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Abstract.
BACKGROUND: Recently, quite a number of employees have been asked to choose remote work or even have been forced
into it as a result of the COVID-19 pandemic. Notwithstanding the benefits suggested by remote working, e.g. saving on
commuting time and expenses working from home generates numerous challenges for employees, including the blurred line
between the roles of working and private life. While, previous studies have demonstrated that work-life balance, which refers
to the ability of every individual to coordinate work and family obligations successfully, has a significant impact on employee
well-being and organisational performance, ways for maintaining the balance under crisis remain underexplored.
OBJECTIVE: Trying to narrow the gap, the paper aims at revealing the antecedents of work-life balance while working
remotely during the COVID-19 pandemic.
METHODS: A quantitative survey has been conducted in Lithuania (pilot study). The data have been collected from the
employees working only remotely.
RESULTS: The results provided evidence that employees struggled with work-home balance while working remotely. In
line with the results, work and family demands served as detrimental factors for work-home balance, while manager support,
co-workers support, job autonomy, and job control increased work-home balance.
CONCLUSIONS: Thus, the research results expand the knowledge on the antecedents of work-life balance in a crisis
situation. Moreover, the findings have significant implications for employers demonstrating that organisations need to carefully
plan and implement new strategies and practices for work-home balance improvement for the employees who work from
home.
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1. Introduction

The COVID-19 pandemic caused a relocation of
workplaces to the homes of employees [1–3]. This
situation sets forth the work-life balance (WLB) chal-
lenges as remote employees are faced with blurred
work and nonwork duties [4]. It is indicated by a
number of studies that remote work creates such ben-
efits as saving on commuting time and expenses,
flexible scheduling and work-from-home opportuni-
ties [5, 6]. However, remote work also serves as a
source of negative impact on employees as it inter-
feres with the places and time that should be dedicated
to personal life [6]. In turn, this may lead to weak-
ening of WLB. Remote work turned into a necessity
for many of us due to the COVID-19 pandemic [1,
5], but the ways of maintaining WLB in the face
of crisis remain underexplored, due to concentra-
tion of previous studies regarding remote work and
WLB on the knowledge accumulated before the pan-
demic [7]. For the purposes of narrowing the gap the
present paper addresses the factors that might be rel-
evant from WLB perspective. The aim of the paper
is to reveal the antecedents of WLB while working
remotely during the COVID-19 pandemic. Thus, a
quantitative survey has been conducted in Lithua-
nia (pilot study). The data have been collected from
the employees working only remotely under lock-
down conditions. The paper contributes to literature
in several ways. Firstly, the COVID-19 pandemic
context presents a unique opportunity to study some
of the tenets, related to finding WLB under the cri-
sis conditions. It is possible to reveal the employees’
attitudes towards remote work, WLB, and a potential
way of strengthening WLB in the lockdown situ-
ation. Such findings contribute to the literature on

well-being of employees as it deals with the
behaviour of and assistance to employees in unfore-
seen situations. Secondly, the paper adds values to
the literature on human resources management as it
explores the ways of increasing WLB while tackling
family and organisational factors. Thirdly, the paper
enriches the ideas on what is relevant for employ-
ees while working remotely. Thus, the above ideas
might serve as recommendations for practicians.
The remaining sections of the paper is structured
as follows: the theoretical part gives an overview
of the literature on working remotely, WLB, the
main antecedents of WLB. Later, the hypotheses are
developed. Further, the applied research method is
described. Then, the empirical results and discussion
come further. Finally, the conclusions are drawn.

2. Literature review and Hypotheses

2.1. Working remotely during COVID–19

Academic interest in remote work (also referred
to as teleworking, telecommuting, distributed work,
or flexible work arrangements) [8] has been steadily
growing in recent years [5, 6, 9–13]. This paper
follows the view of Di Martino and Wirth (1990)
defining remote working as “a flexible work arrange-
ment whereby workers work in locations, remote
from their central offices or production facilities, the
worker has no personal contact with co-workers there,
but is able to communicate with them using technol-
ogy” [14, p. 530].

According to Lapierre et al. [13], under nor-
mal conditions, remote work is usually a voluntary
option, chosen by workers themselves [5]. And now
it has become a must. Before the pandemic, how-
ever, remote work has not been that common [5,
15]. Results of the survey conducted by Eurofound
in 2017 pointed to the EU average of 18% and
the Lithuanian average of 13% employees working
outside their offices under normal conditions ([6,
7]. In addition to that, Wang et al. [15] empha-
size the remote work as a privilege mostly enjoyed
by highly-educated employees, earning higher-than-
average income before the pandemic. COVID-19
has turned lifestyles and employment upside-down
all over the world. The lockdown has forced all
kinds of organisations to digitise their activities with
education at universities, schools, and kindergartens
moving online, an instant growth in the demand for
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e-commerce and mail delivery services, and office
workers settling into their virtual workspaces at home
[7]. For the reason of changes in the previously stable
activities, remote work may have a positive or neg-
ative impact on WLB for every employee and lead
to different results, since WLB is a return to one’s
life values and priorities [16]. For example, on one
hand, for some people working remotely can enrich
the quality of relationships with their families. On
another hand, working from home can enlarge the
blurring of lines between work and family, making
the endeavours to divide time for work and time for
family more difficult [16].

2.2. Work-life balance

In recent decades, the public discourse used to
focus a lot of attention on WLB [6, 17–20, 80]. The
term itself illustrates how well people manage to han-
dle their work with professional responsibilities, and
their personal responsibilities, lifestyle, values and
goals [18, 20, 21]. In other words, WLB is a person’s
ability to balance work needs with their personal and
family needs. The researchers agree that when indi-
viduals are satisfied with the roles of work and private
life, WLB can be considered successful. Greenhaus et
al. [22] defined a parameter of work–family balance
based on “three specific components: time balance
(equal time between work and family roles), involve-
ment balance (equal psychological involvement in
work and family roles) and satisfaction balance (equal
satisfaction with work and family roles)” (p. 513).
Thus, in general, the absence of conflict between dif-
ferent roles, psychological satisfaction, managing the
balance between daily activities at work and not at
work, the ability to reconcile work and family roles,
and devoting time to oneself are the combination that
best defines the right WLB [6, 20, 23]. The added
value of WLB for employees and the organisations is
not arguable. WLB is very important in increasing the
quality of work satisfaction [24], psychological well-
being [25], employee commitment [26], social life
[27] and other aspects [3]. Despite the significance
of WLB, exhaustive studies on the topic of WLB are
missing [23]. Moreover, only a few researchers have
attempted to study how to manage WLB in the times
of crisis, such as COVID-19 pandemic. Meanwhile,
Kumar and Mokashi [3] assume that an on-going pan-
demic will continue to damage WLB all over the
world. Having the significance of WLB in mind, the
antecedents of WLB are highly important.

2.3. Antecedents of work-life balance and
hypotheses

The literature on the work-family link has high-
lighted several factors contributing to WLB, either
positively or negatively. Based on the research stud-
ies [23, 28–30] a briefly review of antecedents of
WLB has been conducted whether top management
commitment & involvement (family-friendly benefits,
work/life programs, work/life initiatives and polices,
work/family culture, supervisor support, co-worker
help and support); hours of work (annualized hours,
compressed hours, flexi-time, overtime, number of
hours worked per week); work schedule (job-share,
working from home, teleworking/e-working, job
autonomy, job control); employees responsibilities
(child care, caring for dependents, number of children
living together, marital status); leaves and vaca-
tions (emergency leaves, paid annual leaves, unpaid
leaves, maternity leaves, career break/study leaves),
are likely to increase or decrease individuals’ percep-
tion of WLB.

In this paper two clusters of antecedents are ex-
plored: demands related to the work scope and
demands related to the family scope. It was stated
that both scopes may influence a person’s understand-
ing of WLB, because perception of higher demands
from these two important domains in a person’s life
may prevent one from participation in other life roles.
Based on previous studies [23, 28–30] pertaining
to the work scope the focus used to be directed to
work–related antecedents: work demands, number
of hours worked per week, overtime, job autonomy,
supervisor support, co-worker help and support, and
job control. In the family scope the focus was directed
to family–related antecedents: family demands; num-
ber of children living together and learning remotely;
number of adults working remotely while living in
the same home.

Further the hypothesis linking WLB and their
antecedents are presented.

Work demand and WLB. Work demands refer
to a perceptual concept, which covers a general
understanding of individual work roles and respon-
sibilities. Work demands include pressures, caused
by the employee (e.g., the desire or motivation
to achieve certain work or personal goals), work
environment (e.g., level of responsibilities assigned)
[23], additional stress because of excessive work-
loads and working time (e.g. approaching deadlines)
[31]. According to the studies conducted before,
work demands increase work–family conflict (WFC)
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[32] and are detrimental to work–family enrichment
(WFE) [33]. Nordenmark et al. [34] identified work
demands having a negative relationship to WLB.
Work demands, such as daily working hours and
work pressure have a negative relationship with
WLB [31]. Byron [35] believes that work demands
and work-family conflict do not show any significant
relationship. O’Driscoll, Brough and Biggs [36] and
Brough, O’Driscol, and Kalliath [37] also studied the
effect of work demands on work-family conflict and
came to similar conclusions. Going further, higher
work demands (e.g. working time, workload, or irreg-
ular work schedules) could be associated with a lower
WLB [38]. Haar et al. [23] found the relationship
between work demands and work-family balance
being negative. This means that work demands
generally have a negative effect on the employees’
attempts to balance their work and personal lives.
Accordingly, the paper hypothesizes the following:

H1: Work demands will be negatively related to
WLB.

Number of hours worked per week and WLB. Bal-
ance means allocation of equal time to one’s career,
family and other aspects of life [39]. People may
report huge differences in WLB levels even if they
work the same number of hours [30], but a previous
research has indicated a negative effect of daily work-
ing hours on WLB [40]. As for balance, long working
hours may reduce the time to be spent for non-work-
related activities [31]. Since they draw on a limited
energy resource, long working hours may eventually
lead to a depletion of resources [30]. Sturges and
Guest [41] found the relationship between the num-
ber of hours worked per week and work/non-work
conflict to be positive, while Valcour [17] stated the
relationship between the number of hours worked per
week and the work–family balance to be negative.
Therefore, the following hypothesis is offered:

H2: The number of hours worked per week will
be negatively related to WLB.

Overtime and WLB. WLB may be disrupted by
individual choices, such as working overtime, which
includes bringing work home, working and answer-
ing emails after working hours, on weekends and
holidays [42]. These habits may be common for
those, who have flexible work arrangements, even-
tually resulting in overtime and poorer WLB [42].
During earlier studies, Bjärntoft et al. [43] found
WLB negatively influenced by overtime work. One
of the reasons is, that often expected to be available

outside normal working hours, employees may find
it difficult to stay away from work issues after the
workday is over, resulting in longer working hours
than usual and a disrupted WLB. The dominance of
work demands overtime hours thus confirming the
role balance theory [18]. This approach focuses on an
employee’s time management abilities instead of how
much time a certain work role actually needs. Over-
time takes away off-work time, while intensive work
and work-related stress could lead to fatigue, anx-
iety or other negative physiological consequences,
which also have a negative influence on the qual-
ity of home and family life [21]. Consequently, the
following hypothesis is formulated:

H3: Overtime will be negatively related to WLB.

Job autonomy and WLB. Job autonomy is referred
to as the possibility to decide on the ways to carry
out one’s work, creating a sense of control [44]. It
is important to ensure unavailability of any unnec-
essary restrictions [45], such as constant monitoring
by a supervisor. According to Haar et al. [23], job
autonomy is an important resource to ensure an
individual’s WLB. Earlier work-life research indi-
cated job autonomy as an important condition to
achieve greater well-being and lower stress levels.
Many similar studies emphasize the importance of
job autonomy in promoting positive employee results
[44]. Vera et al. [46] believe job autonomy to be a
vital resource, which could help employees achieve
the level of WLB that they want. For instance,
being able to control their schedule, employees can
freely manage their time, resulting in a more efficient
implementation of their work and non-work respon-
sibilities [47]. According to Carvalho and Chambel
[48], job autonomy increases work–family enrich-
ment, because being able to control the performance
of their work, it can encourage employees to develop
further skills, which nay potentially result in bene-
fits to family performance. This means that having
job autonomy and working for a supportive boss
can increase individual understanding of arranging
work and family demands, and resources at their dis-
posal, which, in turn, results in a positive effect on an
individuals’ sense of balance [23]. Accordingly, the
following hypothesis is formulated:

H4: Job autonomy will be positively related to
WLB.

Supervisor support and WLB. The key aspects
here include support at work [3] and facilitation,
while understanding from the immediate supervisor



Ž. Stankevičiūtė and S. Kunskaja / Strengthening of work-life balance while working remotely 225

seems to be vital in boosting individual behaviours
and results [49, 50]. Supervisor support may also
become even more important when employees must
take up various challenges, especially in balancing
their work life issues during COVID–19. Employee
behaviours and results have always been significantly
influenced by any amount of support at an organi-
zational level [51, 52]. Supervisor support means
that the workplace recognizes and appreciates its
employees, looking for ways to make work easier [3].
Moreover, according to a recent study by Winarto and
Chalidyanto [53], employee job satisfaction is highly
dependent on supervisor support. This reaffirms that
supervisor support at work is vital in connection to
WLB [23]. According to previous research, super-
visor support is an important resource, which could
determine the individual abilities to achieve WLB.
Supervisor support is associated with lower lev-
els of work–family conflict [54], higher levels of
work–family enrichment [48, 55] and more life sat-
isfaction [56]. Supervisors may help their employees
combine their work and non-work roles by offering
emotional and instrumental support, being a role-
model, and finding creative approaches to managing
work and family demands of their employees [57, 54].
Supervisor support has a strong and positive relation-
ship with WLB and can help employees find a balance
between their work with other life roles [23]. The
following hypothesis is suggested:

H5: Supervisor support will be positively related
to WLB.

Co-worker help and support and WLB. Previous
studies have highlighted the importance of co-worker
help and support in organizations [59]. For exam-
ple, Ferguson et al. [58] identified a link between
co-worker help and support, and greater satisfaction
through WLB. Co-worker help and support evidence
indicates clear links towards better WLB [59]. Based
on theories of organizational justice, there is an evi-
dence suggesting that resentment by work colleagues
may contribute to a negative work environment where
work-life policies are not encouraged by co-workers
[60]. A study by Lu et al. [61] examined the effect
of family–friendly co-workers and identified a posi-
tive relationship with work–family and family–work
facilitation. A meta-analysis research conducted by
Michel et al. [62] replicated the previous empirical
findings and identified co-worker help and support
associated with work–family and family–work facil-
itation. Bradley et al. [59] confirmed the previous
research and concluded that co-worker help and

support in relation to WLB was positively related to
employee wellbeing. That kind of support made bal-
ancing work and life better [59]. Thus, the following
hypothesis is formulated:

H6: Co-worker help and support will be positively
related to WLB.

Job control and WLB. Job control refers to an
employees’ perceived ability to finish their tasks,
using their own decision, skills and knowledge [63].
Job control means that an employee being free to
make individual decisions on doing certain job-
related tasks, picking the most appropriate time and
methods [64]. Previous studies have concluded job
control to be positively related to WLB [23]. A signif-
icant influence of job control on WLB and resulting
positive effects on work/personal life enhancement
have also been discovered by Lee-Peng et al. [65].
The analysis of Nordenmark, Vinberg & Strandh [34]
replicated the previous empirical findings concluding
that job control had a generally positive relationship
to WLB. Based on this, the following hypothesis is
formulated:

H7: Job control will be positively related to WLB.

Family demands and WLB. Family demands
include such aspects as individual roles in the family
(e.g. father, mother, etc.), family responsibilities (e.g.
childcare, house chores, etc.), looking after senior
members and children. There are also some other
demands in WLB, such as relaxing, going on holi-
days, sports and taking part in personal development
programmes [21]. Organisations expect their employ-
ees to dedicate more time for their work, while family
members expect the same in terms of family mat-
ters. People that are unable to find WLB eventually
encounter many family problems, such as lower fam-
ily satisfaction or lack of involvement in family roles
[21]. Family demands include caring for other fam-
ily members – usually children and senior family
members [66], and these demands contribute to a
higher work–family conflict and a lower work–family
enrichment [67]. Studies on the relationship between
work and family also show that having children at
home can increase the work–family conflict [35; 41].
Based on this, the following hypothesis is formulated:

H8: Family Demands will be negatively related
to WLB.

Number of children living together and learning
remotely and WLB. As women more active involve-
ment in labour market [68, 69], family support [70]
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and gender aspects referring to mothers and fathers
duties has an impact on WLB [71–73], not supris-
ing children also play some rule [74–76]. The study
of Esteves et al. [77] showed that having to juggle
work and childcare and/or home-schooling during
lockdown had a negative impact on WLB. WLB in
families with children (12 years or younger) is lower
than in families with no children. A greater nega-
tive effect can also be felt in families with younger
children. The following hypothesis is suggested:

H9: Number of children living together and learn-
ing remotely will be negatively related to WLB.

Number of adults working remotely while living
in the same home will be negatively related to WLB.
During the COVID-19 outbreak, working individuals
faced a bigger challenge between work and family
balance [15]. The study by Wang et al. [15] reveals
that a set of challenges in remote working during
the pandemic “negatively affect individuals’ work
effectiveness and well-being“ (p. 31), because work-
ing remotely means more “interruptions from family,
which may negatively influence” (p. 28). While indi-
viduals are working remotely, family members can
make noise, interrupt with non-work issues and this
will be a consistent reminder that the employee is at
home rather than at the workplace [4]. This could
make people feel exhausted. Moreover, sharing a
workplace and a home with the same people could
bring difficulties in balancing work and family lives
[4]. More household members who share the home
with the worker, more challenging it can be for the
employees who prefer to have work-nonwork bound-
aries that meet their own needs [4]. To establish time
boundaries is easier for those who live alone than
those who live with others [4]. Based on previous
research, the number of other individuals working
remotely at home may negatively impact the WLB
[4]. Thus, the following hypothesis is formulated:

H10: Number of adults working remotely while
living in the same home will be negatively related
to WLB.

3. Methodology

3.1. Sample and data collection

Given the objective of the research, data were col-
lected by using a convenience sampling type from
employees (who had an employment contract) in

Lithuania working only remotely during the COVID-
19 lockdown. Convenience sampling is a type of
non-probability sampling where members of the tar-
get population who meet certain practical criteria,
such as availability at a given time, easy accessi-
bility, geographical proximity, or the willingness to
participate are included for the purpose of the study
[78].

For the survey, an online questionnaire was cre-
ated. The questionnaire was distributed via LinkedIn,
Facebook, and other social networks. Participants
were also asked to share the questionnaires with their
colleagues and friends. Due to the way of question-
naire dissemination, it is impossible to estimate the
number of persons the questionnaire was sent to and
the response rate. While distributing the question-
naire, the information about the purpose of the survey
and the link to the survey were enclosed. The first
question was related to the nature of work. The possi-
bility to continue the survey was provided only in case
of answering that they worked under an employment
contract during the lockdown only remotely. It should
be acknowledged that a certain number of employ-
ees who worked remotely was not reached as not all
respondents who worked remotely use social media.
Due to this fact the paper does not claim for a full
representation of employees who worked remotely
during lockdown.”

Data collection took approximately 2 months
(April to May, 2021). By the end of the inquiry 305
questionnaires were collected and according to the
number of the employed population in Lithuania, the
collected number of responses reflected an accept-
able bias of 5.5%, which indicated the reliability of
the data. The respondents to the survey had to reflect
the target group: the working people who had the
opportunity to work remotely. Out of the total number
of 305 respondents 73.8% were females and 26.2%
males. 57.4% of participants were born between 1982
and 2000. Family size/number of children learning
remotely accounted for 18.4 % with one child and
22.6 % with two children. (Pls. ref. to Table 1).

3.2. Measurement scales

A self-reported questionnaire was used. WLB was
measured using a 3-item measure designed by Haar
[79]. Work demands were evaluated using three items
developed by Haar [23]. Job autonomy was mea-
sured using four items developed by Knudsen et al.
[80]. Supervisor support was rated using three items
from Lambert [81]. Co-worker help and support were
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Table 1

Profile of the survey respondents

Response categories n %

Gender Male 80 26.2

Female 225 73.8

Generation 2001 or later 5 1.6

1982 – 2000 175 57.4

1961 – 1981 110 36.1

1943 – 1960 15 4.9

Education Unfinished secondary

education

2 0.7

Secondary 26 8.5

Vocational 4 1.3

Higher Education 3 1.0

College 23 7.5

Bachelor Degree 82 26.9

Master Degree 112 36.7

Doctoral Degree 52 17.0

Others 1 0.3

Work experience up to 1 year 60 19.7

from 1 to 3 years 74 24.3

from 3 to 5 years 53 17.4

from 5 to 10 years 46 15.1

from 10 years to 20 years 42 13.8

more than 20 years 30 9.8

Family size/number

of children learning

remotely

I have no children 129 42.3

Neither 33 10.8

One 56 18.4

Two 69 22.6

Three 15 4.9

Four 3 1.0

Total 305 100

examined using four items proposed by Li and Liu
[82]. Job control was measured using five items by
Millán et al. [64]. Family demands were measured
using three items by Haar et al. [23]. All these vari-
ables were measured on a five-point Likert-type scale
where 1 indicated “strongly disagree”, and 5 indi-
cated “strongly agree”.

The number of hours worked, following Spector
et al. [83], was measured using a single item “How
many hours do you work in a typical week?” Over-
time was measured using an item by Haar et al. [23]:
“How many overtime hours do you work in a typical
week?”. All items were translated into the Lithuanian
language using a back translation procedure [84],
ensuring translation accuracy.

There was a question about the number of adults
working remotely and living in the same home and a

question about the number of children living together
and learning remotely. The demographic character-
istics such as gender, age, education, and working
experience were taken into account.

4. Results

Regarding the data analysis, a factor analysis was
performed. Factor analysis operates on the notion that
“measurable and observable variables can be reduced
to fewer latent variables that share a common variance
and are unobservable, which is known as reducing
dimensionality” [85, p.80]. The results of the factor
analysis are shown in Table 2.

Later, the reliability value for each construct
was calculated using Cronbach’s alpha. Accordingly,
Cronbach’s alpha was for WLB was � = 0.917; for
work demands - � = 0.880; for job autonomy - � = 0.
859; for supervisor support - � = 0.878; for co-
worker help and support - � = 0.890; for job control -
� = 0.810; and for family demands - � = 0.911. Thus,
all measures were subjected to reliability analysis.
As all Cronbach’s alpha coefficients exceeded 0.7, all
measures were considered acceptable for the analysis
[86].

The means, standard deviations, and correlation
matrix are provided in Table 3. Referring to Table 3,
a negative correlation between work demands and
WLB (–0.371, p < 0.01) has been revealed. The same
situation is observed in respect to family demands,
where a negative correlation between family demands
and WLB (–0.388, p < 0.01) has been identified. The
correlation between job autonomy and WLB (0.280,
p < 0.01) has been found positive. Also, a positive
correlation between supervisor support and WLB
(0.263, p < 0.01) is discovered. With reference to job
control, a positive correlation between job control
and WLB (0.256, p < 0.01) is revealed. The corre-
lation between co-worker help and support and WLB
(0.206, p < 0.01) is also positive. Concerning the
number of hours worked per week, a negative corre-
lation between the number of hours worked per week
and WLB (–0.179, p < 0.01) is identified. The same
situation has been discovered between overtime and
WLB (–0.210, p < 0.01), where the correlation is neg-
ative. Referring to Table 3, statistically significant
relationship between the number of children living
together and learning remotely and WLB has not been
found. The same situation is observed in respect to
the number of adults working remotely while living
in the same home, seeing that statistically significant
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Table 2

Rotated Component Matrix

Items Component

1 2 3 4 5 6 7

I am satisfied with my WLB, enjoying both roles 0.938

Nowadays, I seem to enjoy every part of my life equally well 0.936

I manage to balance the demands of my work and personal life well 0.903

I am given too much work to do 0.926

I have more work than I can do well 0.901

I often feel that I am being run ragged’ 0.868

I can decide how I do my work 0.849

My job allows me freedom to decide how I do my own work 0.847

I take part in job decisions that affect me 0.829

I have a lot to say over what happens on my job 0.821

My supervisor is understanding when I have personal or family problems

which interfere with my work

0.914

My supervisor is helpful when I have a personal emergency 0.892

My supervisor is concerned about me as a person 0.886

My co-workers encourage each other when someone feels down 0.895

My co-workers try to act like peacemakers when there are disagreements 0.868

My co-workers will help each other out if someone falls behind in his/her

work

0.864

My co-workers willingly share their expertise with each other 0.841

Ability to choose or change (i) order of tasks, (ii) methods of work and (iii)

speed or rate of work

0.805

Ability to apply one’s ideas at work 0.793

Capacity to influence important decisions at work 0.736

Ability to take a break when wished 0.732

Capacity to set one’s work schedule 0.715

It is difficult to do all I should do as a family member 0.936

I have more house/family work to do than I can do well 0.918

My family/home duties leave me feeling tired 0.910

Notes: 1 - WLB; 2 – work demands; 3 – job autonomy; 4 – supervisor support; 5 – co-worker support; 6 – job control; 7 – family demands.

relationship between the number of adults working
remotely while living in the same home and WLB
has not been found. Regarding this, the hypotheses
H9 and H10 were not confirmed and were rejected.

Further, to test the study hypotheses, multiple
regression analyses have been conducted (Table 4).
The results are discussed further.

It can be seen from Table 4 that hypotheses
H4, H5, H6 and H7 were supported seeing that a
positive relationship was found between job auton-
omy and WLB (0.323, p < 0.05), supervisor support
and WLB (0.273, p < 0.01), co-worker support and
WLB (0.257, p < 0.01), job control and WLB (0.263,
p < 0.01). The hypotheses H1, H2, H3 and H8 were
supported seeing that a negative relationship was
found between work demands and WLB (–0.364,

p < 0.01), number of worked hours and WLB (–0.232,
p < 0.01), overtime and WLB (–0.262, p < 0.05), fam-
ily demands and WLB (–0.406, p < 0.01).

5. Discussion

The aim of this research was to examine
antecedents of WLB while working remotely during
the COVID-19 pandemic. In doing this, a pilot study
was conducted. It was found that work demands,
the number of hours worked, overtime and fam-
ily demands were negatively related to WLB, while
alternatively, greater job autonomy, supervisor sup-
port, co-worker help and support, and job control
enhance WLB. It has not been found statistically
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Table 3

Means, standard deviations, and correlations matrix

Mean Std 1 2 3 4 5 6 7 8 9 10

1. WLB 3,2667 1,07143

2. Work demand 2,8612 1,02849 –0,371∗∗

3. Number of hours worked per

week

3,06 2,187 –0,179∗∗ 0,267∗∗

4. Overtime 2,33 1,624 –0,210∗∗ 0,339∗∗ 0,674∗∗

5. Job autonomy 3,5885 0,85404 0,280∗∗ –0,193∗∗ 0,026 –0,004

6. Supervisor support 3,7049 0,87128 0,263∗∗ –0,209∗∗ –0,075 –0,152∗∗ 0,513∗∗

7. Co-worker help and support 3,6574 0,81630 0,206∗∗ –0,123∗ –0,046 –0,134∗ 0,335∗∗ 0,485∗∗

8. Job control 3,6505 0,76671 0,256∗∗ –0,237∗∗ 0,128∗ 0,053 0,712∗∗ 0,400∗∗ 0,336∗∗

9. Family Demands 2,8011 1,10147 –0,388∗∗ 0,481∗∗ 0,080 0,119∗ –0,070 –0,062 –0,004 –0,087

10. Number of children living

together and learning remotely

2,40 1,399 –0,014 –0,082 0,138∗ 0,083 0,088 –0,009 –0,063 0,150∗∗ 0,157∗∗

11. Number of adults working

remotely while living in the same

home

1,48 0,607 0,001 0,067 0,121∗ 0,151∗∗ 0,043 0,011 –0,049 0,127∗ –0,012 0,116*

∗∗Correlation is significant at 0.01 level (2-tailed). ∗Correlation is significant at 0.05 level (2-tailed).

Table 4

Regression analysis

Dependent Variable: (Standardised �)

WLB WLB WLB WLB WLB WLB WLB WLB

(H1) (H2) (H3) (H4) (H5) (H6) (H7) (H8)

Control variables

Gender –0,011 –0,062 –0,056 –0,003 –0,057 –0,057 –0,028 0,032

Age 0,015 0,056 0,055 0,035 0,044 0,000 –0,008 0,045

Education 0,004 0,042 0,035 –0,039 –0,006 0,002 –0,021 0,004

Time worked for the organisation –0,027 0,020 0,034 0,026 0,032 0,047 0,023 –0,046

Constructs

Work demands –0,364∗∗∗

Number of worked hours –0,232∗∗∗

Overtime –0,262∗∗

Job autonomy 0,323∗∗

Supervisor support 0,273∗∗∗

Co-worker support 0,257∗∗∗

Job control 0,263∗∗∗

Family demands –0,406***

R2 0.133 0.055 0.069 0.105 0.078 0.066 0.070 0.161

Total F 9.137 3.454 4.422 7.053 5.042 4.241 4.496 11.447

Adjusted R2 0.188 0.039 0.053 0.091 0.062 0.051 0.054 0.147

∗∗∗p < 0.01. ∗∗p < 0.05. ∗p < 0.1.

significant relationship between the number of chil-
dren living together and learning remotely and WLB
and between the number of adults working remotely
while living in the same home and WLB. Turning
to the linkage between work demands and WLB, the

current study replicated the previous empirical find-
ings on negative effect [30]. Haar & Brougham [30]
collected data from 80 organizations in various indus-
tries and judging from the results, work demands
impair the WLB. In this study it has been revealed
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that the number of hours worked per week were
universally harmful for the employees to achieve a
higher WLB. This aligns with other studies exam-
ining negative relationship between the number of
hours worked per week and the WLB [17]. This
research by Valcour [17] reports an investigation of
the relationships of work hours, job complexity, and
control over work time to satisfaction with work-
family balance based on data from a sample of 570
telephone call center representative. The results indi-
cated that overtime might be detrimental to WLB.
The findings support studies having found overtime
to be detrimental to WLB of employees [42]. Mell-
ner, Aronsson & Kecklund [42] collected data at a
large Swedish telecom company and revealed that
job autonomy was strongly and positively related to
WLB. These findings complement previous studies
where job autonomy enhance WLB [23]. Turning to
the linkage between supervisor support and WLB,
the current research replicated the previous empiri-
cal findings on positive effect. Based on the findings,
supervisor support improves WLB [23]. Moreover,
the results also indicate that co-worker help and
support, and job control positively relate to WLB.
These findings support to the findings of the previous
research by Russo, Shteigman & Carmeli [70] that
explore the ways in which multiple support sources
(workplace and family social support) help indi-
viduals to experience WLB across three population
groups in Israel (part-time students, cross-sectional
data from workers in the industrial sector and physi-
cians in public hospitals). Regarding job control, the
derived results demonstrate that job control is val-
ued as a contextual resource that can help employees
to keep positive balance between work and other
life roles. This is in line with other studies exam-
ining the positive impact of job control on WLB
[23]. The results also indicate that family demands
are negatively related to WLB. The results indicate
the findings of previous studies suggesting that fam-
ily demands can have a detrimental effect on WLB
[66].

Having in mind the sample of the research (73.8
% were women), it is worth to discuss the findings
in relation to gender aspects. Previous literature has
concluded that men and women use flexible work-
ing in different ways as women generally continue
doing more household work than their male partners
[87]. Although women and men equally perceive the
domestic tasks needing to be done, men are more
likely to ignore these responsibilities, leaving them
to their female partners [88]. As such, remote work

adds more duties for women [73]. Therefore, pre-
vious studies warn that “working at home does not
actually improve the quality of women’s working
life but boosts traditional gender roles” [89, p. 11].
Turning to the current research, WLB was evaluated
higher that average (mean score 3.2667). It could
be predicted that women try to demonstrate as the
best possible WLB, even acknowledging that fam-
ily demands serve as the highest detrimental factor
(–0.406, p < 0.001) for WLB. Still, in order to make
further conclusions on gender, WLB, remote work
quality and intensity, and career prospects, further
studies are needed.

Finally, based on previous literature it should be
admitted that working remotely might cause dual
(positive and negative) consequences regarding WLB
[90]. Although freedom and flexibility to do the work
at anytime and anywhere might strengthen WLB [90],
the achievement of WLB might be more difficult
while working remotely as the borders between home
and work are intentionally blurred [89]. This might
be even more difficult in times of crisis.

Summing up, the findings contribute to literature
by providing empirical evidence on antecedents of
WLB while working remotely and by calling to fur-
ther scientific discussion on the impact of remote
work on WLB.

6. Conclusions

The aim of the paper was to explore the antecedents
of WLB while working remotely under the COVID-
19 pandemic situation. The findings confirmed that
such job resources, as job autonomy, job control,
supervisor support, and co-worker support served as
factors enhancing WLB. More specifically, possibil-
ity to enjoy independence, discretion, and freedom
in the day-to-day work [91], having control over
work processes [92] or counting on supervisor’s
or co-worker’help and support help achieving bal-
ance between the demands of work and private life.
Meanwhile, such job demands like work demands,
number of worked hours, and overtime, on the con-
trary, led to lower WLB. Moreover, the findings
demonstrated the crucial role of family demands in
shaping WLB as higher family demands determined
lower WLB. Treating WLB as beneficial for both
organisations and employees in short- and long-term
perspectives, organisations are encouraged to imple-
ment such human resource management practices
that could contribute to higher WLB.
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6.1. Practical implications

The research has some managerial implications
for practitioners. Given that WLB serves as predic-
tor of positive attitudes and behaviour of employees
[3], organisational leaders are invited to design some
strategies and take some initiatives, which would be
concerned with eliminating or reducing the factors
that lower WLB and with enhancement of factors that
seem to boost WLB, especially in the period of the
COVID-19 pandemic. Several aspects that might be
taken into consideration by practitioners are provided
below.

Firstly, organisations are encouraged to give more
control to employees over their work processes. In
order to have a real job control, employees require
a high skill level and creativity [91] and this can
be achieved by developing their skills, for instance
providing training and mentorship programmes.

Secondly, the results suggest that the managers
can enhance WLB through support. Line managers
need to understand how employees’ work and non-
work lives are constructed [20] and accordingly help
them develop job-related skills and coping strategies,
build employee networks, and provide opportunities
for success [93]. During the crisis situation, like lock-
down, when some of the employees felt lonely and
detached from the employer, it was extremely impor-
tant for them to feel the support of their managers
[3]. As such, organisations ought to develop line
managers’ competencies how to deal with employees
striving for a higher WLB.

Thirdly, as job autonomy referring to the possi-
bility for the employees to freely choose their tasks,
work schedule, and pace [91] serves as a significant
antecedent of WLB, the organisations are encouraged
to give more freedom to employees in the aspects
related to their work.

Fourthly, the policy that “working after work-
ing hours” is a common business practice should
be forgotten by organisations willing to foster their
employees’ WLB. Working hours beyond the normal
schedule and overtime work tend to disrupt WLB and
in turn might impair employee health. Trying to avoid
the negative consequences, organisations are invited
to implement fair working hours and workload policy,
supporting their employee well-being [94].

Summing up, the complex of actions with respect
to the development of employees and line managers,
involving employees in decision-making, promot-
ing a more autonomous workplace, creating work
environment with lower job demands and fostering

an organisational culture of “no work after working
hours” might create a synergic effect and increase
WLB as such.

6.2. Limitations and directions for future
research

This research has some shortcomings that might
be addressed in future research.

The first concern is related to self-reported nature
of the data regarding antecedents of WLB. The future
research might also be based on the collection of
data from other sources, such as supervisor ratings of
workload, co-worker ratings of support, or partner-
rated perceptions of family demands [23].

The second concern is related to the respondents’
profile. In this research, the respondents were mainly
women. The danger here is that women working
remotely might report higher WLB, which is achieved
at the cost of lower income and prospects [89].
However, this does not correspond to the notion of
employee well-being [94]. Thus, further studies are
encouraged to select either to conduct a research with
women only or to have a more heterogeneous sam-
ple with more or less equal gender representation. A
comparative gender study could contribute to disclo-
sure of differences and / or similarities among gender
WLB and its antecedents.

The third concern refers to the sample in terms
of potential respondents who had the possibility to
receive an invitation to take part in the research.
It is obvious that not all employees who worked
remotely might be users of social media. There-
fore, for future studies, the business organisations
and networks of employers could be invited to act
as potential mediators between the researchers and
potential respondents helping to spread the informa-
tion and questionnaires to employees through emails.

The fourth concern deals with the character of work
as it was neglected in the current research. For further
research it would be worth to include, for instance,
data about industries the respondents worked in; work
position (managerial or non-managerial); or organi-
sation of work (in teams or individually). Such data
could allow for obtaining a more complex view on the
working environment and thus the conclusions could
tackle various aspects of people management at work
and their WLB.

The fifth concern refers to the captured antecedents
of WLB. As the WLB antecedents could differ
in nature, further research might include other job
demands and resources, and family demands and
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resources linking them to WLB while working
remotely.

Summing up, the central argument for future
research refers to the notion that while analysing
WLB, a more holistic and nuanced understanding of
contemporary life domain and contemporary work
domain should be addressed.
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Živilė Stankevičiūtė and Svetlana Kunskaja
PREPARATION OF THE MANUSCRIPT: Živilė
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