, and B category journals). The exclusion criteria 
were: a) Papers that did not contribute to employee well-being in virtual work; b) Inaccessible 
papers; c) Conference proceedings and editorial notes were excluded. 
In stage 3 (assessing), the authors performed a thorough content analysis using the TCCM 
framework as a basis for analysis and evaluation. This enhanced the dependability of the 
results. We also conducted research gap analysis and devised a future research agenda in 
reference to theory, constructs, contexts, and methodology. In the final stage of reporting, we 
organized the evaluated literature into tables based on theories in the literature, research 
settings (contexts), antecedents, mediators, moderators, outcomes, and methodologies used in 
the studies. Finally, we evaluated the limitations of the current review and provided the 
implications of the study. 
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Acquisition 
Search mechanism and material acquisition: Library and journal website 
Search period: Febraury 2023 
Search keywords: “happiness”, “happiness at work”, “well-being”, “well-being at work”, “happy”, “happiness in 
hospitality”, “well-being in hospitality”, “happiness in tourism”, “well-being in tourism”, “employee happiness”, 
“employee well-being”, “life satisfaction”, “employee life-satisfaction”, “workplace happiness”, “workplace well-
being”, “eudaimonia”, “eudaimonic well-being”, “hedonia”, “hedonic well-being”, “psychologic well-being”, 
“remote work”  virtual work”  “telework” 
 
 
 
 

Organisation 
Organizing codes: Article title, journal title, author name, publication year, citation, theory, 
context, characteristics (i.e., antecedents, moderators, mediators, outcomes), methodology. 
Organizing framework: TCCM 

Purification 
Article type included: 

a.     The articles were restricted to employee happiness and well-being. 
b.     Only articles related to virtual workspace was included. 
c.     Only English language research articles were considered for the investigation. 
d.     The search was confined to scholarly articles in top-tier journals. 

Article type excluded: 
• The paper does not contribute to the current understanding of happiness and well-being in virtual 

workspace. 
• Inaccessibility of the full research paper. 
• Editorial notes, conference papers were excluded. Evaluation 

Analysis method: Thematic gap analysis  
Agenda Proposal method: thematic analysis (implications and future research agenda) 

Reporting 
Reporting conventions: Figures (3), tables (2) and words (_) 
Limitations: Data type limited to English journal article 
Source of support: No funding received 

Identification 
Domain: Employee well-being in virtual workspace 
Research questions:  
What do we know about employee well-being in virtual workspace 
Where is the research happening? 
What are the antecedents, moderators, mediators outcomes of employee well-being in virtual workplace? 
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3. Synthesis and findings 
Over the past three years, there has been a 75% increase in studies investigating well-being in 
the virtual workplace. Out of a total of 40 research articles, 36 were quantitative, 1 was 
qualitative, and 3 used mixed methods. The employee relations journal emerged as the primary 
publication outlet for research on workplace well-being in the virtual workplace, featuring 7 of 
the studies. Other journals such as the International Journal of Human Resource Management, 
New Technology, Work and Employment, and the Journal of Management & Organization had 
more than 2 research papers in this area. The studies included in the review examined various 
implications of happiness and well-being in the remote workplace. 
 
3.1 Theoretical perspectives 
In the field of employee well-being at virtual work environment research, several theoretical 
lenses are used. This section gives a brief summary of some of the commonly used theories in 
the field. Table 1 gives a glimpse of all the theories in the literature review. 
Table 1: Theoretical perspectives in Employee well-being in virtual work 

Theory No of 
articles Reference 

Job demand resource model 
(Bakker and Demerouti 2007) 5 

Yang et al. (2023), Hoeven & Zoonen 
(2015), Olsen et al (2023), Gunther et al 
(2022), Valiūnienė et al (2021) 

Conservation of resources (COR) 
theory (Hobfoll, 1989), 5 

Standaert et al (2022), Chambel et al 
(2022), Miglioretti et al (2022), Kapoor et 
al (2021), Boulet & Lamarche (2022a), 
Johnson & Mabry (2022), Granger et al 
(2022) 

Self-determination theory 3 
Perry et al. (2018), Dias et al (2022), Lopes 
et al (2022) 

Affective events theory 2 Anderson et al. (2015), Zoonen et al (2021) 

Affect theory 1 Qiu & Dauth (2021) 
Belongingness theory 1 Yang et al. (2022) 
Person environment fit theory 1 Jaiswal et al (2022) 
Control theory (Carver & Scheier, 
1990) 1 Gillet et al (2022) 

Organizational support theory 1 Beauregard, T. A. (2011) 
Work design theory 1 Wang et al. (2020) 
Problem-behavior theory (Jessor 
and Jessor 1977; De Leo and 
Wulfert 2013) 

1 Deutron (2022) 
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Emotional intelligence theory `1 Chaudhary et al (2022) 
social identity theory (Tajfel & 
Turner, 1979) and self-
categorization theory (Turner et 
al., 1987),  

1 Brown & Leite (2021) 

Task-technology fit 1 Marikyan et al (2023) 
Stressor-strain-outcome model 1 Singh et al (2022) 
Social exchange theory 1 Felstead & Henseke (2017) 
Event system theory with 
transactional stress theory 

1 Straus et al (2022) 

Self-regulation theory 1 Demerouti (2023) 
Contingency theory and boundary 
management theory 1 Boulet & Lamarche (2022b) 

 
3.1.1 Job demand-resource model 
The JD-R theory has emerged as a crucial theoretical framework for understanding the well-
being of employees, emphasizing the impact of work-related factors such as job demands and 
job resources on job outcomes and overall well-being (Olsen et al., 2023). Job demands refer 
to factors that require effort and may lead to strain, while job resources facilitate goal 
attainment. This model recognizes that both positive and negative outcomes are possible. 
Work-home balance is an intriguing concept that can be viewed as both a job resource and a 
boundary-spanning demand, although its boundaries remain unclear. The model suggests that 
job resources are strong predictors of motivation, while job demands may lead to 
psychosomatic health problems such as exhaustion (Hoeven & Zoonen, 2015).  In a virtual 
work setting, job demands include challenges such as poor work environments, blurred work 
hours, and childcare responsibilities, making it critical for employees to provide the necessary 
resources such as communication and information to sustain social and professional 
interactions (Günther et al., 2022). The job demands-resource model is particularly relevant in 
today's context, given the growing importance of workplace well-being for job performance 
and human functioning (Valiūnienė et al., 2021).  
3.1.2 Conservation of resource theory 
According to COR theory, employees strive to maintain their resources, which has important 
implications for the virtual workplace because of its unique resource limitations and 
opportunities (Rapisarda et al., 2022). Resources in COR are defined as anything an employee 
perceives as helpful in achieving their goals (Standaert et al., 2022). Endangered resources can 
lead to negative outcomes such as stress and emotional exhaustion, while possessing more 
resources can lead to positive work outcomes like engagement (Miglioretti et al., 2022). 
Building resilience is crucial for employees to thrive and remain engaged while working from 
home amidst challenges (Kapoor et al., 2021). The COVID-19 pandemic has further 
highlighted the importance of maintaining individual resources and promoting workplace well-
being (Boulet & Lamarche, 2022). 
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3.1.3 Self-Determination Theory (SDT) 
SDT has significant implications for the well-being of employees in the virtual workplace. This 
is because employees in a virtual work environment may face unique challenges in meeting 
their basic psychological needs for autonomy, competence, and relatedness. Recent studies 
have shown that motivation is crucial for employees to take specific action (Lopes et al., 2023). 
Perry et al., (2018) also found that meeting the needs for autonomy, relatedness, and 
competence is essential for positive performance-related behaviors in a virtual work context. 
However, it is important to address these needs through proper work design when working 
remotely. Moreover, the exhaustion that comes with working from home and the feeling of 
involuntarily performing virtual work are congruent with SDT. This is because pressure and 
control from external sources can result in less optimal outcomes (Dias et al., 2022). 
3.1.4 The affective events theory (AET) 
The affective avents theory (AET) is a useful tool for understanding how emotional 
experiences impact employee well-being, particularly in the context of remote work. Remote 
workers face unique emotional challenges, including social isolation, difficulties in 
distinguishing between personal and professional life, and a lack of face-to-face interaction 
with colleagues (Zoonen et al., 2021). These challenges can trigger negative emotions and have 
an impact on employee well-being. According to the AET, positive events elicit positive 
emotions in employees. In the case of telework, certain factors can contribute to more positive 
events, resulting in positive emotions (Anderson et al., 2015). Researchers have found that 
teleworkers experience a greater sense of autonomy, control, and flexibility in choosing their 
work location and schedule, which positively affects their mental health and well-being 
(Zoonen et al., 2021). Additionally, teleworkers experience fewer interruptions, allowing them 
to make greater progress towards their goals, which serves as a source of positive emotions. 
3.1.5 Affect theory 
Locke's affect theory (1976) seeks to understand how human emotions and feelings influence 
social, cultural, and political encounters. In the virtual work setting, this theory suggests that 
emotions are influenced by various factors, such as communication technology, job tasks, 
social support, and the physical environment. (Qiu and Dauth, 2022) apply this theory to 
explain that employee satisfaction in virtual work is determined by how closely their job 
experiences align with their expectations. When expectations are met, job satisfaction 
increases, but when they are not, (Baumeister and Robson, 2021)satisfaction decreases (Qiu 
and Dauth, 2022). 
3.1.6 Belongingness theory 
According to the belongingness theory, employees who have a sense of connection to a group 
or organization are more likely to feel satisfied, motivated, and committed to their work 
(Baumeister and Robson, 2021). Therefore, in virtual work settings, it is crucial to establish a 
sense of community and connectedness among remote employees to enhance their well-being 
and job satisfaction. This can be achieved through regular virtual meetings, team-building 
exercises, and encouraging social interaction. When remote workers feel valued and connected, 
they are more likely to experience a sense of belonging, leading to increased productivity, job 
satisfaction, and overall well-being (Yang et al., 2022). Moreover, Yang et al., (2022) explains 
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the concept of cyber ostracism and online work engagement when addressing remote work 
challenges such as work-home interference, procrastination, loneliness, and ineffective 
communication that can affect an organization's performance. 
3.1.7 Person-environment misfit theory 
The person-environment misfit theory refers to a situation where an individual's personal 
characteristics do not align with the demands of their work environment (Erdoğan et al., 2022). 
This concept is particularly relevant in virtual work settings, where employees may face 
various challenges that create a mismatch between their personal characteristics and the 
requirements of their work. This mismatch can have a negative impact on employee well-being, 
leading to lower job satisfaction and productivity (Jaiswal et al., 2022). 
3.1.8 Control theory 
According to Carver and Scheier's control theory (1990), employees who prioritize work may 
experience decreased psychological well-being while working remotely due to various factors, 
such as limited workspace, insufficient technological and support resources, and disruptions 
from family obligations. These employees may perceive their family responsibilities as barriers 
to their work performance, depleting their mental and emotional resources and hindering their 
ability to engage positively in their work. Consequently, this can result in an unsatisfying work 
experience and reduced levels of work engagement (Jaiswal et al., 2022). 
3.1.9 Organizational support theory 
The organizational support theory asserts that in the virtual work environment, employees' 
perception of support from their organization can fulfill their emotional needs at work. Such 
support is believed to alleviate psychological and physical pressures by providing employees 
with material and emotional assistance to cope with job demands. Research has established a 
connection between perceived organizational support, lower burnout rates, and a decrease in 
physical symptoms (Beauregard, 2011). 
3.1.10 Work design theory 
Work design theory (2014) encompasses the structure and organization of work tasks, 
activities, relationships, and responsibilities. This concept is relevant to remote work as it 
represents a different arrangement of tasks compared to working in an office. Work design is 
also applicable to other contemporary work changes, such as the digital era. Various theoretical 
perspectives on work design have indicated that designing work to possess specific 
characteristics can lead to positive outcomes, including well-being, job satisfaction, and 
performance (Wang et al., 2021). 
 
3.2 Context 
Table 2 Global dissemination of employee well-being in virtual work research 
    Single Twin Multiple Total   
America USA 3 - 1 4 5 

 Canada 1 - - 1  
Europe Germany 2 2 - 4 32 

 Netherland 1 - - 1  



CINEFORUM 
ISSN: 0009-7039 
Vol. 65. No. 4, 2025 
 

108 

   © CINEFORUM 

 England 1 - - 1  
 UK 9 - 1 10  

 

The 
Kingdom of 
Belgium 

1 - - 1 

 

 

Republic of 
Austria 1 - - 1 

 
 Portugal 3  - 3  

 

The 
Netherlands 1 - - 1 

 
 Italy 1 - 1 2  
 Norway 1 - - 1  
 Slovakia 1 - - 1  

 

Republic of 
Lithuania 1 - - 1 

 
 Finland 1 - - 1  
 France - - 1 1  
 Spain - - 1 1  
 Denmark - - 1 1  
 Sweden - - 1 1  

Asia India 2  1 3 6 

 Pakistan 1 - - 1  
 China 1 1 - 2  

Oceania Australia - 1 1 2 2 
 
3.2.1 Countries 
In terms of context and background, the majority of research on employee well-being in virtual 
work has focused on the European continent (refer to Table 3). Notably, the United Kingdom 
has been the dominant contributor, accounting for 27% of the research, followed by the United 
States with 11%. Germany had four studies, while India and Portugal had three studies each. 
China, Italy, and Australia each had two studies. It is worth mentioning that Granger et al. 
(2022) conducted a study across multiple continents, and (Wu, 2022) undertook a study 
involving 27 European countries. 
Upon closer analysis, it becomes evident that the majority of studies were conducted within a 
single country. There were two studies involving pairs of countries and two studies with a 
multi-country context. However, it is important to note that findings from single country 
studies offer limited insights and are not directly comparable. Consequently, future research 
should place greater emphasis on conducting studies across multiple and twin countries to 
enhance our understanding of employee well-being in virtual work. 
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3.3 Characteristics 
Research on employee well-being in virtual workplaces has extensively investigated various 
constructs. The following section gives a comprehensive overview of these variables, 
categorized according to their roles within the study, such as antecedents, mediators, 
moderators, and outcome variables. These categories are aligned with Van Horn's occupational 
well-being model, facilitating a structured understanding of the factors influencing employee 
well-being in virtual work environments. The inclusion of a substantial number of variables in 
the study contributes to the theoretical advancement and development of research on well-
being in virtual workplaces, broadening our knowledge in this area. 
3.3.1 Antecedent variables 
The constructs examined as antecedents are discussed under 5 different heads based on Van 
Horn’s well-being model (i.e., affective, social, professional, psychosomatic, cognitive).  
Antecedents such as extension work from home (Yang et al., 2023), online intervention 
(Demerouti, 2023), work from home/remote working/tele-working/remote e-working 
experience (Anderson et al., 2015; Charalampous et al., 2022; Felstead and Henseke, 2017; 
Kapoor et al., 2021), work engagement (Günther et al., 2022; Miglioretti et al., 2022; Straus 
et al., 2022), continuing to work on the organization’s premises and shifting to a telework 
situation (Rapisarda et al., 2022), task-technology fit (Marikyan et al., 2023), employee’s fit 
to tele-work (Dias et al., 2022), involuntariness in teleworking (Dias et al., 2022), virtual 
meetings (Schifano et al., 2021), flexible work designs (Hoeven & Zoonen, 2015), job demands 
and resources (Olsen et al., 2023),  lack of time for recuperation, over-working (Grant et al., 
2013), virtual work intensity (Qiu and Dauth, 2022), hindrance stressors (Zoonen et al., 2021), 
institutional support (Valiūnienė et al., 2021), work and personal digital platforms (Singh et 
al., 2022), work centrality were examined for professional well-being of an employee in virtual 
workplace. 
Social support (Wang et al., 2020),  supportive work-home culture (Beauregard, 2011),  
employee’s level of trust in management (Jaiswal et al., 2022), connectedness (Brown and 
Leite, 2022), are some of the antecedents to examine social well-being of an employees’ well-
being at virtual work.  
Under affective well-being of an employee research in virtual workplace  job satisfaction 
(Günther et al., 2022), emotion regulation ability, emotion regulation style, low emotional 
stability (Perry et al., 2018), loneliness, life-satisfaction (Deutrom et al., 2022), emotional 
exhaustion (Schlegel et al., 2021), are few of the constructs used as antecedents.  
Autonomy (Perry et al., 2018), leader’s e-competencies (Chaudhary et al., 2022), adaptive 
cognitive regulation (Schlegel et al., 2021) are few of the cognitive well-being of employees 
examined for antecedents in cognitive well-being at virtual workplace.  
While technostress is the only antecedent examined for psychosomatic well-being aspect of an 
employee in virtual working literature.  
3.3.2 Mediating variables 
Not many researchers in the review articles had used mediated variables. Shift to telework 
(Rapisarda et al., 2022), time spent working from home (Olsen et al., 2023), involuntariness in 
telework (Lopes et al., 2023) were tested as mediating variables for professional well-being. 
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Work-home interference (Beauregard, 2011; Yang et al., 2022), increased interruptions 
(Hoeven & Zoonen, 2015), work-family balance (Qiu and Dauth, 2022), social isolation 
(Günther et al., 2022) were few of the constructs among social well-being. Procrastination 
(Yang et al., 2023), psychological well-being (Jaiswal et al., 2022), psychological strain 
(Günther et al., 2022) were some of the affective well-being related constructs used to test 
employee well-being in remote well-being literature. 
3.3.3 Moderating variables 
Based on Van Horn’s classification of well-being the moderators in the literature could be 
classified as follows:  
Gender, age, education, number of children were some of the demography that were examined 
for professional well-being. Self-discipline employees frequency of working remotely(Wang 
et al., 2020), voluntariness to teleworking (Felstead and Henseke, 2017),  access to technology, 
ability to work flexibly (Grant et al., 2013), worker’s well-being (Boulet and Parent-Lamarche, 
2022) and remote working (Gillet et al., 2021) were few of the professional well-being aspects 
that were tested as moderators.  
Openness to experience, social connectedness outside of work (Anderson et al., 2015), 
crowded housing(Schifano et al., 2021), expectations (Felstead and Henseke, 2017), inter-
connectedness (Charalampous et al., 2022) were some of the social well-being moderators 
tested in the literature. 
Sensation seeking (Anderson et al., 2015), resilience (Kapoor et al., 2021), emotional 
intelligence (Chaudhary et al., 2022) were few of the constructs used to test affective well-
being. 
Technostress was the only construct assessed for psychosomatic well-being by two researchers 
(Chaudhary et al., 2022; Jaiswal et al., 2022). While, rumination (Anderson et al., 2015) and 
individual competencies (Grant et al., 2013) were examined as moderators for cognitive well-
being. 
3.3.4 Outcome variables 
The outcomes or consequences of employee well-being in virtual work is classified as follows. 
Higher turnover intention (Yang et al., 2023), task performance, relaxation (Demerouti, 2023), 
online work engagement (Yang et al., 2022), remote work challenge (Wang et al., 2021). cyber 
security behavior, problematic internet use (Deutrom et al., 2022), well-being (Brown & Leite, 
2022; Nadal et al., 2020a, 2020b; Grant et al., 2013; Schifano et al., 2021), performance 
(Jaiswal et al., 2022), job performance (Boulet and Parent-Lamarche, 2022), telework quality 
(Miglioretti et al., 2022), higher organisational commitment (Felstead and Henseke, 2017), 
work engagement (Dias et al., 2022) are some of the aspects that were the outcomes associated  
with professional well-being. Psychological well-being (Yang et al., 2023), fatigue, 
motivation, happiness with life, self-focused emotional intelligence (Demerouti, 2023), 
employee mental and emotional well-being (Yang et al., 2022), emotional problems (Rožman 
and Tominc, 2021) were outcomes examined for affective well-being. Higher work-to-family 
and family-to- work conflicts (Yang et al., 2023), work-home interference (Wang et al., 2021), 
work and family relationship (Rapisarda et al., 2022), family satisfaction (Gillet et al., 2021), 
social support (Zoonen et al., 2021) were few of the outcomes associated with social well-
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being. Loneliness (Wang et al., 2021), strain (Perry et al., 2018) were few of the psychosomatic  
outcomes of remote working in virtual workspace. Self-efficacy was the only cognitive well-
being outcome that was studied under employee well-being in remote work. 
 
3.4 Methodologies used in prior studies 
3.4.1 Data collection 
The findings of this review are derived from the data collection methods and analysis 
techniques employed in 36 empirical studies, as presented in the summarized information in 
Figure 3 below. The survey method was the most commonly used data collection technique in 
29 studies, with online mode (28) being preferred over offline mode (1). Experimental design 
studies were limited to 3 studies which were undertaken along with online survey. Interviews 
were employed in four studies as a data collection method, out of which 3 studies employed 
both survey and interview method simultaneously. 
 
Figure 2: Data collection method  
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3.4.2 Analysis technique 
In terms of data analysis, factor analysis (11) was the most extensively used method followed 
by Structural equation modelling (SEM) and partial least squares structural equation modelling 
(8). 6 studies have utilized correlation and the same number goes with regression analysis. Two 
studies employed ANOVA/ANCOVA methods. Out of 3 qualitative studies thematic analysis 
was used in 2 and 1 study has employed interpretive analysis. There were no studies on scale 
development in employee well-being in virtual well-being research 
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Figure 3: Data analysis methods 

 
4. Discussion 
Employee well-being in the virtual workplace is a relatively young discipline. Notably, 
research in this domain has experienced exponential growth since the COVID-19 pandemic. 
While the United Kingdom and the United States have been at the forefront of pioneering 
research in this area, recent trends indicate a steady global dissemination of well-being research 
in virtual workspaces. 
The majority of studies have employed various theoretical lenses, with only a few using more 
than one theoretical framework. However, it is worth noting that a few studies did not specify 
the theoretical framework employed. In terms of characteristics examined, there is a limited 
number of studies that have explored mediators and moderation mechanisms. To enhance the 
understanding of this domain, it would be beneficial for researchers to incorporate qualitative 
methods, as well as employ interpretive analysis techniques, for data collection and analysis. 
Overall, while the field of employee well-being in the virtual workplace is still emerging, the 
research in this area has shown significant growth, particularly in response to the COVID-19 
pandemic. There is a need for further exploration and expansion of theoretical perspectives, 
consideration of additional characteristics, and utilization of a broader range of research 
methods to deepen our understanding of employee well-being in virtual workspaces. 
 
5. Future research agenda 
In line with early reviews the researchers of the current review highlight the research gaps and 
propose future research agenda using TCCM framework. The researchers propose the roadmap 
for future research agenda in terms theories, context, characteristics and methodologies to 
assimilate and strengthen the research base of employee well-being in virtual work.  
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5.1 Theory development 
Based on current research, it is evident that no specific measures have been designed to 
evaluate employee well-being in the virtual work domain. A multi-dimensional approach may 
serve as a suitable theoretical foundation for creating such a measure. Implementing a well-
being measure would enable organizations to identify and address the challenges related to the 
well-being of virtual working employees. 
Future researchers could utilize theories such as the technology acceptance model to examine 
employees' acceptance and usage of technology, along with its impact, while assessing 
employee well-being in virtual workspaces. Additionally, the PsyCap theory could be 
employed to assess employees' positive psychological resources, including self-efficacy, 
optimism, hope, and resilience. The transactional theory of stress and coping could be utilized 
to understand employees' perception of stressors in virtual work environments. 
Furthermore, future researchers may consider employing theories such as social capital theory, 
social learning theory, and social support theory to analyze the social well-being of employees. 
Job-embeddedness theory, job crafting theories, and organizational justice theories could be 
studied in relation to professional well-being. In assessing the psychosomatic well-being of 
employees, researchers may find the occupational health theory, health belief model, and 
resilience theory useful. 
To evaluate the cognitive well-being of employees, researchers could consider utilizing 
theories such as cognitive appraisal theory, information processing theory, and cognitive 
dissonance theory. Flow theory and flourishing theory could be employed to assess employees' 
affective well-being. 
Overall, incorporating these theories into future research can contribute to a comprehensive 
understanding of employee well-being in virtual work settings. 
 
5.2 Context 
The field of employee well-being in the virtual workplace has made significant progress in our 
understanding. However, further research is needed in different national and cultural contexts 
to advance this area of study. Currently, the majority of studies have been undertaken in the 
United Kingdom and the United States, while emerging economies are underrepresented. This 
presents ample opportunities for research in regions such as the Middle East, Asia, and Latin 
America to explore the similarities and differences in employee well-being in virtual work 
environments. 
Additionally, only a small percentage of studies have examined cross-country comparisons. 
Therefore, future researchers should prioritize cross-national and multinational research to 
comprehend the impact of cultural diversity on employee well-being in remote workspaces. 
This will contribute to a more comprehensive understanding of the factors influencing well-
being across different cultural and national contexts. 
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5.3 Characteristics 
5.3.1 Antecedents 
While research on employee well-being in the virtual workplace has experienced significant 
growth, especially during and after the COVID-19 pandemic, there has been limited focus on 
conceptual and demographic variables (e.g., religion, race, cultural background) that may 
impact employee well-being while working remotely. Future studies could explore antecedents 
associated with individual characteristics, such as personality traits, work experience, 
psychological needs, cognitive factors, coping strategies, and diversity and inclusion. 
Furthermore, it is important to examine organization-related antecedents, including 
organizational culture, work design, social support from the organization, leadership style of 
employers, and organizational policies and practices for remote working. Additionally, 
technology-related antecedents, such as digital workload and boundary management, and the 
role of human-technology interaction and technology self-efficacy, should be considered when 
investigating employee well-being in virtual workspaces. 
5.3.2 Moderators and Mediators 
Future researchers could investigate moderators such as contextual factors (e.g., team 
dynamics, employee job characteristics) and cultural and national differences. Individual 
resilience, coping strategies, and isolation could also serve as potential moderators. Moreover, 
researchers may consider examining multi-level moderators (individual, team, and 
organizational) that collectively shape employee well-being. 
In terms of mediators, mechanisms or processes such as autonomy, virtual communication 
tools, job satisfaction, internal drive, social support, provision of assistance, personality traits, 
and perceived autonomy could be investigated. 
5.3.3 Outcome 
While well-being is predominantly examined as an outcome variable, studies exploring the 
consequences of employee well-being in virtual work settings are currently non-existent. It is 
crucial for researchers to recognize the broader impacts of well-being on individuals, teams, 
and organizations as the nature of work continues to evolve and virtual work becomes more 
prevalent. Taking a holistic approach to well-being involves understanding its consequences 
and providing a comprehensive understanding of the implications for individuals, teams, and 
organizations. 
 
5.4 Methodology 
Many existing studies in employee well-being research in virtual work have predominantly 
utilized quantitative and cross-sectional research methods. However, future studies can greatly 
benefit from employing longitudinal research designs to investigate the long-term impact of 
remote work on employee well-being. Additionally, incorporating in-depth qualitative methods 
can provide valuable insights by collecting data directly from employees in virtual workspaces. 
Current researchers acknowledge the need for multi-study and multi-source research 
approaches to obtain a comprehensive understanding of how employee well-being is affected 
in virtual workplaces. It is strongly recommended to prioritize longitudinal research that relies 
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on panel data analysis and focused group methods to gain deeper insights into employee well-
being. 
Furthermore, the authors of the current review suggest that future researchers should consider 
employing advanced research tools such as cluster analysis, triangulation, and other analytical 
techniques to enhance the depth and rigor of their studies. Another valuable addition could be 
the application of bibliometric analysis to assess the scholarly impact and trends in employee 
well-being research in virtual work settings. 
 
6. Conclusion 
Despite the extensive coverage of research papers on employee well-being at work, the authors 
cannot guarantee the exhaustiveness of this review, and we acknowledge that there may be 
some papers that have been overlooked. Nevertheless, we believe that this systematic review 
provides a fair and comprehensive representation of employee well-being research in virtual 
workplaces. 
The current review summarizes the present state of employee well-being research in virtual 
workplaces. Based on the findings, we suggest both theoretical and managerial implications. It 
was noted that the majority of the articles were based on a single theoretical underpinning, 
while a few studies had none. However, the authors of this review believe that a single 
theoretical lens is insufficient to account for the nature of employee well-being, given the 
numerous challenges associated with remote work. Therefore, we suggest that future 
researchers adopt multi-theory perspectives to gain a clearer understanding of the differences 
between employees working from home and those working from the office. 
Regarding the setting of employees in different contexts, there is a need for cross-country 
studies to better understand employee views and perspectives on remote working and its 
implications for employee well-being. This review also reveals that researchers heavily rely on 
quantitative research, particularly self-reported surveys. However, these survey-based methods 
fail to capture the broad spectrum of challenges associated with employee well-being in virtual 
workspaces. Thus, we encourage researchers to incorporate other methods such as the diary 
method and auto-ethnography studies to allow for a more nuanced understanding of employee 
well-being. 
Employee well-being in remote workplaces has several managerial implications. One such 
implication is the need to prioritize and proactively address the well-being of virtual 
employees. As virtual workspaces become increasingly prevalent, it is essential for managers 
to take appropriate measures to support their virtual workforce. Employers should consider 
implementing policies, practices, and resources that promote employee well-being. This may 
include providing tools and technologies that facilitate proper communication and effective 
collaboration, promoting work-life balance by establishing clear boundaries between work and 
personal time, fostering a positive and inclusive virtual work culture, and regularly assessing 
employee well-being to provide appropriate support. Managers also need to be mindful of the 
unique challenges and stressors associated with feelings of isolation, reduced social interaction, 
blurred work-life boundaries, and excessive reliance on technology due to remote work. 
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Finally, this review provides a detailed and comprehensive account of the work in the field of 
employee well-being in virtual workspaces. Although there has been a spike in research after 
the COVID-19 pandemic, gaps in the literature still exist. Thus, this research proposes 
promising avenues that may further contribute to the field's research. We have identified areas 
for theory development, contextual considerations, characteristics to be examined, and 
methods that could be employed in future research. 
In conclusion, the findings synthesized in the existing research shed light on various factors 
that influence employee well-being. Advancements in this crucial area can help organizations 
devise strategies to support the specific needs necessary for employee well-being. These 
insights can also inform organizations, policymakers, and practitioners in creating effective 
strategies and interventions to support and enhance employee well-being in remote work 
settings. Further research in this area can continue to contribute to the evolving understanding 
of remote work and its implications for employee well-being, ultimately leading to improved 
work practices and better outcomes for employees in remote workspaces. 
 
References 
Aleem, M., Sufyan, M., Ameer, I. and Mustak, M. (2023), “Remote work and the COVID-19 

pandemic: An artificial intelligence-based topic modeling and a future agenda”, Journal 
of Business Research, Elsevier Inc., Vol. 154, doi: 10.1016/j.jbusres.2022.113303. 

Anderson, A.J., Kaplan, S.A. and Vega, R.P. (2015), “The impact of telework on emotional 
experience: When, and for whom, does telework improve daily affective well-being?”, 
European Journal of Work and Organizational Psychology, Routledge, Vol. 24 No. 6, pp. 
882–897, doi: 10.1080/1359432X.2014.966086. 

Baumeister, R.F. and Robson, D.A. (2021), “Belongingness and the modern schoolchild: on 
loneliness, socioemotional health, self-esteem, evolutionary mismatch, online sociality, 
and the numbness of rejection”, Australian Journal of Psychology, Taylor and Francis 
Ltd., Vol. 73 No. 1, pp. 103–111, doi: 10.1080/00049530.2021.1877573. 

Beauregard, T.A. (2011), “Direct and indirect links between organizational work-home culture 
and employee well-being”, British Journal of Management, Vol. 22 No. 2, pp. 218–237, 
doi: 10.1111/j.1467-8551.2010.00723.x. 

Beckel, J.L.O. and Fisher, G.G. (2022), “Telework and Worker Health and Well-Being: A 
Review and Recommendations for Research and Practice”, International Journal of 
Environmental Research and Public Health, MDPI, 1 April, doi: 
10.3390/ijerph19073879. 

Boamah, S.A., Hamadi, H.Y., Havaei, F., Smith, H. and Webb, F. (2022), “Striking a Balance 
between Work and Play: The Effects of Work-Life Interference and Burnout on Faculty 
Turnover Intentions and Career Satisfaction”, Res. Public Health, Vol. 19, p. 809, doi: 
10.3390/ijerph19020809. 

Borelli, J.L., Nelson-Coffey, S.K., River, L.M., Birken, S.A. and Moss-Racusin, C. (2017), 
“Bringing Work Home: Gender and Parenting Correlates of Work-Family Guilt among 
Parents of Toddlers”, Journal of Child and Family Studies, Springer New York LLC, Vol. 
26 No. 6, pp. 1734–1745, doi: 10.1007/s10826-017-0693-9. 



CINEFORUM 
ISSN: 0009-7039 
Vol. 65. No. 4, 2025 
 

117 

   © CINEFORUM 

Boulet, M. and Parent-Lamarche, A. (2022), “Workers’ well-being and job performance in the 
context of COVID-19: a sector-specific approach”, Evidence-Based HRM, Emerald 
Publishing, doi: 10.1108/EBHRM-07-2021-0139. 

Brown, A. and Leite, A.C. (2022), “The effects of social and organizational connectedness on 
employee well-being and remote working experiences during the COVID-19 pandemic”, 
doi: 10.1111/jasp.12934. 

Brown, A. and Leite, A.C. (2023), “The effects of social and organizational connectedness on 
employee well-being and remote working experiences during the COVID-19 pandemic”, 
Journal of Applied Social Psychology, John Wiley and Sons Inc, Vol. 53 No. 2, pp. 134–
152, doi: 10.1111/jasp.12934. 

Çelik, F., Çam, M.S. and Koseoglu, M.A. (2022), “Ad avoidance in the digital context: A 
systematic literature review and research agenda”, International Journal of Consumer 
Studies, John Wiley and Sons Inc, doi: 10.1111/ijcs.12882. 

Charalampous, M., Grant, C.A. and Tramontano, C. (2022), “‘It needs to be the right blend’: a 
qualitative exploration of remote e-workers’ experience and well-being at work”, 
Employee Relations, Emerald Group Holdings Ltd., Vol. 44 No. 2, pp. 335–355, doi: 
10.1108/ER-02-2021-0058. 

Charalampous, M., Grant, C.A., Tramontano, C. and Michailidis, E. (2019), “Systematically 
reviewing remote e-workers’ well-being at work: a multidimensional approach”, 
European Journal of Work and Organizational Psychology, Routledge, Vol. 28 No. 1, pp. 
51–73, doi: 10.1080/1359432X.2018.1541886. 

Chaudhary, P., Rohtagi, M., Singh, R.K. and Arora, S. (2022), “Impact of leader’s e-
competencies on employees’ wellbeing in global virtual teams during COVID-19: 
the moderating role of emotional intelligence”, Employee Relations, Emerald Group 
Holdings Ltd., Vol. 44 No. 5, pp. 1042–1057, doi: 10.1108/ER-06-2021-0236. 

Demerouti, E. (2023), “Effective employee strategies for remote working: An online self-
training intervention”, Journal of Vocational Behavior, p. 103857, doi: 
10.1016/j.jvb.2023.103857. 

Deutrom, J., Katos, V. and Ali, R. (2022), “Loneliness, life satisfaction, problematic internet 
use and security behaviours: re-examining the relationships when working from home 
during COVID-19”, Behaviour and Information Technology, Taylor and Francis Ltd., 
Vol. 41 No. 14, pp. 3161–3175, doi: 10.1080/0144929X.2021.1973107. 

Dias, P., Lopes, S. and Peixoto, R. (2022), “Mastering new technologies: does it relate to 
teleworkers’ (in)voluntariness and well-being?”, Journal of Knowledge Management, 
Emerald Publishing, Vol. 26 No. 10, pp. 2618–2633, doi: 10.1108/JKM-01-2021-0003. 

Erdoğan, A., Öztürk, M., Erdoğan, P., Zor, R.K., Çınaroğlu, S., Öztorun, K., Kayabaş, Ü., et 
al. (2022), “Technostress in Medical Students During Pandemic-Prompted Distance 
Education: Adaptation of Technostress Scale Based on Person-Environment Misfit 
Theory”, The Turkish Online Journal of Educational Technology, Vol. 21, doi: 
10.6084/m9.figshare.16635118.v1. 

Felstead, A. and Henseke, G. (2017), “Assessing the growth of remote working and its 
consequences for effort, well-being and work-life balance”, New Technology, Work and 



CINEFORUM 
ISSN: 0009-7039 
Vol. 65. No. 4, 2025 
 

118 

   © CINEFORUM 

Employment, Blackwell Publishing Ltd, Vol. 32 No. 3, pp. 195–212, doi: 
10.1111/ntwe.12097. 

Gashi, A., Kutllovci, E. and Zhushi, G. (2022), “E-work evaluation through work–life balance, 
job effectiveness, organizational trust and flexibility: evidence from Kosovo during 
COVID-19”, Employee Relations, Emerald Group Holdings Ltd., Vol. 44 No. 2, pp. 371–
385, doi: 10.1108/ER-04-2021-0136. 

Gaskin, J., Lecca, L.I., Dal Corso, L., Vayre, E. and Vonthron, A.-M. (2019), “Identifying 
Work-Related Internet’s Uses-at Work and Outside Usual Workplaces and Hours-and 
Their Relationships With Work-Home Interface, Work Engagement, and Problematic 
Internet Behavior”, Frontiers in Psychology | Www.Frontiersin.Org, Vol. 10, doi: 
10.3389/fpsyg.2019.02118. 

Gillet, N., Huyghebaert-Zouaghi, T., Austin, S., Fernet, C. and Morin, A.J.S. (2021), “Remote 
working: a double-edged sword for workers’ personal and professional well-being”, 
Journal of Management and Organization, Cambridge University Press, Vol. 27 No. 6, 
pp. 1060–1082, doi: 10.1017/jmo.2021.71. 

Giménez-Nadal, J.I., Molina, J.A. and Velilla, J. (2020a), “Work time and well-being for 
workers at home: evidence from the American Time Use Survey”, International Journal 
of Manpower, Emerald Group Holdings Ltd., Vol. 41 No. 2, pp. 184–206, doi: 
10.1108/IJM-04-2018-0134. 

Giménez-Nadal, J.I., Molina, J.A. and Velilla, J. (2020b), “Work time and well-being for 
workers at home: evidence from the American Time Use Survey”, International Journal 
of Manpower, Emerald Group Holdings Ltd., Vol. 41 No. 2, pp. 184–206, doi: 
10.1108/IJM-04-2018-0134. 

Grant, C.A., Wallace, L.M. and Spurgeon, P.C. (2013), “An exploration of the psychological 
factors affecting remote e-worker’s job effectiveness, well-being and work-life balance”, 
Employee Relations, Vol. 35 No. 5, pp. 527–546, doi: 10.1108/ER-08-2012-0059. 

Günther, N., Hauff, S. and Gubernator, P. (2022), “The joint role of HRM and leadership for 
teleworker well-being: An analysis during the COVID-19 pandemic”, German Journal of 
Human Resource Management, SAGE Publications Inc., Vol. 36 No. 3, pp. 353–379, doi: 
10.1177/23970022221083694. 

ter Hoeven, C.L. and van Zoonen, W. (2015), “Flexible work designs and employee well-
being: Examining the effects of resources and demands”, New Technology, Work and 
Employment, Blackwell Publishing Ltd, Vol. 30 No. 3, pp. 237–255, doi: 
10.1111/ntwe.12052. 

Van Horn, J.E., Taris, T.W., Schaufeli, W.B. and Schreurs, P.J.G. (2004), The Structure of 
Occupational Well-Being: A Study among Dutch Teachers, Journal of Occupational and 
Organizational Psychology, Vol. 77. 

Jaiswal, A., Sengupta, S., Panda, M., Hati, L., Prikshat, V., Patel, P. and Mohyuddin, S. (2022), 
“Teleworking: role of psychological well-being and technostress in the relationship 
between trust in management and employee performance”, International Journal of 
Manpower, Emerald Publishing, doi: 10.1108/IJM-04-2022-0149. 



CINEFORUM 
ISSN: 0009-7039 
Vol. 65. No. 4, 2025 
 

119 

   © CINEFORUM 

Johnson, A., Dey, S., Nguyen, H., Groth, M., Joyce, S., Tan, L., Glozier, N., et al. (2020), “A 
review and agenda for examining how technology-driven changes at work will impact 
workplace mental health and employee well-being”, Australian Journal of Management, 
SAGE Publications Ltd, Vol. 45 No. 3, pp. 402–424, doi: 10.1177/0312896220922292. 

Kapoor, V., Yadav, J., Bajpai, L. and Srivastava, S. (2021), “Perceived stress and psychological 
well-being of working mothers during COVID-19: a mediated moderated roles of 
teleworking and resilience”, Employee Relations, Emerald Group Holdings Ltd., Vol. 43 
No. 6, pp. 1290–1309, doi: 10.1108/ER-05-2020-0244. 

Karl, K.A., Peluchette, J. V. and Aghakhani, N. (2022), “Virtual Work Meetings During the 
COVID-19 Pandemic: The Good, Bad, and Ugly”, Small Group Research, SAGE 
Publications Inc., Vol. 53 No. 3, pp. 343–365, doi: 10.1177/10464964211015286. 

Lal, B., Dwivedi, Y.K. and Haag, M. (2021), “Working from Home During Covid-19: Doing 
and Managing Technology-enabled Social Interaction With Colleagues at a Distance”, 
Information Systems Frontiers, Springer, doi: 10.1007/s10796-021-10182-0. 

Lopes, S., Dias, P.C., Sabino, A., Cesário, F. and Peixoto, R. (2023), “Employees’ fit to 
telework and work well-being: (in)voluntariness in telework as a mediating variable?”, 
Employee Relations, Emerald Publishing, Vol. 45 No. 1, pp. 257–274, doi: 10.1108/ER-
10-2021-0441. 

Marikyan, D., Papagiannidis, S., F. Rana, O. and Ranjan, R. (2023), “Working in a smart home 
environment: examining the impact on productivity, well-being and future use intention”, 
Internet Research, Emerald, doi: 10.1108/intr-12-2021-0931. 

Mayer, J.D. and Salovey, P. (1993), The Intelligence of Emotional, INTELLIGENCE, Vol. 17. 
Miglioretti, M., Gragnano, A., Simbula, S. and Perugini, M. (2022), “Telework quality and 

employee well-being: Lessons learned from the COVID-19 pandemic in Italy”, New 
Technology, Work and Employment, John Wiley and Sons Inc, doi: 10.1111/ntwe.12263. 

Nilles, J.M. (1975), Telecommunications and Organizational Decentralization, IEEE 
TRANSACTIONS ON COMMUNICATIONS, Vol. 23. 

Olsen, K.M., Hildrum, J., Kummen, K. and Leirdal, C. (2023), “How do young employees 
perceive stress and job engagement while working from home? Evidence from a telecom 
operator during COVID-19”, Employee Relations, Emerald Publishing, doi: 10.1108/ER-
05-2022-0230. 

Paul, J., Barari, M., Rico, P. and Juan, S. (2022), “Meta-analysis and traditional systematic 
literature reviews-What, why, when, where, and how?”, doi: 10.1002/mar.21657. 

Paul, J. and Criado, A.R. (2020a), “The art of writing literature review: What do we know and 
what do we need to know?”, International Business Review, Elsevier Ltd, Vol. 29 No. 4, 
doi: 10.1016/j.ibusrev.2020.101717. 

Paul, J. and Criado, A.R. (2020b), “The art of writing literature review: What do we know and 
what do we need to know?”, International Business Review, Elsevier Ltd, Vol. 29 No. 4, 
doi: 10.1016/j.ibusrev.2020.101717. 

Perry, S.J., Rubino, C. and Hunter, E.M. (2018), “Stress in remote work: two studies testing 
the Demand-Control-Person model”, European Journal of Work and Organizational 



CINEFORUM 
ISSN: 0009-7039 
Vol. 65. No. 4, 2025 
 

120 

   © CINEFORUM 

Psychology, Routledge, Vol. 27 No. 5, pp. 577–593, doi: 
10.1080/1359432X.2018.1487402. 

Qiu, F. and Dauth, T. (2022), “Virtual work intensity, job satisfaction, and the mediating role 
of work-family balance: A study of employees in Germany and China”, German Journal 
of Human Resource Management, SAGE Publications Inc., Vol. 36 No. 1, pp. 77–111, 
doi: 10.1177/2397002221998227. 

Quinlan, M. (2007), “Organisational restructuring/downsizing, OHS regulation and worker 
health and wellbeing”, International Journal of Law and Psychiatry, Vol. 30 No. 4–5, pp. 
385–399, doi: 10.1016/j.ijlp.2007.06.010. 

Rachmawati, R., Choirunnisa, U., Pambagyo, Z.A., Syarafina, Y.A. and Ghiffari, R.A. (2021), 
“Work from home and the use of ict during the covid-19 pandemic in indonesia and its 
impact on cities in the future”, Sustainability (Switzerland), MDPI AG, Vol. 13 No. 12, 
doi: 10.3390/su13126760. 

Rapisarda, V., Cannizzaro, E., Plescia, F., Cirrincione, L., Chambel, M.J., Carvalho, V.S. and 
Santos, A. (2022), “Telework during COVID-19: Effects on the Work-Family 
Relationship and Well-Being in a Quasi-Field Experiment”, doi: 10.3390/su142416462. 

Rožman, M. and Tominc, P. (2021), “The physical, emotional and behavioral symptoms of 
health problems among employees before and during the COVID-19 epidemic”, 
Employee Relations, Emerald Group Holdings Ltd., Vol. 44 No. 7, pp. 19–45, doi: 
10.1108/ER-10-2020-0469. 

Ruggeri, K., Garcia-Garzon, E., Maguire, Á., Matz, S. and Huppert, F.A. (2020), “Well-being 
is more than happiness and life satisfaction: A multidimensional analysis of 21 countries”, 
Health and Quality of Life Outcomes, BioMed Central Ltd., Vol. 18 No. 1, doi: 
10.1186/s12955-020-01423-y. 

Salikova, N.M. and Maratovna Batukhtina, E. (2020), “Problems of Legal Regulation of 
Distance and/or Remote Labor: Pandemic Testing”, Advances in Social Science, doi: 
DOI:10.2991/assehr.k.201205.059. 

Schifano, S., Clark, A.E., Greiff, S., Vögele, C. and D’Ambrosio, C. (2021), “Well-being and 
working from home during COVID-19”, Information Technology and People, Emerald 
Group Holdings Ltd., doi: 10.1108/ITP-01-2021-0033. 

Schlegel, K., Gugelberg, H.M. von, Makowski, L.M., Gubler, D.A. and Troche, S.J. (2021), 
“Emotion Recognition Ability as a Predictor of Well-Being During the COVID-19 
Pandemic”, Social Psychological and Personality Science, SAGE Publications Inc., Vol. 
12 No. 7, pp. 1380–1391, doi: 10.1177/1948550620982851. 

Singh, P., Bala, H., Dey, B.L. and Filieri, R. (2022), “Enforced remote working: The impact 
of digital platform-induced stress and remote working experience on technology 
exhaustion and subjective wellbeing”, Journal of Business Research, Elsevier Inc., Vol. 
151, pp. 269–286, doi: 10.1016/j.jbusres.2022.07.002. 

Standaert, W., Thunus, S. and Schoenaers, F. (2022), “Virtual meetings and wellbeing: insights 
from the COVID-19 pandemic”, Information Technology and People, Emerald Group 
Holdings Ltd., doi: 10.1108/ITP-01-2021-0022. 



CINEFORUM 
ISSN: 0009-7039 
Vol. 65. No. 4, 2025 
 

121 

   © CINEFORUM 

Straus, E., Uhlig, L., Kühnel, J. and Korunka, C. (2022), “Remote workers’ well-being, 
perceived productivity, and engagement: which resources should HRM improve during 
COVID-19? A longitudinal diary study”, International Journal of Human Resource 
Management, Routledge, doi: 10.1080/09585192.2022.2075235. 

Valiūnienė, V.K., Duobienė, J., Liubinienė, V., Kasperiūnienė, J. and Tandzegolskienė, I. 
(2021), “Impact of institutional support on educators’ subjective well-being during the 
transition to virtual work due to COVID-19 lockdown”, Journal of Management and 
Organization, Cambridge University Press, Vol. 27 No. 6, pp. 1150–1168, doi: 
10.1017/jmo.2021.60. 

Wang, B., Liu, Y., Qian, J. and Parker, S.K. (2021), “Achieving Effective Remote Working 
During the COVID-19 Pandemic: A Work Design Perspective”, Applied Psychology, Vol. 
70, Blackwell Publishing Ltd, pp. 16–59, doi: 10.1111/apps.12290. 

Wang, L., Wang, D., Tian, F., Peng, Z., Fan, X., Zhang, Z., Ma, S., et al. (2021), “CASS: 
Towards Building a Social-Support Chatbot for Online Health Community”, Proceedings 
of the ACM on Human-Computer Interaction, Association for Computing Machinery, 
Vol. 5 No. CSCW1, doi: 10.1145/3449083. 

Wang, X., Guchait, P. and Paşamehmetoğlu, A. (2020), “Why should errors be tolerated? 
Perceived organizational support, organization-based self-esteem and psychological well-
being”, International Journal of Contemporary Hospitality Management, Emerald Group 
Holdings Ltd., Vol. 32 No. 5, pp. 1987–2006, doi: 10.1108/IJCHM-10-2019-0869. 

Warr, P. (1994), “A conceptual framework for the study of work and mental health”, Work and 
Stress, Vol. 8 No. 2, pp. 84–97, doi: 10.1080/02678379408259982. 

Wu, Q. (2022), “Employment Precarity, COVID-19 Risk, and Workers’ Well-Being During 
the Pandemic in Europe”, Work and Occupations, SAGE Publications Inc., doi: 
10.1177/07308884221126415. 

Yang, D., Kelly, E.L., Kubzansky, L.D. and Berkman, L. (2023), “Working from Home and 
Worker Well-being: New Evidence from Germany”, ILR Review, SAGE Publications, p. 
001979392211487, doi: 10.1177/00197939221148716. 

Yang, L., Murad, M., Mirza, F., Chaudhary, N.I. and Saeed, M. (2022), “Shadow of cyber 
ostracism over remote environment: Implication on remote work challenges, virtual work 
environment and employee mental well-being during a Covid-19 pandemic”, Acta 
Psychologica, Elsevier B.V., Vol. 225, doi: 10.1016/j.actpsy.2022.103552. 

Van Zoonen, W., Sivunen, A., Blomqvist, K., Olsson, T., Ropponen, A., Henttonen, K. and 
Vartiainen, M. (2021), “Understanding stressor-strain relationships during the COVID-19 
pandemic: The role of social support, adjustment to remote work, and work-life conflict”, 
Journal of Management and Organization, Cambridge University Press, Vol. 27 No. 6, 
pp. 1038–1059, doi: 10.1017/jmo.2021.50. 

  
 


