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INTRODUCTION  

In this era of technology, there is a transformation in the workplace in several ways. New and 

innovative technologies have been an aid to the workplace for its connectivity. Every organization 

needs to connect for its functioning. The Internet has opened up new opportunities for companies 

to communicate within and outside the organization. It is no longer sufficient to have annual 

general meetings to build connectivity with the stakeholders. Virtual communication favors the 

ability to see and hear one another in real time, simulating the experience of a physical visit. In 

today's dynamic world, stakeholders may be geographically dispersed, necessitating virtual 

connections. Even when stakeholders are located in the same area, city, or country, virtual presence 

remains essential due to the demands of the modern era. 

The current development in Human Resource Management has changed its periphery. The effect 

of the recent COVID-19 pandemic has introduced a new normal to the world. It has changed the 

working style of every organization in a significant way. Remote Working, working from home, 

and flexible timings were considered to be suitable for very few jobs and concepts that were 

relevant only to the West. This pandemic has widely highlighted that all these concepts have 

relevance beyond the limited sectors/industries/jobs. These current developments are to stay 

beyond the pandemic and play a huge importance in changing the role of Human resource 

management.  

These new concepts in work settings require unique management tactics and new ways to address 

the concerns that tag along. Team leaders must grasp how virtual connectivity can enhance 

employees' communication, collaboration, and critical thinking skills. They need to 

simultaneously also acknowledge its potential drawbacks.  

Virtual Connectivity is the way of connectivity with the use of virtual mediums with the aid 

of technology. Virtual connectivity or Virtual Communication allows a person to connect with 

anyone at any time without any geographical, physical, or time boundaries. Around the globe, 

there is a huge demand for Virtual Connectivity in the workplace post-Covid-19. 
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Virtual Connectivity has introduced an ease to communicate and to stay connected around the 

clock. In the work setting, Virtual Connectivity has changed the way we communicate. It has 

changed how organizations engage with their stakeholders.  

Virtual connectivity is a critical component of modern work environments that enables individuals 

to collaborate and work together, regardless of their physical locations. Virtual Communication 

has expanded the level of international connectivity. It offers opportunities for employers to tap 

into a global talent pool, build relationships, and complete projects as a team. This all can be done 

while providing employees with the flexibility to work from a location of their choice. To be 

successful in virtual communication, organizations must invest in the right technology and 

establish clear communication protocols. They also need to adapt their management strategies to 

the unique dynamics of virtual teams. 
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RESEARCH METHODOLOGY 

 Title: Influence of Virtual Connectivity on Employees Health & Wellbeing 

Objectives of the Study:  

1. To study the benefits & drawbacks of virtual connectivity for employees.  

2. To understand the impact of virtual communication on work-life balance.  

3. To evaluate the impact of virtual connectivity on the physical and mental health of employees. 

4. To analyze the opportunities and the new trends that virtual connectivity introduces (work from 

home, flexible timings, etc.). 

Rational of the study  

The latest technology has changed the dynamics between corporations and their stakeholders. The 

emergence of the internet and modern communication tools are creating a shift from traditional 

communication. The recent environmental trends are forcing organizations to give greater 

importance to virtual communication for its existence and sustainability. 

Organizations are aware that need to gear up to sustain in this competitive era. The competitive 

edge can bring sustainability and it’s important if there is good communication between the 

internal stake holders (interpersonal relationship) and also with external stakeholders. Virtual 

connectivity plays an important role in safeguarding and enhancing the corporate image of the 

organization.  

This 24*7 connectivity with the work and world at large has its share of consequences as well. It 

also brings a great deal of stress, anxiety, and rush along with other health-related issues. There 

issues can’t be ignored so is the use of virtual connectivity. It is important to understand and 

address these issues to prevent any health issues and develop good wellbeing.  

 As human resources is an important asset of the organization and their Health and wellbeing are 

also of utmost importance for their functioning it has become one of the important functions of 

Management.  
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This study will be beneficial for the employees, organization, and community at large. It will try 

to understand the Latest trends like work from home, and flexible timings that virtual connectivity 

introduces. The influence on health and wellbeing will be highlighted.  

 Significance of the Study:   

Social work believes that people who make the society are in turn shaped by the society itself. 

They are the most crucial asset for the very survival and sustained growth of the society. One of 

the fields of Social work is Human Resource Management. One of an organization's most 

valuable resources is its people. The management in the present times has realized that the process 

and practice of corporate need constant enrichment with the support of technology.   

 

Virtual connectivity has changed how the traditional organization works and has a great impact on 

the employees’ lives. It is critical to comprehend the various opportunities/trends this virtual world 

brings to the organization and its people.  

 

Covi-19 Pandemic has disrupted the lives of the individuals and society at large. It was Virtual 

Connectivity which has arrived to rescue the livelihood of the whole wide world.  

The third goal of Sustainable Development Goals is Good Health and Wellbeing. The study 

focuses on enhancing this goal in the working Professional.  

 

The study will evaluate various modern factors of virtual connectivity that influence the Health 

and wellbeing of employees. The suggestions and recommendations based on the study can be 

significantly used to develop action modules for enhancing the Health and wellbeing of the 

employees.  

 Hypotheses of the Study 

The present study is based on the following set of hypotheses. They include: 

1. There is no relationship between Virtual Connectivity and health and wellbeing. 

2. There is no association between Virtual Connectivity and Work-life balance.  
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Study Variables 

 Independent Variables 

Include all personal information of the employee such as Age, Gender, Marital status, Education 

qualification, Experience in industry, Experience in the present firm, and type of industry.  

Dependent Variables 

Include various aspects related to Work-life balance, Work from home, Flexi timing, mental 

health, Physical Health, Lifestyle, and Digital Wellbeing. 

 Research Design 

The Research Design undertaken for the present study is Exploratory cum Descriptive study. The 

study is explorative in nature as it attempts to explore various aspects of Virtual connectivity that 

influence the health and wellbeing of employees. It also attempts to explore the opportunities and 

new trends the Virtual connectivity introduces. It’s a descriptive study as the study also attempts 

to describe various aspects like Work-life balance, work from home, lifestyle, physical & mental 

health, and other parameters in relation to Virtual Connectivity.  

 Universe of the study:  IT/Virtually/Web enabled Organization that has a presence in Gujarat. 

Study Sample 

Total number of samples: 385 samples - This means 385 or more samples are needed to have a 

confidence level of 95% that the real value is within ±5% of the measured/surveyed value. 

The sample size Is Determined with 95% confidence and a margin of error of 5%. Assuming a 

population proportion of 50%, and unlimited population size. z for a 95% confidence level is 1.96.e 

is within ±5% of the measured/surveyed value.  

 

Cochran formula for unknown population:  

Where,  

z is the z score 
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ε is the margin of error 

N is the population size 

p̂ is the population proportion  

Nonprobability sampling is used in the study. It is a non-random sampling where the samples are 

drawn in a subjective manner. The sampling for the present study will be purposive sampling. A 

purposive sample, also referred to as a judgmental or expert sample, is a type of nonprobability 

sample The main objective of a purposive sample is to produce a sample that can be logically 

assumed to be representative of the population.  

Inclusive Criteria: Working professional in IT/Virtually/Web enabled Organization who has a 

presence in Gujarat.  

 Primary Data Collection 

The tool is the way to collect the required data. 

The primary tool of data collection was a Questionnaire, structured questionnaire consisting of 

close and open-ended questions 

Secondary Data Collection 

 The sources of secondary data were published journals, articles, books, reports, newspapers, 

journals, magazines, and other published and unpublished sources in this field.   

 Statistical treatment  

The researcher has used editing, coding, tabulation, and interpretation of data. The collected data 

will be correlated with the various dependent and independent variables. Hypotheses will be 

verified using appropriate statistical tools (chi-square & correlation) with the help of Excel / SPSS.  

Period of the Study 

The duration of data collection was November 2022- May 2023  

 Ethical Consideration of the data: 

The following ethical considerations were taken care of during the carrying out of this research 

study: 
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 Informed consent- Sufficient information regarding the objectives of the study was 

communicated and they are free to choose whether they want to participate or not or can 

withdraw in between.  

 Voluntary participation – There was No force or pressure was used on any participant to 

participate in the study. 

 Anonymity - Personal information related to either the employees or the organization is 

not revealed in the study.  

 Confidentiality- The confidentiality of the data and the respondent profile will be 

maintained. 

 All the information collected through the questionnaire will be only used for Academic 

purposes.  

 

 Limitations of the Study 

These were certain difficulties that were faced during the study which might affect the study:  

 The pandemic had delayed the data collection process. There were Difficulties in getting 

permission; it was a time-consuming process which increased the duration of data 

collection.  

 Experienced that respondent took a long time to complete questionnaire even after constant 

reminders.  

 As the area of studies is new it was difficult to get secondary data on a lot of factors 

included in the study.  
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KEY FINDINGS : 

PART A: 

SECTION 1: PERSONAL & OCCUPATIONAL DETAILS 

 

 

Fig: 5.1 Personal & Occupation  details  

 

 

 

INDUSTRY :

BANKING -24.2%
CONSULTANCY-20.8%

IT- 20.8%

GENDER :

57.1% -Male  43.9% -
Females. 

AGE GROUP: 
Majority i.e. 54.3% -21-

30.
34.8% 31-40, 

7.8% 41-50 and 
3.1 % of 51-60. 

MARITAL STATUS: 

53.5% -married, 

46 % - Single
0.5 % were widow. 

EDUCATION 
QUALOFICATION 

MAJORITY 59.5% -
Master degree 

TOTAL EXPERIENCE:
MAJORITY 64.7 % HAD 
0-5 YEARS EXPERIENCE 

EXPERIENCE IN PRESENT 
ORGANZIATION :

MAJORITY 37.9% HAD 0-
5 YEARS EXPERIENCE  
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SECTION-II: GENERAL INFORMATION ABOUT VIRTUAL CONNECTIVITY 

 

 The majority of respondents choose a virtual medium to connect based on how formal 

or informal the medium is. 

 82.9% of respondents choose the virtual medium according to how fast they get the 

response. 

It can be implied that promptness to the response and type of medium affect the choice of 

Virtual Medium to Connect  

 

 79.7% of respondents working mode was changed during COVID-19. 

 There were 30.6% who had a permanent change of working mode after COVID-19, 

while 69.6% of working mode did not change permanently.  

 44.4% of respondents had the facility of flexi timings 

 42.3% of respondents have a WFH facility 

 

The findings of the study imply there has been a crucial role of the Pandemic towards 

making Virtual Connectivity as new normal in Work life. Flexi timings and WFH are now 

prominent in most of the industry. It is evident that Virtual Connectivity is here to stay and 

we will see it explore and unfold the traditional work structure.  

 

Section-III: Perception of Virtual connectivity (Benefits & Drawbacks) 

Techno Overload 

  Forced by Virtual connectivity to work much faster is agreed the majority of respondents 

34.3% i.e. 132 agreed and 10.6% i.e. 41 respondents strongly agreed. 

  Forced by Virtual connectivity to do more work than can handle, most of the respondents 

30.6% i.e.118 agreed & 11.2% i.e. 43 respondents strongly agreed.  

  Most of the respondents126 i.e. 32.7% are neutral to the statement ‘ I am forced by Virtual 

connectivity to work with very tight time schedules’ & 24.9% of the respondents agreed 
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 Forced to change my work habits to adapt to new technologies, most of the respondents 

36.4% i.e. 140 agreed & 15.6% i.e. 60 of the respondents strongly agreed.  

 

The findings of the study imply Technical connectivity has its drawbacks. There is a 

Constant force to adapt to new technologies and work in tight schedules with more 

promptness than traditionally. These drawbacks need to become challenges to make it into 

an advantage for the organization and also for the individuals.    

 

Work Overload 

  Most of the respondents 48.8 % i.e. 188 Agreed on the statement ‘There is always a 

Connectivity Pressure with easy access to Virtual media’ 17.7 % i.e. 68 of the respondents 

strongly agreed. 

  Most of the respondents 48.8% i.e. 188 Agreed on the statement ‘There has been increased 

response expectation to work calls/mail’ 23.6 % i.e. 91 of the respondents strongly agreed. 

  Most of the respondents 39.7 % i.e. 153 Agreed on the statement ‘There is Constant 

accountability of work even on odd hours’ 23.1% i.e. 89 of the respondents strongly agreed. 

  Most of the respondents 36.1 % i.e. 139 Agreed on the statement ‘Increased Virtual 

Meetings/training after working hours’ 23.4% i.e. 90 of the respondents strongly agreed. 

The findings imply Virtual Connectivity has its share of Work Load weather it is connectivity 

pressure increased response rate or constant accountability.  

 

 Privacy Invasion & Monitoring 

 The majority of the respondents 44.7% i.e. 172 Agreed on the statement ‘Using Virtual 

connectivity blurs boundaries between my out-of-home and my home life’ and 22.6 % i.e. 

88 of the respondents strongly agreed. 

 Most of the respondents 39.7 % i.e. 153 Agreed on the statement ‘I feel my personal life is 

being interrupted by Virtual connectivity’ and 18.7% i.e. 72 of the respondents strongly 

agreed.  
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 Most of the respondents 29.1 % i.e. 112 Agreed with the statement ‘I feel uncomfortable 

that with Virtual connectivity my work can be easily monitored’ and 10.6% i.e. 41 of the 

respondents strongly agreed.  

 Most of the respondents 33.2 % i.e.128  Agreed with the statement ‘It bothers me that the 

information created by current technology be traced even years from now’ 14 % i.e. 54 

respondents strongly agreed 

 Most of the respondents 39.5 % i.e. 152 Agreed with the statement ‘I feel that my use of 

virtual connectivity makes it easier to invade my privacy’ 15.3 % i.e. 59 respondents 

strongly agreed 

 

The findings of the study imply there is constant monitoring of work & work can easily be 

traced & scrutinized. There is a fear of Privacy invasion while using Virtual mediums to 

connect.  

 

 Interruption of Work  

 Most of the respondents 42.6 % i.e. 164 Agreed with the statement ‘My work routine is 

disturbed by Internet/network disturbance’ 20 % i.e.77 of the respondents strongly agreed 

 most of the respondents 36.1% i.e.139 Agreed on the statement ‘Social Media is a 

distraction while working virtually’ 25.7% i.e. 99 of the respondents strongly agrees 

 Most of the respondents 36.9% i.e. 142 Agreed with the statement ‘Advertisement and 

instant popups are a distraction while working virtually’28.3 % i.e. 109 respondents 

strongly agreed 

 

The findings imply there is a constant distraction while working, internet connectivity, 

social media, and advertisement popups can interrupt the work while working Virtually.  

 

 

Accessibility & Flexibility 

 Most of the respondents 48.6% i.e. 187   Agreed with the statement ‘I can Instantly access 

my work’ 33.8 % i.e. 130 respondents strongly agree 
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 Most of the respondents 46.2% i.e. 178  Agreed with the statement ‘I can access my work 

outside of regular work hours’ 30.9% i.e. 119 respondents strongly agreed 

 Most of the respondents 48.3% i.e. 186  Agreed with the statement ‘There is Remote access 

to information’ 28.6% i.e. 110 respondents strongly agreed 

 Most of the respondents 42.3 % i.e. 163  Agreed with the statement ‘It is easy Flexibility 

to reschedule work meetings’ 25.2% i.e. 97 respondents strongly agreed 

 

The findings of the study imply that there is an advantage of Accessibility & Flexibility 

while working virtually.  

 

Communication & Coordination 

 Most of the respondents 49.9% i.e. 192 Agreed with the statement ‘I have co-worker/team 

members connecting after work hours’ 16.6% i.e. 64 respondents strongly agreed 

 The majority of the respondents 51.2 % i.e.197  Agreed with the statement ‘It has been 

easy to interact with work team /Coworker with Virtual Connectivity’ 21.8 % i.e. 84 of the 

respondents strongly agreed 

 The majority of the respondents 48.8 % i.e. 188 Agreed with the statement ‘Managing 

information flow has been easy with Virtual Connectivity’ 24.9% i.e. 96 respondents 

strongly agreed 

 Most of the respondents 47.5 % i.e. 183 Agreed with the statement ‘There is no 

Geographical boundary when connecting virtually’ 33.2 % i.e. 128 respondents strongly 

agreed 

 Most of the respondents 32.2% i.e. 124 Agreed on the statement ‘There is Lack of informal 

Discussion and advice’ 19.5 % i.e.75 of the respondents strongly agreed. 

 

The findings of the study imply there is an advantage of improved Communication and 

coordination with the use of Virtual Connectivity. On one had there is an ease of 

interaction & geographical boundaries on another hand there is a drawback of 

connectivity after work hours.  
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Productivity 

 Most of the respondents 39.2 % i.e. 151 Agreed with the statement ‘Virtual connectivity 

has improved my Quality of work’ 14.8 % i.e. 57 respondents strongly agreed 

 Most of the respondents 39 % i.e. 150 Agreed with the statement ‘Virtual connectivity has 

improved my accuracy at work’ 9.9 % i.e. 38 respondents strongly agreed 

 Most of the respondents 43.1 % i.e. 166 Agreed with the statement ‘There is Quiet time for 

uninterrupted work with Virtual connectivity’ 11.7% i.e. 45 respondents strongly agree 

The findings of the study imply there is an increase in productivity with Virtual Work.   

 

Section-IV: Impact of virtual communication (WFH & FLEXI TIMINGS) on WORK-LIFE 

BALANCE 

 There was the majority of 255 i.e. 66.2% respondents are exhausted in managing the 

balance between work, personal & family life with the usage of Virtual Connectivity. 

 There was a majority of 248 i.e. 64.4% who responded yes, they can discuss challenges 

and concerns of using Virtual Connectivity with their immediate manager.  

 There were 229 i.e. 59.6% who responded yes,  the Immediate manager creates an 

environment where mental health can be discussed 

 There was the majority of 193 i.e. 50.1% of respondents who favor Hybrid mode & 21% 

i.e.81 who preferred WFH (Work from home).  

 

The implication of the above findings implies there is an exhaustion in maintaining the 

work-life balance & Hybrid mode is the preferred mode for work-life balance. 

 

Conflict in work-life with family connectivity:  

 Family worries or problems distract you from your work, 43.1 % i.e. 166 Agreed & 16.4% 

i.e. 63 respondents strongly agreed with the statement.  

 Family activities stop you from getting the amount of sleep you need to do your job 

well30.9% i.e.119 Agreed & 8.8% i.e. 34 of the respondents strongly agreed 
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 Family obligations reduce the time you need to relax or be by yourself, 35.6% i.e. 137 

Agreed &12.2 % i.e. 47 of the respondents strongly agreed.  

The implication of the above findings implies there is a conflict in work-life because of 

family distraction as there is constant connectivity.  

 

 Conflict in family life with work connectivity: 

  Most of the respondents 41.3 % i.e. 159 Agreed with the statement ‘Work demand of WFH 

or while working virtually often put issues in personal life "on hold’ & 11.4 % i.e.44 of 

respondents strongly agreed.  

 

  Most of the respondents 37.1 % i.e. 143  Agreed with the statement ‘Thoughts of work 

with WFH/Virtual connectivity makes me Unable to enjoy other non-work related 

activities’ 11.2% i.e. 43 of the respondents strongly agreed. 

 

  Most of the respondents 39 % i.e. 152 Agreed with the statement ‘Problems of Virtual 

work make you irritable at home.’ & 13 % i.e. 50 of the respondents strongly agreed 

 

  Most of the respondents 39.2 % i.e. 151 agreed on the statement ‘Find it difficult to 

schedule vacation time with WFH/ Virtual connectivity’ & 13.5% i.e. 52 of the respondents 

strongly agreed. 

 

 Most of the respondents 41.3% i.e. 159 Agreed with the statement ‘With WFH/ Virtual 

connectivity, constantly feel too tired after work to engage in non-work activities’ & 15.1% 

i.e. 58 of the respondents strongly agreed 

 

The implication of the above findings implies there is a conflict in family life because of 

work as there is constant connectivity. Work becomes a priority while working from home 

or virtually even after working hours, it becomes difficult to enjoy non-work-related 

activities. It sometimes becomes difficult to take a break and prioritize family life.  
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VIRTUAL WORK/ FLEXI TIMINGS/WORK FROM HOME 

 The majority of the respondents 60.3 % i.e. 232 Agreed with the statement ‘Easy to take 

short work breaks with Virtual Work’ & 20.8% i.e. 80 the respondents strongly agreed.   

 The majority of the respondents 51.2% i.e. agreed on the statement ‘Spending more time 

in planning things than doing things while working virtually /Flexi timings/WFH’ &16.1% 

i.e. 62 of the respondents strongly agreed. 

 Most of the respondents 45.7% i.e. 176 agreed on the statement ‘There is more time for 

recreational activities while working Virtual’ &14.8% i.e. 57 of the respondents strongly 

agreed. 

  Most of the respondents 42.5% i.e. 162 Agreed on the statement ‘Trouble scheduling 

meetings within flexible starting and quitting time’ and 9.9% i.e. 38 of the respondents 

strongly agreed. 

  Most of the respondents 51.7 % i.e. 199 Agreed on the statement ‘Can Multitask official 

and home duties with ease with Virtual work /Flexi timings/WFH’ & 12.2% i.e. 47 of the 

respondents strongly agreed. 

 Most of the respondents 43.9% i.e. 169 Agreed on the statement ‘Flexi timing/ Virtual 

connectivity/WFH improved Job satisfaction’ &15.1 % i.e. 58 of the respondents strongly 

agreed. 

 Most of the respondents 44.4% i.e. 171 Agreed with the statement ‘Travelling/ commuting 

time has reduced to a great impact with Virtual work /Flexi timings/WFH’ 31.7% i.e. 122 

of the respondents strongly agreed. 

 Most of the respondents 44.9% i.e. 173 Agreed with the statement ‘Comfortable clothing 

while attending virtual meetings or WFH’ & 33.2% i.e. 128 of the respondents strongly 

agreed. 

 

The implication of the above findings indicates there are a lot of opportunities that Virtual 

connectivity has introduced for new ways of working. On the one hand, there are 

opportunities and advantages like reduction in commuting time, multitasking work, and 

improved job satisfaction. On the other hand, there are certain disadvantages or 

drawbacks like more time in planning and no time for recreational activities.  
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Section-V: Health & Wellbeing 

Lifestyle 

 The sleeping schedule has been hampered, 33% i.e. 127 Agrees & 17.1% i.e. 66 of the 

respondents strongly agree.  

 There is a Change in Appetite/ diet pattern, 36.9% i.e. 142 Agreed on the statement &16.6% 

i.e. 64 strongly agrees.  

  There is Increased Procrastination, 34.8% i.e. 134 Agreed & 15.8% i.e. 61 of the 

respondents strongly agrees.  

 There is Increased Mood swings, 37.1% i.e. 143 Agreed & 13.2% i.e. 51 of the respondents 

strongly agree.  

 There is a Sedentary lifestyle, 39.2% i.e. 151 Agreed & 21.3% i.e. 82 of the respondents 

strongly agree. 

It can be inferred that the Lifestyle of the employees working has deteriorated in terms of Health 

and wellbeing. The sleeping schedule has been hampered, Changes in Appetite/ diet pattern,  

increased Procrastination &Mood swings and a Sedentary lifestyle have affected Health and 

wellbeing 

Burnout  

 There 35.8 % i.e., 138 Sometimes face Burnout, 32.7% i.e.,126 of the respondents often 

face burnout because of virtual connectivity, and 9.4% i.e.,36 respondents always face 

burnout. There is frustration of working virtually, physical & mental exhaustion, & feeling 

of worn-out     

 

 

 

Initiatives for the wellbeing 

 There were 82.3% i.e. 317 respondents who disagreed with initiatives of digital well-being 

implying there are No initiatives towards digital wellbeing.  
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 The majority 7.9% i.e. 300 of respondents’s organization do not use any app or a feature 

that forces you to take breaks during your working hours. 

 The majority 321 i.e. 83.4% of respondents’s organization didn’t set a time limit for social 

media screen time during working hours. 

 The majority 236 i.e. 61.3 % responded their organization doesn’t follow set working hours 

for Virtual connectivity. 

 The majority 73% i.e. 281 responded the organization did not encourage to enforcement of 

gadget-free meals. 

 The majority 68.8% i.e. 265 did not put their phone in do not disturb’ mode when they 

sleep. 

Digital Wellbeing still being the most important initiative for virtual connectivity was not taken 

by most of the organization. There is no provision to set limits for social media screen time 

during work hours nor do organizations follow set working hours for Virtual connectivity. 

Organizations are also not encouraging gadget-free meals or using any app or feature that 

takes breaks during working hours 

 

Health Problems 

 There is a maximum number of respondents 71.2% i.e. 274 who are facing Eye Strain, 

63.9% i.e. 246 are facing Neck Pain, 50.1% i.e.193 facing Shoulder pain,49.1% of 

respondents i.e. 189 who has Back Strain, 45.7% i.e.176 are facing Headache, 40.8% i.e. 

157 of the respondents each are facing Weight gain and are Snacking More respectively.  

 There were also 28.8% i.e. 111 respondents who were facing Muscle aches, 27.3% i.e. 105 

Eating More, 19.5% i.e. 75 Mindless Eating, 18.7% i.e. 72 Insomnia, 15.3% i.e. 59.  

 Eating less, 9.4% i.e. 176 Hearing loss, and 3.6% i.e. 14 are facing Weight loss. There are 

1.8% i.e. 7 respondents who say they aren’t facing any problems.  

It implies that the majority of the respondents faced some or other health problems due to the 

use of virtual connectivity proving there is a negative influence of Virtual Connectivity over 

health.  
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PART B 

 HYPOTHESIS (H1) There is no relationship between Virtual Connectivity and health and 

wellbeing is REJECTED.   

The p-value is less than the significance level, suggesting that there is a significant 

association.  

Hence, we can imply there is a significant association between health and wellbeing and 

virtual connectivity.  

 HYPOTHESIS 2: There is no association between Virtual Connectivity and Work-life 

balance is REJECTED.  

The p-value for lifestyle, digital wellbeing, and burnout is less than the significance level 

suggesting that there is a significant association.  

Hence, we can imply there is a significant association between work-life balance and 

virtual connectivity. 
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CONCLUSION 

By and large, it can be said the objective set to study the benefits & drawbacks of virtual 

connectivity for employees has been achieved. It can be concluded from the study that respondents 

perceived there was Technical Overload and work overload because of Virtual Connectivity. The 

majority of the respondents also perceived there is Privacy Invasion and increased monitoring 

because of Virtual Connectivity. There is an agreement among the respondents that social media, 

advertisement pop-ups, and internet disturbance interrupt the work. Though there is always a 

positive side to Virtual Connectivity it can be observed that most of the respondents agree as they 

can access the work instantly and remotely and also scheduling meetings virtually brings 

flexibility. Managing information flow and meetings & interaction with team members is an 

advantage for communication and coordination while there is a lack of informal discussion & team 

members connecting after work timings is a drawback to virtual connectivity. Quality and 

Accuracy of work with quiet time for uninterrupted work has improved and added to Productivity. 

Concerning analyzing the new trends/opportunities of Virtual Connectivity - the implication of the 

findings of the study indicates there are a lot of opportunities that Virtual Connectivity has 

introduced for new ways of working. On the one hand, there are opportunities and advantages like 

reduction in commuting time, multitasking work, and improved job satisfaction. On the other hand, 

there are certain disadvantages or drawbacks like more time in planning and no time for 

recreational activities.  

Work-life balance - Hybrid mode is a preferred mode to work for work-life balance. There is 

exhaustion in managing the balance between work, personal & family life with the usage of Virtual 

Connectivity. Though yes there are employees who can discuss challenges and concerns of using 

Virtual Connectivity with immediate manager.  The immediate manager creates an environment 

where mental health can be discussed. The implication of findings also implies there is a conflict 

in work-life because of family distraction as there is constant connectivity.  

Concerning the Impact of virtual connectivity on the physical and mental health of employees-   

- The lifestyle of the employees working has deteriorated in terms of Health and wellbeing. The 

sleeping schedule has been hampered, Changes in Appetite/ diet pattern,  increased Procrastination 

&Mood swings and a Sedentary lifestyle have affected Health and wellbeing. There are a lot of 
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factors that are adding to the Burnout of the employees. Working virtually frustrates and wears out 

the employees. They often are tired, physically & emotionally exhausted because of working 

virtually.  

-Digital Wellbeing still being the most important initiative for virtual connectivity was not taken 

by most of the organization. There is no provision to set limits for social media screen time during 

work hours nor do organizations follow set working hours for Virtual connectivity. Organizations 

are also not encouraging gadget-free meals or using any app or feature that takes breaks during 

your working hours. 

- It can be concluded, that there are health issues faced while using Virtual Connectivity. Eye 

Strain, Neck Pain, Shoulder pain, Back Strain, and Headache are the most common problems 

faced. Weight gain, snacking more, Muscle aches, Eating More, Mindless Eating, and Insomnia 

follow the list of problems. There are Problems like Eating Less, Hearing loss and Weight loss 

also faced by some minor sections.  

The hybrid mode of work emerges as a promising middle ground in the current dynamic scenario. 

However, the primary challenge is establishing robust support systems and nurturing a culture that 

fully harnesses the benefits of this approach. Tailoring work modes according to demographic and 

personality traits, as well as considering industry-specific factors, can provide valuable insights 

into optimizing productivity and collaboration.  
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SUGGESTIONS 

These are the segregated suggestions by the respondents  

 The majority of respondents have suggested Hybrid mode is much better for work-life 

balance. (50.1%) 

 It is important to take short breaks while working virtually. The time limit should be 

scheduled for any meeting. Breaks in between the work should be made mandatory. 

 

 There should be fixed working hours while working virtually. Limited hours- Auto shutoff 

mode should be there to limit prolonged time on virtual media. A screen time reduction 

mechanism needs to be put in place. 

 

 Exercising is very important in the sedentary lifestyle because of Virtual Connectivity. 

Minor breaks for a quick walk/run/workout/eye rest. 

 

 When working from home it is recommended to have a separate place for work at home. It 

lowers distraction and improves concentration.   

 

 Well-being workshops for employees should be incorporated by the organization for the 

awareness of digital wellbeing. Awareness related to ergonomics should be encouraged. 

Boundaries created between professional life & personal life should not be condemned by 

management, it should be encouraged. 

 

 The organization should encourage their employees to take regular breaks not just because 

of their health but also to increase productivity and there should be fixed times during 

virtual connectivity 

 

 Blue ray protective screens 

 

 Proper facilities and supportive devices should be provided while working virtually.  
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ACTION PLAN &  MODULE 

Figure 6.1: Action Module 

Intervention through social Work method 
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Figure 6.2: At Individual Level- Applying Social Casework 
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Figure 6.3: At group level- Application of Social Group Work: 
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Regular meetings and feedback/testimonies 

Virtual team leadership training -Continuous and rigorous 
trainings can be provided to understand virtual group processes 

and ways to handle their employees.
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Figure 6.4: Application of Community organization, Social work Research and Social 

Action 

 

 

 

 

 

 

 

 

•DIGITAL WELLBEING PROGRAMS 

•IDENTIFYING THE NEEDS  OF ALL THE STAKE HOLDERS – E.g.. 
Women employees, older employees, Virtual teams etc.

•CAPACITY BUILDING of different stakeholders involved. 

•Legislative laws for virtual Work can be drawn. 

COMMUNITY ORGANIZATION 

•Conducting qualitative and quantitative research on various 
factors of  virtual connectivity and the findings can be used to 
drive various action plan. 

SOCIAL WORK RESEARCH  

•Various Action plan can be made on implementing Digital 
Wellbeing, Work-life balance, Virtual etiquettes 

APPLICATION OF  SOCIAL ACTION  

HR Consultant  
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Figure 6.5: Application of Social welfare administration method: 
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Advocacy and Support: Establish an internal support system 
for employees dealing with work-life balance challenges. This 

can include designated HR personnel, managers, or 
employee resource groups.

Develop and implement Policies & Procedures for virtual work.

mental health support, and wellness initiatives  
.

Advocacy for Policy Change:

Encourage public policies that support work-life balance, 
Virtual/remote such as advocating for family-friendly 

legislation, paid parental leave, and telecommuting policies.
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Figure 6.6: OD intervention action module 

for improving work-life balance while working virtually 

 

 

Sensitivity Training:

• Understanding the emotional and personal aspect of work-life 
balance.

• Creating awareness and empathy

Survey feedback

• Regularly survey employees to collect data on their digital usage 
and its impact on their wellbeing.

• Analyze the feedback to tailor digital wellbeing initiatives and 
policies to the specific needs of your organization. 

Process 
Consultation

• Engage a process consultant to analyze and optimize existing work 
processes and digital workflow. 

• Streamline workflows to reduce unnecessary tasks and improve 
efficiency, allowing employees more time for personal life.

• Optimize these processes to reduce digital clutter and information 
overload, leading to reduced stress
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Figure 6.6 : OD intervention action module 

for improving work-life balance while working virtually (continued) 

 

 

Sensitivity Training:

• Understanding the emotional and personal aspect of work-life balance.

• Creating awareness and empathy

Survey feedback

• Regularly survey employees to collect data on their digital usage and its 

impact on their wellbeing.

• Analyze the feedback to tailor digital wellbeing initiatives and policies to 

the specific needs of your organization. 

Process Consultation

• Engage a process consultant to analyze and optimize existing work 

processes and digital workflow. 

• Streamline workflows to reduce unnecessary tasks and improve efficiency, 

allowing employees more time for personal life.

• Optimize these processes to reduce digital clutter and information 

overload, leading to reduced stress
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Figure 6.7: Action Module for Improving Virtual Work 

 

 

Establish Clear 
Policies and 

Guidelines

• Develop and communicate clear Virtual  work policies and 
guidelines

• Set expectations for work hours, availability, and communication.

• Define best practices for remote communication, including 
response times, etiquette, and the use of different communication 
channels.

• Ensure these policies support flexibility and work-life integration.

• Regularly review remote work arrangements to ensure compliance 
with policies.

Continuous 
Assessment 
feedback & 
Adjustment 

• Conduct an initial assessment to understand the current 
work-life balance challenges and needs of your remote 
workforce.

• Gather data through surveys, interviews, and feedback 
sessions to identify specific pain points.

• Fedback : Regular feedback and voice concern for 
virtual work . Make adjustments based on feedback and 
changing needs of the remote workforce.

Training & 
Development :

• Train employees on effective remote communication and 
collaboration practices.

• Digital Literacy and Wellness Training

• Time Management and Productivity

• Encourage the use of productivity tools and 
methodologies to help employees manage their work 
efficiently

• Educate about data privacy and handling sensitive 
information when working from home

Technology and 
Infrastructure

• Invest in technology and infrastructure to support remote 
work, including secure access to company systems and 
collaboration tools.

• Establish a helpdesk or support system to assist remote 
employees with technical issues.

Performance 
Management 

system 

• Set clear expectations and objectives for remote 
employees
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Figure 6.7: Action Module for Improving Virtual Work (continued) 
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Activities
• Virtual team-building activities and social events.

Creating 
Virtual Work 

climate

• Encourage Boundaries and Self-Care

• Promote self-care practices, such as regular breaks, 
exercise, and healthy eating.

• Support employees in finding a work-from-home 
routine that suits their individual needs.

• Encourage remote employees to provide feedback 
on their work-from-home experiences and suggest 
improvements.

• Recognize and celebrate remote employees' 
achievements and milestones.

Health and 
Wellness 

Initiatives

• Create programs and initiatives that promote physical 
and mental wellness, such as yoga sessions, 
meditation classes, or fitness challenge
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PART A 

Figure 6.8: Framework for improving Digital Wellbeing: organization initiative 
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Part B 

Figure 6.9: Framework for Improving Digital Wellbeing  

 

 

 

 

 

 

 

 

Figure 9: DIGITAL WELLBEING- INITIATIVES BY 
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