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Abstract

Virtual organisations have progressively pervaded the world where groups of workers implement
boundaryless, concurrent, and cooperative job processes outside physical job environments. This is
made possible by internet accessibility; and information, communication, and technology (ICT) which
organises and integrates employees” abilities and assets for the sole purpose of achieving the overall
organisational goal. Virtual jobs offer fresh management problems in comparison to conventional in-
person job habits. Human resource specialists reveal that various managers suffered from deficient
capabilities and power during COVID-19 lockdown in comparison to conventional working
environment management. A meta-evaluative research was conducted in order to conceptualize an
evidence-based synopsis on virtual administration of remote-working employees and propose an
applicable conceptual framework. The research utilised sixteen peer-reviewed published articles on
management of virtual remote-working employees between 2020 and 2023. The results were able to
systematically demonstrate remote working procedures of diverse organizations facilitated by virtual
processes and technologies, and strategic human resources management model as well as collaborative
methodologies that empowered the peculiar COVID-19 virtual workspaces. Communication,
information technology and managerial proficiencies are paramount for managers of employees in
such settings. Consequently, a conceptual framework for management of remote-working employees
have been designed containing managerial expertise, trainings, ICT and environmental components.
Managers are required to have the necessary abilities required to anticipate diverse circumstances and
to prepare beforehand activities that counter likely contradictions and disputes. Virtual remote-working
groups deliver great prospects; thus, managers should aim to capitalise on its benefits while seeking to
minimise its drawbacks.
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boundaries are eliminated and comprises of
people  working outside physical job

Introduction

Virtual organisations whose mainstay is environments without being tied to a specific
information, communication, and technology office. This is made possible by internet
(ICT) system arose in the nineties to meet accessibility and information, communication,
contemporary ~ marketplace  ever-changing and technology (ICT) which organises and
demands for global collaborations and flexibility integrates employees’ abilities and assets for the
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organisational goal. Virtual organisations have
progressively pervaded the world, with group of
workers who implement concurrent and
cooperative job processes communicating
through information technologies. Thus, virtual
groups possess two scopes: that of working
together within physically isolated workspaces
and interacting with each other using electronic
transmission routes [2, 3]. Remote working (also
known as telecommuting, distributed work, or
flexible work arrangements) is simply defined as
a group of virtually located employees with one
manager working at different job sites. It is an
adaptable job plan where employees work from
diverse settings distant from their conventional
workplace and are not physically connected with
colleagues but capable of communicating with
them via technological means [2, 4, 5].

The outburst of COVID-19 pandemic resulted
in remote-working to prevent the virus from
spreading, which has become a new style of
work for numerous employees globally even
after the major crisis. Studies have found that
about 50 percent of organisations in the
European Union became involved in virtual
working in comparison to 12 percent before
COVID-19 [6, 7.]. Research by [8] on how
working from home as a result of COVID-19
affected workers’ efficiency, job commitment
and worrisome feelings during the pandemic
concluded that personal and job-linked elements
equally impede and expedite remote-working

throughout the COVID-19 period while self-
guidance and independence were definitely
connected to efficient and committed remote-
working. Additionally, this study revealed
deficiency in the capability of managers and
human resource personnel to strategically
manage human resource virtual teams whom
conflicting household-job engagement, societal
seclusion likewise disrupting job setting were
plausible impediments.

Strategic Human Resource Management

Strategic human resource management
(SHRM), which indicates an interface between
HRM and strategic management, is the process
of comprehending an organisation’s strategic
positioning, creating, or re-creating
organisational strategies, deciding on potential
strategic alternatives, and changing strategies to
actions. The goal of SHRM is noted as
prompting current strategies for the times ahead,
likewise, becoming operational means of
incorporating and establishing change systems
processes. Strategic HRM is primarily aimed at
generating organisational capacity through
guaranteeing  that competent, involved,
dedicated and highly ambitious staffs are
available for sustaining competitive advantage
[9, 10] and its objectives are to: enable an
organisation to be purposeful; providing long-
term management; and instituting clear-cut
objectives for attainment.
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Figure 1. Strategic HRM Model. Source: [10]



SHRM entails employing existing and
preferred strategies likewise founding tactical
primacies and is basically related to integrating
business as well as human resource
arrangements which would contribute to
accomplishing  organisational —goals. As
indicated in Figure 1, SHRM is mainly focused
on incorporating HR functions and policies
alongside organisational roles and proposals and
does not simply concerns designing projects and
creating personal human resource approaches. In
a nutshell, SHRM relates to human resource
tactics as well as strategically managing HR
specialists’ actions [10].

This  article  systematically  reviewed
publications focusing on management of remote
working processes and practices. However,
virtual work settings have been depicted as a
location that impede trust creation, with
challenging authority expression and confusing
correspondence as well as requiring self-
governance [11]. Thus, virtual groups possess
distinctive  elements in  comparison to
conventional workgroups which managers must
recognise and accommodate. Consequently,
discovering and comprehending the particular
social  factors and  computer-mediated
technicalities surrounding management of
virtual staffs will increase organisational
efficacy as well as help establish an efficient
human resource management (HRM) system for
enhanced accomplishments [12, 13].

Methodology

This research is both qualitative and
quantitative in nature, consisting of a blend of
exploratory and descriptive procedures designed
to produce conclusive results from data collected
and analysed. The research process began with
reviewing of relevant literatures to determine
vital elements of remote working and SHRM.
Thereafter, utilizing keywords likewise
systematic review of peer-reviewed research
articles of studies conducted between 2020 and
2023 found in Google Scholar, EBSCO Host,
Scopus, Emerald and Pro-Quest search engines,

relevant articles published in online journals
such as Research Gate, Academia.edu, Elsevier
and Springer were collected. Assessment of the
articles were done severally via utilizing the
critical appraisal skills program (CASP) method
which is established upon abstracts, contents,
characteristics, scope and findings [14]. The
selected publications were methodically
scrutinized, fundamental notions that apply to
our research question were encoded after which
summarization and extraction of the codes was
done and the data was analyzed and synthesized.

Research Method

A pioneering mixed method was used for
conducting this research., consisting of blending
both meta-synthesis and meta-analysis research.
Meta-synthesis involves comprehending and
recounting matters, fundamental features plus
recurrent themes in qualitative research. It
blends and incorporates investigations about a
particular subject for deriving inclusive,
explanatory conclusions and broadens as well as
augment findings through appraising an
investigation’s distinctiveness inside an all-
inclusive, informative totality [15, 16]. Meta-
synthesis is considered a valuable qualitative
analytical technique as it permits combining
diverse literatures aimed at additionally
contributing to past knowledge that were
accomplished within original theoretic and
experimental research as well as facilitates
development of conceptual frameworks. It aids
organizing results via utilizing theoretic
viewpoints and identification of groupings as
well as strategies, yet preserving original
evidence [17, 16]. On the other hand, Meta-
analysis refers to scientifically synthesizing
guantitative research outcomes. Its goal is
summarizing of quantitative statistical outcomes
contained within groups of research in order to
generalize about a subject matter and arrive at
conclusions. It enables comprehension about
typical consequences likewise inconsistencies
across many investigations, resulting in further



knowledgeable choices regarding vital public
matters [18].

Sampling Procedure

A sample is made up of a sub-group,
representative of the general populace of
consideration. Research is most often done using
both convenience and purposive sampling.
Convenience sampling denote collecting data of
qualified essence from a readily obtainable
origin, whereas purposive sampling entails using
subjects having fixed features pertinent to
research and who meet all specified inclusion
and exclusion criteria [19]. The non-Probability
sampling method, which is sample selection
founded upon subjective judgement [20]
comprising of Convenience and Purposive
sampling was conducted for this research after
creating a sampling frame listing the seven
continents in the world. Due to sparse search
results that combined the 3 research focus,
studies that contained any country out of any of
the continents which comes up as either
qualitative or quantitative primary research were
used. Most search results were either
editorials/commentaries or reviews, thus the
reason for the type of sampling methods utilized
for this study.

Inclusion and Exclusion Criteria

Creating inclusion and exclusion criteria
when conducting research is the norm in design
of superior research technique. Inclusion criteria
denote important attributes about a study group
that a researcher employs in answering research
questions; whereas exclusion criteria refer to
traits in a prospective research group that might
affect achievements of a research or elevate the
likelihood of getting wrong results. Accurately
defining these two criteria is crucial for research
design as well as for evaluating ways by which
these criteria decisions influence the validity of
external outcomes [21]. Other vital generalized
inclusion criteria applied include peer-reviewed
journals, research conducted within the last 5
years, superior-quality articles relating to staff

development, managerial competency trainings,
COVID-19 management of remote-working
staffs, and employee experiences about working
remotely. Employing these criteria ensured that
the meta-synthesis process was strictly narrowed
and concentrated. In order to get proper
representation of publications to be analyzed, the
subsequent inclusion criteria was applied:
Studies’ uniformity with our research question
and focus, HRM quantitative or qualitative
primary data gathered from surveys, focus group
discussions and in-depth interviews, concise
records of research context; explicit explanation
about sampling methods, data gathering process
and analytical procedures as well as evidences
showing how working from home due to
COVID-19 affected workers’ efficiency and job
commitment. Thus, we used just researches that
concentrated on SHRM processes related to
management of remote-working employees,
particularly during the COVID-19 pandemic.
This study chose 2020 as initiating year as
publications on remote-working heightened in
recent times.

Search Engine Explorations

This concerns the identification of research
that could be pertinent to meta-synthesis via
technical search engines. From the first stage,
four vital keywords for the research articles
search were identified. These are: Virtual,
Strategic Human Resource Management,
Remote-working and COVID-19. We utilized
the following search engines: Google Scholar,
EBSCO Host, Scopus, Emerald and Pro-Quest to
gain access to their databases. The preliminary
keywords searched were: “Strategic Human
Resource Management “AND “COVID-19
Pandemic” OR “COVID-19 Pandemic” AND
“Remote Working”. The search also included
other supplementary keywords such as: e-HRM,
gualitative  research, quantitative studies,
information, communication, and technology
(ICT), virtual groups, management, and HRM
models. Lastly, our search looked out for
published and unpublished works to ensure a fair



balance of wide-ranging literatures. A large
volume of publications was chosen for initial
review in order to restrict chances of biases [15,
22].

Extraction and Coding of Data

Stage four of the methodology is that of
extracting, coding likewise classification of
findings from chosen publications. A vital step
in contextualizing meta-synthesis and meta-
analysis studies is that of deciding validity and
reliability of coding structures [16]. Since our
research goal was development of a conceptual
framework, the contents of selected articles were
coded and analyzed based on information
regarding challenges associated with remote
working and SHRM approaches to management
of remote-working employees. An open coding
system was utilized for classification of evidence
gathered from primary research, particularly
from the findings and discussion segments [15,
17], taking into cognisance diverse localities of
the studies while developing the open coded
listing.

Furthermore, two researchers autonomously
and meticulously studied all the articles and
documented their findings. Thereafter, these
autonomous researchers adhering to determined
standards, derived codes for the rest of the
publications. Every discrepancy while coding
and studying the articles were judiciously noted
and fixed after scrutinizing of the article and

dialogue amongst the coders. Using two coders
lessened data documentation errors as well as
eliminated overlooking of pertinent concepts.

Cross-Article Level Analysis

Assemblage of findings into theoretical
groupings resulted in emergence of consistent
thematic patterns existing within the gathered
data. This procedure boosted the data
theoretically and shifted it from article-specific
level to a Cross-article level analysis. The casual
network scheme was utilized for evaluating the
actions, occurrences and aspects that enable or
hamper successful management of remote
working. This scheme resulted in producing a
matrix with a row for each of publications
having a corresponding column consisting of
summaries of variables groupings emanating
from the initial coding step. The matrix supplied
a snapshot of variables compendium from which
fundamental themes and patterns emerged [15].

Results

Findings from this research are presented in
this section. Table 1 represent coded identified
remote working factors consisting of enabling
and limiting variables; Table 2 represents a row-
by-column matrix of meta-evaluative literatures
and associated findings codes while Figure 3 isa
summary of themes and patterns associated with
the identified variables.



Data Collection Procedure

In order to gain a good understanding of the subject matter, a wide range
of existent publications on remote working and SHRM were studied. From the literature appraised, philosophies, systems
likewise process dimensions of the research focus were pinpointed. The system involves institutional, socio-political
aspects whereas the process includes environmental variables of remote working. After considering the literatures in this
stage, we decided on the following research question to direct the meta-synthesis technique: What are the SHRM
variables influencing virtual remote-worlang in the COVID-19 Pandemic Era?

Four principal publications inclusion criteria were employed.
These mclude articles focused on: orgamizations with a group of workers who work concurrently and cooperatively on
job processes while commumcating through information technological means such as via the infemet, emails and
telephones; hybrnd working employees; totally-remote working employees; viriual groups working together within
physically isolated workspaces and interacting with each other using elecironic transmission routes. Key exclusion
criteria mclude: employees or virtual groups working remotely but with no access to ICT or telecommunication links
with colleagues and managers; and virtual groups working disparately and do not interact with one another.

119 publications were produced in the preliminary search on SHEM articles
relating to remote working and COVID-19. Primary screening of titles and abstracts revealed 29 publications as irrelevant
because remote-working was not their major study subject. Subsequent perusal of the remaining 90 full text articles narrowed
down the relevant articles to 16 quality journals that met the inclusion criteria and used for the metasynthesis. 74 articles
were excluded in this research based on the following factors: Concentrated on only SHRM(n=9); Concentrated on COVID-
19 only (n=7). Inappropriateness of research methods (; 6); Non-uniformity with our research focus (n=6);
Commentaries/Editorials (n=8); Industry expert documents {n=8); Published before 2016 (9); VII. Grey organizational
resources such as workine papers and technical reports (n=12%: and IX. Government reports (n=2%

To generate 4 consistent coding system for this article, various significant
sources were investigated. Of noteworthy are the following: [19] whose qualitative job crafting research paper examined
the process of reinventing a job; [15] which explored ecosystems perspective on imtemational human resource
development; and [24] where environmental concems and green human resource management was studied. Alongside
perspectives gained from these 3 sources, 10 journals on SHEM and remote-working were additionally studied for
identification of more applicable coding elements. Both authors systematically read the 10 randomly-chosen articles for
identification of pertinent codes. We then designed a coding sheet which contained blank spaces for recording extra
understandings from analysing evidences.

All publications were initially individually analyzed with reference to
remote-working variables and how they relate to our research question. This procedure was vital as it aided differentiation
between variables and entailed 2 researchers autonomously developing categories for each identified variable. It involved
arrangement of previously-identified notions and themes for creating of linkages between them. There was repeated
comparison between evidences gathered from publications and existent SHREM models in order to develop added
collections of general groupings. Analyzing at article-level fine-tuned the findings as every remote-working management
variable was well-defined alongside differentiating between processes and subject matters involved in SHRM of remote
working.

Subsequently, theoretical groupings were determined and significant
cumulative theoretical variables were 1dentified. The theoretical vanables mclude “Communication difficulties
‘Managerial dissemination of implicit knowledge®, ‘Individual suitability to work remotely” “Experiencing seclusion’,
‘Employees’ attitudes towards schedules and timeliness’ ‘Collaborative tools’, “Manaperial virtual admmistrative
competencies” and “Employee problem-solving competencies. These theoretical dimensions formed the bedrock of our
concentual framework.

This stage integrates notions occurrences and organizes particularities associated
with SHRM of remote working in order to create a remote working management conceptual framework that showcase an
improvement system for virtual workspace management. Results also demonstrated patterns that illustrate where remote
working cannot be managed.

The goal of this article was utilizing the research findings to design
a conceptual framework for management of remote working. A conceptual framework can be defined to be a logical tool
for organizing notions and philosophies [15]. This research recommends a conceptual framework comprising of six
significant factors that can tremendously enhance SHRM of wirtual workspaces. These are in three main areas:
communication, work culture and skills acquisition.

Source: Authors-designed from [15, 16, 17]

Figure 2. Meta-evaluative Data Collection Flowchart
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Results and Discussion

Six qualitative primary research (In-depth
Interviews and Focus Group Discussions) were
triangulated with ten quantitative primary
research (surveys using questionnaire) in our
meta-evaluative study. Results showed that
numerous limiting factors of remote working
during COVID-19 abounded, outweighing the
enablers in 4 of the studied countries. Most
important amongst those challenges were
employees’ lack of ICT skills, achieving a
healthy work-life balance as well as inadequate
remote workers’ management competencies
amongst HR managers mainly due to abruptness
of the situation and lack of crisis management
abilities. There was moderate level of SHRM
implemented during the lockdown with 50% of
journals researched mentioning that as a strategy
employed. Studies conducted by researchers

INSTITUTE LOGICAL
ROLES &
OBLIGATIONS

have confirmed that administrators are battling
with efficient managing of employees who work
remotely, resulting in  numerous staffs
experiencing distrust and micromanagement,
and the demand for urgently developing the
competencies of managers concerning managing
employees during such critical period [39, 40].
Thus, managing remote-working virtual workers
effectively constitute a major opportunity which
could provide a competitive advantage for
sustaining and improving organizational
accomplishments.

Proposed Conceptual Framework

Based on the literature reviewed and research
results, the conceptual framework below is being
proposed to improve the systems for managing
remote-working  virtual employees and
enhancing the prospective gains of a well-
designed virtual workspace:

BUILD
MANAGERS'
ICT SKILLS

DECENTRALISED AND
DELEGATED
MANAGEMENT

REMOTE-WORKING
MANAGEMENT

CREATE AN
ENCOURAGING
WORK ATMOSPHERE

COMMUNICATION AND
TRUST-BUILDING
TRAININGS

OUTCOMES
MANAGEMENT
COACHING

Source: Authors-designed [9, 10]

Figure 4. Remote-working Management Conceptual Framework for Managers

Conclusion

Current outworking studies have produced
evidence supporting our research that proves
how virtual work could be additionally valuable
when compared to conventional office work as
the gains results mostly from how further
autonomous remote employees become. Where
staffs’ independence is reduced and higher
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micromanaged practices exist, remote-working
advantages has a lower probability of
occurrence. Therefore, virtual administrators
must comprehend the necessary job designs
required for facilitating efficient virtual work.
Also, evidence prove that remote working has
come to stay post-COVID pandemic [40].
Consequently, managers ought to develop
innovative delegation and enabling competences



in order to give virtual employees more
independence in deciding the appropriate
methodologies and time for carrying out their
duties as this would enhance staffs’ enthusiasm,
performances and wellbeing. Lastly, since
virtual jobs demands autonomy and flexibility
alongside solid self-inspiration and enthusiasm,
managers ought to have the ability to aptly
determine and decide if an individual has the
suitability to work in a virtual group and likewise
recognise the individual peculiarities to address
when creating work groups.

Limitations

Discussing about limitations encountered
during the meta-evaluative procedure is a central
aspect of the meta-methods research design [16].
Constraints of this research process where
generalization can only be made to organizations
whose staffs worked from home during the
COVID-19 pandemic due to the sampling types
utilized; and insufficient literatures of primary
researches that combine the three aspects of
SHRM, Remote working and COVID-19. This
is understandable as COVID-19 is an emergent
issue. Nevertheless, we conducted extensive
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