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Abstract: Balance between serious and fun activities 
is in many cases the downplayed term in our lives. The 
components of balance between serious and fun activities 
have changed radically with the ongoing pandemic the 
world is grasped with. The paper concentrates on the 
administration rehearses regarding work from home that 
have changed during COVID-19 and their effect on the 
working and mind of representatives. Given the states of 
social separating, the associations have come at junction 
between making the right equilibrium for representatives 
telecommuting to guarantee their balance between serious 
and fun activities is met. While the impedance of work 
in the individual life and individual existence with work 
has shown an adverse consequence, the review centers 
around whether the representatives are happy with 
the ongoing circumstance of working from and further 
whether these have brought about their low resolve. With 
COVID-19 we want to perceive that the individual and 
work elements have changed and we want to relinquish 
the psychological model of reasoning work time and home 
time being unmistakable. The more mindfulness needs 
about work style, track down ways of approaching every 
problem brain-first. Utilizing a poll, an overview was led. 
The examination configuration is exploratory in nature. 
The main goal of the review is to comprehend the way that 
individuals are will to adjust to changes and utilization 
of innovation for work and comprehend balance between 
fun and serious activities and eventual fate of work. This 
paper gives a blend of the discoveries from numerous 
researchers. 
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I. Introduction

Balance between serious and fun activities is ― Extent to 
which one’s apparent distribution of physical, mental, and close 
to home assets between the work and non-work spaces matches 
one’s assumptions, individual and expert objectives. For people 
round this present reality, the new COVID-19 episode is a 
token of how delicate and capricious our lives might really be 
in surprising circumstances. The infection which has altered 
the way during which the greater part live, work or plays out 
our fundamental everyday capacities is steady to broaden its 
grip at a disturbing rate with the effect being felt at different 
levels prompting monetary lull, business interruption, exchange 
blocks, travel deterrents, public seclusion then on.

The progressions prompted inside the life sensibly individuals 
due to the pandemic were:

Worldwide/National/Local - Lockdown
●● Housework (Atmanirbhar)
●● Well-being and Hygiene cognizance for building 

insusceptibility
●● Social separating
●● No retainer
●● No outer strolls, and exercise
●● Time to embrace and accomplish office work
●● Space for work
●● Ability up degree
●● Reliance on advanced modes for work

Inclination for Work from Home

Concerning the progression of business, organizations all 
over the planet have changed to on the web/virtual methods 
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of working while worldwide portability has ground to a halt. 
In India, different states are presented to a circumstance of 
complete lockdown which has driven bosses to consider upon 
how they’ll guard their kin, contain the spread of the infection 
and proceed with their tasks really during this remarkable 
emergency. Performing from home has now entered more 
regular spaces during this period of pandemic.

II. Objective of the Study

●● To study work-life balance during work from home.
●● To study job satisfaction during work from home.
●● To study Employee Engagement activities during work 

from home.
●● To study Future of work – Post COVID.

III. Literature Review

Spinks, 2004: He recognized different benefits and dis-benefits 
of balance between fun and serious activities for the two bosses 
and workers. If work-life of representatives is imbalanced 
it could result into pressure, medical conditions concerning 
physical and mental state. From business forthcoming 
lopsidedness of work-life equilibrium would cause expansion in 
truancy, terrible showing of representatives, significant expense 
regarding enlisting more individuals and their turn of events.

Deery and Jago (2015): He secured that position life balance 
is one among the significant variable inside association to 
oversee and hold their workers. Scarcely any different factors 
like mentality of workers with regards to responsibility 
towards association and occupation fulfillment. Along these 
lines, associations to hold their best ability inside association 
it’s critical to deliver them balance between serious and fun 
activities which will benefit both worker and association.

Pandita and Singhal (2017): He explored the association 
between representative commitment to IT area with balance 
between serious and fun activities. It totally was observed 
that drawing in representatives in quick changing climate is 
troublesome without giving them balance between fun and 
serious activities as far as adaptable timing, leave strategy, pay 
and so on. Hence, the job of HR has expanded to collaborate its 
workers decisively during this changing business worldview to 
contend and support in market.

Alegre and Pasamar (2018): He gave a fresh out of the box new 
methodology and advantages of balance between serious and 
fun activities which centers around imaginativeness; utilization 
of innovation in performing task both at work and confidential 
life. It additionally recommended that associations ought to 
give its representatives inspiration, commitment and interfacing 
inventiveness at work environment.

K. Agha, F. T. Azmi and A. Irfan (2017): “Balance between fun 
and serious activities and job satisfaction: An empirical review 
spend significant time in teaching method teachers in Oman” 

distributed in International Journal of Logical Discipline and 
Humanity analyzed that is there a necessity to coordinate work 
and confidential life during a smooth way? This investigation 
discovered that equilibrium or irregularity among work 
and confidential life is likely going to influence the overall 
presentation of the instructors further on the grounds that the 
general presentation of the association.

C. W. Peeters and Esther S. Kluwer (2015): “Shuffling work 
and family obligations while automatically acting from home: A 
multiwave investigation of financial deals experts” distributed 
in Journal of Organizational Behavior analyzed whether 
compulsory acting from home (teleworking) was related with 
higher time sensitive and strain-based work-to-family struggle 
(WFC-viability).

Alfred M. Dockery and Sherry Bawa (2018): “At the point 
when two words conspire: Drawing in from home and family 
working in Australia” distributed in International Labor Review 
inside which analysts chipped away at to break down the 
impact of representatives connecting with from home on their 
accomplices’ evaluations of family working utilizing Australian 
family board information.

Rohani Salleh and Azrai Abdullah (2017): “Accomplishing 
WLB through flexible work schedules and arrangements” 
distributed in Global Business and Management Research: An 
International Journal to look at the techniques in authoritative 
plan for getting work done and courses of action that can be 
planned in empowering and accomplishing WLB. Discoveries 
uncover that adaptable plan for getting work done and course of 
action is a viable method for accomplishing WLB.

IV. Research Methodology

In this examination, the strategy utilized is the Quantitative 
Survey Method. This review poll was led on the web. This 
Questionnaire Survey Method is a less expensive wellspring 
of gathering experiences straightforwardly from respondents. 
With the assistance of this strategy the information was 
gathered rapidly. Questions which were asked in the review 
were outlined in a simple language so respondents in all 
actuality do get confounded while replying. The overview was 
directed at the underlying stage as it gives the best consequence 
of gathering information from countless individuals.

Types of Research: The Research in Conclusive Descriptive 
Research Design

Sample Size: 31

Sampling Technique: Non-Probablisitic Convenience Sampling 
Method

Data Collection Method

Primary Sources: Primary source is a source from where 
we collect first-hand information or original data on a topic. 
Interview technique was used with structured questionnaire for 
the collection of primary data.
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Secondary Sources: Secondary source is a source from where 
we collect data that has already been collected by someone. 
We have collected secondary data from the published financial 
statements of the firms, newspaper and articles.

Research Instrument: Structured Questionnaire through Google 
Forms. The questionnaire will be a close-ended question and 
analyzing quantitative data will be presented with the help of 
bar graphs, charts.

V.  Scope of Research

For this research, data has been collected from employees point 
of view to assemble insights about their experience further as 
problems when most of them are acting from home thanks to 
global pandemic COVID-19. The scope of this research is to 
supply information about the issues faced by the staff once 
they are functioning from home and WLB. The research was 
conducted using a web Quantitative Questionnaire Survey 
Method. Since, there have been no problems which already 
existed; the research was conducted at exploratory mode. The 
research helped in providing relevant insights about the matter. 
Because the research was conducted employing a quantitative 
study and the questions were pre-planned.

VI. Data Analysis

Age

Age Responses (in %)
25-34 80.06
35-44 9.7
45-54 9.7
55 & above 00

Gender (in %) 

Male Female 

48% 
52% 

 
 

Gender 
 

Gender Responses (in%) 
Male 51.6 

Female 48.4 
 
 
 
 

 
Family Type 

 
Family Type Responses (in%) 

Joint 51.6 

Nuclear 48.4 

Age (in %) 

25-34 35-44 45-54 55 &above 
 

0% 
 

10% 

10% 
 
 
 

80% 

Gender

Gender Responses (in %)
Male 51.6
Female 48.4

Gender (in %) 

Male Female 

48% 
52% 

 
 

Gender 
 

Gender Responses (in%) 
Male 51.6 

Female 48.4 
 
 
 
 

 
Family Type 

 
Family Type Responses (in%) 

Joint 51.6 

Nuclear 48.4 

Age (in %) 

25-34 35-44 45-54 55 &above 
 

0% 
 

10% 

10% 
 
 
 

80% 

Family Type

Family Type Responses (in %)

Joint 51.6

Nuclear 48.4

Family Type (in %) 

Joint Nuclear 
 
 
 
 

48% 
52% 

Marital Status (in %) 

Married Un-Married 
 
 
 
 

39% 
 

61% 

 

 

Marital Status 
 

Marital Status Responses (in%) 

Married 61.3 

Un-Married 38.7 
 

 
 

Age of Children 
 

Age Group Responses (in 
%) 

0-2 35.5 
3-8 22.6 

9-15 00 
None 41.9 

Marital Status

Marital Status Responses (in %)

Married 61.3

Un-Married 38.7

Family Type (in %) 

Joint Nuclear 
 
 
 
 

48% 
52% 

Marital Status (in %) 

Married Un-Married 
 
 
 
 

39% 
 

61% 

 

 

Marital Status 
 

Marital Status Responses (in%) 

Married 61.3 

Un-Married 38.7 
 

 
 

Age of Children 
 

Age Group Responses (in 
%) 

0-2 35.5 
3-8 22.6 

9-15 00 
None 41.9 
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Age of Children

Age Group Responses (in %)
0-2 35.5
3-8 22.6
9-15 00

None 41.9

–––  
 
 
 

House Hold Members 
 

Household 
Members 

Employees / 
Responses 

4 7 (25.9%) 
5 11 (40.7%) 
6 4 (14.8%) 
12 3 (11.1%) 
14 1 (3.7%) 
15 1 (3.7%) 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

Number of Dependents 
 

No. of 
Dependents 

Employees / 
Responses 

1 2 
2 10 
3 4 

Age Group (in %) 

0-2 3-8 9-15 None 

42% 
35% 

23% 
0% 

House Hold Member 

12 
10 

8 
6 
4 
2 
0 

Employees/Responses 

4 5 6 12 14 15 

House hold member 

Em
pl

oy
ee

/R
es

po
ns

es
 

House Hold Members
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4 7 (25.9%)
5 11 (40.7%)
6 4 (14.8%)
12 3 (11.1%)
14 1 (3.7%)
15 1 (3.7%)

 
 
 
 

House Hold Members 
 

Household 
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Employees / 
Responses 

4 7 (25.9%) 
5 11 (40.7%) 
6 4 (14.8%) 
12 3 (11.1%) 
14 1 (3.7%) 
15 1 (3.7%) 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

Number of Dependents 
 

No. of 
Dependents 

Employees / 
Responses 

1 2 
2 10 
3 4 

Age Group (in %) 
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35% 

23% 
0% 
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Number of Dependents

No. of Dependents Employees/Responses
1 2
2 10

No. of Dependents Employees/Responses
3 4
4 2
6 3
8 1

None 2

How many days in a week you work during work from 
home? 

Responses(In%) 

100 
64.5 

50 12.9 
19.4 

0 2 
Lessthan5 5 Responses(In%) 

6 
7 

4 2 
6 3 
8 1 

None 2 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

How Many Days in a Week You Work during Work from Home? 
 

Working Days Responses (in %) 
Less than 5 12.9 

5 64.5 
6 19.4 
7 2 

 

 
 

How Many Hours You Work in a Day? 
 

Working Hours Responses (in %) 
7-8 41.9 
8-9 37 

Number of dependents 

10 
 

5 
 

0 
1 2 3 4 6 8 None 

No. of Dependents 
Em

pl
oy

ee
 

How Many Days in a Week You Work during Work from 
Home?

Working Days Responses (in %)
Less than 5 12.9

5 64.5
6 19.4
7 2

How many days in a week you work during work from 
home? 

Responses(In%) 

100 
64.5 

50 12.9 
19.4 

0 2 
Lessthan5 5 Responses(In%) 

6 
7 

4 2 
6 3 
8 1 

None 2 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

How Many Days in a Week You Work during Work from Home? 
 

Working Days Responses (in %) 
Less than 5 12.9 

5 64.5 
6 19.4 
7 2 

 

 
 

How Many Hours You Work in a Day? 
 

Working Hours Responses (in %) 
7-8 41.9 
8-9 37 

Number of dependents 

10 
 

5 
 

0 
1 2 3 4 6 8 None 

No. of Dependents 
Em

pl
oy

ee
 

How Many Hours You Work in a Day?

Working Hours Responses (in %)
7-8 41.9
8-9 37

10-12 19.4
More than 12 hours 3.2
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How many hours you work in a day? 

Responses(In%) 

50 
40 
30 
20 
10 

0 

41.9 
35.5 

19.4 

4-8 3.2 
8-10 

10-12 
More than 
12hours 

10-12 19.4 
More than 12 hours 3.2 

 

 

VII. INFORMATION ON WORK-LIFE BALANCE (OUT OF 31 RESPONSES) 

 

Information Always Often Sometimes Rarely Never 

Feeling not able to balance work-
life while working from home 18 02 08 01 02 

Thinking about work while doing 
other household chores 02 21 07 00 01 

Do you find enough time to spend 
with family while WFH? 05 07 17 02 0 

Do you ever feel tired/depressed 
because of work? 02 05 09 14 01 

Are you able to get time for 
working out? 03 05 09 06 08 

Do you take special initiatives to 
manage your sleep? 06 06 05 10 04 

VII. Information on Work-Life Balance (Out of 
31 Responses)

Information Always Often Sometimes Rarely Never
Feeling not able to balance work-life while working from home. 18 02 08 01 02
Thinking about work while doing other household chores. 02 21 07 00 01
Do you find enough time to spend with family while WFH? 05 07 17 02 0
Do you ever feel tired/depressed because of work? 02 05 09 14 01
Are you able to get time for working out? 03 05 09 06 08
Do you take special initiatives to manage your sleep? 06 06 05 10 04
My work performance has been adversely affected by the business. 01 06 09 10 05
I have more conflicts with my family because I work. 03 02 08 10 08

My work performance has been 
adversely affected by the business 

01 06 09 10 05 

I have more conflicts with my 
family because I work 

03 02 08 10 08 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

VIII. INFORMATION ON JOB SATISFACTION 

 
Information Very 

Dissatisfied 
Dissatisfied Neutral Satisfied Very 

Satisfied 
Are you satisfied with work 
from home 
Arrangement? 

18 2 8 1 2 

My overall satisfaction 
with my job 

01 21 03 06 00 

Re
sp

on
se

s 

Information on Work-Life Balance 

25 

20 

15 

10 

5 

0 
Never 

Sometimes 

Always 
Always 

Often 

Sometimes 

Rarely 

Never 
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Information Very
Dissatisfied

Dissatisfied Neutral Satisfied Very
Satisfied

Are you satisfied with work from home Arrangement? 18 2 8 1 2
My overall satisfaction with my job. 01 21 03 06 00
Employee engagement activities during work from  home. 05 04 18 04 00

I would like my company/organization to 
allow me to continue teleworking after the 

pandemic? 

Yes

 No

16% 

84% 

Employee engagement 
activities during work from  
home 

05 04 18 04 00 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

I Would Like My Company/Organization to Allow Me to Continue 
teleworking after the pandemic? 

 
Choices Responses (in %) 

Yes 83.9 
No 16.1 

 
 
 

Re
sp

on
se

s 

Information of Job Satisfaction 

25 

20 

15 

10 

5 

0 

Very dissatisfied 

Dissatisfied 

Neutral 

  Satisfied with      My Overall 
Are you 

work from 
home 

arrangement 

satisfaction 
with my job 

Employee 
Engagement 

activities during 
work from home 

Satisfied 

Very Satisfied 

I Would	Like My	 Company/Organization to Allow Me to 
Continue Teleworking After the Pandemic?

Choices Responses (in %)
Yes 83.9
No 16.1

I would like my company/organization to 
allow me to continue teleworking after the 

pandemic? 

Yes

 No

16% 

84% 

Employee engagement 
activities during work from  
home 

05 04 18 04 00 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

I Would Like My Company/Organization to Allow Me to Continue 
teleworking after the pandemic? 

 
Choices Responses (in %) 

Yes 83.9 
No 16.1 

 
 
 

Re
sp

on
se

s 

Information of Job Satisfaction 

25 

20 

15 

10 

5 
0 

Verydissatisfied 

dissatisfied

Neutral 

satisfiedwithMyOverall 
Areyou 

work from 
homearrang

ement 

satisfaction 
withmyjob 

Employee 
Engagement
activitiesdur
ingworkfro

mhome 

Satisfied 

VerySatisfied 

I’m Afraid of Losing Job in the Near Future Because of 
this Crisis?

Choices Responses (in %)
Sometime 64.5
Rarely 12.9
Never 22.6

I'm afraid of losing job in the near future 
because of this crisis? 

Sometime Rarely Never 

13% 

23% 23% 

64% 

 
 
 

I'm Afraid of Losing Job in the Near Future Because of this Crisis? 
 

Choices Responses (in %) 
Sometime 64.5 
Rarely 12.9 
Never 22.6 

 
 
 

 
 
 

IX. FINDINGS 
 

 The study reveals that 80.06% of age group 25-34 have shown more interest in filling this form & they were eager to share 

their views & age group of 55 & above have shown less interest to fill the form & they were not interested to share their 

views. 

 The study reveals that 52% of male have shown interest to fill this survey & eager to share their views & 48% of female have 

shown interest to fill this form & eager to share their views. 

 The study reveals that 51.6% of employee stays in joint family & 48.4% of employee stays in nuclear family. 

 The study reveals that 61% of employees are married & 39% of employees are unmarried. 

 The study reveals that 42% of employees have no children & 35% of employees have the children age of 0-2 & 23% of 

employees have the children age of 3-8. 

IX. Findings

●● The study reveals that 80.06% of age group 25-34 have 
shown more interest in filling this form & they were 
eager to share their views & age group of 55 & above 
have shown less interest to fill the form & they were not 
interested to share their views.

●● The study reveals that 52% of male have shown interest 
to fill this survey & eager to share their views & 48% of 
female have shown interest to fill this form & eager to 
share their views.

●● The study reveals that 51.6% of employee stays in joint 
family & 48.4% of employee stays in nuclear family.

●● The study reveals that 61% of employees are married & 
39% of employees are unmarried.

VIII. Information on Job Satisfaction
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●● The study reveals that 42% of employees have no children 
& 35% of employees have the children age of 0-2 & 23% 
of employees have the children age of 3-8.

●● The study reveals that 11 (40.07%) of employees have 
5 household member each & 7 of employee have 4 
household member each & 3 of the employees have 12 
household member each.

●● The study reveals that 10 employees have number of 
dependents are 2 & 4 of employees have number of 
dependents are 3 & 1 employee has number of dependents 
are 8 & 2 employees have none dependents.

●● The study reveals that 64.5% of employees work 5 days 
in a weak & 19.4% of employee works 6 days in a weak 
& 12.9% of employees work less than 5 days in weak & 
only 2% of employees works more than 7 days.

●● The study reveals that 41.9% of employees work 7-8 
hours in a day & 37% of employees work 8-9 hours in 
a day & 19.4% of employees work 10-12 hours in a day 
& only 3.2% of employees work more than 12 hours in 
a day.

●● The study reveals that 18 employees always feel that 
they were not able to manage work-life & 21 employees 
often think about household chores while working & 17 
employees say that sometimes in a while they will get 
time to spend with family & 14 employees say that once 
in a while or rarely they feel tired or depressed of work & 
9 employees say that they will get rare time for workouts 
& 10 employees say that they will take special initiatives 
to manage their sleep & 10 employees say that once in a 
while or rarely have more family conflicts.

●● The study reveals that 18 employees are very dissatisfied 
with work from home arrangement & 21 employees are 
dissatisfied with their job & 18 employees are neutral 
in employee engagement of activities during work from 
home.

●● The study reveals that 83.9% employees says yes for 
continuation of teleworking job after the pandemic & 
16.1% employees say no & they are not ready to continue 
teleworking after pandemic.

●● The study reveals that 64% of employees have sometimes 
afraid of losing job in mere future because of the crisis 
& 23% of employees have rarely afraid of losing job in 
mere future.

X. Suggestions

●● Organizations ought to likewise think of virtual 
representative commitment exercises like meeting 
converses with stay representatives excited and positive 
towards work.

●● In the short run, the public authority ought to consider: 
Introducing a legitimate WFH rule for laborers and 
bosses and thinking about COVID-19 gamble evaluation 

while fostering the principles and giving various rules to 
various areas.

●● In the long haul, the public authority ought to consider: 
Reexamining the probability of remote attempting to 
turn into the new ordinary and auditing the current work 
regulation and to affirm the work insurance contracts are 
reached out to home working.

●● To energize little and medium ventures to take on 
WFH measures by giving appropriation and different 
motivations and fortifying the proceeding with Distance 
Business Program and to additionally advance family-
accommodating work rehearses.

XI. Conclusion

Work-life is each of the two or three measure about controlling 
on when, where and the manner in which they work. WFH has 
shown to be favorable for the specialists particularly when this 
study happened to during the world pandemic circumstance of 
COVID-19. However, on the contrary side of it, workers who 
are drawing in from home truly do confront huge difficulties like 
with regards to the review led keeping an everyday timetable is 
that the fundamental issue. The after effects of this study depict 
that just yet 35% of respondents feel that they’re incapable 
to adjust their work life while performing from home. This 
exploration has shown that the disappointment happens inside 
the minds of representatives because of keeping an ordinary 
timetable, working for over endorsed hours and tedious family 
errands.
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